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ABSTRACT
This study sought to examine the effect of employee relations on organization performance with reference to Tuyil pharmaceutical industries limited, Ilorin. The study was guided by two objectives; to find out the effect of employee empowerment, to determine the effect of initiating employee suggestions, on organizational performance. Descriptive survey design was used with quantitative approach. The sample size of 80 respondents was drawn from 120 populations.  Data were collected through questionnaires, analyzed descriptively and inferential statistics through multiple regression analysis. The study found that all two independent variables (Employees empowerment, initiating employee suggestions) were statistically positively and significantly related to organizational performance. The study recommends that employees should be given choices included in decision making, should be provided room to air their views freely.
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[bookmark: _Toc168840736][bookmark: _Hlk188574356]CHAPTER ONE
[bookmark: _Toc64456564][bookmark: _Toc100386157][bookmark: _Toc114843601][bookmark: _Toc114852527][bookmark: _Toc118917564][bookmark: _Toc118918089][bookmark: _Toc119031793][bookmark: _Toc168840737][bookmark: _Toc52943215]INTRODUCTION
1.1 [bookmark: _Toc168840738]Background to the study

One of the most important, fundamental components of an organization's effectiveness, prosperity, and sustainability is its employee relations. In firms with good employee relations, there are more highly devoted, motivated, and loyal workers who also receive employee empowerment, training, and growth (Samwel, 2018). It is crucial for managers to establish and maintain positive relationships with their staff members since organizations cannot perform better or accomplish their goals if there is a negative working environment. Having a good working relationship with management is essential for the workplace, whether it's during hiring, employment, or termination (Rose, 2018). An effective employer-employee relationship is crucial to the success of the business because it motivates workers to do better job and deliver more outcomes (Burns, 2021).
In the highly competitive corporate world of today, the use of human relations when managing human resources is essential since it makes initiating employee recommendations easier (Christen et al., 2019). When labor and management have an excellent working relationship, factors like job satisfaction are attained (Boyle, 2021). Even though firms may have skilled, qualified, and motivated people, their performance will be at risk if there isn't peace and harmony at work. Employers must actively seek out positive employee relations irrespective of whether they are constrained by union contracts since the relation between the employer and the worker is very important if they want their businesses to develop and flourish (Bhattacharya, 2008; Pearce & Robinson, 2020).
According to Torrington and Hall (2019), organizations require staff who can collaborate amicably in order to accomplish the stated goals and objectives. This can only be done if there is a strong employee relationship within the company, as one of the goals of employee relations is to foster harmonious working relationships and reduce conflict-related behaviors. Managing employee relationships has numerous documented benefits for organizations, including enhancing communication process and culture, fostering knowledge of the company's goods, services, and clients, providing immediate access to training, and focusing information on the needs of a particular employee (Wargborn, 2018).
According to Abdul and Sehar (2019), disagreement between employees in a company is unavoidable. It can have a beneficial effect on employee happiness and organizational performance if it is managed effectively and serves as a catalyst for change. On the other hand, unresolved disagreement has a detrimental influence on both job performance and employee happiness. Leaders of the organization send a message that poor work performance and unacceptable behavior are acceptable when they choose to disregard workplace disputes. One of an organization's most crucial resources and most valuable assets is its workforce. The kind of work they do and how much of it they do directly affect an organization's productivity. Therefore, maintaining positive employee relations is a requirement for any firm in order to grow and succeed (Abushawish, 2019).
Employee relations, according to Armstrong and Stephens (2020), is a broad phrase that covers a variety of topics, including work-life balance, equal opportunity, and managing diversity as well as more contemporary concerns like collective bargaining, negotiations, and employment law. It consists of actions taken to guarantee that workers are content and productive. Employee relations provide support in many different ways, such as employee recognition, the creation and interpretation of policies, and all forms of problem solving and conflict settlement. It entails managing the pay-work agreement, administering employment policies, employment terms, and workplace-related problems, as well as giving employees a voice and engaging with them (Frank & Jeffrey, 2019).
According to Namit (2020), collective bargaining is a formal process that entails negotiation, consultation, and information sharing between employers and employees, with the ultimate objective being a deal that is mutually agreeable to all sides. Although there are some nations where the state plays a significant role in supporting collective bargaining by drafting pertinent national legislation, it is generally recognized as a bi-partite process, meaning that there are two parties participating (Namit, 2020). No of whether a worker actively participated in the negotiation process or not, the agreement achieved through collective bargaining is enforceable and applies to all employees (Liontos, 2021). In line with that, sustaining employee-employer relationships promotes satisfactory production as well as an uptick in staff motivation and morale (Ahmad & Shahzad, 2019). The majority of businesses have implemented employee incentive programs in an effort to boost productivity. To ensure optimum performance, businesses should encourage their staff to put in extra effort in order to meet their organization's goals. This can be accomplished by offering incentives (Drucker, 1999). Employee relations can be viewed more as a philosophy or skill set than as a management function or clearly defined area of activity, according to Onyango (2019).
