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Abstract 

This study examined workplace behaviour and organizational efficacy of fast food restaurants in 

Port Harcourt, Rivers state. Questionnaires were distributed to 384 fast-food restaurant workers 

in various fast-food outlets. Results showed that 12.5% gave a poor rating of organizational 

performance, 31.51% gave an average rating while 55.99% gave a very good rating of 

organizational performance. The study also revealed that that 40.89% were satisfied with their 

jobs while 59.11% were not satisfied with their jobs. The analysis of organizational motivational 

rating shows that 16.67% opined that the organizational motivational rating was poor, 60.42% 

noted that the organizational motivational rating was on the average while 22.92% of the 

respondents had ‘very good’ motivation.The findings of this study revealed statistically 

significant relationship between employee work behaviour and organizational efficacy (p value 

0.012) at 95% (p≤0.05) probability level. However, the relationship between gender and 

employee work revealed no statistically significant relationship (0.571) at 95% (p≤0.05) 

probability level.The study recommended adequate motivation of employees so as to boost 

organizational efficacy and performance. 
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Introduction 

Human behaviour is greatly influenced by culture, morals, societal norms and ethics. This 

explains why different people respond differently to similar situations (Cascio, 2013).  In any 

organization, a deep understanding of behavioural tendencies of employees' have become 

imperative as it greatly impacts organization performance However, behaviour is dynamic and 

sometimes in response to certain working situations. This invariably means that employee work 

behaviour is a factor of the work environment (Porath & Pearson, 2009). 

 

In recent times, the ever dynamic business environment has made businesses to become more 

innovative and adaptive to the changing times in order to maintain a competitive edge (Yuan & 

Woodman, 2010). Employees have now become the most vital components of any thriving 

business. The work attributes of employees are among the reasons for businesses to stay 

competitive. Moreso, their innovativeness contributes significantly to the efficacy of the business 

(Barney, 2011). 

 

Fast food restaurants is a business that provides cooked foods, normally packaged and kept hot 

for customers who either eat in the restaurants or purchase in take-away packs. In most cases, 

these foods are mostly cooked from a central location and distributed to the various outlets to 

ensure conformity to standards (Mustapha et al., 2014).  

In the hospitality sector (fast food restaurants inclusive), there exists a varying range of 

employee workplace behavior within the organization. Some of this behaviour may be 

constructive actions of employees while others may be destructive actions which may hamper 

productivity in the work environment. Destructive workplace behaviours has the potential to 

generate anxiety and stress, cause minor illnesses and in some extreme cases, leads to depression 

and loss of morale amongst employees (Ashkanasy et al. (2002).  

As disastrous as destructive work behaviour can be, it is also know to spread like wildfire 

amongst the employees which in the long run affects the organizations efficacy, productivity and 

reputation. Eventually, these negative attitudes take a toll on employees' health and performance 

which is a recipe for organizational failure and financial losses (Appelbaum et al., 2007). 

In the fast food restaurant business, employees' behaviour is a key element in corporate 

productivity and efficiency as they act as a bridge between the organization and its customers. In 

addition, it also acts as a catalyst to develop an effective and cordial relationship with customers. 

Therefore, employees' workplace behavior influences customer perception of service quality 

which in turn enhances customer satisfaction and organizational efficacy.  

In Port Harcourt, the usefulness of fast food restaurants cannot be overemphasized. This is 

because of its importance in the hospitality sector, tourism and to its numerous customers. 

Similar to other sectors of the economy, its potential in the long run is significant considering the 
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fast growing population of the city, the changing lifestyles as a result of work demands and its 

economic potential as the hub of oil and other commercial activities in Nigeria. 

Prior to this study, many researches have been carried out in this field of endeavour.  However, 

the focus of a plethora of researches was mainly to ascertain work attitudes with little of no 

emphasis on organization efficacy attributed to employee work attitudes behaviour. Therefore, 

this study intends to fill this existing lacuna and investigate the relationship between employee 

attitude and organizational efficacy. In the light of these, the research embarked on this study to 

explore the relationship between employee work behaviour, motivation and organizational 

efficacy in the fast food industry 

Materials and Methods 

The study was carried out in Port Harcourt, Rivers State.The study implored the use of the 

descriptive survey research design. The Z-z score mathematical formular for determining infinite 

population was used to arrive at a sample size of 384 respondents. Well structured questionnaires 

were distributed to different categories of fast-food restaurant workers who were purposively 

selected in order to assemble the primary data needed for this study. Face and content validity 

was achieved by subjecting the questionnaire to review by experts. Cronbach’s Alpha reliability 

coefficient of ≥0.7 was considered reliable for the study.The collected data with the aid of 

questionnaire was entered into computer software called Statistical Package for Social Science 

(SPSS version 21.0). It was analyzed using a descriptive statistical analysis and qualitative data 

was presented on tables with frequency and percentages while inferential analysis was done 

using simple Statistical technique. The Chi-square statistics which is a non-parametric tool was 

used to the test the hypotheses. 

