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Abstract 

The purpose of the study was to examine the effect of employee relations on organizational performance. A 

study of hospitality firms in Calabar, Cross River State. The specific objectives were to examine the effect of 

Hiring and selection, training and development, salaries and benefit on organizational performance. Primary data 

was employed in the study using questionnaire instrument. Simple regression statistical tool was adopted in the 

study. Based on the analysis of the results, the findings revealed that hiring and selection had a significant effect 

on performance, training and development had a significant effect on performance, salaries and benefits had a 

significant effect on performance of hospitality firms in Calabar. The study concluded that good employee 

relations result in highly committed, motivated and loyal employees in the organizations. In line with the 

findings, the study recommended that hospitality firms should focus more on implementing fair labor practices 

and building effective and sustainable employee relations that will ensure their growth and survival. Finally, 

management should devise other measures in which the employees could be effective in order to achieve 

effective performance. 

Keywords: employee relations, hiring and selection, training and development, salaries and benefit, 

performance 

1. Introduction 

Employee relations practices are one of the key fundamental elements of organizational performance, prosperity 

and sustainability. Good employee relations result in highly committed, motivated and loyal employees in the 

organizations. Employee relations refer to the relationship between employer and employee. It involves taking 

into account all potential interactions within an organization and implementing policies so that the relationship 

between an organization, and its people is managed through fair and transparent practices (Al-khozondar, 2015). 

For the successful of any organization, there must be a strong relationship between the employee and employer. 

This would bring about organizational development and high organizational performance.  

There are a number of employee relations best practices, which include: hiring and selection process, supervision, 

communication, union avoidance training, salaries and benefit structure, retention, policies and procedures, 

employee involvement, management visibility/accessibility, positive employee relations strategy, learning and 

development, and technology friendly (Kaliski, 2017). They also provide for effective and consistent procedures 

for rules making, consistencies in dealing with employees relations issues, fairness, processes that can affect and 

improve employee behavior or mechanism to resolve different disputes. A breakdown in employee relations can 
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lead to industrial dispute which can result into industrial action, if not properly managed (Kaliski, 2017).  

Organization performance comprises the actual output or results of an organization as measured against its 

intended outputs (or goals and objectives). This shows whether organization is making profit or making loss. It is 

a broad construct which captures what organizations do, produce, and accomplish for the various constituencies 

with which they interact. (A high organizational performance is a result on good employee relation practice). 

Hospitality is the relationship between a guest and a host, where in the host receives the guest with some amount 

of goodwill, including the reception and entertainment of guest, visitor or strangers. Contextual factors have a 

powerful impact on employee choice. Past research indicates that employees in the hospitality sector come 

across various problems such as job insecurity, lack of proper training, ongoing staff shortages etc. In the past, 

the traditional hospitality sector has experienced a number of challenges affecting its operations. 

Hospitality plays a fundamental role to augment or decrease the volume of sales of the organization. Hospitality 

is also the way people treat others, that is, the service of welcoming, receiving guest for example in hotels. Kuzu 

& Derya (2014) described hospitality as the virtue of a great soul that cares for the whole universe through the 

ties of humanity.  

2. Literature Review 

2.1 Theoretical Framework 

This study is anchored on unitarist approach theory. 

2.1.1 The Unitarist Approach 

This theory was propounded by Alan Fox in 2017. In his view, unitary perspective of industrial relations views 

the industrial organization as an entity unified by aim, and that is success. In unitarism the organization is 

perceived as an integrated and harmonious system, viewed as one happy family. A core assumption of unitary 

approach is that management and staff, and all members of the organization share the same object, interests and 

purposes; thus working together, hard-in-hand, towards the share mutual goals. Furthermore, Unitarianism has a 

paternalistic approach where it demands loyalty of all employees. Trade unions are deemed as unnecessary and 

conflict is perceived as disruptive from employee point of view, unitary approach means that working practices 

should be flexible. Individuals should be business oriented, multi-skilled and ready to tackle with efficiency 

whatever task are required. The emphasis is on good relationships and sound terms and conditions of 

employment. 

2.2 Literature Review 

Employee relationship (ER) is a kind of special interpersonal relationships in order to replace industrial relations. 

Employee-employer and or employee-organization relationships are part of a business’s internal relationship 

management. Much research regarding this internal relationship management has focused on organizational 

behavior/theory and human resource management. Thus, employee relations can be considered to be a study of 

the relationship between employers or the representative managers and employees aimed at resolving conflicts 

and to help in improving productivity of the organization by increasing motivation and morale of the workers 

(Rai, 2013).  