The focus of employee involvement continues to move away from collective institutions like union movement and collective bargaining to the interaction with individual employees, notwithstanding widely reported instances of industrial action. Employers have accepted the concepts of employee voice as well as the psychological contract, which are reflected throughout their employee goals and policies. Additionally, businesses continue to emphasize the importance of employee involvement, dedication, and engagement in order to maximize performance advantages (Tepper et al., 2020). Employee relations is viewed as strategically managing company risk, including the potential negative of non-compliance with a broader body of employment law and the potential upside of failing to provide maximum commercial performance (Ahmad et al., 2019). 
[bookmark: _Toc100386160][bookmark: _Toc114843604][bookmark: _Toc114852530][bookmark: _Toc118917567][bookmark: _Toc118918092][bookmark: _Toc119031796][bookmark: _Toc168840739]1.2 	Statement of the Problem
Small organizations appear to throw employment relationship behind companions by not giving it special attention and priority, despite the fact that it is one of the pillars and crucial operations of human resource management that leads to successful employee and organization performance. As a result, they are still going to struggle to establish and maintain effective employee relations. These organizations experience unneeded arguments as a result, which has an impact on their performance. Few, if any, businesses can exist without giving their workers attention. A thorough employee relations program should be implemented in order to foster strong and healthy relationships with employees since good relationships have a beneficial impact on performance and organizational growth (Mwakyembe, 2019)
The issue of poor employer-employee relationships among businesses that operate in both local and international markets has emerged (Kaliski, 2020). According to reports, a company's production and employee performance are both impacted by bad employee relations. Poor employer-employee relations lead to lockouts and strike action. Strikes and lockouts significantly lower productivity. The interaction between employees and employers as a whole is known as employee relations or industrial relations.
[bookmark: _Toc114843608][bookmark: _Toc114852534][bookmark: _Toc118917571][bookmark: _Toc118918096][bookmark: _Toc119031800][bookmark: _Toc168840741]1.3	Research Questions
In the context of this study, the study was guided by the following questions:
i. [bookmark: _Hlk99871366]What is the influence of employee empowerment on organization performance?
ii. What is the influence of initiating employee suggestions on organization performance?
[bookmark: _Toc100386161][bookmark: _Toc114843605][bookmark: _Toc114852531][bookmark: _Toc118917568][bookmark: _Toc118918093][bookmark: _Toc119031797][bookmark: _Toc168840740]1.3	Objectives of the Study
The study was guided by the following specific objectives as follows:
i. [bookmark: _Hlk86483894][bookmark: _Hlk99871165]To determine the effect of employee empowerment on organization 
ii. [bookmark: _Toc100386162]To determine the effect of initiating employee suggestions on organization performance 
[bookmark: _Toc168840742]1.5	Research hypotheses
HO1:	There is a positive relationship between employee’s empowerment and organizational performance
HO2:	There is a positive relationship between initiating employees’ suggestions on organizational performance 
[bookmark: _Toc100386163][bookmark: _Toc114843609][bookmark: _Toc114852535][bookmark: _Toc118917572][bookmark: _Toc118918097][bookmark: _Toc119031801][bookmark: _Toc168840743]1.6	Significance of the Study
As this survey provides valuable information regarding employee relations that can be used for future scientific research, it will assist the organization in identifying ways to have improved employee relations. By making organizations aware of employee relations and how they impact organizational performance, it also contributes to the provision of knowledge and understanding on the element of employee relations.
This study will also aid policy makers in developing methods to improve relationships within organizations and make work less stressful in order to accomplish tasks more quickly and effectively.
[bookmark: _Toc100386164][bookmark: _Toc114843610][bookmark: _Toc114852536][bookmark: _Toc118917573][bookmark: _Toc118918098][bookmark: _Toc119031802][bookmark: _Toc168840744]1.7	Scope of the Study
[bookmark: _Toc52943226][bookmark: _Toc64456576]The study focuses on employees of Tuyil pharmaceutical industries limited. Ilorin, Kwara State. It examined the influence of employee empowerment, initiating employee suggestions, on organization performance.
[bookmark: _Toc35934250][bookmark: _Toc52943227][bookmark: _Toc64456577][bookmark: _Toc100386165][bookmark: _Toc114843611][bookmark: _Toc114852537][bookmark: _Toc118917574][bookmark: _Toc118918099][bookmark: _Toc119031803][bookmark: _Toc168840745]1.8	Definition of terms
Employee Relations: Staffing, salary and benefits, performance management, and other concerns relating to people are dealt with through a set of organizational roles and procedures known as employee relations.
Employees Empowerment: Empowerment as a manifestation of acquiring, developing, and extending power through collaboration with others is referred to as "intuitive empowerment" and has the capability to affect one's own conduct.
Employee’s Suggestions: Any system or procedure that encourages staff to offer beneficial suggestions for new goods, discover opportunities to enhance the workplace, or draw attention to any issues or challenges they may be facing is known as an employee suggestion program.
Organization Performance: This refers to an organization's capacity to utilize the appropriate course of action in order to meet predetermined goals such as high profit, quality product, significant market share, positive financial results, and survival.












