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Abstract — "People, or human resources, are the most valuable assets of any organization; they 

provide the services that allow it to function." This statement alone can demonstrate that human 

resources are an essential component of any organization. As a result, it stands to reason that they 

must be properly managed in order to be productive and loyal to the organization. 

The study aimed to determine the level of implementation of employee relations practices in 

selected medium-sized hotels in Laoag City. 

The descriptive-survey method was used in this study to determine the demographic profile of the 

HR staff and hotel employees, as well as the level of implementation of employee relations 

practices as perceived by both the employees and the HR staff. Data were collected from 132 

people, including 124 employees and eight (8) HR personnel from medium-sized hotels in Ilocos 

Norte. For the demographic profile, data were presented in frequency and percentage tables, while 

weighted means were used to determine the level of employee relations implementation. 

The following conclusions were drawn based on the findings: the participants are young adults, 

predominantly male, single, earning less than Php10,000.00 per month, and have been working for 

3-6 years, with the majority assigned to the housekeeping department. Similarly, the hospitality 

industry has been around for 6–9 years and is rated 3 stars. Moreover, both hotel employees and 

HR Staff rated the level of implementation of employee relations practices of the employee-

participants as "highly implemented" in terms of the relationship between employees and 

management, employee induction and orientation, employee feedback, employee performance 

appraisal, and conflict resolution. However, the HR personnel's response to the statement "The 

result of employee performance appraisal was used as a basis to determine salary scale" was 

"Moderately Implemented," which should not be ignored as one of the foci in the creation of 

strategies to level up employee relations practices. Furthermore, it was discovered that there was 

a statistically significant difference between the relation practices of employees and HR personnel 

in terms of the relationship between the employees and the management and employee induction 

and orientation based on five factors. While there was no statistically significant difference in 

employee feedback, employee performance appraisal, or conflict resolution practices between 

employees and HR personnel, 
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Based on the findings and conclusions reached, it is strongly advised that the HR Department and 

top management implement strategies to improve the employee relations practices of medium-

sized hotels in Ilocos Norte. 

 

Keywords — Employee Relations Practices, Relationship Between Employees and the 

Management, Employee Induction and Orientation, Employee Feedback, Employee 

Performance Appraisal 

 

I. Introduction 

Background of the Study 

"People, or human resources, are the most valuable assets of any organization; they provide 

the services that allow it to function." This statement alone can demonstrate that human resources 

are an essential component of any organization. As a result, it stands to reason that they must be 

properly managed in order to be productive and loyal to the organization. 

Strong employee relations are required for high productivity; therefore, maintaining 

healthy employees in an organization is a prerequisite for organizational success, according to 

Abushawish (2013). This is consistent with Mahapatra's (2010) study, which stated that human 

resources are human wealth or means that can be drawn on. An organization's social wealth or 

human capital can be regarded as its human resources. There is a growing recognition that the 

more an organization invests in its human resources, the greater the likely return on investment. 

One reason for satisfying employees' employment needs is said to be good employee 

relations. Its goal is to cultivate a positive working relationship with management. Employee 

relations, according to Majule (2017), are an asset of organizational functions and practices that 

deal with people's issues, such as staffing, compensation and benefits, performance management, 

organizational development, health and safety, communication, and administration at a specific 

company/organization. Furthermore, Michael (2005) defined the term as managing the 

relationship between the employer and the employees with the ultimate goal of achieving the 

highest level of productivity in terms of goods and services. Employee motivation entails taking 

preventive measures to address issues that have a negative impact on the workplace. 

High productivity and human satisfaction necessitate strong employee relations. Employee 

relations are generally concerned with avoiding and resolving issues involving individuals that 

may arise from or be influenced by the work environment. A healthy and safe work environment, 

the involvement and commitment of all employees, incentives for employee motivation, and an 

effective communication system are all required for strong employee relations. Healthy employee 

relations result in more efficient, motivated, and productive employees, which leads to increased 

output, according to Juneja (2015). This is similar to the findings of Blyton (2008), who discovered 

that employees do not give their best efforts at work when they are dissatisfied with management, 
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the government, or their coworkers. A poor employee-employer relationship leads to a strike or 

lockout, which are actions taken by employees to express their grievances, and the organization's 

productivity suffers greatly as a result. 

