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Abstract

This research aims to measure the level of employee performance in hotel chains.
Consequently, the methodology is analytic. The population of this research included the staff
of Cairo's five-star hotels in Egypt; it distributed 385 questionnaires about 302 valid
questionnaires based on a random sample. The results revealed that the level of employee
performance in Cairo's five-star hotels is 3.98 out of 5. This value refers to the high level with
a 16.87 % coefficient of variance. Furthermore, the dimensions of work amount,
commitment, and work quality affect the level of employee performance. Where there is a
very high positive correlation between the level of employee performance level with the
achieved work amount dimension followed by the commitment dimension and finally the
work quality dimension. This research recommended hotel management must ensure that
appropriate environments for increased work performance to survive and grow, particularly
in a competitive global market, and improve productivity and work quality of the hotel;
Finally, performance level should be one of the criteria for selecting leaders within hotels
because it reflects positively on the level of performance of hotels in general and employees
performance in particular.

Keywords: Employees performance, hotel chains, work quality, commitment, working
quantity

Introduction

The importance of employee performance (EP) in the hotel industry has grown more
significant than in any other sector since the hotel sector primarily depends on its employees
and is a labor-intensive sector that relies largely on human interaction or activities (Heck &
Marcoulides, 1993). The employees are in direct contact with the customers, thus if they do a
good job, the customers will be happy (Rothwell et al., 2007). The most important aspect of
hotel management in the hospitality and tourism sector is managing employee performance
(EP) because EP affects a hotel's productivity, profits, market position, and sales. A hotel's
success or failure is largely dependent on the caliber of quality work and the quantity of work
its employees deliver (Alfand, 2020).

Therefore, employees are the most important element in the hospitality industry. So,
organizations seek to achieve higher levels of performance and continuous development
(Faraj et al., 2021). Organizations should prioritize generating strategic intelligence and make
attempts to improve ongoing performance (Berges et al., 2021). From the guest's point of
view, employees are essential dimensions of a service organization because they are usually
the first point of contact in the service encounter (Mulyati et al., 2023). Hotel chains play an
important part in the hospitality industry. As dynamic entities, they share the characteristics
of global organizations and distinguish themselves as service-sector corporations (lvanova &
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Ivanov, 2015a). Today, hotel chains are the foundation of the global tourism industry; there
are multiple hotel chains in the country (lhsan, 2021). As a result, the studies of
Abujuladayah (2018), Maria et al., (2021), Solihah et al., (2021), Kristiadi et al., (2022),
Hidayati (2022), and Farida (2022) highlighted the importance of measuring the level of
employee performance. In specific, the fundamental issue in Egypt is the wide disparity in
employees' performance indices in hotels (Khlifha, 2023). There is a shortage and scarcity of
studies that dealt with performance indicators in hotel chains. Consequently, there are
shortcomings in the indicators of the level of employee performance in hotel chains in Egypt,
this prompted the researchers to adopt and study this research point. The researchers seek
through this research to achieve the main goal, which is to measure the level of employee
performance in hotel chains in Cairo.

Literature Review

Employee Performance Concept

Human resources are one of the resources that most influence an organization's success or
failure (Jumady et al., 2021). To ensure their continued existence and growth, organizations
must effectively manage their human resources. Successes in organizational operational
processes are largely determined by the quality of human resource management (Gasmadia &
Hamzah, 2022). To encourage employee performance, organizations need human resources
with specialized knowledge and talents in line with the organization's goals and missions
(Herfiansyah, 2023); to produce well work standards as a reference point when contrasting
what was completed with what was anticipated (Sutaguna et al., 2023).

Employee performance is defined as a person's achievement at work, and it is a very crucial
factor in organizations (Arjana & Dewi, 2016). It may be argued that performance is the
result of an individual job done appropriately under the obligations assigned in a specific time
frame (Setyowati & Sofingi, 2022). Moreover, employee performance is defined as how
much an employee gives to the firm in terms of quantity, quality, time duration, work
attendance, and cooperative behavior (Fouda, 2023*). The study of Vasi¢ & Petrovic¢ (2023)
argued that employee performance is the result of work in terms of the quality and quantity
achieved by the employee in the performance of his duties as per the responsibilities assigned
to him. Performance is the result of work produced by an employee that is understood to
additionally accomplish desired objectives because each employee has a different degree of
ability and approaches his work differently.