[bookmark: _Toc168840746][bookmark: _Toc100386167][bookmark: _Toc114843613][bookmark: _Toc114852539][bookmark: _Toc118917576][bookmark: _Toc118918101][bookmark: _Toc119031805][bookmark: _Hlk188574295]CHAPTER TWO
[bookmark: _Toc168840747]LITERATURE REVIEW
[bookmark: _Toc168840748][bookmark: _Toc100386169][bookmark: _Toc114843615][bookmark: _Toc114852541][bookmark: _Toc118917578][bookmark: _Toc118918103][bookmark: _Toc119031807]2.1	Conceptual Review
[bookmark: _Toc168840749]2.1.1    Concept Of Employee Relations
Employee relation is a kind of interpersonal relationship concept which is drawn by western scholars in the 20th century to replace the industrial relation. It focuses on the right and responsibility, management and obeying caused by the interest between the organization and the employees as a total of cooperating, conflict, strengthen and power relations and is influenced by economic, technology, legal system and socio-cultural background in a certain community (Yongia, 2019). Employee relation is defined as the relationship between employees and managers to enhance moral, commitment and trust of employees and to create suitable working environment which enables them to exert they’re at most effort for the achievement of organizational goals (Bajaj et al., 2020). An effective employee relation involves creating and cultivating a motivated and productive workforce.
Creating health employee relation in an organization is a prerequisite for the achievement of organizational goals. For this to happen, organizations have to develop strong employee relationship which involves motivating employees, participate them in decision making activity and create an opportunity for free flow of information in the organization and resolve conflicts or disagreements when they arise in the work place. This scenario makes employees to develop a sense of ownership in the organization and this in return initiated them to work hard. Health employee relation leads to more efficient, effective and productive employees which further lead to the increment of production level in the organization. Studies confirmed that companies which create conducive environment for work and create smooth relationship with employees are more productive that leads to get more financial outcomes (Gills, 2018). In contrast to this, a study conducted by Byton (2018) revealed that employees didn't contribute all what they have when they are not happy with the management, government or even with their workmates. The poor employee relationship results labor strike and uprising which directs to deterioration of the productivity of the organization.
Staffing, salary and benefits, performance management, and other concerns relating to people are dealt with through a set of organizational roles and procedures known as employee relations (Som, 2019). Employee relations are defined by Michael (2020), cited in Som (2021), as the management of the relationship between the employer and employees with the ultimate objectivity of achieving the highest level of productivity in terms of goods and services, employee motivation, and taking preventive measures to resolve issues that negatively impact the working environment. 
Employee relationship managers use their knowledge to advise line managers on how to enhance employee performance and behavior. They also assist business managers in managing employee complaints, conflicts, and legal issues. One of the fundamental duties of the employee relations department is to inform internal customers on the rules, policies, goals, and objectives of the company in order to convey the management's vision and mission. Employee relations managers operate their day-to-day operations with the assistance of their employees and for the benefit of employees, where satisfied customers exhibit revenue growth and the level of performance of the company, according to Rawashdeh and Al-(2019) Adwan's report. Employee relations methods are used by organizations to enhance employee abilities, which eventually improve organizational performance.
[bookmark: _Toc118917580][bookmark: _Toc118918105][bookmark: _Toc119031809]Employees Empowerment
Empowerment as a manifestation of acquiring, developing, and extending power through collaboration with others is referred to as "intuitive empowerment" and has the capability to affect one's own conduct (Barroso Castro, Villegas Perinan, & Casillas Bueno, 2018). Seeking a high level of employee involvement, flexibility, and market response is a crucial component for any firm looking to empower employees (Aydogmus, Camgoz, Ergeneli, &Ekmekci, 2018). In the past 10 years, adequate attention has been paid to empowerment and its organizational implications on both researchers and staff (Ali, & Ali, 2018). Psychological empowerment, also known as "enhanced intrinsic task motivation," has been found to help people execute their jobs more effectively (Hechanova, Regina, Alampay, & Franco, 2021).
[bookmark: _Toc100386173][bookmark: _Toc114843628][bookmark: _Toc114852554][bookmark: _Toc118917598][bookmark: _Toc118918123][bookmark: _Toc119031827]Employee Empowerment and Involvement
According to Malesh (2020), empowerment is a more contemporary and sophisticated form of employee involvement that enhances employee relations and directly supports organizational goals by giving individuals the authority to make decisions that would often be made by management. Employee creativity and risk-taking are crucial elements that can offer a company a competitive edge in a rapidly changing environment, and empowerment encourages these traits in its workforce. It takes five crucial actions to operationalize employee empowerment that results in employee involvement: informing, consulting, sharing, delegating, and empowering (Whitener, 2021). 
Organizations are making attempts to involve workers to varying degrees so that staff members are encouraged, equipped, and empowered to contribute to goal fulfillment, according to Shapiro (2020) cited in Whitener (2021). According to Spreitzer et al. (2021), referenced in Khan (2019), employees who have more autonomy over how they do their task report higher levels of job satisfaction. In today's competitive economy, where knowledge workers are more widespread, employee empowerment is more important (Khan, 2019). Therefore, it is crucial that HR managers recognize that empowerment is actually an essential instrument to raise employee happiness, which will translate into increased productivity and organizational success (Khan, 2019).
[bookmark: _Toc118917581][bookmark: _Toc118918106][bookmark: _Toc119031810]Employee’s Suggestions
Any system or procedure that encourages staff to offer beneficial suggestions for new goods, discover opportunities to enhance the workplace, or draw attention to any issues or challenges they may be facing is known as an employee suggestion program. An important part of running a successful company and making changes to keep a positive work environment is getting employee feedback. Everyone in the office may effectively share their ideas by having a central spot where they can do so, such as a suggestion box. You may maximize the use of a suggestion box by learning the best procedures for collecting and handling staff suggestions. In this post, we outline the benefits of employing a suggestion box for employees and offer advice on how to gather suggestions from them at work (Myers, & Archer, 2021).
[bookmark: _Toc100386174][bookmark: _Toc114843629][bookmark: _Toc114852555][bookmark: _Toc118917599][bookmark: _Toc118918124][bookmark: _Toc119031828]Initiating Employee Suggestions
According to Chege (2019), an employee recommendation plan is a codified mechanism that encourages employees to offer helpful suggestions for enhancing the company where they work. Ideas that are implemented are recognized with a monetary prize or another type of acknowledgment, usually in proportion to the advantages produced. It fosters an environment of confidence and trust, work satisfaction, and ongoing improvement inside the business (Werblerm & Harris, 2019). 
