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ABSTRACT 

The study examined the effect of employee relations on employee performance. Three (3) 

objectives were formulated for the study. The data for this study were derived through a cross-

sectional survey design. Cross-section survey uses questionnaire to collect data from a population 

in a systematic way and explores the relationship between dependent and independent variables. 

The study on effect of employee relations on employee performance is carried out in three 

senatorial districts in Cross River State.  This includes South, Central and Northern Senatorial 

Districts. The target population of the study comprised selected processing firms in Cross River 

State. The population of the study was as follows: Lafarge (120) employees, Honey Feed Company 

Limited (80) employees, Aje Ndoma Nigeria Enterprise (76) employees. Stratified sampling 

technique was employed in this study. The study adopted census population of two hundred and 

seventy three (276). Data for this study were primary sources. Multiple regression was employed 

as a statistical tool in the study. Based on the empirical results, the study revealed that effective 

communication has a positive significant effect on employee performance. It also showed that 

employee engagement has a positive significant effect on employee performance. Conflict 

resolution has a positive significant effect on employee performance The study recommended that 

organisations should prioritise effective communication strategies, implement structured 

employee engagement and recognition programs, and adopt robust conflict resolution 

mechanisms to foster a supportive and productive work environment.  

 

KEYWORDS: Employee relations, employee performance, communication. employee 

engagement, conflict resolution, employee performance 

 

Introduction  

Employee relations encompasses the formal and informal interactions and relationships between 

employers and employees, including communication practices, workplace culture, conflict 

resolution mechanisms, and support systems that guide everyday work life. Employee relations 

play a critical role in shaping the attitudes, behaviours, and performance outcomes of workers, as 

positive interactions within the workplace have been widely linked to increased motivation, 

satisfaction, and productivity (Ihentuge, Onyereibe & Emeka, 2024). In organisational settings, 

strong employee relations contribute to the development of trust, mutual respect, and cooperation, 
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which in turn enhance employees’ commitment to organisational goals and their willingness to 

expend effort toward job tasks (Ihentuge Achilike et al., 2024; Sarıgül et al., 2023). A positive 

relationship between employee relations practices and employee performance outcomes, 

indicating that effective communication, fair treatment, and harmonious interpersonal dynamics 

can significantly improve job performance and overall organisational effectiveness (Samwel, 

2018; Ihentuge Achilike et al., 2024).  

 

Studies conducted in diverse contexts, including small organisations in Tanzania and banking 

firms in Nigeria, have shown that organisations that invest in building and maintaining healthy 

employee relations experience higher levels of employee motivation and loyalty, which are 

precursors to enhanced performance (Samwel, 2018; Ihentuge Achilike et al., 2024). Moreover, 

research on workplace relationships suggests that supportive relational climates and open channels 

of communication enable employees to navigate work demands more effectively, ultimately 

fostering a more productive and engaged workforce (Sarıgül et al., 2023). Theoretical explanations 

such as social exchange theory further underscore the importance of reciprocal, positive exchanges 

between employers and employees, positing that favourable employee relations stimulate 

employees’ psychological investment in their roles and drive improved performance outcomes 

(Sarıgül et al., 2023). Given the competitive pressures and dynamic environments faced by 

contemporary organisations, understanding how employee relations influence employee 

performance remains a vital concern for scholars and practitioners seeking to optimise human 

resource practices and organisational performance. 

 

The link between employee relations and performance has become increasingly critical as 

organisations face complex challenges such as technological disruption, global competition, and 

evolving workforce expectations. Research highlights that employees who perceive their 

organisations as supportive, fair, and communicative are more likely to exhibit discretionary effort, 

innovation, and proactive engagement with their roles (Ihentuge Achilike et al., 2024; Sarıgül et 

al., 2023). For instance, in studies of service-oriented industries, positive employee relations 

manifested through regular feedback, recognition programs, and participatory decision-making 

have been shown to enhance service quality, reduce turnover, and improve customer satisfaction, 

demonstrating the broader organisational benefits of nurturing strong workplace relationships 

(Samwel, 2018; Ihentuge Achilike et al., 2024). 