Employee performance is defined as the efficiency of individual work that indicates the
degree of completion of assignments under organizational expectations (Mohsen & Monem,
2017). Moreover, employees’ performance is defined as the result of work in quality,
quantity, and Job commitment reached by an individual in carrying out jobs allocated to the
employee in line with pre-established standards or norms (Perera, 2022; Boubes & Kabalan,
2022; Vasi & Petrovi¢, 2023; Alkharabsheh et al., 2023). In addition, performance is the
degree to which tasks are completed successfully and the capacity to meet established goals
(Putra & Adrian, 2022). These limits mean that the performance is declared good and
successful if the desired goals can be achieved properly (Priono & Yuliannisa, 2022; Fouda,
2023). Moreover, employee performance is the result of the quality and quantity of the
employee's work in performing his duties per the responsibilities assigned to him in the
workplace; is one of the most important aspects that change the achievement of
organizational goals if the employee's performance is greater or better, and vice versa if the
employee's performance is poor (Jamaludin & Subiyanto, 2023; Mubarok & Suparmi, 2023).
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Employee Performance Importance

The topic of employee performance is significant to the departments and officials of any
organization as it provides a mechanism or means by which organizations can accomplish
their objectives, even if they are service or productive (Jerry & Souai, 2014). The success of
the organizations is, therefore, the product of the involvement of the group of efforts made by
the workers and their level of productivity the willingness the performance of the tasks
appointed to them (Abujuladayah, 2018). Performance is a mirror that represents the status of
organizations and individuals employed in it and is the relationship between actions and
achievement in delivering value-driven results that enable the company and its employees to
remain competitive (Alhabib & Alsultan, 2021). This explains the interest of all senior
management in the success of their employees (Sugiyanta et al., 2021). The key approaches
to enhancing the level and consistency of staff performance are the procedures practiced by
human resources management in these organizations (Almakhadmah, 2020).

Employee Performance Measurement

Performance indicators include input, output, outcomes, benefits, and effects (Aini, 2019).
performance indicator needs to be clear and detailed, measurable objectively, qualitatively,
and quantitatively, deal with relevant issues, be significant and valuable, be adaptable to
changes in implementation, and be successful or efficient (Mulyat et al., 2023). Several
previous studies (Destiant et al., 2021; Arwab et al., 2022; Purwanto et al., 2022; Kristiadi et
al., 2022). Used two main dimensions of performance quality of work, and Amount of work.
In addition, the studies of Abujuladayah (2018), Farida (2022), and Mubarok (2023) which
includes both the standards of actual performance outputs and behavioral standards of
employee performance represented in the quality of work, Amount of work, and job
commitment.

Work Quality Dimension

Organizations strive to improve the quality of their services and provide value by using their
resources (Aljarrah, 2021). Quality of work means the lack of errors while doing work (Al-
Habib & Al-Sultan, 2021). Usually, quality includes internal measures like shrinking; number
rejected and faults per unit, in addition to outside evaluations like customer happiness or a
calculation of how frequently customers reorder, each employee in the organization must
meet certain requirements following the quality required by organizations (Sitepu et al.,
2021). The quality of work achieved is mainly based on conformity and determined
requirements such as accuracy and skill (Djawa, 2021; Maria et al., 2021). Finally, the
quality of work emphasizes the effectiveness and efficiency of employees in completing their
work (Purwanto et al., 2022).

The level of precision and proficiency within this framework is the conformity of
performance outputs (service and goods) to the specifications specified by the management or
within the international specifications (approved quality standards), as well as measures the
freedom of performance from errors during implementation (Blyton et al., 2017). As well as
the degree of creativity and innovation of employees (Sirna et al., 2021). Quality expresses
the level of performance and is connected to all organizational activities of the work provided
by the employees (Alowna, 2021). It is an expression of the individual's commitment to
certain levels of performance that contribute to the provision of a service or good that is
acceptable to the management and at the same time satisfies the clients of the organization
(Purwanto et al., 2022). The focus of the service industry should be on service quality
(Parasuraman et al., 1991). Quality of service, responsiveness, and service speed are all
factors that have been determined to be important in employee performance behavior
(Poudel, 2019).
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Several factors affect the level of performance. In specific, the speed of service is one of the
important determinants of the performance of workers in hospitality establishments (Moussa
et al., 2015), where the waiting time for service affects customer satisfaction, so the longer
the waiting time, the higher the level of customer dissatisfaction (Abdelmawgoud et al.,
2016). In addition, there is a great discrepancy in performance indicators among five-star
hotels in Cairo, and the level of this discrepancy in performance varies according to several
factors, including the gender and nationality of the hotel manager, and the type of hotel chain.
The best performance was in favor of female directors, international chains, and Egyptian
directors (Abdelmawgoud & Abd El Salam, 2022). Finally, managers must put in place a set
of managerial procedures to improve operational and financial performance indicators to
maximize profit rates in hotels (Abdelmawgoud, 2022).