A staff proposal plan is described by Michael (2021) as a systematic process to encourage employees to think creatively about their occupations and work environments and to propose ideas for which they will be paid on a particular basis, if accepted and advantageous to the firm. Daily employee suggestions are an effective technique to collect and exploit employees' innovative ideas, particularly in industries where success in business depends more and more on innovation and continuous development. 
[bookmark: _Toc114843617][bookmark: _Toc114852543][bookmark: _Toc118917585][bookmark: _Toc118918110][bookmark: _Toc119031814][bookmark: _Toc168840750]2.1.2	Concept of Organization Performance
This refers to an organization's capacity to utilize the appropriate course of action in order to meet predetermined goals such as high profit, quality product, significant market share, positive financial results, and survival. According to Ingmar et al. (2020), the influence of human resource management on organizational performance has become a hot topic for research in the field of personnel, and some preliminary findings have been presented. The field obviously requires more conceptual and empirical research, though. 
According to Griffin (2021), an organization's performance depends on how well it can both address the needs of its stakeholders and its own survival needs. It is also used to compare an enterprise's performance to that of other businesses in the same industry in terms of profit margin, market share, and product quality. As a result, it is an indicator of employee productivity when measured in terms of revenue, profit, growth, development, and organization-wide expansion.
Corporate performance is one of the most important variables in management research and arguably the most important indicator of organizational performance. The concept of corporate performance is very common in academic literature. Its definition is multidimensional in nature. This validates the reason for the lack of a generally acceptable definition. Olajide (2020) described corporate performance as the voluntary association of productive assets including human, physical and capital resources, for the purpose of achieving a shared purpose. Corporate performance as the ability of an organization to accomplish its aims through the use of resources in a properly structured manner. Organizational performance could as well be defined as the ability to achieve organizational goals and objectives. Agu (2021) asserted that organizational performance has suffered from not only a definition problem, but also a conceptual problem.  The term ‘performance’ is interchangeably used with ‘productivity’.  There is a notable difference between performance and productivity, while productivity is a ratio indicating the volume of task performed in a given amount of time, performance is a broad pointer that encapsulates productivity as well as quality, consistency and other factors.
Different dimensions have been adopted by authors to determine corporate performance. Some of them are profitability, return on asset, gross profit, return on investment, return on sales, return on equity, sales growth, export growth, market share and stock price (Ajagbe, 2020). There is lack of consensus on the actual indicators of performance even though most researchers measure performance using quantitative data. The importance of performance has also been conceptualized using financial and non-financial measures from both perceptual and objective sources. Financial measures permit researchers to build benchmarking analyses and trend analyses. Ajagbe (2019) posited that perceptual sources comprise financial health or employee evaluation of organizational effectiveness and their overall level of satisfaction. Objective measures comprised secondary source of financial measure like return on investment, return on assets and profit growth. These measures are frequently used for single-industry studies and are non-biased due to the uniformity in measurement across all organizations in the sample. Majority of researchers seemed to use the term performance to explain variety of measurements as well as input efficiency, output efficiency and transactional efficiency (Lebans & Euske, 2021). There is no dominant measure of corporate /organizational performance. Organizations adopt different measurements and objectives for organizational performance. opined that profitability is the best indicator to identify whether an organization has been able to meet its goals. Measures such as return on equity, return on asset and profit margin are frequent indicators of performance in literature.
[bookmark: _Toc114843619][bookmark: _Toc114852545][bookmark: _Toc118917587][bookmark: _Toc118918112][bookmark: _Toc119031816][bookmark: _Toc168840751]2.2	Theoretical Review
This study was underpinned by the following theory as hereunder;
[bookmark: _Toc114843620][bookmark: _Toc114852546][bookmark: _Toc118917588][bookmark: _Toc118918113][bookmark: _Toc119031817]Human Relations Theory
According to Elton Mayo's human relations management theory, which was developed in the 2020s as a result of the Hawthorne organizational psychology investigations, workplace social connections and employee recognition of their individuality can boost employee productivity and motivation (Gitman et al., 2018). Its underlying premise is that enhanced working conditions (participation, empowerment, and favorable treatment) result in higher output. Additionally, it emphasizes ways to influence employee productivity where the major focus is on people rather than technology or the economy, as well as worker satisfaction and informal workplace organizations (Ward, 2021). Human relationships are crucial for motivating people, but teamwork is dependent on them, necessitating coordination and cooperation amongst those engaged, therefore according to human relations theory, the workplace is not a structured social context (Bright & Cortes, 2019)
Human relations are the foundation of any organization, and according to Black and Bright (2019), they consist of both formal and informal components. The structure of an organization consists of its formal components. One of the informal characteristics of the organization is the relationships between the individuals. The group is a particular kind of social system in this sense. To foster individual job satisfaction and the subsequent motivation of the individual, this system should be handled. Notably, the interaction of individuals inside groups and how that affects group behavior and performance are heavily emphasized (Ward, 2021). 
Additionally, according to Gitman, et al., (2018), the core of human relations theory is this focus on people rather than on machines or economics; the organizational environment is not an organized social context; human relations are crucial for motivating people; motivation depends on teamwork, requiring coordination and cooperation of individuals involved; and human relations within teams must fulfill both individual and organizational needs. 
Additionally, according to Bright and Cortes (2019), the idea of individual motivation is crucial to comprehending human relations theory. This theory's disadvantage is that it necessitates accepting a number of presumptions about how people behave. Elton Mayo, who is best recognized for his contribution to human connections management through the Hawthorne experiments, and Mary Parker Follet, who used psychological techniques to comprehend the effective utilization of people, are the main proponents of human relations theory. She introduced the idea of depersonalized duty and authority. They supported the incorporation of communication channels in decision-making as well. 
Mayo assessed the attitudes and psychological responses of employees in work-related settings and looked at how light levels affected employee productivity. Later, through the early 1930s, the study was expanded to cover a wider spectrum of job circumstances. Individuals really aren't solely motivated by compensation as perceived meaning and importance of one's work are the primary determinants of output; employees prefer a constructive attitude from superiors rather than command and control; communication between management and employees. The findings also showed that group dynamics (social factors) are critical elements of job performance and output; groups have their own norms and beliefs independent of the individual members; individuals are not solely motivated by compensation. Therefore, Mayo's work through the Hawthorne studies was essential to understanding the functions of individual psychology and group behavior in management practice.
