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Abstract:
Strained labour-management relations are often the causes of disagreement which
impedes worker productivity and organizational sustainability. This situation persists
mainly due to lack of effective two-way communications, poor organizational
leadership styles, motivation, and empathy among other factors that would otherwise
encourage worker performance. Human relations role has reciprocal effects in terms
of shared values, performance, and innovation that are crucial for worker productivity.
The relevance of human relations role in worker productivity cannot be
overemphasized because workers in any organization relate to each other in certain
ways because they are often influenced and driven by particular emotional,
psychological, physiological, social, economic, and political forces associated with
the organization that have the power to motivate them to perform in the ways they do.
Using empirical research design, 127 respondents participated in the study. Data
generated were organized, analyzed and the result showed strong positive relationship
between human relations role and worker productivity. The investigation was not
exhaustive because of lack of current relevant literature and time. Therefore, further
study could examine the relationship between government policies and worker
productivity. This is urgent because in many developing countries including Nigeria,
workers and governments are frequently at each theirs throat, polarizing labour
against government, and vice-versa, at the detriment of overall productivity. Based on
the result of this empirical study, it was suggested that organizations should keep two-
way internal communications always open so as to build healthy labour-management
relationship to douse misunderstanding and to encourage productivity.
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1. Introduction
Taylorism or the principles of scientific management tremendously helped to

increase production rate at the factories using readily available inexpensive labour.
This approach was disliked by many workers because they were held in such low
regard, and the employers using them as mere economic tools, and also expecting
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them to perform like robots in the workplace. According to Kaliski [1] employers at
the early 19th century did not actually realize how workers’ needs affected
productivity. As a result, few factory owners or managers gave little attention and
thought to worker motivation. The hours of work were very long while the
corresponding pay was very low. This despicable situation eventually paved the way
for thinking in the area of human relations, which among other aspects emphasizes
individual involvement, decision-making and responsibility of employees. While
other earlier management theories like the administrative theory focuses on worker
and administrative efficiency, the human relations perspective that emerged in the
mid-1800s believes that if employee needs are satisfied the worker would in turn be
more productive. It also holds that internal communications, leadership styles,
motivation and group behaviour are central issues in worker productivity. The human
relations approach to management has gained widespread recognition in the last
decades because of its emphasis that in addition to the physical and technical aspects
of work, worker motivation is critical for improving worker productivity [2]. The
human relations role emphasizes the recognition and growth of people, and the need
that people must be motivated to perform to the peak of their efficiency. It is a study
of the behaviour of human beings in an organization, and greatly helps to build human
co-operation towards the achievement of organizational goals. Sannie [3] defines
human relations as “the behavioural science which deals with interpersonal, interwork
group and management-employee relationship in social systems. He posits that the
relationship can be formal or informal, close or distant”. It is assumed in
contemporary management literature that the work of people in an organization is
based to a very large extent on human relations. Nearly every work any one performs
involves one with people at some points or another. For example, the impression
which one person makes upon another person is in essence human relations, in action.
The impression created by a person may involve appearance which includes;
grooming and good social behaviour. Consequently, a favourable image or reputation
for the organization can be created through these qualities that all employees must
possess and which are more of innate personal skills. In any human organization, the
worker is the person who performs a specific job task, as required by the employer.
According to Uvieghara [4], the Labour Act defines a worker as any person who has
entered into or works under a contract with an employer. The contract of employment
may be (i) either for manual labour or clerical work (ii) express or implied (iii) oral or
written and (iv) a contract of service or a contract personally to execute any work or
labour. According to him, there is no difficulty with an express contract nor should
there be with an implied contract. On the other hand, Smith [5] defines productivity to
include profitability, efficiency, effectiveness, value, quality, innovation, and quality
of work [6]. Worker productivity is therefore, the ultimate result of the effort of the
worker which leads to the achievement of organizational goals. Traditionally,
organizational goals are often measured by key performance indicators (KPIs) such as
productivity, profitability performance, efficiency and sustainability. Earlier studies
show that greater human relations role can have positive influence on industrial
productivity and worker motivation [7]. Worker productivity is key to organizational
productivity or effectiveness. For example, Gandhi and Sachdeva [8] argue that
organizational effectiveness is more than profitability and includes factors like
employee satisfaction, goal integration and group functioning, in agreement with the
human relations perspective that emphasizes that the employer should assist the
employee in adjusting to organizational life through fostering collaborative systems
for the benefit of the worker and the organization [9]. Gregor [10] is today best known
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for his emphasis on motivation as a force in productivity. In view of this, attention is
increasingly focused on the specific kinds of on-the-job behaviour that has direct
relationship to productivity. It is also recognized that managerial action is central to
behaviour change, in which case, the importance of effectively motivating workers
cannot be overemphasized [11]. It is important that managers must also evaluate
workers’ attitudes continuously for necessary adjustments and productivity. Attitude
is a psychological tendency that is often expressed by behaviour. Not only is attitude
linked to behaviourit also forms important integral part of the work place. Often, poor
productivity attributable to bad attitude arises from lack of motivation, minimal
feedback, and lack of trust or confidence in management or other issues. Nelson and
Quick [12] explain that it becomes important for managers to understand the
antecedents to the major attitudes that affect work behaviour, as well as their
consequences, and how to use persuasion to obtain positive attitude to enhance worker
productivity. This is necessary to avoid the tragedy of the scientific management
school which believes that organizational growth is achieved only by reducing cost,
without much thought that it can also be achieved by increasing worker productivity.