 

Moreover, evidence suggests that employee relations influence not only performance metrics but 

also employees’ psychological well-being and job satisfaction. Employees in organisations with 

robust relational practices report lower stress levels, higher morale, and greater alignment with 

organisational objectives, which in turn reinforce consistent performance improvements (Sarıgül 

et al., 2023). The interplay between relational quality and performance is further supported by 

social exchange theory, which posits that when employees experience positive treatment, respect, 

and consideration from management, they are likely to reciprocate with loyalty, commitment, and 
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enhanced productivity (Sarıgül et al., 2023). Particularly in sectors such as banking, 

telecommunications, and hospitality, effective employee relations have emerged as a strategic tool 

for achieving competitive advantage. Organisations that implement structured communication 

channels, conflict resolution mechanisms, and employee engagement programs report improved 

operational efficiency and higher employee performance levels (Ihentuge Achilike et al., 2024). 

Consequently, investigating the effect of employee relations on employee performance is essential 

for understanding how relational dynamics can be leveraged to enhance organisational outcomes 

and sustain a motivated, productive workforce. 

 

Employee relations remain a critical determinant of employee performance, yet many 

organisations continue to face challenges in maintaining effective relational practices within the 

workplace. Poor communication, lack of trust, inadequate conflict resolution mechanisms, and 

inconsistent application of policies often result in strained relationships between employees and 

management, which negatively affect employees’ motivation, commitment, and overall job 

performance. In many Nigerian organisations, weak employee relations have been associated with 

high turnover, workplace conflicts, low productivity, and frequent industrial disputes, all of which 

undermine organisational objectives. Employees who perceive unfair treatment, lack of 

recognition, or limited participation in decision-making processes are less likely to be engaged or 

perform optimally, resulting in a direct impact on organisational performance.  

 

Despite the theoretical acknowledgement of the importance of employee relations, there is a gap 

in understanding how specific relational practices influence employee performance in various 

organisational contexts, particularly in sectors such as banking, telecommunications, and 

hospitality in Nigeria. This gap underscores the need for empirical investigation to determine the 

extent to which employee relations affect employee performance, as well as the strategies 

organisations can implement to foster positive employee interactions and enhance productivity. 

Specifically, the study seeks to: 

i) Investigate the effect of effective communication on employee performance in processing 

firms in Cross River State. 

ii) Examine the effect of employee engagement on employee performance in processing firms 

in Cross River State. 

iii) Examine the effect of conflict resolution on employee performance in processing firms in 

Cross River State. 

 

Literature Review 

Employee Relations 

Employee relations refer to the management of relationships between employees and employers 

with the aim of fostering cooperation, trust, and mutual understanding in the workplace. It 

encompasses organisational policies, communication practices, conflict management systems, 

employee participation mechanisms, and disciplinary procedures that collectively shape how 
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employees interact with management and with one another. In modern organisations, employee 

relations are viewed as a strategic human resource function that directly influences employees’ 

attitudes, behaviours, and performance outcomes (Armstrong & Taylor, 2023). Effective employee 

relations create a supportive work environment where employees feel respected, valued, and fairly 

treated, which enhances their willingness to contribute positively to organisational goals. The 

concept of employee relations is closely linked to the psychological contract between employers 

and employees, which reflects the unwritten expectations regarding fairness, support, and 

reciprocity in the employment relationship. When organisations uphold positive employee 

relations through transparent communication, equitable treatment, and consistent management 

practices, employees are more likely to demonstrate higher levels of commitment, job satisfaction, 

and performance (Bratton & Gold, 2022).  

 

Conversely, weak employee relations often result in mistrust, low morale, and disengagement, 

which negatively affect employee productivity and organisational efficiency. This highlights the 

importance of employee relations as a foundation for sustaining employee performance in 

competitive business environments. Employee relations also involve structured approaches to 

managing workplace conflicts and grievances. Since disagreements and misunderstandings are 

inevitable in organisations, effective employee relations systems provide formal and informal 

channels for resolving disputes in a fair and timely manner. Research suggests that organisations 

with well-established grievance-handling and conflict-resolution mechanisms experience lower 

levels of absenteeism and turnover, as employees feel secure that their concerns will be addressed 

objectively (Gopinath & Becker, 2021). Such relational stability allows employees to focus on 

their tasks, thereby improving individual and collective performance. In contemporary 

organisational settings, the concept of employee relations has expanded beyond traditional labour-

management interactions to include employee engagement, well-being, and inclusion. 

Organisations increasingly recognise that positive interpersonal relationships, participatory 

decision-making, and supportive leadership practices are essential for enhancing employee 

performance and sustaining organisational success (Cascio & Boudreau, 2023). As a result, 

employee relations are now regarded not merely as a mechanism for preventing conflict but as a 

proactive strategy for motivating employees, strengthening performance, and achieving long-term 

organisational effectiveness. 