The accommodation industry in Ilocos Norte, particularly in Laoag City, is thriving. The 

proliferation of hotels in the area is a good example of this. However, some hotels appeared to be 

stagnant. Employee relations, as previously stated, have a significant impact on employee 

performance. In this context, the researchers conceptualized this study to determine the level of 

implementation of employee relations practices in selected medium-sized hotels in Laoag City. 

Theoretical Framework 

Theories are ideas that explain how variables interact with one another. To investigate the 

effects of employee relations on employee and organizational performance, various approaches 

will be used. The following theories underpin this research: 

Theory of Human Relations. It seeks to boost employee output. It emphasizes the 

importance of the employee as a human being who should be treated as such rather than as a 

machine. In this case, the ability of individuals to achieve self-fulfillment in the workplace is 

thought to be important for reducing organizational tension. Workers are regarded as being 

qualitatively distinct from other production resources. The primary task of management is to 

manipulate workplace relations in order for employees to feel personally satisfied with their 

involvement with the organization. To that end, businesses that operate on this basis are expected 

to respect employees' right to have a say in how they are governed. They are also more likely to 

take an active interest in developing employees' skills in order to demonstrate a commitment to 

their well-being. In whatever form it takes, the goal of this managerial approach to employee 

relations is to reduce internal tensions by increasing employees' sense of workplace satisfaction 

through techniques that involve them in the organization and regulation of work (Gordon, 2021). 

Human Resource Management Theory. This approach to management differs from the 

previous one. It begins with the assumption that organizational tensions can be completely 

resolved by cultivating a psychological contract based on cooperation. In this case, the employee 

relations decisions are based on the assumption that the forces that unite managers and employees 

are far more powerful than the points that divide them. It is the responsibility of management to 

facilitate these unifying forces by creating workplace conditions that encourage autonomous 

individuals, whether employees or control, to collaborate for the common good. (Salaman, et al, 

2005). 

In this study, these theories can be linked because the outcome of employee performance 

and organizational performance is dependent on how management manipulates workplace 

relations to allow employees to feel personal satisfaction. The first theory is centered on giving 

employees a conducive workplace by involving them in the organization and workplace regulation. 

In contrast, the latter is centered on collaborative management practices in workplace teams and 
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performance appraisals, performance-related pay, and individual contracts of employment. And 

this study will explore the extent to which employee relations practices are implemented in 

selected medium-sized hotels in Laoag City. 

Conceptual Framework 

The research paradigm sought to determine the level of implementation of employee 

relations practices in selected medium-sized hotels in Laoag City. This would also assist the 

employer in considering the recommendations made by the researchers. The relationship between 

the variables in the research study is illustrated in Figure 1. 

Moreover, the research paradigm presents the independent variable that composes the 

profile of employee-participants and the hotel industry profile. On the other hand, the dependent 

variable is the level of implementation of employee relations practices in medium-sized hotels as 

perceived by the employees and HR personnel concerning: relationships between employees and 

the company; employee induction and orientation; employee feedback; employee performance 

appraisal; and conflict resolution. 

Furthermore, the study's findings paved the way for strategic recommendations for 

improving employee relations practices in medium-sized hotels. 

INDEPENDENT VARIABLE                                                  DEPENDENT VARIABLE 

 

 

 

 

 

 

Figure 1. Research Paradigm 
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Research Problem 

The general problem of this study is to determine the level of implementation of employee 

relations practices in selected medium-sized hotels in Laoag City. It sought to answer the following 

questions in particular: 

1. What is the demographic profile of the employee-participants? 

2. What is the profile of the medium-sized hotels? 

3. What is the level of implementation of employee relations practices as perceived by the 

hotel employees? 

4. What is the level of implementation of employee relations practices as perceived by the 

HR personnel? 

5. Is there a significant difference in employee relations practices as perceived by employees 

and HR personnel in a medium-sized hotels in Laoag City? 

6. What are the strategic recommendations that can be adopted by medium-sized hotels to 

improve their employee relations practices? 