According to Bright and Cortes (2019), the benefits of human relations theory include increased employee productivity, the elimination of employee grievances, increased staff retention, the development of positive interpersonal interactions, and increased corporate goodwill. Human relations theory also has the drawbacks of concentrating on human theory while ignoring labor productivity, failing to provide a work schedule, having more theoretical notions than necessary, being challenging to analyze, and losing subjectivity. Human relations management theory has come under fire for the research's lack of scientific validity and the workers' unnatural behavior during the studies. It is pro-management and anti-union; little attention was paid to formal relationships and a great deal of emphasis was placed on informal ones; it was unaware of the economic dimension and neglected work types; it was unable to explore the multifaceted phenomenon of human motivation; Marxists claim that it is a new method of exploiting workers by downplaying economic factors
[bookmark: _Toc100386190][bookmark: _Toc114843621][bookmark: _Toc114852547][bookmark: _Toc118917589][bookmark: _Toc118918114][bookmark: _Toc119031818][bookmark: _Toc168840752][bookmark: _Toc52943254][bookmark: _Toc64456588]2.3	Empirical Review
Bulinska-Stangreck (2021) Examined “The significance of employee relations in determining job satisfaction as a component of fostering good mental health at work in the COVID-19 Era in America”. The study's goal is to identify the variables that affect job satisfaction in the setting of remote employment brought on by a pandemic. The study examines the relationship between reported job satisfaction and interpersonal trust in the workplace. An investigation of the mediating function of trust in relationships among employee involvement and perceived job satisfaction was undertaken based on an empirical study that was conducted on a sample of 220 IT workers during the pandemic. The study discovered that the degree of job satisfaction is influenced by favorable employee interactions. Additionally, a key element that mediates these interactions is trust. Based on the study's findings, a technique for creating a positive work environment during a pandemic could be described.
In Bangladesh, Mahesh (2020) performed research on the connections between worker, employer, and organizational performance. It concentrated on managing internal relationships within the organization, which implies fostering positive working relationships as well as employee dedication and personal job satisfaction. In order to resolve conflicts and lower their likelihood in the interest of fostering a positive work environment, industrial relations focused on the relationship between employees and employers. It was discovered that an organization's success or failure was always directly correlated with the efforts made by its employees. It was determined that every industry must create and maintain the most modern and efficient management relations system in order to ensure that employees are motivated, effective, and happy.
Chege (2020) investigated the relationship between organizational performance and employee relations in Canada using a case study of a cement mill in Toronto. The study's objectives were to evaluate the function of employees at the Toronto Cement facility, to gauge the level of organizational performance there, and to ascertain the link between employee relations and organizational performance. According to the survey, there is a high rate of staff turnover as a result of bad working conditions, ineffective communication, a lack of employee participation, and a lack of enthusiasm. The corporation employed more qualified personnel than qualified personnel. Low employee relations were the cause of the organization's poor performance on the level of performance. Additionally, the study found a substantial association (r=0.8) between employee relationships and organizational success. The study made the following recommendations for management: in order to strengthen relationships with employees and organizational performance, management should enhance working conditions, inspire employees, increase internal communication, and involve employees in decision-making.
A study on organizational performance and employee relations in Nigeria was done by Chukwuma (2020). Both primary and secondary techniques of data gathering were used in the study. The results showed that ignoring an employee's psychological needs—namely, their need to be respected, valued, and recognized in the workplace—will result in employee mistreatment and increased demotivation. According to the publication, managers should establish genuine relationships with their staff members and foster an environment that encourages employees to perform their jobs effectively. Additionally, companies should develop a productive communication structure that promotes comprehension and learning within the company.
Samwel (2018) studied how employee interactions affect both individual employee performance and organizational performance with reference to small businesses in Tanzania. 387 respondents were chosen from a sample of small enterprises in Tanzania using a stratified random selection procedure. The study employed a cross-sectional survey research design. Tables were used to present the results of descriptive statistics and correlation analysis that were used to gather the data from structured questionnaires and interviews. The study's conclusions demonstrate that small businesses in Tanzania are aware of the advantages of maintaining positive employee relations and the appropriate corrective measures that should be implemented to reduce negative employee relations in the workplace. Additionally, the results show a strong correlation between employee relations and both individual employee performance and organizational performance. The results also show that unfair labor practices are used in Tanzania's small businesses. According to the report, small businesses in Tanzania should put more effort into implementing ethical hiring processes and creating long-lasting, fruitful working relationships with their staff members.
Wayamba (2019) conducted research in the headquarters of Tanzania Electric and Supply Company (TANESCO) in Dodoma, Tanzania. This study's overarching goal was to evaluate how collective bargaining contributes to improving organizational performance. The study's key finding is that TANESCO routinely engages in collective bargaining. Effective management and union communication, careful planning and preparation for trade unions, bargaining in good faith, observance of legal procedures, and the lack of unfair practices were among the several collective negotiation techniques offered. Once more, it is stated that TANESCO's collective bargaining has in some way contributed to the enhancement of organizational performance. This is due to a rise in the job happiness of the workforce, customer satisfaction, market expansion, revenue, and the number of new customers. On the other side, the challenges facing collective bargaining in the organization included inadequate communication within the organization, bad faith bargaining, unequal bargaining power, political interference, a lack of institutional capacity, as well as a lack of information among social partners.  Additionally, it was discovered that TANESCO's collective bargaining still fails to live up to the requirements of an efficient procedure. It can be enhanced by strengthening union-employee contact, enhancing negotiation abilities, and balancing the bargaining power.