 

Employee Performance 

Employee performance refers to the extent to which employees effectively carry out their assigned 

duties and responsibilities in line with organisational goals and standards. It reflects both the 

quality and quantity of work produced by an employee within a specified period and is often 

assessed through indicators such as productivity, efficiency, effectiveness, timeliness, and work 

behaviour. In organisational contexts, employee performance is regarded as a critical driver of 

overall organisational success, as employees’ outputs directly influence service delivery, customer 

satisfaction, and competitive advantage (Aguinis, 2019). High levels of employee performance are 
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typically associated with clear role expectations, adequate skills, motivation, and supportive 

organisational systems. 

 

The concept of employee performance extends beyond task completion to include contextual 

performance, which involves behaviours that support the organisational environment, such as 

cooperation, adaptability, and voluntary contributions that go beyond formal job requirements. 

Contemporary human resource literature emphasises that employee performance is 

multidimensional and influenced by both individual factors, such as competence and motivation, 

and organisational factors, including leadership style, work environment, and employee relations 

(Koopmans et al., 2022). Employees are more likely to perform optimally when they perceive that 

organisational practices are fair, supportive, and aligned with their personal and professional 

needs. 

Employee performance is also closely linked to employees’ psychological and emotional states at 

work. Studies suggest that employees who experience job satisfaction, engagement, and a sense of 

belonging are more committed to their roles and demonstrate higher performance levels than those 

who feel undervalued or disconnected from the organisation (Bakotić, 2023). As such, 

organisations increasingly focus on creating enabling work environments that promote positive 

attitudes and behaviours among employees.  

 

Effective employee relations play a vital role in this process by fostering trust, open 

communication, and mutual respect, which enhance employees’ willingness to exert effort and 

achieve high performance outcomes. Measuring employee performance has evolved from 

traditional output-based evaluations to more holistic approaches that consider behavioural 

competencies, teamwork, and continuous improvement. This shift recognises that sustained 

employee performance depends not only on individual effort but also on the quality of 

relationships and support systems within the organisation (DeNisi & Murphy, 2021). 

Consequently, understanding the concept of employee performance is essential for examining how 

employee relations influence employees’ ability and motivation to perform effectively in dynamic 

and competitive organisational environments. 

 

Employee Relations and Employee Performance 

The relationship between employee relations and employee performance has been widely 

recognised in organisational and human resource management literature as a critical factor 

influencing organisational effectiveness. Employee relations shape the quality of interactions, 

communication, and trust that exist between management and employees, which in turn affect 

employees’ attitudes, motivation, and work behaviours. When organisations maintain positive 

employee relations characterised by fairness, open communication, and mutual respect, employees 

are more likely to demonstrate higher levels of commitment, engagement, and task performance 

(Boxall, Purcell, & Wright, 2022). This relationship suggests that the way employees are treated 

within the organisation directly influences their willingness and ability to perform effectively. 
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Positive employee relations foster a supportive work environment that enhances employees’ 

psychological well-being and sense of belonging. Research indicates that employees who 

experience constructive relationships with supervisors and colleagues are more motivated to invest 

effort in their work and to align their individual goals with organisational objectives (Cropanzano, 

Anthony, Daniels, & Hall, 2017).  

 

Such environments encourage cooperation, knowledge sharing, and teamwork, all of which 

contribute to improved performance outcomes. In contrast, poor employee relations marked by 

conflict, mistrust, and ineffective communication often result in stress, disengagement, and 

reduced productivity, ultimately impairing employee performance. The link between employee 

relations and performance can also be explained through social exchange theory, which posits that 

employees reciprocate favourable treatment from their organisation with positive work 

behaviours, including increased effort and improved performance. When employees perceive that 

management values their contributions and addresses their concerns fairly, they are more likely to 

respond with loyalty and discretionary effort that goes beyond formal job requirements (Colquitt, 

LePine, Piccolo, Zapata, & Rich, 2012). This reciprocal relationship highlights how employee 

relations function as a mechanism through which organisational practices translate into 

performance outcomes. 

 

Furthermore, effective employee relations contribute to reduced workplace conflict, absenteeism, 

and turnover, all of which have direct implications for employee performance. Stable and 

harmonious relationships enable employees to focus on their tasks without distractions arising 

from unresolved disputes or perceived injustices. Studies have shown that organisations with 

strong employee relations systems tend to experience more consistent performance levels, as 

employees feel secure and supported in their roles (Kaufman, Barry, & Wilkinson, 2021). 