 

II. Methodology 

Participants 

Participants in this study were 124 hotel employees, including 8 human resource personnel 

from a medium-sized hotel in Ilocos Norte. The latter were included because their job is to ensure 

that the needs of the company's employees are fully met, including the effective implementation 

of employee relations practices. Also, they are the right people in the company to validate the 

claims of other employees regarding the status of the level of implementation of the 

aforementioned practices. The convenience sampling method was used in this study. 

Research Design  

The researchers used a descriptive survey method to determine the level of employee 

relations implementation in medium-sized hotels in Laoag City in order to collect adequate 

information relevant to the purpose of this study. In order to collect data and information, the 

researchers also distributed questionnaires. 

Research Instruments  

A survey-based questionnaire was used by the researchers.  
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The first two parts of the questionnaire are researchers made while the third and fourth 

parts are patterned on Mojule’s (2017) study, entitled “The Influence of Supervisor Employee 

Relation on Employees Performance in the Hospitality Industry: The Case of Dar Es Salaam.” 

,”. The modified questionnaire was developed in response to the study's problem statement, and it 

was submitted for revision and enrichment to fit the purpose of the study. 

Reliability Test Result  

Reliability test was done to determine the validity of the questions used in the conduct of 

this study. 

Note. George and Mallery (2003) provide the following rules of thumb: “_ > .9 – Excellent, _ > .8 

– Good_ > .7 – Acceptable, _ > .6 – Questionable, _ > .5 – Poor, and_ < .5 – Unacceptable”  

The result of reliability level of implementation of employee relations practices of in 

selected mediun-sized hotels in Laoag City (0.875), signifies that the instrument has an good 

internal consistency, while level of job performance of employees in medium-sized hotels (0.842), 

denotes the instrument is good. Thus, this set of questionnaires are considered valid and reliable 

for use. 

Data Gathering Procedures 

The questionnaire was validated for suitability by three former HR managers and staff 

members who are now in the academe. 

The questionnaires were distributed to human resources and recruitment personnel, as well 

as hotel employees, of Ilocos Norte's medium-sized hotels, and were personally delivered to the 

participants by the researchers. The participants were given plenty of time to complete the 

questionnaire, which was then personally collected by the researchers. The information gathered 

was then tallied and analyzed. 

 

 

 

Scale CR 
No. of 

Items 
Interpretation Remarks 

level of implementation of employee 

relations practices  
0.875 21 Good 

Retain all 

items since CR 

is Good 

level of job performance of 

employees in medium-sized hotels 
0.842 21 Good 

Retain all 

items since CR 

is Good 
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Data Analysis 

The following statistical tools were used to treat the data: the frequency and percentage 

were used to describe the profile of the employee-participants and the hotel industry; the weighted 

mean was used to interpret the data gathered on the level of implementation of employee relations.  

The four-point Likert scale was used: 4 Highly Implemented (HI); 3 Moderately 

Implemented (MI); 2 Slightly Implemented (SI); and 1 Not Implemented (NI) 

Rating Scale   Verbal Interpretation 

3.25-4.00   Highly Implemented  

2.50-3.24   Moderately Implemented  

1.75-2.49   Slightly Implemented  

1.0- 1.74   Not Implemented  

Finally, the independent t-test was used to compare the perceptions of employees and HR 

personnel about the level of implementation of employee relations practices. 

 

III. Results and Discussion 

RESULTS 

 

Profile of the Employee-Participant 

Approximately thirty-seven percent (37.90%) of the total population have a range of  24-

29 years old which ranked the highest; it is followed by ages 30-35, which a percentage of 

approximately twenty-one (21.77). Moreover, eighteen to twenty three (18-23) years old ranked 

the least. The study denotes that employees come from various age levels. As to gender, the 

majority of participants are male, accounting for seventy-four (74), or approximately fifty-nine 

(59.68) percent, with the remaining fifty (50), or approximately forty (40) percent, being female. 

Meanwhile, there were seventy-six (76) or approximately sixty-one (61.29) percent single 

participants who are more prominent against the married ones. Moreover, the majority of 

participants have a monthly income of 5,000 to 10,000 pesos, accounting for one hundred two 

(102) or approximately eighty-two (82.26) percent, while the minority receives more than 15,000 

pesos, accounting for five (5) or approximately four (4.03) percent. Further, most of the 

participants have been employed for 3 to 6 years with forty-seven (47) or approximately thirty-

seven (37.90) percent. This was followed by less than 3 years with forty-three (43) or 

approximately thirty-four (34.68) and least are those employed in more than nine years. The 

findings imply that the participants have been involved in the actual industry operation for years 
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now. Furthermore, the majority of participants are assigned to the Housekeeping Department, with 

thirty-nine (39) or approximately thirty-one (31.45) percent, and the Human Resource Department 

has the least number of participant with one (1) or approximately .81%.  