1.1. Research Problem
Poor human relations role characterized by lack of attention to worker needs and

aspirations lie at the heart of strained labour-management relations that result to low
worker productivity. Often, the profit motive restrains employers from realizing that
yielding to legitimate worker needs remains the catalyst for greater productivity
necessary for organizational success. In many developing countries like Nigeria, there
is almost always long quarrels between management and labour over contentious
issues on minimum wage, new minimum wage, consequential salary adjustment,
grade-level, differential and incremental rate, or national minimum wage. Others
involve promotion, training and development, among others, that lead to worker
demotivation, low productivity and tragically poor organizational or institutional
performance [13]. Other major issues leading to worker demotivation would include
some kinds of obnoxious employment policies like, casual employment, temporary
employment, and the most vexatious issues of non-payment of salaries, benefits and
gratuity, by governments and business organizations. Like in Nigeria, the challenge of
casual employment is common in the oil and gas sector even when the international
oil companies (IOCs) that dominate the sector have the ability to pay. Lack of
profound human relations role in this important sector is now compounded by global
trends and technological progression and the workers lack of patience to remain as
monkey de work baboon de chop that often result to industrial disputes [14].

1.2. Research Objective
This study was specifically designed to investigate the relationship between human

relations role and worker productivity.

1.3. Research Questions
i. Are internal communications critical to worker productivity?

ii. Can leadership style influence worker productivity?

iii. Is motivation an important human relations factor?

iv. Do you agree that involvement/responsibility motivates the worker?
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v. Can empathy lead to co-operative employer/employee relationship?

1.4. Hypothesis
To achieve the objective of the study, the following hypothesis was formulated and

tested at 0.05 level of significance.

Ho: There is no relationship between human relations role and worker productivity.

Hi: There is a relationship between human relations role and worker productivity.

1.5. Research Significance
This study at this time in the 21stcentury is expected to impress on employers the

need for increased human relations role as catalyst for worker productivity. This is
against the background that worker productivity holds the key to organizational
sustainability.

1.6. Conceptual Framework
A conceptual framework represents the structure of the study and shows the

relationship between the major variables in relation to the research problem. It is
usually expressed in a diagrammatic form and presented as a model. A model is used
in research to clarify, verify, and summarize issues that would otherwise be buried in
an excess of words. Conceptual models are necessary in theory building [15]. The
model for this study is shown in Figure 1.