Consequently, the relationship between employee relations and employee performance 

underscores the importance of relational management as a strategic approach to enhancing 

productivity and sustaining organisational success. Employee relations are essential to the 

effective functioning and long-term success of organisations, as they influence employees’ 

attitudes, behaviours, and overall contribution to organisational goals. Positive employee relations 

promote a harmonious working environment where mutual trust, respect, and cooperation exist 

between management and employees. Such an environment enhances employees’ sense of 

belonging and commitment, which are critical for achieving high levels of performance and 

productivity. Organisations that prioritise healthy employee relations are better positioned to 

motivate their workforce and maintain operational stability. 

 

Effective employee relations also play a significant role in enhancing communication within 

organisations. Open and transparent communication channels enable employees to understand 

organisational goals, policies, and expectations, thereby reducing misunderstandings and 

workplace conflicts. When employees feel that their opinions are valued and their concerns are 



 
 

908 | P a g e  I C F B - U C B - 2 0 2 6  
 

 

addressed promptly, they are more likely to be engaged and proactive in their roles. This level of 

engagement contributes to improved individual and team performance, as employees are more 

focused and aligned with organisational objectives. Furthermore, strong employee relations 

contribute to the reduction of workplace conflicts, absenteeism, and employee turnover. A work 

environment characterised by fairness and supportive management practices encourages 

employees to remain committed to the organisation, thereby reducing the costs associated with 

recruitment and training. Stable employee relationships allow organisations to retain skilled and 

experienced employees, which positively impacts productivity and service quality. Employees 

who feel secure and supported are more likely to invest effort in their tasks and strive for 

excellence. Employee relations are crucial for fostering employee satisfaction and well-being. 

Organisations that emphasise respect, recognition, and work-life balance create a positive work 

climate that supports employees’ psychological and emotional needs. This supportive environment 

enhances employees’ morale and motivation, leading to sustained performance improvement. As 

a result, the importance of employee relations extends beyond conflict prevention to becoming a 

strategic tool for enhancing employee performance and achieving organisational effectiveness. 

 

Dimensions of Employee Relations 

Employee relations consist of several interrelated dimensions that collectively shape the quality of 

interactions between employees and management and influence employee performance. One key 

dimension is communication, which involves the flow of information between management and 

employees regarding organisational goals, policies, and expectations. Effective communication 

promotes clarity, reduces uncertainty, and builds trust within the workplace. When employees are 

well informed and able to express their views freely, they are more likely to be engaged, motivated, 

and committed to achieving high performance standards. Poor communication, on the other hand, 

often leads to misunderstandings, frustration, and reduced productivity. Another important 

dimension of employee relations is employee participation and involvement in decision-making 

processes. Allowing employees to contribute ideas and participate in decisions that affect their 

work enhances their sense of ownership and responsibility. Employees who feel involved are more 

likely to demonstrate positive work attitudes, creativity, and dedication to their roles.  

 

Participation also strengthens cooperation between employees and management, fostering a 

collaborative work environment that supports improved performance outcomes (De Dreu & 

Weingart, 2019). Conflict management and grievance handling represent another critical 

dimension of employee relations. Conflicts are inevitable in organisations due to differences in 

interests, values, and expectations. However, effective employee relations systems provide clear 

and fair procedures for resolving disputes in a timely manner. When conflicts are managed 

constructively, they are less likely to escalate into serious issues such as absenteeism, low morale, 

or industrial action. A workplace where employees feel confident that grievances will be handled 

fairly enables them to focus on their tasks and maintain consistent performance levels (Gallup & 

Workhuman, 2024; Rahim, 2017).  
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Employee recognition and fairness also constitute vital dimensions of employee relations. Fair 

treatment in areas such as promotions, rewards, and disciplinary actions reinforces employees’ 

trust in management and strengthens their commitment to the organisation. Recognition of 

employees’ efforts and achievements boosts morale and encourages employees to sustain or 

improve their performance. Collectively, these dimensions highlight how employee relations 

function as a comprehensive framework for shaping employee behaviour and enhancing 

performance in organisations (Hazazi, 2019; Olaniyan & Akinbode, 2023).  

 

Methodology 

The data for this study were derived through a cross-sectional survey design. Cross-section survey 

uses questionnaire to collect data from a population in a systematic way and explores the 

relationship between dependent and independent variables. The study on effect of employee 

relations on employee performance is carried out in three senatorial districts in Cross River State.  

