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Abstract: This study investigated the effect of employee relations on performance of three tertiary 
institutions in the Bono region of Ghana namely Sunyani Technical University (STU), the University of 
Energy and Natural Resources (UENR) and the Catholic University College of Ghana (CUCG). Using 
correlational study design, questionnaires were administered to 264 regular staff of the three tertiary 
institutions. Descriptive statistical tools (frequency, percentage) as well as inferential statistics (Simple 
regression, Pearson’s correlation coefficient and Cronbach alpha) were used with the help of Stata 
version 13. The study revealed a positive and significant relationship between respectively, conflict 
resolution and organizational performance (r =.656, n=183, sig value < .000); employee empowerment 
and organizational performance (r = .727, n = 183, sig value < .000); employee compensation and 
organizational performance (r = .416, n = 183, sig value < .000); and employee voice and organizational 
performance (r = .440, n = 183, sig value < .000) in the three tertiary institutions. More importantly, 
employee relations management had a strong and positive correlation with organizational performance. 
The study concluded that employee relations management is vital to the success of any organization. It 
is recommended that future research should use mixed-method approach and extend the population to 
cover tertiary institutions across all the 16 regions of Ghana so as to establish the general situation of 
employee relations and to better explain the entire phenomenon in Ghana. 
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1. INTRODUCTION 
According to Baker, S., Arawati, A., & Kandampully, J. (2017). Employee relations management comes with the 
assumption that motivated employees are productive ones. Employee relations deals with the efforts made by 
organizations to build trustful and harmonious relationships between employers and employees. An effective 
employee relations program makes sure business function smoothly, avoid problems, and makes sure employees 
are giving their best to enhance company’s performance. It is, therefore, obvious that employee’s performance is 
critical for the organization overall performance. Unfortunately, today, some managers are still making the 
mistake to believe that financial reward is sufficient to make employee productive. An employee needs a pleasant 
and favorable and conducive environment to perform well and it is the duty of the management of the company 
to provide them with such environment. Like our body, an organization needs its organs to function effectively 
to continue leaving. All its subsystems are interdependent, and critical for its well-functioning. The starting point 
for that symbiosis should be between the employer and the employee who are the key elements of the system. 
No effective interdependent system can be improved, until interpersonal relationships are progressively 
improved. Zhang, A., Tsui, S., Song, L., Li, C. & Jia, L. (2018). The National Education Week (NEW) that took place 
in Accra, Ghana on august 2019 was the occasion for the Government to engage stakeholders in reviewing the 
performance of the sector of education, and to collectively revise strategies toward achieving future goals. 
According to (Opuku, 2019), the government intends to build on progress made over the year under review and 
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to improve the delivery of education services in years ahead. The implementation of these government 
recommendations at tertiary institutions’ levels requires two main actors to play their part, namely employers 
and employees. Employers set goals or targets for the employees to achieve using available resources. It is 
imperative, therefore, that co-operation exist between employers and employees so that employees will apply 
the available resources effectively and efficiently in order to achieve the set targets or goals (Onwu, 2012). It is 
noted that poor performance in some organizations is to some extend related to poor employee relations and 
management practices. 

 
The purpose of this study was to demonstrate that there is a positive relationship existing between employee 
relations management and the actual organizational performance in Sunyani tertiary institutions. The focus of 
our study was to assess how the Management in three tertiary institutions Sunyani Technical University (STU), 
the University of Energy and Natural Resources (UENR) and the Catholic University College of Ghana (CUCG); in 
the Bono Region of Ghana operate to improve employee relations and subsequent performance.  
 

2. MATERIALS AND METHODS  
Research Design 
 A quantitative research approach was adopted using the correlational study design. The correlational study 
design was selected mainly because it comprises a cross-sectional design in relation to which data are collected 
predominantly using questionnaire or structured interview (Bryman & Bell, 2017).  Correlational also provides 
evidence concerning an existing situation or current conditions. Furthermore, it has the advantage of producing 
good responses from a wide range of people in a highly economically way and also it allows accurate and 
objective collection of data to describe an existing phenomenon (Nwandinigwe, 2005). Moreover, this design 
helps to establish the relationship and the strength of relationship between variables. By using this approach, the 
researchers could assess the effects of conflict resolution, employee empowerment, employee compensation and 
employee voice on organizational performance of the three tertiary institutions. 