Achieved Work Amount Dimension

The quantity of work done in a specified period, such as achieving targets, completing work
on time, and working discipline (Sirna et al., 2021). In addition, work is expressed in terms
such as the number of units, and the number of activities cycle completed (Arwab et al.,
2022). The quantity of work may be seen from the amount of work can and the usage of time
(Sitepu et al., 2021; Kristiadi et al., 2022). This can be seen from the results of employees'
work in using a certain time and speed in completing their duties and responsibilities
(Purwanto et al., 2022). Moreover, the number of quantities produced by an individual or
group as a standard of work, and performance measured by the output target, work according
to the number of activities completed (Destianti et al., 2021; Purwanto et al., 2022). Work
productivity is crucial in determining the company's long-term continuity (Mulyati et al.,
2023).

Employee productivity can be defined as the ratio of employee participation per unit of time
and the results obtained in this sense shows that there is a relationship between work results
and the time needed to produce products from an employee (Mulyati et al., 2023). The
quantity of work that a single employee can complete under typical working conditions in the
allotted time by putting forth the necessary physical and mental effort and expressed the
speed of performance or the quantitative dimension of the energy exerted, and thus the work
and quantity did (Mumen, 2020; Alhabib & Alsultan, 2021). The amount of work completed
in a given time, such as meeting targets, completing tasks on time, and maintaining work
discipline (Sirna et al., 2021). The quantity of work can be seen from the amount of work and
the use of time (Sitepu et al., 2021). This can be seen from the results of employees' work in
using a certain time and speed in completing their duties and responsibilities (Destianti et al.,
2021; Arwab et al., 2022; Kristiadi et al., 2022).

Work expressed in terms such as the number of units produced, or the number of activity
cycles completed; has stated that this indicates the number of quantities produced by an
individual or group as a standard of work. Performance is measured by the output target and
work according to the number of activities completed (Purwanto et al., 2022). Finally, to
increase the productivity of work, it is vital to assess work targets which consist of aspects of
quantity, for example, the number of achievements in a certain volume of units or sizes,
quality, and quality achievements by predetermined standards (Mulyati et al., 2023).

Commitment Dimension

Employee commitment is a crucial issue since it can be used to predict performance and more
commitment can help increase productivity (Do & Lu, 2015). Furthermore, examining
employee commitment is crucial because motivated people are less likely to hold back and
more willing to try new things to perform above and beyond expectations. Organizations
value employees’ commitment because it is typically assumed that it reduces leave behavior
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(Nguyen, 2020). Given this, employees with a high degree of commitment usually feel great
content and satisfaction in their professions, in contrast to employees who become less
dedicated to the organization and will shift their dedication in other directions (Doe et al.,
2020). Employees’ commitment has a positive effect on the job and psychological
performance; it is also the staff that is loyal and proud of and loves the organization to help
the organization make happen big job Goals through customer satisfaction and retention
productivity and efficiency to achieve. There are three components of commitment to the
organization: a great desire to be a member of the organization, and the desire to achieve the
organization's goals. And the willingness to do the best for the organization (Adekoya &
Fapohunda, 2022). Finally, the level of each type of job commitment varies from one
organization to the next depending on the nature, size, and working circumstances of the
organization (Amehule, 2022). Employees who are more committed to the company are seen
as being more responsible, more productive, more empathetic, more devoted to their jobs,
and more content with their work (Jumah & Nthiga, 2022).

Methodology

This research aims to measure the level of employee performance in hotel chains.
Consequently, the methodology is analytic. The population of this study included the staff of
Cairo's five-star hotels in Egypt, as the number of five-star hotels is 20 hotels in Cairo (ldsc,
2023). This research was based on the method of the random simple sample. The number of
staff is unlimited. Therefore, the researchers used the equation of Thompson for the unlimited
population to determine the size of the sample as follows:

n=p1-p)/G5°>
Where:
p = Probability of achieving the characteristic studied in the population (0.5)
z = Confidence level of 95 % (1.96)
d = Error Proportion (0.05)
n = Sample Size (385)

This means 385 or more questionnaires are needed to have a confidence level of 95% that the
real value is within £ 5% of the measured/surveyed value. Since the expected rate of the
population’s response to the questionnaire is 50%, the number of distributed questionnaires
will be twice the size of the sample, based on the Thompson equation. For research design,
the research tool is a questionnaire that is used to collect data, and it is distributed to the staff
of Cairo's five-star hotel chains in Egypt. The researchers, based on the studies of Priansa
(2014), Engetou (2017), Abujuladayah (2018), Yee (2018), and Farida (2022), build a model
to measure the level of employee performance using a five-point Likert scale method. This
model consists of three dimensions: work quality, worker quantity, and job commitment. The
hypotheses of this research include:

H.1 There is a statistically significant correlation between the level of work quality and the
employee performance level.