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[bookmark: _Toc168840753]CHAPTER THREE
[bookmark: _Toc19552734][bookmark: _Toc19832277][bookmark: _Toc26455966][bookmark: _Toc26811332][bookmark: _Toc33969688][bookmark: _Toc100386201][bookmark: _Toc114843634][bookmark: _Toc114852560][bookmark: _Toc118917604][bookmark: _Toc118918129][bookmark: _Toc119031833][bookmark: _Toc168840754]RESEARCH METHODOLOGY
[bookmark: _Toc114852561][bookmark: _Toc118917605][bookmark: _Toc118918130][bookmark: _Toc119031834][bookmark: _Toc168840755]3.1	Preamble
A scientific process is typically used to find a solution and provide new knowledge that benefits the entire community. The researcher must gather data to identify the problem before they can begin to solve it. The research philosophy, design, approach, study area, population and sample size, sampling processes, data collection methods, validity and reliability concerns, data analysis, and ethical considerations are just a few of the tools and methodology employed in this chapter.
[bookmark: _Toc114852562][bookmark: _Toc118917606][bookmark: _Toc118918131][bookmark: _Toc119031835][bookmark: _Toc168840756][bookmark: _Toc114852564][bookmark: _Toc118917608][bookmark: _Toc118918133][bookmark: _Toc119031837]3.2	Research Design
[bookmark: _Toc114852565]According to Kothari (2021), a research design is a setting for data collecting and analysis that seeks to connect the importance of the study purpose with the current economy. The research design used in the study was a descriptive survey. This is done for the following reasons: It uses a large sample to describe this same characteristic of a large population. Descriptive survey research design is used to identify and explain the factors that exist in a given situation and to describe this same relationship that exists between variables at a given point. It is used to research the similarities and differences between several sets of variables in order to create a clear picture of the phenomenon. 
[bookmark: _Toc100386205][bookmark: _Toc114852566][bookmark: _Toc118917609][bookmark: _Toc118918134][bookmark: _Toc119031839][bookmark: _Toc168840757]3.3	Population of the study
[bookmark: _Toc114852567]Population is the group of people who share common traits or attributes of interest to the research (Burns & Grove, 2019). In this study the target population comprised of employees of Tuyil pharmaceutical industries limited, Ilorin.
[bookmark: _Toc118917611][bookmark: _Toc118918136][bookmark: _Toc119031841][bookmark: _Toc168840758]3.4	Sample size and Sampling Techniques.
The study utilized the sample of 80 respondents regardless of their sex and those who provided reliable and valid data. For a population less than 10,000 the following formula by Fisher et al. (2020) was used;
n= Z2pq / d2/2
Where: 
n = Desired sample size (when population is more than 10,000) 
Z- Standard normal deviation =1.96 at 95% confidence interval 
p = The proportion of employees (workers) 
q = 1 – p = (1-0.12) = 0.88
d- Degree of accuracy
Z = 1.962×0.12×0.88
       0.05×0.05
Z = 0.40567
      0.0025
161.3/2 = approximately 80 Respondents
[bookmark: _Toc100386209][bookmark: _Toc114843636][bookmark: _Toc114852569][bookmark: _Toc118917613][bookmark: _Toc118918138][bookmark: _Toc119031843][bookmark: _Toc168840759]3.4	Data Collection Methods
When using surveys, primary sources were employed to collect the data. According to Kothari (2019), a questionnaire is a collection of questions that are printed or typed on a form or series of forms in a specific order. It is mailed to respondents, who are supposed to read, comprehend, and respond to the questions in the space designated on the actual questionnaire. There are two types of questionnaires: structured and unstructured. The definition of a structured questionnaire is one that has specific, pre-established questions. In the current study, standardized questionnaires were used in addition to consumer surveys to round out the research results.
[bookmark: _Toc114843639][bookmark: _Toc114852573][bookmark: _Toc118917617][bookmark: _Toc118918142][bookmark: _Toc119031847][bookmark: _Toc168840760]3.5	Validity and Reliability of research instruments
[bookmark: _Toc48830178][bookmark: _Toc55461054][bookmark: _Toc55760271][bookmark: _Toc100386222][bookmark: _Toc459828297][bookmark: _Toc114777686]Validity and Reliability were run to verify the validity aspect of the questionnaire. The ability of an instrument to measure the notion it is intended to measure is known as validity (Cresswell, 2021). It also describes the research's legitimacy or plausibility. The researcher asked the experts to endorse the representativeness and suitability of the data and instruments (questionnaires and in-depth interviews) utilized in the research in order to validate them. Additionally, a pilot study was conducted to assess the questionnaire's validity in the relevant study area; following this, changes were made in order to acquire accurate data for the study. In addition, the researcher accepted criticism of the questions' design, as argued by Cooper and Schindler (2021). The researcher conducted a reliability study to make sure the 0.8 reliability of the data.
[bookmark: _Toc114843637][bookmark: _Toc114852570][bookmark: _Toc118917614][bookmark: _Toc118918139][bookmark: _Toc119031844][bookmark: _Toc168840761]3.6	Data Analysis
[bookmark: _Toc55760263][bookmark: _Toc100386214]Data Analysis is the process of evaluating each component collected information in a logical manner and then making deductions and inference data (Kombo & Tromp, 2019). Multiple regression and descriptive analysis were used in this investigation. IBM SPSS Statistics was the tool used in this methodology. 
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[bookmark: _Toc118917627][bookmark: _Toc118918152][bookmark: _Toc119031860][bookmark: _Toc168840762]
CHAPTER FOUR
[bookmark: _Toc114843643][bookmark: _Toc114852585][bookmark: _Toc118917628][bookmark: _Toc118918153][bookmark: _Toc119031861][bookmark: _Toc168840763]RESULTS AND DISCUSSION OF FINDINGS
[bookmark: _Toc114852586][bookmark: _Toc118917629][bookmark: _Toc118918154][bookmark: _Toc119031862][bookmark: _Toc168840764]4.1	Preamble
This chapter presents the results and findings of the study. The presentation of the findings was based on the following specific objectives which were to find out the effect of employee empowerment on organizational performance, to determine the effect of training and development on organizational performance, to determine the effect of initiating employee suggestions on organizational performance.
[bookmark: _Toc111035850][bookmark: _Toc114843644][bookmark: _Toc114852587][bookmark: _Toc118917630][bookmark: _Toc118918155][bookmark: _Toc119031863][bookmark: _Toc168840765]4.2	Demographic Information
The demographic information included; gender, age, level of education and working experience of the respondents.  The results in Table 4.1 show that gender distribution of respondents was as follows; male occupied the highest percentage of approximately 61.3% followed by female who occupied 28.7%. On the other hand, aged distribution was as follows; those who occupied the highest were between 30 to 35 years by 40%, followed by those over 40 years by 20%, between 36 to 40 years were 17.5%, between 24 and 29 years were (15%) and between 18 to 23 years occupied 7.5%. 
Similarly, the results show that those who had the highest experience over 10 years were approximately 45% followed by those between 5 to 7 years were 30%, those between 2 to 4 years were 22.5% and those between those between 7 to 9 years were 2.5%. Moreover, those who had highest education were those with secondary education occupied 35%, followed by those with Masters’ education 21.2%, those with degree were 20%. Those who had lowest education level were Diploma 8.8% followed by those with primary education who occupied 15%. 
[bookmark: _Toc111035881][bookmark: _Toc111751731][bookmark: _Toc115104320][bookmark: _Toc115153839][bookmark: _Toc118912602][bookmark: _Toc118917631][bookmark: _Toc118918156][bookmark: _Toc119031864][bookmark: _Hlk114862124]Table 4.1: Demographic Information Table
	Category
	Frequency
	Percentage %