 
Study Area 
The Sunyani Municipal is one of the 260 Metropolitan, Municipal and District Assemblies in Ghana, and forms 
part of the 12 Municipalities and Districts in the Bono Region with Sunyani as its capital. Bono region was carved 
out of the former of Brong Ahafo region. The Bono region is one of the 16 administrative regions of Ghana. It is 
as a result of the remainder of Brong-Ahafo region when Bono East region and Ahafo region were created. 
Sunyani, also known as the green city of Ghana is the regional capital. The Sunyani Municipality is home to five 
tertiary institutions in the Ghana, including the Sunyani Technical University (STU-public) (formerly Sunyani 
Polytechnic) the University of Energy and Natural Resources (UNER-public), and the Catholic University College 
of Ghana (CUCG-private), Fiapre, the Sunyani Nursing and Midwifery Training College (NMTC) and the College of 
Science, Arts and Education (CSAE). Amongst these five tertiary institutions, only three were selected for the 
purpose of the Study, namely Sunyani Technical University, the University of Energy and Natural Resources and 
the Catholic University College of Ghana. These three tertiary institutions are key development prayers in the 
tertiary education landscape in the Bono region, Ghana and even Africa as they train students who contribute not 
only in the development of Ghana, but also many other African countries. In 2019, for instance about 3,843, both 
graduate and undergraduate students from more than seven different African countries graduated in the three 
Universities. The population in Sunyani Municipality is very friendly, which makes it an attractive place to be and 
good destination for students. 

 

Study Population 
For the purpose of this study, some teaching and non-teaching staff of the three tertiary institutions in the 
Sunyani Municipal and Sunyani West District of the Bono region were selected as respondents. Table one shows 
the distribution of teaching and non-teaching staff in the three tertiary institutions.   

 

Table 1: Staff Population in the 3 Tertiary Institutions 
 Total population Teaching staff Non-teaching Percentage% 
STU 450 200 250 58 
UENR 218 90 128 28 
CUCG 110 60 50 14 
Total 778 350 428 100 
Source: Field survey (2021) 

https://ijmsir.org/


International Journal of Multidisciplinary Studies and Innovative Research 
ISSN: 2737-7180 (Print), ISSN: 2737-7172 (Online) 

DOI: https://doi.org/10.53075/ijmsir.2021.13.4.4421 
Journal Homepage: https://ijmsir.org 

 

 

 pg. 986 

 
Sampling Procedure 
For the purpose of the study, simple random sampling was used to select respondents for the study. To perform 
the simple random sampling, the researchers generated a master list comprising all the staff of the three target 
institutions and the respondents were selected randomly from the master list. To get the sample size for the 
study, the Taro YAMENE’s formula was used.  

𝑛 =
𝑁

1 + 𝑁(𝑒)2 
 

778

1 + 778(0.05)2
 

≈ 264.17657 
n =sample size, N= population size N= 778, e= margin error, e=0.05 
  

The sample size was 264 respondents. 
 

Data Collection Instruments and Procedures 
For collecting reliable primary data, the researchers used both quantitative and qualitative data collection 
methods. The pre-tested questionnaires were used to collect information from the respondents. Some of the 
respondents were also interviewed the themes of the questionnaire were divided into three parts. Part A was 
about respondents’ demographic information, section B, covered questions related to employee relations 
practices and part C focused on organizational performance.   

 
A self-administered questionnaire process was used to collect primary data. Copies of the questionnaire were 
distributed to respondents at their work place according to their availability and the completed questionnaires 
were collected at an agreed period. Before given out a copy of the questionnaire, the researchers explained the 
content of the questionnaire and the purpose of the research. To obtain reliable and valid data, the researchers 
ensured that the formulation of the question was simple and clear.  The interviews were organized with some 
workers that were unable to read and understand English and some critical staff in order to get better 
understanding of some aspects of his study. 