H.2 There is a statistically significant correlation between the level of achieved work amount
and employee performance.

H.s There is a statistically significant correlation between the level of job commitment and
the employee performance level.
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Figure (1): The conceptual framework of research

Results Discussion

This research analyzes the study data and discusses the study results. It used the SPSS
software (V. 25) to analyze the questionnaire data. The scale reliability was conducted by
Cronbach's alpha and the scale validity by factor analysis to ensure the quality of research
tools. In addition, descriptive statistics, spearman correlation, and regression were conducted
to analyze research data to achieve the research's aim. The researchers distributed 385
questionnaires and the valid are 302. The following table displays the frequency of
respondents' demographic data.

Table (1): The Frequency of Respondents' Demographics

No. Factors Items Frequency Percent
Male 191 63.2
1 Gender Female 111 36.8
20 or less 7 2.3
21-29 97 32.1
5 Age 30-40 129 42.7
41-64 59 19.5
65 and over 10 3.3
Diploma or Secondary 21 7.0
. L University 184 60.9
3 Scientific Qualification Postgraduate 13 13
Other 84 27.8
Less Than One Year 56 185
4 Years of Experience 1-5 100 33.1
6-10 74 24.5
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11-15 46 15.2

16-20 18 6.0

More Than 20 8 2.6

General Manager 23 7.6

S Assistant General Manager 14 4.6
Job Department Manager 62 20.5

Employee 203 67.2

Hotel management 37 12.3

6 Department Food & Beverage Department 72 23.8
P Room Division Department 80 26.5

Human Resource Department 58 19.2

Other 55 18.2

Table (1) shows the frequency of demographic data for the research respondents. It turns out
that most of the respondents are men (63.2%), of 30 to 40 years (42.7 %), university
graduates (60.9 %), about 1 to 5 years of experience (33.1%), employees (67.2%), and room
division department (26.5 %). The frequencies and percentages according to the study
variables are as follows:

e Distribution of the sample by age variable: 2.3% were under the age of 20, while the
lowest percentage, 32.1%, and were between the ages of 29-21. The largest percentage
was 63.2%, who are between the ages of 30 and 40. 19.5% were aged between 41-64
years. While 3.3% are over the age of 65.

e Distribution of sample members according to the scientific Qualification variable:
Those who have a diploma or secondary school by 7.0% while those who have a
university qualification 60.9%, which is the largest value; this indicates that the study
community is educated and reflects the nature of work within chains hotels in Cairo.
Although postgraduate students were at 4.3%, which is the lowest percentage, those who
have other degrees reached 27.8 %

e Distribution of the sample according to the years of experience variable: The largest
percentage of the study sample has experience ranging from 1-5 years with a percentage
of 33.1%. Followed by employees with 6-10 years of experience by 24.5%. It is also
followed by employees whose experience is less than one year by a percentage of 18.5%.
This is followed, respectively, by employees whose experience ranges between 11-15
years by 15.2%, which means that years of experience are not an important necessity for
employees of chain hotels in Cairo. The researcher may disagree with that result because
he believes that years of experience are extremely important for hotel employees in
general and chain hotels in particular.

e Distribution of the sample according to the job variable: The largest percentage of the
study sample are employees at 67.2% of the study sample size, while department
managers came in second place with a percentage of 20.5%, while general managers
came in third place with 7.6%, followed by assistant general manager with 4.6%. This
shows that the staff is the backbone of the hotel.

e Distribution of sample members by department variable: The most studied
departments in the study sample were the room division department a percentage of
26.5%, followed by the food & beverage department with a percentage of 23.8%. It is
followed in third place by the human resource department with a percentage of 19.2%,
followed in fourth place by the other department with a percentage of (18.2). Last came
the general management of the hotel division with a percentage of 12.3%.
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Table (2): The Normality Test of Employee Performance Level

No. Statements Statistic Sig. Status
1 Work Quality Dimension 0.122 0.000 Non-normal
2 Commitment Dimension 0.123 0.000 Non-normal
3 Achieved Work Amount Dimension 0.106 0.000 Non-normal
4 Employee Performance Level 0.087 0.000 Non-normal

The data in Table (2) refer to the normal distribution of data on the level of employee
performance in five-star hotels in Cairo. According to the research sample, the data
distribution is not normal using the Kolmogorov-Smirnov test. Accordingly, nonparametric
tests are relied upon in the statistical analysis if the sample is less than 30 forms, but if the
sample is significantly larger than 30 forms, it is possible to use the parametric tests in
analyzing the study data.