Figure 1. Human Relations Role And Worker Productivity Model.

Workers perform better when they have a sense of belonging and confidence
through purposeful and effective human relations role, which in turn enhances their
productivity. Employees feel uncomfortable when they do not have good information
about their organization. Information is power, and employees are better disposed to
perform when they are informed about organizational goals, objectives and plans.
Literature on organizational communications states that when lines of communication
are open between employers and employees, organizational goals are more likely to
be achieved. This is imperative because effective employee communications helps
employees to become well-informed about their duties and responsibilities, and their
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organization and encourages them to express their views to management through the
appropriate channels of communications. This is an essential human relations activity
because poor internal communications can generate grievances between employers
and employees, and among employees. Within a work relationship, grievance reflects
a real or imagined cause for protesting against unclear issues. Therefore,
communications serve a great purpose because they provide the coordination link
between people and organizational functions [16]. In every human organization
management or leadership style is key to worker productivity and organizational
success. Even though there are basic types of leadership styles from autocratic to
democratic, there is almost always the need for flexibility to accommodate unique
situations. This is a critical human relations role because the core of leadership is
about relationships and influencing others, whether they are employees, peers or
clients, it is about achieving goals. Leadership as a process of social influence
maximizes the effects of workers toward the achievement of greater productivity [17].
Human relations involve the interactions that can occur among people, whether they
are conflicts or cooperative behaviours [18]. However, interpersonal relationship goes
beyond strategies for influencing the behaviour of others to include a process for
creating effective collaboration to achieve desired result. In this process, the factors of
motivation, empathy and responsibility come to the centre stage. For example,
motivation relates to the process of aligning employees’ and organizational interests
so that behaviour results in the achievement of employees’ wants simultaneously with
the attainment of organizational goals [19]. The construct of empathy or sensitivity to
others perspectives is important in human relations because it affords employers the
opportunity to appreciate the efforts of employees to treat them as critical resources
against the age-long slave-master mentality. Responsibility means employee
involvement and taking ownership for their actions. In this era of the knowledge
worker, the matter of employee involvement is important for high productivity.
Involvement in the positive direction enhances the process of innovation and
organizational profitability [20]. Human relations role assists employees through
necessary counseling, understanding and overcoming social and emotional challenges
related to strengths and weaknesses at work. It ensures worker motivation and further
leads to create peaceful, healthy and co-operative atmosphere between labour and
management, with a view of placing higher premium on the development of workers’
capability and the improvement of their quality of work-life. This approach is
appropriate to boost worker morale, reduce crisis and increase worker productivity
[21].