 
Instruments Reliability  
In order to validate the internal consistency of the research constructs, Stata version 13 was used to generate 
Cronbach’s alpha co-efficient for the model on the pre-test data. The reliability co-efficient for the pre-test data 
is shown in Table 2. Research has shown that scales with Cronbach’s alpha co-efficient of 0.70 or more are 
considered reliable (Pallant, 2017). Results from the pre-test as indicated in the Table 2 showed Cronbach’s 
Alpha of 0.801 and 0.908 for each model (Section B and C), respectively. This, therefore, suggests that all the two 
models of the study have good internal consistency reliability. 
 

Table 2: Computed reliability coefficients for pre-test data collected 
Questionnaire Sections No. of Items Sample Size Cronbach’s Alpha 
Section B 16 30 0.8857 
Section C 5 30 0.9082 
Source: Field survey (2021)    

 
3. RESULTS AND DISCUSSION 

 
Demographic Characteristics of Respondents 
The demographic characteristics of respondents were in relation to gender, age, educational qualification, and 
length of service. 
 

Table 3: Gender of respondents 

Genre Frequency Percentage% 

Male 99 54 
Female 84 46 

Total 183 100 
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Source: Field survey (2021) 
 

From Table 3, majority of the respondents representing (53%) were males whilst (47%) of the respondents were 
females. It could, therefore, be said that tertiary institutions staff is male dominant. This finding comes to 
emphasise the notion that men are directly engaged in the labour force at significantly higher rate than women, 
which conversely means that women engage more in non-labour market activity (ILO, 2005). This also asserts 
to the fact made in the Ghanaian occupational structure that the employment-to-population ratio in the country 
is relatively higher in males than females (Ghana Statistical Service, 2014). 
 

In terms of age, majority of the respondents were from 36 to 45 years old (74.6%). About 32% of the respondents 
were from 26 to 35 years of age group. About 18% were below 25 years old and 16% of the respondents were in 
the age group of 46 years or more. Considering the statutory retirement age of 60 years for workers in Ghana, it 
could be said that many of the respondents are still young and are having long and fruitful years of service ahead 
of them; hence, they can contribute tremendously to national development over a long period of time. 
 

Table 4: Age range of respondents 
Age-Group Frequency Percentage% 
Below 25 years 33 18 
26-35 years 59 32 
36-45 years 63 34 
46 years and above 29 16 
Total 183 100 

Source: Field survey (2021) 
 

From Table 5, majority of the respondents representing (76%) hold postgraduate degree, followed by 18% with 
first degree, whilst only 11 respondents representing (6%) hold HND. This shows that majority of the workforce 
in the selected tertiary institutions are highly qualified. They can therefore, contribute in achieving 
organizational goals. 
 
 

Table 5: Educational qualification of respondents 
Qualification Frequency Percentage% 
HND 11 6 
First Degree 33 18 
Postgraduate Degree 139 76 
Total 183 100 

Source: Field survey (2021) 
 

From Table 6, majority of the respondents representing (27%) have served tertiary institutions for less than 2 
years. About39% have served for between 2 and 3 years and 62 respondents representing 34% have served for 
more than 5 years. These results revealed that the three tertiary institutions make effort to retain their staff, 
while attracting new employee onboard.   
 

Table 6: Years of Service  
Year Frequency Percentage% 
Less than 2 years 49 27 
Between 2 and 3years 77 39 
More than 5years 62 34 
Total 183 100 

         Source: Field survey (2021) 
 

Conflict resolution mechanisms in the three Tertiary Institutions 
The study sought to establish the practices used to resolve conflicts at the workplace.  Majority of the respondents 
(50%) selected negotiation as the most used conflict resolution practice in the tertiary institutions followed by 
mediation (35%) and finally arbitration (15%) (Table 7). Therefore, one should conclude that negotiation is the 
most used conflict resolution method in the three tertiary institutions. Tamen, T. E. (2013). observed that the 
main causes of conflict in tertiary institution central administration were identified as conflicting needs, 
conflicting perception, conflicting goals, out of the 16(100%) of the senior members who were sampled, 6(37%), 
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4(25.0%), 5(31.2%), and 1(6.2%) were of the view that, conflict at the University were caused by needs of 
workers, perception, goals, undefined roles, tribalism and nepotism respectively. conflicting roles and others 