Table (3): Validity and Reliability Analysis of Employee Performance Level.

Validity Reliability
No. Statements (Factor (Cornbrash's
Loading) Alpha)
The hotel focuses on the quality of the Outputs from the
1 | operational procedures to evaluate the quality of the work by 0.649 0.781
hotel employees' performance.
2 The_hotel comes up_W|th updated development in the quality 0.732 0.755
services offered to clients.
The hotel makes standard comparisons between the
3 . - 0.70 0.739
performance levels and their capabilities.
4 The hotel management contributes to providing the necessary 0.755 0.746
technical possibilities suitable for the completion of the work. ' '
The hotel has the flexibility to face unexpected changes in the
5 . . - . 0.781 0.735
quality of the work done in highly competitive environments.
Work Quality Dimension 0.737 0.791
5 The hotel is eager to inform its employees and inform them 0.725 0.823
about the approved work regulations.
7 The hotel creates among employees constructive behavioral 0.828 0.788
standards that have an impact on their level of dedication. ' '
The hotel aims to foster an environment of high confidence in
8 |. . . . . 0.797 0.799
its personnel to impact their dedication to their work.
9 | The hotel seeks to constantly renew its business values. 0.775 0.804
10 The hotel provides a smjta_ble |_nterna_1l_ atmosp_here that 0.773 0.808
encourages employees to participate in decision-making.
Commitment Dimension 0.7796 0.837
11 The ho_tel determines the_d_ynamlcs of opera_tlonal productivity 0.774 0.798
according to market conditions and competition.
12 Thg hotel sets specific schedules and timings for the tasks 0.810 0.783
assigned to employees.
13 The higher management at the hotel is mt_erested in reviewing 0.774 0.796
the amount of work output performed continuously.
The hotel creates an internal setting that enables employees'
14 - o 0.791 0.788
performance to provide the necessary guantitative results.
The hotel uses the performance scale to provide employees
15 with feedback on the amount of work performed. 0.721 0.816
Achieved Work Amount Dimension 0.774 0.830
Grand Mean 0.764 0.894
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Table (3) presents the validity analysis of the employee performance level scale using the
factor analysis test. It was found that the validity level of the employee performance scale
(0.764) is statistically acceptable, as it exceeds 0.6 as a degree of saturation for the scale
statements. In addition, this table (3) presents the reliability analysis of the employee
performance level scale using Cronbach's Alpha test. The reliability level of the employee
performance scale (0.894) was found to be statistically acceptable, as it exceeds 0.6 as a
degree of saturation for the scale statements.

Table (4): Descriptive Statistics of Employee Performance Level

No.
Tests Employee Performance Level
Statistic 3.9776
1 Mean
Std. Error 0.03862
5 95 % Confidence Lower Bound 3.9016
Interval for Mean
Upper Bound 4.0536
3 5% Trimmed Mean 4.0206
4 Median 4.0667
5 Maximum 5
6 Minimum 1
7 Variance 0.450
8 Standard Deviation 0.67109
Statistic -0.995
9 Skewness Std. Error 0.140
Statistic 1.890
10| Kurtosis Std. Error 0.280
11 | Coefficient of Variance (%) 16.87
K-S: Kolmogorov-
) 0.087
1o | Normal Smirnov
Distribution .
Sig. 0.000
13 No. of Items 15
Validity Cronbach's Alpha 0.894

Table (4) shows descriptive statistics about the level of employee performance (EP) in five-
star hotels in Cairo. The average EP level is 3.98 out of 5, and the standard deviation is
0.67109, this is considered a high level of mean. Additionally, the coefficient of variance for
the employee performance level is 16.87 %; it is a statistically acceptable variance level.
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Table (5): Descriptive Statistics of Employee Performance Level