This includes South, Central and Northern Senatorial Districts. The target population of the study 

comprised selected processing firms in Cross River State. The population of the study was as 

follows: Lafarge (120) employees, Honey Feed Company Limited (80) employees, Aje Ndoma 

Nigeria Enterprise (76) employees. Stratified sampling technique was employed in this study. The 

study adopted census population of two hundred and seventy three (276). Data for this study were 

primary sources. Five-point Likert scales was used to measure sub variables of the study.  Each 

item requires the respondent to indicate the frequency of his various opinion under strongly agree 

(SA), agree (A), Undecided (U), strongly disagree (SD), disagree (D).  A structured questionnaire 

was designed with the aim of obtaining data on employee relations and employee performance. 

Multiple regression was employed as a statistical tool in the study.  

Results and Discussion 

A total of two hundred and seventy six (276) copies of questionnaire were distributed and a total 

number of two hundred and sixty nine (269) copies of questionnaire were correctly filled and 

returned.  

 

Descriptive statistics 

From table 1 below, a total number of two hundred and sixty nine (269) copies of questionnaire 

were filled on employee relations and employee performance.  
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TABLE 1 

Descriptive Statistics of employee relations and employee performance. 

 Mean Std. Deviation N 

PROD 18.1784 1.44995 269 

COMM 21.0260 1.64228 269 

ENG 20.2677 1.48214 269 

CONR 19.6617 1.43284 269 

Source: Research Survey (2026) 

               

The descriptive result below shows the mean, standard deviation and the population. For the 

independent variable (COMM), the mean was 21.0260, standard deviation was 1.6422 with the 

population of 269. While the mean of dependent variable was 18.1784, standard deviation of 

1.44995 with the population of 269.  A total number of two hundred and sixty nine (269) copies 

of questionnaire were filled on employee relations. The descriptive result below shows the mean, 

standard deviation and the population. For the independent variable (ENG), the mean was 20.2677, 

standard deviation was 1.48214 with the population of 269. While the mean of dependent variable 

was 18.1784, standard deviation of 1.44995 with the population of 269.  The descriptive result 

below shows the mean, standard deviation and the population. For the independent variable 

(CONR), the mean was 19.6617, standard deviation was 1.43284 with the population of 269. While 

the mean of dependent variable was 18.1784, standard deviation of 1.44994 with the population 

of 269  
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Regression Result 

The data were statistically analysed with Statistical Package for Social Sciences (SPSS Version 

23), using multiple Regression Model.  The regression output revealed the following results or 

estimates: R= 0.545, R-Square = .297, Adjusted R-square = .286, SER = 1.22517, Durbin Watson 

= 2.017; calculated f-value = 27.8411, df1 =4 and df2 = 264. The coefficient of determination R 

coefficient of 0.545 implies that the sampled data better fit the regression line at 55 percent. With 

this, 55 percent of the response of employee performance was caused by employee relations of 

processing firms in Cross River State. The estimates indicated a better fit of the sampled data at 

P<0.01 significant level. The Durbin Watson of 2.017 showed that the estimates fell within a 

positive range of linear regression analysis. However, since the calculated value of f-value of 

27.841 was significantly greater than the critical table value of 6.63, the null hypothesis was 

rejected, while the alternative hypothesis was accepted and concluded that employee relations has 

significant effect on employee performance of processing firms in Cross River State. Table 2 

depicts that the multiple regression analysis was conducted to examine employee relations and 

employee performance of processing firms in Cross River State.  

 

From the analysis above, there is a positive significant effect of employee relations on employee 

performance of processing firms, there is a positive significant effect of communication on 

employee performance of processing firms, there is a positive significant effect of employee 

engagement on employee performance of processing firms, there is a positive significant effect of 

conflict resolution on employee performance of processing firms in Cross River State. The above 

effect is further explained in the above table as communication (B =.129, P = .011< 0.05), 

employee engagement (B=.290, P = .000< 0.05), conflict resolution, (B=.244, P = .001< 0.05), 

proved to have significant effect on employee relations of processing firms in Cross River State. 

Based on the above, it is concluded that employee relations has a significant effect on employee 

performance of processing firms in Cross River State. 

 

TABLE 2 

Model summaryb  of employee relations and employee performance 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .545a .297 .286 1.22517 .297 27.841 3 265 .000 2.017 

a. Predictors: (Constant), COMM,ENG,CONR 

b. Dependent Variable: PROD 

Source: SPSS output version 23 

 

TABLE 3 

ANOVAa  of employee relations and employee performance  



 
 

912 | P a g e  I C F B - U C B - 2 0 2 6  
 

 

Model 

Sum of 

Squares Df Mean Square F Sig. 