(tribalism and nepotism). employees sampled said they have in one way or the other been involved in conflict in 
the organisation. This is possible because the employees come from different backgrounds and as a result see the 
world from different perspectives. People have different ways of relating with different people at the workplace. 
This is in consonance with the opinion of Kowalski, R. M. (Ed.). (2001). that conflicts can occur with anyone and 
over anything. It is only reasonable to imagine that conflicts will always occur at the workplace. The reasons are 
not farfetched. Employees come from different backgrounds and as a result see the world from their own 
perimeters. They have different ways of relating with different people who speak formally both at homes and in 
our offices. At the office, 'hobby' is work, where as in the house hobby could be football, chess, or any activity that 
will relax the mind. These are sources of conflict thus, many causes of group conflict. Studies indicate that 
disagreements stem from differing views of group members since bigger groups big usually have higher amounts 
of conflict Mawoli, M. A., & Babandako, A. Y. (2011). The group leader's approach also has a direct impact on the 
level of conflict in a group- If a leader does not show appreciation for the diverse views of group members, conflict 
can escalate. A climate of conflict involves specific attitudes, such as members that are judging and criticizing 
others; imposing their will on others; show indifference to the work; try to dominate the group; or are overly 
rigid and unwilling to listen to others. As such conflict may arise as a result of power struggle between group 
members Jin, Z., & Su, Y.  (2017). In any organisation, there are many causes of conflicts; however, conflicts within 
an individual usually arise when a person is uncertain about what task is expected to do, if not clearly defined by 
the supervisor or the person in charge.  
 

Table 7: Conflict resolutions methods 

Practice Frequency Percentage% 

Arbitration 27 15 

Mediation 64 35 

Negotiation 92 50 

Total 183 100 

       Source: Field survey (2021) 
 

Employee Empowerment Practice in the Three Tertiary Institutions  
The study sought to establish the practices used to foster employees’ self-efficacy at the workplace by 
management of the three tertiary institutions (Table 8). Majority of the respondents (55%) selected quality as 
the most used employee empowerment practice, followed by information sharing (27%) and resources (22%). 
in order to meet Employee Empowerment Practice in the Three Tertiary Institutions top management need to 
enter into a kind of relationship with its employees. It is a kind of synergistic partnership where each depends 
on the other for success. Employees can become more independent, more self-sufficient and more empowered. 
A key factor in determining the success of an empowerment program lies in the setting up of all the necessary 
conditions. Empowerment only work by involving all levels of management and employees. Rajesh K.Y., & 
Nishant, D. (2014). Transferring responsibility to the employees is the major desired outcome of the 
empowerment process. There is a need to move away from any simplistic or uni-linear conceptions of 
empowerment. Not only it is the case that varying types of empowerments carry different meanings but also 
different workforces may experience techniques with the same name, structure and processes in a very different 
fashion. As a result, empowerment initiatives cannot be analyzed in isolation from the other organization policies 
that impact on the employment relationship. The study finds that among many initiatives aimed at addressing 
Employee Empowerment Practice in the Three Tertiary Institutions intensified Information sharing, Quality 
circle, Resources, training and development measures are important. In the light of the presented results, 
empowerment is a total concept encompassing both the structural as well as the psychological conditions. 
  

Table 8: Employee empowerment practice 
Practice Frequency Percentage% 
Information sharing 49 27 
Quality circle 111 55 
Resources 40 22 
Total 183 100 

     Source: Field survey (2021) 
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Employee Compensation Practices in Three Tertiary Institutions 
Table 9 shows that majority of the respondents (37%), indicated allowances as the most used employee 
compensation practice, followed by fringe benefits (32%), finally flexible work schedule (31%). Employee’s job 
performance can be increased by providing competitive salary, rewards, promotion and Job security. These 
factors play essential role to enhance employee job performance. Robu, M., D. (2010). compensation 
determination and administration are fairly important in enhancing employee well-being in private universities 
in contingent situations such as COVID-19 lockdown. Therefore, Employee Compensation Practices should 
involve appropriate compensation determination and administration processes. Compensation determination 
during lockdown situations should involve the inclusion of employees or their representatives in planning 
payment measures before they are communicated. This is because compensation choices should cater for the 
interest of employees, the payment system should be discussed after appraisal of all prevailing conditions, the 
compensation plan should cater for expectations of employees, and the contribution of employees should be an 
important factor in determining the rewards/ remuneration of employees. Henderson, J. (2018). In the 
administration of compensation during lockdown circumstances, employees should be availed satisfactory 
information on the compensation they are to receive, the payment arrangements should be pleased, the 
compensation administration system should be effective, and compensation should be paid timely. Employers 
should continue to offer basic benefits, payment programs or processes put up should help employees cope up, 
and payment policies should be consistent.  
 