Sinha & Bajaj (2013) stated that employers should take care of the needs of the employees, and this can be under 

human resource management practices like training (job satisfaction, job rotation, participative management, 

performance appraisal and career planning for their employees). However, employee relations are the ways in 

which the company is interacting with the employees to deliver important information and to give information 

about company policies and works to create a more productive workplace. By not creating good policies for the 

employees, it will affect the growth of company and affect the company success. 

According to Torrington and Hall (2018), the relationship between employees and management is a framework 

of organizational justice consisting of organizational culture and management styles as well as rules and 

procedural sequence for grievance and conflict management. Gennard and Judge (2012) stated that employee 

relations is a study of the rules, regulations and agreements by which employees are managed both as individuals 

and as a collective group. Lewis (2013) explained that employee relations suggest a wider employment. 

Armstrong (2005) observed that employee relations is to manage the relationship between employer and 

employees with the ultimate objectivity of achieving the optimum level of productivity in terms of goods and 

services, employee motivation taking preventive measures to resolve problems that adversely affect the working 

environment. Walton (1985) narrated that the unitary viewpoint of employee relations is the belief that 

management and employees share the same concerns, and it is therefore in both their interests to cooperate. 

Clarke (2001) commented that effective employee relationship management requires cooperation between 

manager representatives and employees, that good relationship between employer and employee do not just 

happen but they are the result of a strategy and activities that employee relations managers design to improve 
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communication between employees and management. George and Jones (2008) said that employee relations 

involve the communication and relationships that in the end contribute to satisfactory productivity, job 

satisfaction, motivation and morale of the employees. Consequently, Foot and Hook (2008) highlighted that the 

right of employer on employer and employee relationship is to control work performance, integrate employee in 

the organization’s structure and management system and create a mutual trust environment, confidence and 

supply of enough and reasonable work while employees obey lawful and reasonable orders, maintain fidelity and 

work with due diligence and care. 

2.2.1 Concept of Organizational Performance 

Mano (2019) posited that performance indicates the extent at which human services could achieve social impact 

in the workplace. In relation to Clarke (2001), employee’s performance is therefore a process of employing the 

co-operation of the workplace’s employees so as to accomplish new aspects of a particular task. Samuel (2018) 

also defined the concept of employee’s performance from the contextual viewpoint by maintaining that 

individuals with higher contextual performance are likely to be more committed and gratified with their work 

than those having low contextual performance.  

Samuel (2018) argue that work performance is likely to rise when an employee enjoys his assigned tasks, given 

that this will prompt him to be more dedicated to duties as all these depend on the degree of motivation from his 

workplace. On the other hand, Productivity is an average measure of the efficiency of production. It is the ratio 

of output to inputs used in the production process, i.e., output per unit of input (Melvile, 2004). Outputs and 

inputs are total productivity measured with economic values. The value of output minus the value of inputs is a 

measure of total efficiency of a production process and the objective is maximized in the production process. 

Productivity measures one or more inputs or factors, but not all factors are partial productivities (Tasi & Tang, 

2012).  

2.2.2 Empirical Review 

Samuel (2018) investigated the effect of employee relations on employee performance and organizational 

performance in Tanzania. The study adopted a cross-sectional survey research design and used a stratified 

random sampling technique to select a sample size of 387 respondents from selected small organizations in 

Tanzania. Data were collected through structured questionnaires and interviews and analyzed using descriptive 

statistics and correlation analysis and the results presented using tables. The findings of the study showed that 

small organizations in Tanzania are aware of the benefits of maintaining good employee relations and correct 

remedial actions taken to minimize poor employee relations in the organization. The findings further indicate a 

positive significant relationship between employee relations and employee performance as well as between 

employee relations and organization performance. Moreover, the findings revealed the use of (unfair labor 

practices) in small organizations in Tanzania. The study recommends that small organizations in Tanzania should 

focus more on implementing fair labor practices and building effective and sustainable employee relations that 

will ensure their growth and survival.  

Onwu (2022) assessed the effects of labour management relations on workers’ performance with a focus on the 

Power Holding Company of Nigeria (PHCN). The study made use of both primary and secondary sources of 

data collection. The data were analyzed in tables, percentages, and correlation. The sample size was 250 using 

taro Yamane. The findings of the study revealed that variables of labour relations (workers’ motivation, clarity of 

communication to the employees as at when due together with employees’ participation in organization’ 

decision-making) have positive and meaningful effect on employees’ work performance in PHCN. The study 

recommended that effective workers motivation should be used in the organization. 