Mean Level
No. Statements _ De\?;[;fion %/:/ of
Statistic | Std. Mean
Error
Work Quality Dimension
The hotel focuses on the quality of the Very
1 | Outputs from the operational procedures to 4.29 0.053 0.927 21.61 Hi
X igh
evaluate the quality of the work.
The hotel comes with updated development Very
2 in the quality services offered to clients. 4.21 0.051 0.889 21.12 High
3 The hotel makes comparisons bet_\/\_/e_en the 3.97 0.058 1011 2547 | High
performance levels and their capabilities.
The hotel management contributes to
4 | providing the  necessary  technical 4.00 0.060 1.044 26.10 | High
possibilities suitable for the completion.
The hotel has the flexibility to face
5 | unexpected changes in the quality of the 3.81 0.061 1.066 27.98 | High
work in highly competitive environments.
Mean of Work Quality Dimension 4.06 0.042 0.73 17.98 | High
Commitment Dimension
6 The hotel is eager to inform emplo_yees and 413 0.055 0.963 2332 | High
inform them about the work regulations.
The hotel creates constructive behavioral
7 | standards that have an impact on employees' 3.91 0.056 0.981 25.09 | High
levels of dedication.
The hotel aims to foster an environment of
8 | high confidence in its personnel because this 3.95 0.060 1.046 26.49 | High
has a beneficial impact on their dedication.
9 g’he_ hotel seeks to constantly renew its 400 0.063 1,094 27.35 | High
usiness values.
The hotel provides a suitable internal
10 | atmosphere to encourage participation in 3.84 0.067 1.163 30.29 | High
decision-making.
Mean of Commitment Dimension 3.97 0.047 0.819 20.63 | High
Achieved Work Amount Dimension
The hotel determines the dynamics of
11 | operational productivity according to market | 4.13 0.058 1.007 24.38 | High
conditions and competition.
12 T_he_ hotel sets speci_fic schedules and 3.82 0.064 1105 28.93 | High
timings for the tasks assigned to employees.
The higher management at the hotel is
13 | interested in reviewing the amount of work 3.93 0.065 1.123 28.58 | High
output performed continuously.
The hotel creates an internal setting that
14 | enables employees' performance to provide 3.91 0.066 1.150 29.41 | High
the necessary quantitative results.
The hotel uses a performance scale to
15 | provide employees with feedback on the 3.77 0.073 1.263 33.50 | High
amount of work performed.
Mean of Achieved Work Amount Dimension 3.91 0.05 0.87 22.25 | High
Grand Mean 3.98 0.039 0.67 16.83 | High
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According to Table (5), the overall mean of employee performance is 3.98 with a 0.67
standard deviation. This means that the overall mean is high. The table that the level of work
quality dimension was high, as the average is 4.06 with a standard deviation of (0.73), and
the level of phrases is high, as the averages ranged from 3.81 to 4.29. Phrase no. 1 came in
the first place, which is the hotel focuses on the quality of the outputs of the operational
processes to measure the quality of the work done by the hotel employees. With an average
of 4.29 with a standard deviation is 0.927, which is a very high level. The phrase no. (2)
Came second, which is the hotel copes with a renewed development in the quality of its
services provided to customers. This is an average of 4.21 with a standard deviation of 0.889,
which is also a very high level. This indicates that the hotels of the chains in Cairo focus on
the quality of outputs by the staff very much and focus very much on the continuous diversity
in the quality of services provided to customers to meet their stated and expected needs. Also,
phrase no. 4 came in third place with an average of 4.00 with a standard deviation of 1.044 at
a high level. Phrase (3) also came in fourth place with an average of 3.97 and a standard
deviation of 1.011, which is also a high level. Finally, phrase 5 came out at the end with an
average of 3.81 and a standard deviation of 1.066, which is also a high level. Where these
results may agree with the results of Abujuladayah (2018), which showed that the level of
quality of the work performed was high, as the average is 4.71 with a relative importance of
94.1%, and the level of phrases was high, as the averages ranged between 874 and 4.52. It
also agrees with the results of Ferdinandusa (2020), Sitepu et al. (2021), Destianti et al.
(2021), and Sirna et al., (2021), which indicated that the level of performance of employees
was at a good level.

The level of commitment among the employees was high, as the average was (3.97), and the
level of phrases was high, the averages ranged between 3.84 and 4.13. Where she came at a
high level in the first place is the phrase No. (1), which explains that the hotel is keen to
inform its employees and inform them about the approved work regulations, followed in the
ranking by a high level is a phrase no. (9), which is that the hotel seeks to constantly renew
business values, with an arithmetic average of 4.00 and a standard deviation of 1.094. Then
came the phrase No. 8 with an average (3.95) and a standard deviation (1.046) and finally
came the phrase No, (7) with an average (3.91) and a standard deviation (0.981). Those two
phrases came at a high level as well, and this indicates the commitment of employees to all
the regulations and laws governing the work in chain hotels in Cairo came at a high level in
confirmation of this, the researcher conducted personal interviews in this regard with senior
management and the result was somewhat consistent with those previous results. These
results are also consistent with the results of Abujuladayah (2018), where the mean was
(4.73) with a relative importance of 94.61%, and the level of phrases was high, as the
averages ranged from 4.59 to 4.79. Furthermore, the results agree with the studies of Sitepu et
al. (2021), Marni (2019), and Alhabib & Alsultan (2021). It is also consistent with studies by
Almakhadmah (2020), Amehule (2022), and Jumah & Nthiga (2022), which proved the
compliance of employees with the regulations and laws of work inside the hotel.