Table 9: Employee Compensation Practices 
Practice Frequency Percentage% 
Allowances 68 37 
Fringe benefit 59 32 
Flexible work schedule 56 31 
Total 183 100 

      Source: Field survey (2021) 
 
Employee Voice Mechanism in the Three Tertiary Institutions 
The study sought to establish the mostly used Mechanism to raise employee voice at the workplace by the three 
tertiary institutions.  Table 10 reveals that majority of the respondents (43%), indicated that the Union as 
collective voice was most used employee voice practices in the three tertiary institutions, followed by work voice 
(30%), finally suggestions scheme (27%). Laschinger, H. K., Wong, C., & Grau, A. (2013). The employees provide 
suggestions regarding their immediate working environment and wider organizational matters and encouraged 
to do so. The however affirm that decisions taken towards the strategic direction of the organization were always 
taken by management. According to Ricardo, R., & Wade, D. (2001). Employee voice refers to the participation of 
employees in influencing organisational decision making.  
 

Table 10: Employee voice mechanisms 
Mechanism Frequency Percentage% 
Work voice 55 30 
Suggestion Scheme 49 27 
Union as collective voice 79 43 
Total 183 100 

        Source: Field survey (2021) 
 
Effect of Conflict Resolution on Organizational Performance 
The study hypothesizes that Conflict resolution has no significant influence on organizational performance in 
tertiary institutions in the Sunyani Municipality and the Sunyani West District. The study used level of 
significance of 0.05. The coefficient of determination between conflict resolution and organizational performance 
was 0.656 indicating a positive effect of conflict resolution on organizational performance. The coefficient of 
determination (R-squared) of (0.405) indicates that (40.4%) of variation in organizational performance could be 
explained by conflict resolution. The adjusted R-square of (40.2%) indicates that conflict resolution in exclusion 
of the constant variable explains the change in organizational performance by 40.2%, the remaining percentage 
could be explained by other factors excluded from the model. This implies that there exists a positive significant 

https://ijmsir.org/


International Journal of Multidisciplinary Studies and Innovative Research 
ISSN: 2737-7180 (Print), ISSN: 2737-7172 (Online) 

DOI: https://doi.org/10.53075/ijmsir.2021.13.4.4421 
Journal Homepage: https://ijmsir.org 

 

 

 pg. 990 

relationship between conflict resolution practices and organizational performance. The results indicate that the 
significance of the P value was (0.000) which is less than (0.05), this, therefore, implies that the regression model 
statistically and significantly predicts the outcome variable and is, therefore, a good fit for the data. This is an 
indication that there exists a significant relationship between conflict resolution and organizational performance 
in the three tertiary institutions. Thus, effective resolution of conflicts will improve organizational performance 
significantly. Since the p-value was (0.000) which is less than (0.05), the null hypothesis H01: ‘Conflict resolution 
practices has no significant influence on organizational performance of tertiary institutions was rejected and the 
alternative hypothesis accepted. It is therefore concluded that conflict resolution practices have positive and 
significant effect on organizational performance of the three tertiary institutions in the Sunyani Municipality and 
Sunyani West District. 
 

Table 11: Effect of conflict Resolution on performance 

 
           Source: Field survey (2021) 

 
Effect of Employee Empowerment on Organizational Performance 
The study hypothesizes that employee empowerment has no significant influence on organizational performance 
in tertiary institutions in the Sunyani Municipality and Sunyani West District. A simple regression analysis was 
run for that matter with 0.05 level of significance. 
 