Charlen-Ivy and Hadge (2017) examined the effect of employee’s relations on job performance in an 

engineering, construction and manufacturing company in Batangas Province, Philippine. The study utilized 

frequency distribution and percentage to describe the socio-demographic profile of the respondents, while 

weighted mean was adopted for the determination of the average scores of the respondents. The sample size was 

150 based on the adoption of Taro Yamane. The finding of the study established a positive and significant 

relationship between employee’s relations and performance in the studied establishment as there are friendly 

interpersonal relationship among the workforces in each department of the organization and also cordial 

interface between the organization’s management and its workers. The study recommended that effective 

employee’s relations should be used in the organization. 

In the study undertaken by Ackon (2018) on employee relations and productivity with the selected publishing 

firms in the Accra metropolis as a case study, non-interventional quantitative research design, correlational study 

design, and multi-stage sampling method were adopted. The study utilized structured questionnaires as the 

instrument of data collection. The data collected were therefore analyzed with the employment of descriptive 

statistical tools such as median and mean coupled with Pearson’s correlation coefficient as the inferential 
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statistics via version 21 of SPSS. The findings of the study showed that there are pleasant employee-employer 

relations in the selected publishing firms in Accra Metropolis as employee-employer relations had a positive and 

significant relationship with the productivity of the firms. However, in view of the geographical locations and 

cultural settings of the establishments under study in the reviewed researches above, and the differences in the 

employees’ perceptions of these case study organizations, hence, further researches on employees’ relations and 

its effect. The study recommended that management should devise other measures in which the employees could 

be effective in order to achieve effective performance.  

Bulińska-Stangrecka and Bagieńska (2021) examined the role of employee relations in shaping job satisfaction 

as an element promoting positive mental health at work in the era of COVID-19. The purpose of the study was to 

examine what factors influence job satisfaction in the context of remote work caused by a pandemic. The study 

analysed whether employee relations and interpersonal trust are related to the level of perceived job satisfaction. 

Based on an empirical study, survey design was used in the study and the study carried out on a sample of 220 IT 

employees during the pandemic, an analysis of the mediating role of trust in links between employee relations 

and perceived job satisfaction was conducted. Regression analysis was used in the study. The study found that 

positive employee relations contribute to the level of job satisfaction.  

3. Methodology 

The study adopted survey design. The targeted area of the study was employee relation practices and 

organizational performance in hospitality firms in Calabar. The targeted population comprised of employees and 

management of the selected hotels in Calabar municipal and Calabar South, Calabar, Cross River State. The 

primary data were sourced with the aid of structured questionnaire. Simple regression statistical tool was used in 

the study.  

4. Results 

Hypothesis one 

HO: Hiring and selection has no significant effect on performance of hospitality firms in the selected hotels in 

Calabar, Cross River State. 

Independent variable: Hiring and selection 

Dependent variable: performance 

Test statistic: Least square regression statistic 

The analysis shows coefficient of determination (R-square) of 0.929, which implies that 92.9 percent of the 

response variation in the dependent variable was explained or caused by the explanatory variable, while 8 

percent was unexplained. Thus, remaining 8 percent unexplained response could be caused by other factors or 

variables outside the model. Also, the value of R-square was high enough to indicate a good relationship 

between the dependent and independent variable. The Durbin Watson value was 0.197 which implies that the test 

fell within the range of autocorrelation 2.879 in conclusive region of D.W partition curve. In testing for 

statistical significance of the model, the F-statistic was adopted at 5 percent significant level. The computed 

value of the f-statistic was 4578.83 far greater than the tabulated value of f-statistic of 3.84 at df1 = 1 and df2 = 

195. Also, as confirmation, the calculated t-statistics of 67.667 was greater than the critical value of 1.64. It was 

then concluded that hiring and selection has a significant effect on performance. 

 

Table 1. Least square regression result of hiring and selection on organizational performance 

Dependent variable — profits 

Variable B Standard error B T Sig 

Constant  .420 .050  8.440 .009 

HS .893 .013 .964 67.667 .000 

R R2 Adj. R2 Std. error DW Cal. F* Cri. F* df1 df2 Sig. 

.964 .929 .911 .323 .197 4578.83 3.84 1 195 P<0,05 

Source: SPSS output, version 21. 