It is noted that the achieved work amount Dimension was high, as the average is 3.91 with a
standard deviation is 0.87 and the level of phrases came high, as the averages ranged from
3.77 to 4.13 and phrases no. (11) came in first place with an average of 4.13 and a standard
deviation of 1.007, which indicates that the hotel determines the dynamics of operational
productivity according to market conditions and the atmosphere of competition. Also, phrase
no. (13) Followed successively with a mean of 3.93 and a standard deviation is 1.123, which
indicates that the higher management at the hotel is interested in reviewing the amount of
work output performed continuously. This is at a high level, as well as phrase no. (14), and in
the end phrase No (12) came with an average of 3.82 with a standard deviation of 1.105. It is
also a high level, and as mentioned at the beginning, all the phrases on the achieved work
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amount dimension came up high. These results are consistent with the study by Abujuladayah
(2018), which confirmed the amount of work same result, where the achieved was high, as
the average is 4.72 with a relative weight of 94.40%, and the level of phrases was high, as the
averages ranged from 4.53 to 4.85. It also agrees with the results of the study by Priansa
(2014), and Farida, (2022), which confirmed the satisfaction of the organization on the
amount of work produced by its employees by 80%. The results are also consistent with the
study by Destianti et al. (2021), Marni (2019), Alhabib & Alsultan (2021), Sirna et al.,
(2021), Sitepu et al. (2021), and Hartono et al. (2021).

It is that the employee performance dimensions (work quality, achieved work amount, and
commitment) that the level of the performance of employees of the Cairo chain hotels was
high level due to their clear understanding of their job tasks and the completion of their tasks
in terms of quality and quantity required, and this is confirmed by the results of the phrases
on the employee performance axis as a whole, which ranged from 3.89 to 4.29 with a 0.67 as
a standard deviation. Finally, after the previous results of all three dimensions of employee
performance, the level of performance of employees in chain hotels in Cairo is also high and
most studies agreed with that result.

Table (6): The Relationships among Research Variables

No Variable X Variable Y R Sig Correlation Type
1 Work Q_uallty 0.735" 0.000 High P03|_t|ve
Dimension Correlation
Employee Very High Positive
2 | Commitment Dimension Performance 0.809™ 0.000 y High =
Level Correlation
Achieved Work Amount . Very High Positive
3 . . 0.831 0.000 .
Dimension Correlation

““Correlation is significant at the 0.01 level (2-tailed)

Table (6) shows three dimensions which include respectively, (Work Quality dimension-
commitment dimension-achieved work amount dimension) which measure the
performance level of workers in chains hotels in Cairo, where there is a very high positive
correlation between the level of employee performance level with the dimension of the
achieved amount of work (r = 0.831) and commitment dimension (r = 0.809). Furthermore,
there is a high positive correlation between the employee performance level and the work
quality dimension (r = 0.735) at the 0.01 level; this shows that the achieved work amount
of the dimension achieved the highest response rate compared to the other (R=0.735). This
means that the employees maintain the amount of work that the employee can do in the
hotel under normal circumstances and the speed of this achievement, according to the
available work conditions and the tasks assigned to them, and that are compatible with their
capabilities.

The correlation level between commitment dimension and employee performance is
estimated at 0.809, at the second level. This indicates that the commitment of employees
to appointments and working times, and their adherence to the policies, regulations, and
laws of the hotel and the specific job behavior imposed on them; the work quality
dimension ranked the third level in terms of employee performance dimensions at a
0.808. This indicates the employee's mastery of his work and the conformity of the actual
performance with the performance planned by the senior management, considering work
rules, conditions, and available capabilities.
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Table (7): Regression among Employee Performance Level and Its Dimensions

N Variable Adiusted Standardized

0 R R? Jus Coefficients | a b Sig
Independent | Dependent R B

eta

1 Work 0.735 | 0.609 | 0.608 0.781 1.069 | 0.717 | 0.000
Quality

2 . Employee
Commitment Performance 0.809 | 0.752 0.751 0.867 1.159 | 0.711 | 0.000
Achieved Level