Profile of the Medium Sized Hotel 

Medium sized hotels have been existing for 6-9 years. These were followed by hotels with 

less than 3 years and more than 9 years of operations with similar frequencies of two (2) or twenty-

five (25) percent. The findings imply that the hotels have been in actual operation for years now. 

Further to that, as to classification of hotel, there are five (5) or approximately sixty-two (62.50) 

percent of hotels classified as three (3) stars. On the least is 5 stars with a one (1) or approximately 

twelve (12.50) percent. The finding implies that the workforce in Ilocos Norte can be employed 

from among the hotel classifications. 

The Level of Implementation of Employee Relations Practices  

 

Based on the cumulative composite mean, the majority of participants rated all of the 

variables under employee relations as "highly implemented," yielding an overall rating of 3.72 

with a verbal interpretation of "highly implemented." This implies that good employee relations 

result in highly committed, motivated, and loyal employees in organizations. According to 

Samwel's (2018) study, employee relations have a significant impact on employees' working 

morale. Furthermore, Grant (2007) found that improving the management of employee 

relationships in organizations has more positive effects on the firm than simply increasing 

employee motivation. 

 
as perceived by the 

Hotel Employees 

as perceived 

by the HR 

Personnel) 

EMPLOYEE RELATIONS PRACTICES M VI M VI 

Relationship between the employees and the 

management. 
  

  

Composite Mean 3.80 HI 3.90 HI 

Employee induction and orientation     

Composite Mean 3.77 HI 3.96 HI 

Employee feedback     

Composite Mean 3.75 HI 3.72 HI 

Employee performance appraisal     

Composite Mean 3.62 HI 3.50 HI 

Conflict resolution      

Composite Mean 3.65 HI 3.81 HI 

Overall Mean 3.72 HI 3.78 HI 
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As perceived by HR personnel, the level of implementation of employee relations practices 

in a medium-sized hotel in Ilocos Norte is observed to be "highly implemented," with an overall 

mean of 3.78. Furthermore, all statements were rated "highly implemented" in all variables under 

the employee relations practices, except for the statement "The result of employee performance 

appraisal was used as a basis to determine salary scale," which rated as 3.13 and a verbal 

interpretation of "Moderately Implemented." This implies that employee performance appraisals 

are not always used to determine the salary scale of hospitality workers. The hospitality 

management should consider the study of Lazear (2018), who believes that the pay rate and 

compensation that an employee receives have a direct impact on the employee's behavior; thus, 

the organization should give what is due to an employee in order to retain, attract, and motivate 

qualified staff in order to do the work effectively. 

Differences between Relation Practices from Employees and HR Personnel on Five Factors 

*P<.05 

The table shows that the independent samples t-test was conducted to compare the 

differences between employees and HR personnel. It was observed from the table that there was a 

statistically significant difference between the employee relations practices of employees and HR 

personnel in terms of the relationship between the employees and the management and employee 

induction and orientation, as evidenced by the obtained p-values of 0.018 and 0.022, respectively, 

which are lower than the.05 level of significance. While there was no statistically significant 

difference between the relationship practices of employees and HR personnel in terms of employee 

feedback, employee performance appraisal, and conflict resolution, it can be concluded that the 

relationship practices assessed by employees differed from those assessed by HR personnel. 

Variable 
Employee HR 

df t 𝝆 
M SD M SD 

• Relationship 

between the 

employees 

and the 

management. 

3.80 0.02 3.90 0.12 16 -2.63 0.018 

• Employee 

induction 

and 

orientation 

3.77 0.06 3.96 0.07 4 -3.65 0.022 

• Employee 

feedback 
3.75 0.04 3.72 0.19 6 0.23 0.823 

• Employee 

performance 

appraisal 

3.62 0.15 3.50 0.33 4 0.58 0.596 

• Conflict 

resolution 
3.66 0.08 3.82 0.09 2 -1.88 0.201 
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DISCUSSIONS 

The survey composes of one hundred thirty-two (132), in which one hundred twenty-four 

(124) employees and eight (8) HR personnel from medium-sized hotels in Ilocos Norte. 