 

Hypothesis two 

HO: Training and development has no significant effect on performance of hospitality firms in the selected hotels 

in Calabar, Cross River State. 
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Independent variable: Training and development 

Dependent variable: performance 

Test statistic: Least square regression statistic 

The analysis shows coefficient of determination (R-square) of 0.843, which implies that 84 percent of the 

response variation in the dependent variable was explained or caused by the explanatory variable; while 16 

percent was unexplained. Thus, remaining 16 percent unexplained response could be caused by other factors or 

variables outside the model. The value of R-square was high enough to indicate a good relationship between the 

dependent and independent variable. The Durbin Watson value was 0.111 which implies that, the test fell within 

the range of autocorrelation 2.879 in conclusive region of D.W partition curve. 

In testing for statistical significance of the model, the F-statistic was adopted at 5 percent significant level. The 

computed value of the f-statistic was 1871 far greater than the tabulated value of f-statistic of 3.84 at df1 = 1 and 

df2 = 195. Also, as confirmation, the calculated t-statistics of 43.262 was greater than the critical value of 1.64. 

With these it is concluded that training and development has a significant effect on performance. 

 

Table 2. Least square regression result of effect of training and development organizational performance  

Dependent variable — performance 

Variable B Standard error B T Sig 

Constant  .914 .107  -8.538 .000 

TD 1.121 .026 .918 43.262 .000 

R R2 Adj. R2 Std. error DW Cal. F* Cri. F* df1 df2 Sig. 

.918 .843 .817 .482 .111 1871.595 3.84 1 195 P<0,05 

Source: SPSS output, version 21. 

 

Hypothesis three 

HO: Salaries and benefit has no significant effect on performance of hospitality firms in the selected hotels in 

Calabar, Cross River State. 

Independent variable: Salaries and Benefit 

Dependent variable: performance 

Test statistic: Least square regression statistic 

The analysis shows coefficient of determination (R-square) of 0.848, which implies that 85 percent of the 

response variation in the dependent variable was explained or caused by the explanatory variable; while 15 

percent was unexplained. Thus, remaining 15 percent unexplained response could be caused by other factors or 

variables outside the model. The value of R-square was high enough to indicate a good relationship between the 

dependent and independent variable. The Durbin Watson value was 0.196 which implies that, the test fell within 

the range of autocorrelation 2.879 in conclusive region of D.W partition curve. In testing for statistical 

significance of the model, the F-statistic was adopted at 5 percent significant level. The computed value of the 

f-statistic was 1941.5 far greater than the tabulated value of f-statistic of 3.84 at df1 = 1 and df2 = 195. Also, as 

confirmation, the calculated t-statistics of 44.06 was greater than the critical value of 1.64. With these, it was 

then concluded that salaries and benefit has a significant relationship on performance. Salaries and benefits have 

a significant effect on performance of hospitality firms in Calabar. 

 

Table 3. Least square regression result of salaries and benefits on organizational performance  

Dependent variable — performance 

Variable B Standard error B T Sig 

Constant  .558 .073  7.631 .000 

SB .937 .021 .921 44.063 .000 

R R2 Adj. R2 Std. error DW Cal. F* Cri. F* df1 df2 Sig. 

.921 .848 .801 .474 ..0196 1941.539 3.84 1 195 P<0,05 

Source: SPSS output, version 21. 
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5. Conclusion 

The study examined the effect of employee relations practices on organizational performance in the hospitality 

firms in Calabar, Cross River State. The study revealed that Hiring and selection, training and development, 

salaries and benefit, have a significant effect on organizational performance. Employee relations practices are 

one of the key fundamental elements of organizational performance, prosperity and sustainability. Good 

employee relations result in highly committed, motivated and loyal employees in the organizations. Employee 

relations refer to the relationship between employer and employee. It involves taking into account all potential 

interactions within an organization and implementing policies so that the relationship between an organization, 

and people are managed through fair and transparent practices. Organizational performance comprises the actual 

output or results of an organization as measured against its intended outputs (or goals and objectives). This 

shows whether organization is making profit or making loss. It is a broad construct which captures what 

organizations do, produce, and accomplish for the various constituencies with which they interact. (A high 

organizational performance is a result on good employee relation practice). 

6. Recommendations 

In line with the findings, the following recommendations are made. 

1) Hospitality firms should focus more on implementing fair labor practices and building effective and 

sustainable employee relations that will ensure their growth and survival. 

2) Management should devise other measures in which the employees could be effective in order to 

achieve effective performance.  

Management should maintain good employee relations and correct remedial actions taken to minimize poor 

employee relations in the organization. 
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