 

Results and Discussion 

Table 1 reveals that the total number of male respondents constituted 26.56% of the total 

respondents, while the female constituted 73.44% of the total respondents.In analyzing the 

characteristics of the respondents by age, 21.88% were ≤ 25years, 50.78% were between 26 -37 

years and 27.34% were between 37- 47 years.  Analysis of data on the educational status of 

respondents who participated in this study as seen in the table 1 showed that 9.64% had primary 

education, 42.45% had secondary education, 28.13% respondents had finished a bachelor’s 

degree, 6.51% had finished postgraduate education, while 13.28% had vocational educational 

training. In the analysis of job category, 51.38% assumed non-supervisory roles, 21.09% were 

first-line supervisors, 10.68% were mid-level managers and 8.85% were senior managers.  
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Table 1: Sociodemographic Data of Respondents 

Variables Frequency 

(n =384) Percent 

GENDER 

Male 102 26.56% 

Female 282 73.44% 

AGE  

 ≤ 25years 84 21.88% 

26 - 36years 195 50.78% 

37 - 47years 105 27.34% 

EDUCATIONAL STATUS 

 Primary 37 9.64% 

Secondary 163 42.45% 

Bachelor's degree 108 28.13% 

Post-graduate 25 6.51% 

Vocational training 51 13.28% 

JOB-CATEGORY 

 Non-supervisory 228 51.38% 

First line supervisor 81 21.09% 

Mid-level manager 41 10.68% 

Senior manager 34 8.85% 

 

The distribution of the work experience in the fast food industry is shown in Table 2.It was 

revealed that238 (61.98%) had a work experience of up to five years, 115 (29.95%) had six to 

ten years of work experience while 31 (8.07%) had more than years of work experience.  

 

Table 2: Work Experience of Respondents 

Work experience of 

respondents 

Frequency  

(n =384) 

Percentage  

≤ 5 years 238 61.98% 

6 – 10 years 115 29.95% 

>10 years 31 8.07% 

 

Figure 1 shows the analysis of the type of employment among respondents. It was revealed that 

where 151 (39.32%) had part time employment and 233 (60.68%) were employed on full-time 

basis. 
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Figure 1: Employment Type of Respondents 

Figure 2 reveals the rating for organizational performance by the respondents. Results showed 

that 48 (12.5%) gave a poor rating, 121 (31.51%) gave an average rating and 215 (55.99%) gave 

a very good rating.   

 

Figure 2: Perception of Organizational Performance 

Figure 3 outlines the perception of organizational efficacy rating by the respondents. Results 

showed that 36 (9.38%) gave a poor rating, 89 (23.18%) gave an average rating and 259 

(67.45%) gave a ‘very good’ rating as shown in the figure 3 below. 
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Figure 3: Perception of Organizational Efficacy 

Figure 4 illustrates the job satisfaction rating. Results showed that that 157 (40.89%) were 

satisfied with their jobs while 227 (59.11%) were not satisfied with their jobs.This is similar to 

the findings of Shiraz et al. (2011) which reported that a significant proportion of employees (40 

-65%) in fast food restaurant were not satisfied with their jobs. 

 

 

Figure 4: Perception of Job Satisfaction 

Fig 5 clearly illustrates theperception of organizational motivational rating. Results show that 64 

(16.67%) opined that the organizational motivational rating was poor, 232(60.42%) was of the 

opinion that the organizational motivational rating was on the average while 88 (22.92%) had 

‘very good’ motivation. 

 

9.38%

23.18%

67.45%

Organizational Efficacy

Poor

Average

Very good

59.11%

40.89%

Job Satisfaction

Not Satisfied 

Satisfied



International Journal of Advanced Academic Research (Social and Management Sciences) | ISSN: 2488-9849 

Vol. 6, Issue 11 (November, 2020) | www.ijaar.org 

Journal DOI: 10.46654/ij.24889849  

Article DOI: 10.46654/ij.24889849.s6121011 

 

74 
 

 

Figure 5: Perception of Organizational Motivational Rating 

Table 3 reveals the chi-square analysis of relationship between organizational performance and 

adherence to rules. As shown in table 3, the p-value of the chi-square analysis showed a value of 

0.000 which implies a statistically significant relationship between organizational performance 

and adherence to rules. This is similar to the findings of Kura et al. (2013) which reported that 

adherence to set rules and regulations in an organization improve organizational performance. 