	Gender
	
	

	Male
	49
	61.3

	Female
	31
	38.7

	Age (in yrs.)
	
	

	18-23
	06
	7.5

	24-29
	12
	15.0

	30-35
	32
	40.0

	36-40
	14
	17.5

	Over 40
Working Experience (in yrs.)
2-4
5-7
7-9
Over 10
Level of Education
Primary
Secondary
Diploma
Degree
Masters
	16

18
24
02
36

12
28
07
16
17
	20.0

22.5
30.0
02.5
45.0

15.0
35.0
08.8
20.0
21.2


[bookmark: _Toc111751736][bookmark: _Toc99641785]Source: Data Analysis (2025)
However, respondents with more than 40 years, experience of over 10 years and those with diploma to masters’ education were found to be influenced by empowerment that enabled them to suggest means towards efficiency due to trainings and development done in the organization while being able to manage conflicts through the application of collective bargaining. Yet, such employees have been hand in hand with enabling queer environment for my organization.
[bookmark: _Toc168840766]4.3	Test of hypotheses
The effect of employee relations (independent variables) on organization performance was estimated using multiple regression analysis (dependent variable). Tables 4.2 -4.12 present the findings. Table 4.2 summarizes the model, with the corrected R2 statistics (.590) being of particular importance. This means that 59 % of the difference in employee relations can be attributed to organization performance.
[bookmark: _Toc115104338][bookmark: _Toc115153857][bookmark: _Toc118912620][bookmark: _Toc118917649][bookmark: _Toc118918174][bookmark: _Toc119031882][bookmark: _Hlk114862372]Table 4.2: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.768a
	.590
	.563
	.66850

	a. Predictors: (Constant), CB, CM, EE, IES, TD

	b. Dependent Variable: OP


Source: Data Analysis (2025)
The findings of the analysis of variance (ANOVA) are shown in Table 4.3. It's also referred to as model fit outcomes. The F-statistics and their related sig. value are of particular interest in this table. The F-statistics is 21.320 percent (p < 0.001), according to the results. The findings support the model's prediction that "the model has power to predict employee relations from organization performance." As a result, it appears that the model may accurately predict effects of employee relations based on organization performance scores.
[bookmark: _Toc91856742][bookmark: _Toc92092771][bookmark: _Toc99641804][bookmark: _Toc114777323][bookmark: _Toc114843659][bookmark: _Toc115104339][bookmark: _Toc115153858][bookmark: _Toc118912621][bookmark: _Toc118917650][bookmark: _Toc118918175][bookmark: _Toc119031883][bookmark: _Hlk114862389]Table 4.3: ANOVA Results
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	47.638
	5
	9.528
	21.320
	.000b

	
	Residual
	33.070
	74
	.447
	
	

	
	Total
	80.708
	79
	
	
	

	a. Dependent Variable: OP

	b. Predictors: (Constant), CB, CM, EE, IES, TD


Source: Data Analysis (2025)
The coefficients of the regression model are presented in Table 4.4. The coefficients demonstrate that employee empowerment predicts organization performance positively, with a standardized B =.440 (p < 0.001) value. According to these findings, they demonstrate that 56.3 % of the influence of employee relations can be attributed to organization performance. The findings also suggest that initiating employee suggestions B =.003 (p < 0.01) significantly and positively predicts organization performance.






[bookmark: _Toc91856743][bookmark: _Toc92092772][bookmark: _Toc99641805][bookmark: _Toc115104340][bookmark: _Toc115153859][bookmark: _Toc118912622][bookmark: _Toc118917651][bookmark: _Toc118918176][bookmark: _Toc119031884][bookmark: _Hlk114862405]Table 4.4: Regression Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.282
	.379
	
	.744
	.000
	
	