The coefficient of determination between Employee empowerment and organizational performance was0.727 
indicating a positive and significant influence of Employee empowerment on organizational performance. The 
coefficient of determination (R-squared) of (0.540) indicated that 54% of variation of organizational 
performance could be explained by Employee empowerment practices. The adjusted R-square of 53% indicates 
that Employee empowerment in exclusion of the constant variable explained the change in organizational 
performance by 53%, the remaining percentage could be explained by other factors excluded from the model. 
The result also revealed p value = 0.000. The significance of the P value of (0.000) which is less than (0.05), 
implies that the regression model statistically and significantly predicts the outcome variable and is, therefore, a 
good fit model for the data analysis. This is an indication that there exists a significant positive relationship 
between employee empowerment and organizational performance in the three tertiary institutions. Since the p 
value is (0.000) which is less than (0.05), the null hypothesis H02: ‘Employee empowerment practices has no 
significant influence on organizational performance of the three tertiary institutions in the Sunyani Municipality 
and Sunyani West District was rejected and the alternative hypothesis accepted. 
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Table 12: Effect of employee empowerment on performance 

 
Source: Field survey (2021) 

 
Effect Employee Compensation on Organizational Performance 
The study hypothesizes that Employee compensation has no significant influence on organizational performance 
in tertiary institutions in the Sunyani Municipality and Sunyani West District. A simple regression analysis was 
run on this with 0.05 level of significance. 
 

Table 13: Effect of Employee Compensation on Organizational Performance  

 
Source: Field survey (2021) 

 
The coefficient of determination between Employee compensation and organizational performance was 0.416 
indicating a positive effect of Employee compensation on organizational performance. The coefficient of 
determination (R squared) of (0.281) indicates that 28.1% of variation in organizational performance could be 
explained by Employee compensation. The adjusted R-square of 27.7% indicated that Employee compensation 
in exclusion of the constant variable explained the change in organizational performance by 27.7%, the 
remaining percentage could be explained by other factors excluded from the model. The results reveal a p value 
= 0.000 which was less than (0.05). It therefore, implies that the regression model statistically and significantly 
predicts the outcome variable and is, therefore, a good fit for the data. This is an indication that there exists a 
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significant positive relationship between Employee compensation and organizational performance in three 
tertiary institutions in the Sunyani Municipality and Sunyani West District. Since the p was (0.000) which is 
greater than zero, the null hypothesis, H03 was rejected and the alternative hypothesis accepted. 

 
Effect of Employee Voice on Organizational Performance  
The study hypothesized that Employee voice has no significant influence on organizational performance in 
tertiary institutions in the Sunyani Municipality and Sunyani West District. A simple regression analysis was run 
on this matter with 0.05 level of significance.  
 
The coefficient of determination between Employee voice and organizational performance was 0.440 indicating 
a positive effect of Employee voice on organizational performance. The coefficient of determination (R squared) 
of 0.310 indicates that 31% of variation of organizational performance can be explained by employee voice. The 
adjusted R-square of 30% indicates that Employee voice in exclusion of the constant variable explained the 
change in organizational performance by 30%, the remaining percentage could be explained by other factors 
excluded from the model. The results indicate that the significance of the P value was (0.000) which is less than 
0.05. This, therefore, implies that the regression model statistically and significantly predicts the outcome 
variable and is, therefore, a good fit for the data. This is an indication that there exists a significant relationship 
between employee voice and organizational performance in tertiary institutions in the Sunyani Municipality and 
Sunyani West District. Since the p is (0.000) which is less than (0.05), the null hypothesis H04 was rejected and 
the alternative hypothesis accepted. 

 
Table 14: Effect of Employee voice on Organizational Performance 

 
               Source: Field survey (2021) 

 
Effect of Employee Relations Practices on Organizational Performance 
The general objective of the study was to determine the effect of employee relations practices on organizational 
performance, a Cronbach’s alpha test and Pearson correlation table were used to assess, respectively the 
reliability of the model and the correlation between the dependent variable and the predictors variables. The 
findings reveal a scale of reliability coefficient of 0.937. Finchilescu (2018), however, indicated that reliability 
coefficients of 0.70 was adequate for research instruments. The model alpha result was above 0.7 which is an 
indication of an excellent internal consistency among the variables. Therefore, one can conclude that all the 
variables in the model do measure the same thing 
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Table 15: Internal consistency- Cronbach’s alpha 
Cronbach’s alpha Internal consistency 
ɑ≥0.9  Excellent (high stakes testing)  
0.7≤ ɑ <0.9 Good (low stake testing) 
0.6≤ ɑ<0.7  Acceptable 
0.5≤ ɑ<0.6 Poor 
ɑ< 0.5  Unacceptable  