The statistics gathered were strategically sampled based on age, gender, civil status, and 

other factors. For example, the findings show that workers aged 24 to 29 are more likely to work 

in the hotel industry; these younger workers appear more confident and less pessimistic. According 

to the World Economic Forum, they enter the labor market with stronger and more valuable skills 

than older workers, particularly in digital and communication fields, electronics, and data 

management (2020). Similarly, male employees outnumbered female employees, possibly because 

the hotel industry requires more physical or manual labor. In the same way, the number of singles 

outnumbers the number of married people. One of the reasons why married people avoid working 

in the hotel industry is that it has three shifts. Aside from that, because married people have family 

responsibilities, they will most likely want to spend the night with their loved ones. At the time of 

data collection, the majority of hotel industry businesses had only recently begun operations 

following the outbreak of the COVID-19 pandemic, thus, according to HR personnel, workers are 

not yet fully engaged in 8 hours of duty; instead, they work for 4 to 6 hours per day because there 

are still few visitors. This scenario could be one of the main reasons why the majority of workers 

earn form Php5,000.00 to Php10,000.00 per month. The hospitality industry is one of the world's 

largest employers, providing a diverse range of exciting and flexible opportunities to its 

employees. There are some excellent hidden benefits that most people are unaware of, which is 

why the majority of participants have been in the industry for 6-9 years. Another reason they stay 

at the hotel is the difficulty in finding new employment. This is similar to the statement of the  

Indeed Editorial Team (2021), that a competitive job market is defined as the amount of 

competition for open positions. As a result, when there is a competitive job market, it usually 

means that there are more employees than positions available. It's also worth noting that the 

majority of the participants are assigned to the Housekeeping Department. This is parallel to Set 

Up My Hotel, that  indicates that the housekeeping department employs the most people in most 

hotels (2011). Further, according to Trends in the Hotel Industry (2016 edition), renting 

guestrooms is the most important source of revenue across all property types in the United States. 

Similarly, room revenue accounted for 68.1 percent of total operating revenue in 2015. As a 

consequence, the demographic composition of this research should not be taken for granted. 

The study shows that the practices on the relationship between employees and the 

management is highly implemented.  “My manager/supervisor provides me a safe and pleasant 

working condition” garnered the highest mean, correspondingly, My manager/supervisor makes 

us comfortable rather than feeling scared” ranked the least, despite both statements being highly 

implemented. The participants' satisfaction with their working environment is related to their 

physical workplace as well as their working conditions with their coworkers and immediate 

supervisors. As a result, it was determined that the workplaces of the participants promote healthy 

and comfortable working environment. According to the findings of the Raziq and Maulabakhsh 
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(2015) study, in order to increase employee efficiency, effectiveness, productivity, and job 

commitment, the company must meet the needs of its employees by providing good working 

conditions. Furthermore, there is a need to recognize the significance of a positive working 

environment in maximizing job performance. 

Moreover, according to the findings, employees are pleased with how the management 

assists them in becoming acquainted with their jobs and colleagues, as evidenced by the statement  

"The orientation helped me to settle into my new job and work environment," which ranked 

highest and was rated as highly implemented. A good manager oversees the entire employee 

journey, from the first day to the last. Similarly, new employee orientation is a good way for 

organizations to begin teaching new employees about quality services, as this is one of the most 

important products of the hospitality industry. It also ensures that all employees start off on the 

right foot and are treated equally. 

"Guidance is given to me for unsatisfactory performance" received the highest mean 

value and was rated as highly implemented under the factor Employee Feedback. According to the 

article Clear Company, (2021), the importance of employee feedback in business success cannot 

be overstated. Constructive criticism helps employees grow, while employee feedback can provide 

leadership with unique business insight. When done correctly, feedback is an important part of the 

work environment and is extremely effective at improving performance culture. Giving employee 

feedback is critical because it improves employee engagement and performance, as well as overall 

business success. 