1 Regression 167.160 3 41.790 27.841 .000b 

Residual 396.275 265 1.501   

Total 563.435 268    

a. Dependent Variable: PROD 

b. Predictors: (Constant), COMM, ENG, CONR 

Source: SPSS output version 23 

TABLE 4 

Coefficientsa  of employee relations and employee performance 

Model 

Unstandardized 

Coefficients 

Standa

rdized 

Coeffi

cients 

T Sig. 

Correlations 

Collinearity 

Statistics 

B 

Std. 

Error Beta 

Zero

-

order 

Parti

al Part 

Toleran

ce VIF 

1 (Constant

) 
1.763 1.609  1.096 .274      

COMM .129 .050 .146 2.564 .011 .329 .156 .132 .817 1.224 

ENG .290 .057 .296 5.102 .000 .438 .300 .263 .790 1.266 

CONR .244 .054 .241 4.552 .000 .324 .270 .235 .947 1.056 

 

Test of hypotheses 

 Hypothesis one 

 Ho1:  There is no significant effect of effective communication on employee performance in 

 processing firms in Cross River State. 

 

Test statistic: Multiple regression analysis.           

Decision criteria: Accept the alternative hypothesis if (P <.05) and reject the null hypothesis.  

Since the t-test (2.56) is greater than 0.05, therefore reject the null hypothesis and accept the 

alternative hypothesis. It is therefore concluded that effective communication has positive 

significant effect on employee performance of processing firms in Cross River State  

 

Hypothesis two 

Ho2:  There is no significant effect of employee engagement on employee performance in 

 processing firms in Cross River State. 

 

Test statistic: Multiple regression analysis. 

Decision criteria: Accept the alternative hypothesis if (P <.05) and reject the null hypothesis.  
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Since the t-test (5.10) is greater than 0.05, therefore reject the null hypothesis and accept the 

alternative hypothesis. It is therefore concluded that employee engagement has positive significant 

effect on employee performance in processing firms in Cross River State.  

 

Hypothesis three 

Ho3:    There is no significant effect of conflict resolution on employee performance in processing 

 firms in Cross River State. 

 

Test statistic: Multiple regression analysis. 

Decision criteria: Accept the alternative hypothesis if (P <.05) and reject the null hypothesis. 

Since the t-test (3.21) is greater than 0.05, therefore reject the null hypothesis and accept the 

alternative hypothesis. It is therefore concluded that conflict resolution has positive significant 

effect on employee performance in processing firms in Cross River State. 

Findings 

The findings of the study revealed several key insights: 

1) The study revealed that effective communication has positive significant effect on 

employee performance.  

2) The study found that employee engagement has positive significant effect on employee 

performance. Employees who feel valued and acknowledged for their contributions are 

more committed to their roles, demonstrating higher motivation, loyalty, and consistent 

work output.  

3) The research demonstrated that conflict resolution has positive significant effect on 

employee performance. Organisations that implement fair and timely conflict management 

practices experience higher employee morale, reduced workplace stress, and stronger 

dedication from staff.  

 

Conclusion 

The study concludes that employee relations play a crucial role in enhancing employee 

performance and overall organisational effectiveness. Effective communication, employee 

engagement and conflict resolution emerged as key components of employee relations that 

significantly influence employees’ productivity. Organisations that prioritise clear communication 

and create platforms for employee participation foster a more engaged and informed workforce, 

which translates into higher performance levels. Additionally, recognising and rewarding 

employees for their contributions reduces turnover and strengthens loyalty, ensuring that 

organisations retain skilled and experienced personnel. Proper conflict management further 

supports employee commitment and maintains a harmonious work environment, enabling 

employees to focus on their responsibilities without distractions from unresolved disputes. Overall, 

the study highlights that organisations that invest in building and maintaining positive employee 

relations are better positioned to achieve their strategic objectives, improve productivity, and 
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sustain long-term growth. Employee relations, therefore, are not merely administrative functions 

but strategic tools that directly impact performance and organisational success. 

 

Recommendations 

Based on the findings of the study, the following recommendations are proposed: 

1. Organisations should prioritise effective communication strategies by establishing clear, 

timely, and transparent channels of information flow between management and employees.  

2. Management should implement structured employee engagement and recognition 

programs to acknowledge the contributions of staff.  

3. Organisations should develop and enforce effective conflict resolution policies and 

procedures. 
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