        Source: Field survey (2021) 
 

 
              Figure 1: Summary Cronbach’s Alpha   
              Source: Field survey (2021) 

 
Table 16: Pearson Correlation 

 
                    Source: Field survey (2021) 

 
As recommended by Pallant (2017), correlation values (r) were interpreted according to Cohen’s (1988) 
guidelines: Very weak (r = .10 to .29 or r = -.10 to -.29); weak (r = .30 to .49 or r = -.30 to -.49); moderate (r = .50 
to .69 or r = -.50 to -.69); and large (r = .70 to .99 or r = -.70 to -.99). These guidelines apply whether or not there 
is a negative sign in front of the r value. Preliminary analyses were performed to ensure no violation of the 
assumptions of normality, linearity and homogeneity of variance. The findings in table 16 reveal a coefficient of 
correlation value of 0.703 between conflict resolution and organizational performance, which is less than 1. This, 
therefore indicates that there is a large and positive correlation between conflict resolution and organizational 
performance of the tertiary institutions in the Sunyani Municipality. As for the p value (0.000) between conflict 
resolution and organizational performance, which is less than (0.05), shows that there is a statistical and 
significant correlation between conflict resolution and the organizational performance of the tertiary institutions 
in the Sunyani Municipality. Therefore, conflict resolution can predict organizational performance. Furthermore, 
it is noted a correlation coefficient of (0.741) between employee empowerment and organizational performance, 
which is less than 1, this is an indication of a large and positive correlation between the two variables. Moreover, 
Table also indicates a p value of (0.000) between employee empowerment and organizational performance, 
which less than (0.05) this, therefore confirm that there is a statically significant correlation between employee 
empowerment and organizational performance. Therefore, employee empowerment can predict organizational 
performance. 
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The table 14 also reveals a correlation coefficient of (0.709) between employee compensation and organizational 
performance, which less than 1, and this is an indication that there is a large and positive correlation between 
employee compensation and organizational performance. In addition, a p value of (0.000) is found between the 
two variables, which is less than (0.05). This means that a statistical and significant correlation exists between 
employee compensation and organizational performance of tertiary institutions in the Bono Region of Ghana. 
Therefore, employee compensation can predict organizational performance. 
 
The findings also indicate a correlation coefficient of (0.719) between employee voice and organizational 
performance, which is less than 1, this is an indication of a large and positive correlation between the two 
variables. Moreover, Table 10 also indicates a p value of (0.000) between employee voice and organizational 
performance, which less than (0.05) this, therefore confirm that there is a statically significant correlation 
between employee empowerment and organizational performance. Therefore, employee voice can predict 
organizational performance. 
 

4. CONCLUSION  
The study investigated the effect of employee relations management on performance in three tertiary institutions 
in the Bono Region of Ghana. From the study, it is evident that employee relations management is critical to the 
success of any organization. Therefore, Management should have the interest of employees at heart so as to know 
their needs and methods of satisfying those needs. Amongst other needs, Management should develop effective 
strategies to handle conflicts, enhance employee empowerment, compensate employee and create effective 
communication to enable employee to raise their voice so that they could help to achieve organizational 
performance. Employee relations touch every function within an organization. Satisfied employees work better 
together, have greater trust, and help attracting new workforce because they tell others that they love where 
they work. Furthermore, they are willing to commit to achieve extraordinary results. On the contrary, if these 
basic issues are not managed to employees’ satisfaction, then it is unlikely that they will make the customers 
happy. All things considered, this study has contributed to the understanding of the research problem identified 
and has offered new insights for practitioners, namely human resource practitioners, top management teams, 
and employees. Management can improve organizational performance by embracing more effective employee 
relations management in their organizations. 
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