3 Work 0.831 | 0.706 0.705 0.840 1.450 | 0.646 | 0.000
Amount

Table (7) shows the regression among the level of employee performance and its dimensions.
About 60.9 % of the variance in the level of employee performance is caused by the work
quality dimension, 75.2 % by the commitment dimension, and 70.6 % by the work amount
dimension. Additionally, the dimensions of commitment (B = 0.867), work amount (B =
0.840) and work quality (B = 0.781) affect the level of employee performance

Conclusions

The mean of employee performance ranged from 4.04 to 4.07. This indicates the high level of
mean for employee performance in five-star hotels in Cairo. The results indicated that about
25% of the total respondents specified that the employees’ performance level is 3.6 a high
level, about 50% of respondents indicated a 4.07 as a very high level), and 95% stated that
the level of employee performance is 5 as a very high level.

The median value of the employee performance level in five-star hotels in Cairo is equal to 4
out of 5, and this indicates a high level. Furthermore, almost all the outliers were less than 2.5
out of 5. The mean employee performance level is 3.98 out of 5, it is a high level, with 0.67
as a standard deviation. Consequently, the coefficient of variance is 16.83 %, which is
statistically acceptable. The dimensions of employee performance level are work quality
(4.06) with a (0.73) standard deviation, commitment (3.97), with a 0.82 standard deviation,
and achieved work amount (3.91), with a 0.87 standard deviation. They are at a high level.
The overall average of employee performance dimensions is 3.98 with 0.67 as a standard
deviation. This means that the overall average performance is high. It is also noted that the
level of work quality dimension is high, as the average is (4.06) with a standard deviation of
(0.73), and the level of phrases was high, as the averages ranged from 3.81 to 4.29. The level
of commitment among employees was high, as the average is (3.97), and the level of phrases
is high, as the averages ranged from 3.84 to 4.13. The level of achieved work amount
dimension is high, as the average is (3.91) with a standard deviation of (0.87) and the level of
phrases came high, as the averages ranged from 3.77 to 4.13.

There is a very high positive correlation between the level of employee performance level
with the dimension of the achieved work amount (r = 0.831) and commitment dimension (r =
0.809). Furthermore, there is a high positive correlation between the level of employee
performance and the work quality dimension (r = 0.735) at level 0.01. About 60.9 % of the
variance in the level of employee performance is caused by the work quality dimension, 75.2
% by the commitment dimension, and 70.6 % by the work amount dimension. Additionally,
the dimensions of commitment (B = 0.867), work amount (B = 0.840), and work quality (B =
0.781) affect the level of employee performance. Finally, this research stated the following
hypotheses:

e There is a statistically significant high positive correlation between the level of work
quality and the employee performance level.
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e There is a statistically significant very high positive correlation between the level of
achieved work amount and the employee performance level.

e There is a statistically significant very high positive between the level of job
commitment and the employee performance level.

Recommendations

e Senior management should provide the latest technological developments that
summarize employees’ work and invest more time to face competition in the labor
market.

e The hotel management should organize courses for employees to train them on how to
use the available resources to achieve the required amount of work and Quality of work.

e Increase awareness of the importance of time because of its importance in achieving
performance indicators, which are (Quality of work, Job commitment, and quantity of
work).

e The management of the hotel must ensure that an appropriate environment for increased
work performance is created to survive and grow, particularly in a competitive global
market, and to enhance the productivity and Work Quality of the hotel.

e Support the variables that favorably affect the employees' performance level in hotel
chains in Cairo.

e Taking into account the developments and modern technological technologies that the
world is witnessing and their uses when defining training strategies and employing them
to develop the performance of employees to accomplish their work in a better way in
terms of quality and quantity.

e The level of performance should be one of the criteria for selecting leaders within hotels
because it reflects positively on the level of performance of hotels in general and the
performance of employees in particular.

e The hotel management encourages employees to continue achieving the required quality
under the specified standards.

e The hotel management encourages the employees to continue to achieve the required
amount of work as per the set standards.

e The hotel management encourages employees to be job committed by motivating them
financially and morally.

Limitations and Future Research

As it is very difficult to access the staff of all five-star hotel chains in Egypt, so the researcher
took the five-star hotel chains in Cairo. Due to the limitation of time, effort, cost, and the
large number of five-star hotels in Cairo, the researcher takes about 20 five-star hotel chains
as a random sample. For future research, it is recommended that the same study can be
conducted on four or five-star hotels in other regions such as Alexandria, Hurghada, and
Sharm EI-Shaikh. Moreover, this research recommends conducting studies on the application
of electronic performance variables as a model that can be used to predict employee
performance in hotels.
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