	
	EE
	.440
	.107
	.438
	4.123
	.000
	.490
	2.042

	
	IES
	.525
	.173
	.412
	3.041
	.003
	.302
	3.308

	
	TD
	.024
	.166
	.025
	.144
	.000
	.184
	1.420

	
	CM
	.130
	.144
	.144
	.904
	.000
	.218
	4.589

	
	CB
	.123
	.153
	.120
	.806
	.000
	.251
	3.988

	a. Dependent Variable: OP


Source: Data Analysis (2025)
[bookmark: _Toc99641810][bookmark: _Toc114843664][bookmark: _Toc114852598][bookmark: _Toc118917656][bookmark: _Toc118918181][bookmark: _Toc119031889][bookmark: _Toc168840767]4.4	Discussion of the Findings
[bookmark: _Hlk59962016][bookmark: _Toc59978474]The study aimed to establish the impact of employee relations on organizational performance. In this regard two research objectives were discussed namely to find out the role of employee empowerment on organizational performance, to determine the role of initiating employee suggestions on organizational performance.
[bookmark: _Toc114777330][bookmark: _Toc114843666][bookmark: _Toc114852600]The study found that, Employees empowerment was positive statistically and significantly effective on organizational performance at the organization. For instance, the study observed that, my company gives me a feeling of Personal accomplishment, on my job, I have clearly defined job responsibility to ensure performance, I am satisfied with the salary or wages currently getting, I’m involved into various matters relating to making decision of the company, my current employment give time for my family matters are the most determinants on how employee empowerment results to organization performance. It is from this contention whereby it can be argued that employee empowerment contributes much on organization performance at the organization.
According to researchers like Hymowitz (2021), employee empowerment significantly improves the performance of organizations. Furthermore, the results are consistent with those of Khan (2019), who claimed that employees who have more freedom in how they complete their own work tend to have high levels of job satisfaction. In today's competitive economy, where knowledge workers are more widespread, employee empowerment is more important (Khan, 2019). Additionally, Nadeem, Zia, Riaz, Shafique, and Sattar (2020) discovered that employee empowerment and motivation, the mediator variables, explained a substantial relationship between organizational performances. 
[bookmark: _Toc109723953][bookmark: _Toc59978475][bookmark: _Toc114777331][bookmark: _Toc114843667][bookmark: _Toc114852601]The study found that, initiating employee suggestions played a greater role towards organizational performance at the organization.
This finding backs up Werblerm and Harris' (2019) argument that a staff suggestion scheme serves as a formalized procedure to encourage employees to think creatively about their jobs and work environments and to submit ideas for which they will be rewarded on a specific basis, if acceptable and advantageous to the organization as a whole as the organizational performance rises due to the role played by initiating employee suggestions. Additionally, if employees can maintain their anonymity, a suggestion box can be beneficial for companies looking to boost employee engagement. Employees can provide feedback on procedures, working conditions, HR and benefits, coworkers, or bosses. They might offer suggestions to increase the profitability of their company.
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[bookmark: _Toc168840768]CHAPTER FIVE
[bookmark: _Toc114843670][bookmark: _Toc114852605][bookmark: _Toc118917662][bookmark: _Toc118918187][bookmark: _Toc119031896][bookmark: _Toc168840769]SUMMARY, CONCLUSION, AND RECOMMENDATION
[bookmark: _Toc168840770]5.1	Summary of findings
The study found that, Employees empowerment was positive statistically and significantly effective on organizational performance at the organization.
The study found that, initiating employee suggestions played a greater role towards organizational performance at the organization.
[bookmark: _Toc111035857][bookmark: _Toc114843672][bookmark: _Toc114852607][bookmark: _Toc118917664][bookmark: _Toc118918189][bookmark: _Toc119031898][bookmark: _Toc168840771]5.2	Conclusion
This study examined the impact of employee relations on organization performance with reference to Tuyil pharmaceutical industries limited. The results show that employee empowerment at Tuyil pharmaceutical industries limited influenced workers to feel accomplished with clearly defined responsibilities. When such accomplishment was accompanied by early payment of salaries; the involvement of employees in decision making was enhanced while employees becoming satisfied and able to attain better performance to the organization. Similarly, the results show that suggestion boxes available for employees and customers at Tuyil pharmaceutical industries limited have ensured communication enhancement where suggestions and comments provided by employees and customers led to Tuyil pharmaceutical industries limited performance. 
[bookmark: _Toc111035858][bookmark: _Toc114843673][bookmark: _Toc114852608][bookmark: _Toc118917665][bookmark: _Toc118918190][bookmark: _Toc119031899][bookmark: _Toc168840772]5.3	Recommendations
The subsequent recommendations are put forward based on conclusion as follows;
Employment empowerment has been a core of employee performance. It is recommended that enhancing this quality is paramount for the organization performance. It has been established, based on the reviewed literature and survey results, that employee empowerment improves quality, customer satisfaction, and organizational effectiveness. Even if the results indicate a high level of employee empowerment, management would be well-advised to undertake an organizational survey to gather information for this purpose. 
Initiating employee suggestions is a key part on HR department. It is recommended that improving its quality would enable building competence among employees. 
[bookmark: _Toc100386224][bookmark: _Toc114843675][bookmark: _Toc114852610][bookmark: _Toc118917667][bookmark: _Toc118918192][bookmark: _Toc119031901]
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APPENDIX
[bookmark: _Toc168840775]Questionnaires
Dear, my name is a student pursuing a National Diploma (ND). I am conducting research titled ‘Impact of employee Relation on Organization Performance” as a part of the requirements of my National Diploma Programme. In order to achieve my research objectives, I am requesting your voluntary support by providing information needed in the questionnaires. The information you give will be treated with high confidentiality and used for purposes of this research. There are no personal risks on participating in this exercise. I kindly request your valuable time to answer these questions.
Instruction:	Tick () in the appropriate box.
SECTION A: SOCIO-DEMOGRAPHIC CHARACTERISTICS 
Your gender. Please Tick ()  where appropriate 
	Gender 
	Tick 

	Male
	

	Female
	

	Total
	



Your age. Please Tick ()  where appropriate 
	Age 
	Tick 

	18-23
	

	24-29
	

	30-35
	

	36-40
	

	above 40 years
	

	Total
	



Your highest education level age. Please Tick ()  where appropriate 
	Highest Education Level of the Respondents
	Tick 

	Primary education
	

	Secondary education
	

	Diploma
	

	Degree
	

	Masters
	

	Total
	



How long have you been working? Please Tick ()  where appropriate
	Years 
	Tick 

	2-4 years
	

	5-7 years
	

	7-9 years
	

	Above 10 years
	



SECTION C: ROLE OF EMPLOYEE EMPOWERMENT ON ORGANIZATIONAL PERFORMANCE
To what extent does employee empowerment influence organizational performance? Using a 5-point scale; 1 = Strongly disagree 2= disagree 3= neutral 4= agree = 5 strongly agree. Please Tick ()  where appropriate
	The role of employee empowerment influences organizational performance
	1
	2
	3
	4
	5

	My company gives me a feeling of Personal accomplishment.
	
	
	
	
	

	On my job, I have clearly defined job responsibility to ensure performance
	
	
	
	
	

	I am satisfied with the salary or wages currently getting.
	
	
	
	
	

	I’m involved into various matters relating to making decision of the company
	
	
	
	
	

	My current employment give time for my family matters.
	
	
	
	
	



SECTION D: THE ROLE OF INITIATING EMPLOYEE SUGGESTIONS ON ORGANIZATIONAL PERFORMANCE
To what extent does initiating employee suggestions on organizational performance? Using a 5-point scale; 1 = Strongly disagree 2= disagree 3= neutral 4= agree = 5 strongly agree. Please Tick ()  where appropriate
	Initiating employee suggestions on organizational performance
	1
	2
	3
	4
	5

	There are suggestion boxes at my organization put by HR department to ensure organizational performance
	
	
	
	
	

	Suggestion boxes at my organization help customers to air their views in the manner an organization operates to ensure organization performance
	
	
	
	
	

	The views by customers put in the suggestion boxes help organizational performance at my organization
	
	
	
	
	

	There are a policy regards meetings done by HR department my organization to ensure organizational performance
	
	
	
	
	

	Meetings at my organization helps the organization to accomplish much of their work
	
	
	
	
	