Similarly, Wang and Duan (2014) also reported that good behaviour correlates with 

organizational performance in an organization. 

Table 3: Relationship between organizational performance and adherence to rules 

 

Table 4 reveals the chi-square analysis of relationship between organizational performance and 

punctuality. The chi-square analysis showed a p-value of 0.000 which implies a statistically 

significant relationship between organizational performance and punctuality. This invariably 

means that punctuality had a significant effect on organizational performance.This study 

16.67%

60.42%

22.92%

Organizational Motivational Rating

Poor

Average

Very Good

  

 

Adherence to rules 

Total 

Chi-Square 

(P-value) 
Rarely Most times Always 

Organizational 

Performance 

Poor Count 3 33 12 48  

% within Organizational 

Performance 
6.3% 68.8% 25.0% 100.0% 

 

 

 

278.069 

(0.000) 

Average Count 0 0 121 121 

% within Organizational 

Performance 
0.0% 0.0% 100.0% 100.0% 

Very good Count 0 0 215 215 

% within Organizational 

Performance 
0.0% 0.0% 100.0% 100.0% 

Total Count 3 33 348 384 

% within Organizational 

Performance 0.8% 8.6% 90.6% 100.0% 
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corroborates the findings of Fulmer et al. (2013) and Liao and Rupp (2015) who revealed in their 

separate study thatprompt attendance to work functions have been reported to contribute 

immensely to organizational performance in all industries.  

Table 4: Relationship between organizational performance and punctuality 

 

Punctuality 

Total 

Chi-Square 

(P-value) 

Rarely 

Most 

times 

Always  

Organizational 

Performance 

Poor Count 7 28 13 48  

% within Organizational 

Performance 
14.6% 58.3% 27.1% 100.0% 

 

 

269.570 

(0.000) 

Average Count 0 0 121 121 

% within Organizational 

Performance 
0.0% 0.0% 100.0% 100.0% 

Very good Count 0 0 215 215 

% within Organizational 

Performance 
0.0% 0.0% 100.0% 100.0% 

Total Count 7 28 349 384 

% within Organizational 

Performance 
1.8% 7.3% 90.9% 100.0% 

 

 

Table 5 reveals the chi-square analysis of relationship between between organizational efficacy 

and job satisfaction.The chi-square analysis showed a p-value of 0.001 which implies a 

statistically significant relationship between organizational efficacy and job satisfaction. This 

invariably means that job satisfaction had a significant effect on organizational efficacy. The 

findings of this study is in consonance to the findings of Kuntze and Marulich (2010) who 

reported that job satisfaction corresponds to organizational efficacy.  

 

Table 5: Relationship between organizational efficacy and job satisfaction  

 
Job Satisfaction 

Total 

Chi-Square 

(P-value) Not Satisfied Satisfied 

Organizational 

Efficacy 

Poor Count 36 0 36  

% within Organizational 

Efficacy 
100.0% 0.0% 100.0% 

 

 

 

128.179 

(0.001) 

Average Count 89 0 89 

% within Organizational 

Efficacy 
100.0% 0.0% 100.0% 

Very good Count 102 157 259 

% within Organizational 

Efficacy 
39.4% 60.6% 100.0% 

Total Count 227 157 384 

% within Organizational 

Efficacy 
59.1% 40.9% 100.0% 

 

Table 6 reveals the chi-square analysis of relationship between between organizational efficacy 

and regular work attendance. The chi-square analysis showed a p-value of 0.000 which implies a 

statistically significant relationship between organizational efficacy and regular work 

attendance.This invariably means that employees' work attendance had a significant influence on 
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organizational efficacy.The findings of this study is in tandem to the findings of Liao and 

Rupp(2015) who revealed that regular and prompt attendance to work obligations has a 

significant relationship with organizational efficacy. 