Under the Employee Performance Appraisal, the statement "My performance appraisal 

was used to determine my strengths and appointed me to the right position" has the highest mean 

and is rated as highly implemented. From the participant's perspective, the performance appraisal 

is used by their company to guide them to where they are now and how their strengths improve 

with the realization of their commitment to the company. According to Abouzeid (2016), 

performance appraisal, if properly implemented, can significantly boost the organization's overall 

performance. improve employee motivation and performance while significantly reducing 

turnover rates. However, from the HR manager's and staff's points of view the statement "The 

result of employee performance appraisal was used as a basis to determine salary scale" rates 

3.13, with a verbal interpretation of "Moderately Implemented." The employees perceived that 

the result of the performance appraisal was used for promotion and realignment, but for the HR 

managers and staff, the result of this was not fully used to give the salary that was really due to the 

employee based on his or her capabilities. 

Moreover, the statement “conflict resolutions are resolved to the satisfaction of the 

aggrieved parties” appears to have the highest mean value and is rated as highly implemented. 

The participants believed that as long as they are open to each other, they can solve any problem 

that come to their way and help each other grow personally and professionally. This is similar to 

Dr. Benoliel's (2017) statement in Walden News that, while conflict is a normal and natural part 
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of any workplace, it can lead to absenteeism, lost productivity, and mental health issues. 

Concurrently, conflict can be a motivator for new ideas and innovation, as well as increased 

flexibility and a better understanding of working relationships. Conflict, on the other hand, must 

be effectively managed in order to contribute to organizational success. 

Based on the findings, the study concludes that the majority of the medium-sized hotels in 

Laoag City have highly implemented employee relations practices concerning the relationship 

between employees and the company; employee induction and orientation; employee feedback; 

employee performance appraisal; and conflict resolution.  

The findings of this study substantiated the theories of human relations and human resource 

management because the outcome of employee performance and organizational performance is 

dependent on how management manipulates workplace relations to allow employees to feel 

personal satisfaction. The first theory emphasizes creating a conducive workplace for employees 

by involving them in the organization and workplace regulation. While the former focuses on 

collaborative management practices in workplace teams, as well as performance appraisals, 

performance-related pay, and individual employment contracts. And the research findings show 

that employee participants are satisfied and content with their respective companies because 

employee relations are positively implemented, which is backed up by the HR manager. 

Implications and Future Research Directions 

This research endeavor will be of great significance to both the employee and the employer 

(represented by the HR personnel) within the hotel industry, as it will serve as a foundation of data 

that will clarify the importance of having highly implemented relations practices as to the 

relationship between employees and the company; employee induction and orientation; employee 

feedback; employee performance appraisal; and conflict resolution is concerned. These practices 

demonstrate to hotel management that employees are the most important assets of a hotel because 

they play an important role in the hotel's image, and thus a good relationship between the two is 

required. Employees' excellent job performance can be determined by whether or not the service 

provided is of high quality if guests return to the premises. 

 

PROPOSED STRATEGIES FOR MEDIUM-SIZED HOTEL TO IMPROVE EMPLOYEE 

RELATIONS PRACTICES 

The strategies are intended to improve the employee relations practices of the medium-

sized hotel in Ilocos Norte. The proposed plan is to ensure that employees are treated justly, fairly, 

and with the utmost care by the employer. It was created in response to the research study's 

findings. As a result, it was intended for hotel employees to be motivated to do their jobs 

effectively, as well as for HR staff to retain qualified employees and attract potential applicants to 

work in the hospitality industry.  



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 

Volume III, Issue 4 April 2023, eISSN: 2799-0664 IJAMS  
 

147 

 

Copyright © 2023 IJAMS, All right reserved 

Key Areas 
Specific 

Objectives 

Programs/ 

Activities 

Expected 

Outcome 

Time 

Frame 

Resource

s/ Budget 

(PhP) 

Main 

Proponent 

Employees 

Involvement/Participati

on 

To make 

employees 

realize that 

their ideas 

and opinions 

have a 

significant 

impact on the 

company's 

operational 

success. 

Sit down 

with the 

employee 

and have a 

friendly 

conversation 

about the 

issues and 

concerns 

that need to 

be 

addressed, 

as well as 

what needs 

to change. 

 

Casual 

conversation 

of the 

employees 

with their 

bosses. 