 

Table 6: Relationship between organizational efficacy and work attendance  

 
Regular Work Attendance 

Total 

Chi-Square 

(P-value) Rarely Most times Always 

 

 

 

Organizational 

Efficacy 

Poor Count 2 12 22 36  

% within Organizational 

Efficacy 
5.6% 33.3% 61.1% 100.0% 

 

 

 

 

140.454 

(0.000) 

Average Count 0 0 89 89 

% within Organizational 

Efficacy 
0.0% 0.0% 100.0% 100.0% 

Very good Count 0 0 259 259 

% within Organizational 

Efficacy 
0.0% 0.0% 100.0% 100.0% 

Total Count 2 12 370 384 

% within Organizational 

Efficacy 
0.5% 3.1% 96.4% 100.0% 

 

 

Table 7 reveals the chi-square analysis of relationship between between organizational efficacy 

and organizational motivational rating. The chi-square analysis showed a p-value of 0.001 which 

implies that there is a statistically significant relationship between organizational efficacy and 

organizational motivation rating. This invariably means that employees' motivation had a 

significant effect on organizational efficacy.This is similar to the findings of Sandhya and Kumar 

(2011) who revealed that motivation is one of the important factors that improveorganizational 

performance and efficacy. 

Table 7: Relationship between organizational efficacy and motivational rating  

 
Organizational Motivation Rating 

Total 

Chi-Square 

(P-value) Poor Average Very good 

 

 

 

 

Organizational 

Efficacy 

Poor Count 36 0 0 36  

% within Organizational 

Efficacy 
100.0% 0.0% 0.0% 100.0% 

 

 

 

 

271.394 

(0.001) 

Average Count 28 61 0 89 

% within Organizational 

Efficacy 31.5% 68.5% 0.0% 100.0% 

Very good Count 0 171 88 259 

% within Organizational 

Efficacy 0.0% 66.0% 34.0% 100.0% 

Total Count 64 232 88 384 

% within Organizational 

Efficacy 16.7% 60.4% 22.9% 100.0% 
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Table 8 reveals the chi-square analysis of relationship between between organizational efficacy 

and employee work behaviour. The chi-square analysis showed a p-value of 0.012 which implies 

a statistically significant relationship between organizational efficacy and employee work 

behavior. This invariably means that employees' work behaviour had a significant effect on 

organizational efficacy. This is similar to the findings of Schneider and Bowen(2015) who noted 

that good employee behaviour has been reported to be associated with increased and improved 

organizational performance. 

Table 8: Relationship between organizational efficacy and employee work behaviour 

 

Table 9 reveals the chi-square analysis of relationship between employee work behaviour and 

gender. The chi-square analysis showed a p-value of 0.571 which implies that the relationship 

between employee work behaviour and gender was not statistically significant. This means that 

gender had no significant influence on employee work behaviour. 

Table 9: Relationship between employee work behaviour and gender 

  

 
Employee Behaviour 

Total 

Chi-Square 

(P-value) Rarely Most times Always 

Gender Male Count 
3 32 67 102 

 

% within Gender 2.9% 31.4% 65.7% 100.0% 1.120 

(0.571) Female Count 0 0 282 282 

% within Gender 0.0% 0.0% 100.0% 100.0% 

Total Count 3 32 349 384 

% within Gender 0.8% 8.3% 90.9% 100.0% 

 

  

  

 
Employee Behaviour 

Total 

Chi-Square 

(P-value) Rarely Most times Always 

Organizational 

Efficacy 

Poor Count 3 32 1 36  

 

 

 

372.264 

(0.012) 

% within Organizational 

Efficacy 
8.3% 88.9% 2.8% 100.0% 

Average Count 0 0 89 89 

% within Organizational 

Efficacy 
0.0% 0.0% 100.0% 100.0% 

Very good Count 0 0 259 259 

% within Organizational 

Efficacy 
0.0% 0.0% 100.0% 100.0% 

Total Count 3 32 349 384 

% within Organizational 

Efficacy 
0.8% 8.3% 90.9% 100.0% 
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Conclusion and Recommendations 

The study revealed that employee perception of organizational performance and motivational 

rating was very good. However, a greater percentage of the employees were not satisfied with 

their jobs. This could be attributed to poor working environment and lack of staff welfare. It was 

also revealed that employee behaviour such as punctuality, adherence to rules and regular work 

attendance had significant effect on organizational performance and efficacy. It was also noted 

that employee motivation was significantly correlated with organizational efficacy.  

Based on the findings of the study it is recommended that senior level executives of fast food 

restaurants in Port Harcourt take a critical appraisal of factors associated with job satisfaction 

and motivation of employees. Also, it is imperative that employees be adequately encouraged to 

adhere to rules and regulations, improve on punctuality so as to ensure improvement in 

organizational efficiency and performance in the fast food restaurants. 
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