 

Monthly 

meeting 

The 

stakeholders 

involved will 

have a 

stronger 

relationship, 

resulting in 

better 

service and 

products for 

their 

customers. 

Whole year 

or as the 

need arises 

None Hotel 

Manageme

nt 

 

Employees 

Conflict Management To make 

every 

employee 

feel 

indispensable 

at work and 

thus 

contribute to 

the success 

of the 

organization. 

Conduct 

seminars in 

which 

invited 

speakers 

will discuss 

conflict 

management

. 

To avoid 

conflicts 

between 

employers 

and 

employees 

or among 

employees, 

and to allow 

employees to 

focus on 

their work 

Twice a 

year 

20,000.00 Hotel 

Manageme

nt 

 

Employees 

 

Speaker 

Workplace Safety To ensure 

that its 

employees 

are both 

physically 

and 

emotionally 

safe in the 

office and 

work 

environment. 

Perform 

daily routine 

maintenance 

on the 

premises. 

To be able to 

work in a 

secure 

environment. 

 

Whole year 100,000.0

0 

Hotel 

Manageme

nt 

 

Employees 

Career Development To allow 

employees to 

advance 

Send 

employees 

to seminars, 

workshops, 

For 

employees to 

become 

competent 

Twice a 

year 

100,000.0

0 

Hotel 

Manageme

nt 

 



INTERNATIONAL JOURNAL OF ADVANCED MULTIDISCIPLINARY STUDIES 

Volume III, Issue 4 April 2023, eISSN: 2799-0664 IJAMS  
 

148 

 

Copyright © 2023 IJAMS, All right reserved 

professionall

y. 

training, and 

conferences 

that will 

improve 

their skills. 

and 

productive. 

Employees 

 

Lecturer 

Team Building To create a 

closer bond 

among 

employees, 

regardless of 

their levels in 

the 

organization, 

thereby 

fostering an 

effective 

working 

environment 

in which 

employees 

enjoy 

coming to 

work, trust 

one another, 

and 

collaborate 

easily. 

Organize an 

annual team 

building 

activity that 

can be held 

outside the 

usual 

working 

environment 

of the 

employees 

and 

supervised 

by an expert 

in the field. 

The newly 

hired 

employees 

feel 

comfortable 

with their 

colleagues, 

which turns 

them into a 

productive 

team. Those 

who have 

been with 

the company 

for a long 

time will 

renew their 

bonds with 

their 

coworkers. 

As a result, 

any 

confusion 

within the 

organization 

will settle 

rather than 

escalate. 

Once a 

year 

100,000.0

0 

Hotel 

Manageme

nt 

 

Employees 

 

Lecturer 

 

Induction and 

Orientation Program  

To 

administer a 

holistic 

orientation 

activity for 

the new 

employees to 

educate them 

about 

everything 

they need to 

know about 

the company 

and their job. 

An 

orientation 

and 

induction 

program for 

new 

employees.  

New hires 

become 

acclimated 

to their 

position and 

the business. 

They will be 

able to do 

their jobs 

well as a 

result, and 

the 

employees 

won't be 

confused 

about the 

company's 

policies, pay, 

or benefits. 

As the 

need arises 

20,000.00 Hotel 

Manageme

nt  

 

New 

Employees 

Comprehensive salary 

scale that reflects the 

outcomes of the 

To provide 

employees 

with the 

Managemen

t should 

review their 

Employees 

are more 

committed to 

Should be 

part of the 

orientation 

None  Hotel 

Manageme

nt 
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employees' 

performance reviews 

assurance 

that their 

performance 

and 

achievements 

are well 

recognized 

by 

management 

by reflecting 

the results of 

their 

performance 

evaluation in 

their salary 

scale 

current 

salary scale 

to ensure 

that it is 

based on the 

scores or 

points 

earned by 

employees 

in the most 

recent 

performance 

evaluation 

results. 

 

Meeting 

with 

employees 

to go over 

compensatio

n and 

performance 

evaluation 

schemes. 

their jobs 

because they 

know their 

efforts are 

acknowledge

d by upper 

management

. 

for new 

employees.  

 

If the 

company's 

performanc

e 

evaluation 

tool is 

revised.  

  

Employees 
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