2. Literature Review
The behaviouralmanagement theory tends to emphasize the glaring omission of the

human factor in the classical theories, otherwise, it did not to a large extent, disagree
with the basic tenets of classical theories. Many contemporary management scholars
agree that the majority of those who fail in management positions do so because they
lack skills in human relations, even though they may be competent in technical
matters. Also, from the management’s and workers’ point of view, good human
relations role is necessary if people are to achieve economic, social, and psychological
satisfaction from the work they do. For example, the effective executive understands
that managing employee relationship is imperative and precious to organizational
success, and human relations role emphasizes on how human beings can work
effectively together in groups in order to satisfy personal needs and organizational
goals [22,23]. Halloran [18] posits that human relations are an interdisciplinary field
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because the study of human behaviour in business, or government organizations must
include the study of several social and physical sciences so as to achieve coherence.
He explains that the interdisciplinary approach requires a good understanding of the
separate contributions from other disciplines and then the integration of such
information into a unified whole. For example, motivation as a central theme in
human relations is concerned with discussing how the different motives and needs
workers’ experience jointly affect their behaviour in different situations including the
work environment. These can range from hunger as well as motives that are unique to
individuals such as the needs for achievement, affection and power [24-25].
According to Feldman [26], Maslow’s hierarchy of human needs shows how human
motivation progresses up the pyramid from a basis in the broadest, most fundamental
biological needs to higher order needs, and worker productivity is best achieved when
such needs are satisfied [27]. To achieve the objective of human relations role in
worker productivity, it is also postulated that where workers are unable to
communicate well and properly with management, they cannot perform their duties
properly, nor can they in such a situation receive full recognition for their work. This
makes the leadership, motivation, responsibility and empathy perspectives very
crucial in human relations and worker productivity. For example, the leadership style
must be unique enough to increase motivation, employee involvement, and sensitivity
to issues affecting employees and their families. Worker productivity and
organizational success depend upon capable leadership. Clearly understanding the
influence of leadership on worker productivity is important because leadership is seen
as one of the major driving tools for improving organizational performance. It is a
potent source of effective management and organizational sustainability [28]. These
attributes of human relations have reciprocal effects in terms of shared values:
performance, quality, value, innovation, and profitability. According to Rahman and
Taniya [29] shared goals and values in organizational context is often viewed as what
an organization values and the extent to which employees’ value the same goal,
reflecting a sharing of a common purpose between employees and employers. To this
extent, they posit that shared values may be defined as the degree to which partners
hold beliefs in common about what behaviours, attitudes, goals, objectives and
policies that they jointly desire. Therefore, effective human relations role in
organizations leads to sharing common goals and enables workers to direct their
energies to the pursuit of higher productivity. According to Chinomona and Sandada
[30] sharing common goals can have positive influence on worker performance and
organizational productivity. For example, better performance of each employee
creates immense outcomes that include congruence among employees, quality
production and commitment at the workplace [31]. Literature on worker productivity
explains that confident people perform better in organizations. For example,
according to Carstens, F. and Barnes, N. [32] self-confident employees perceive their
work environment positively, which fosters their productivity, which in turn generates
more profits for the enterprise. They opine that there is a positive relationship between
(a) the self-confidence of employees and their positive attitude toward the work
environment (b) their productivity, and (c) their productivity and the organization’s
profitability [33].

3. Research Methodology
The empirical research design was adopted for the study, using a 5-point Likert

questionnaire type based on Mathews and Shepherd [34] scale, for data collection.
Data for this study were collected through primary and secondary sources. Empirical
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research is research that involves identifying the factors to be studied, gathering the
relevant data, analyzing them and drawing conclusions from the result of data analysis.
This could involve simple qualitative analysis of the data, or it could be more complex,
using a hypothetic-deductive method. However, in qualitative analysis, responses to
research questions are obtained and meaningfully classified, and certain conclusions
are made. Abebrese and Smith [35] suggest that the strength of qualitative technique
lies in its capacity to provide insights with details and thick descriptions. They
emphasize that richness is provided by paying close attention to both concept, context,
and process [36]. The population of the study comprised of all the textile mills in
Nigeria, and the sample was selected from among their managers and employees
using the purposive technique. The sample size of 127 was determined through the
sample ratio concept [37,38]. Data were analyzed through descriptive and regression
statistical methods. The Ordinary Least Square (OLS) technique was adopted in the
regression analysis. The OLS is a method used to estimate the unknown parameter in
a linear regression model with the goal of minimizing the differences between
observed variances in a dataset. The method was not chosen because of its simplicity,
but also due to its unique properties of linearity, efficiency, sufficiency, least
variances, and unbiasedness. The F-test and t-test were used to determine the overall
adequacy of the regression model using E-View Statistical Package.

3.1. Model Specification
Model specification is the expression of a relationship into precise mathematical

form. According to Koutsoyiannis[39] economic theory does not indicate the
functional form of any relationship. This means that economic theory does not state
whether a relationship will be expressed in linear form, quadratic form, or in a cubic
form. On the basis of these, it was decided to specify the relationship between Worker
Productivity (WP) and Human Relations Role (HRR) as:

WP = b0 + b1, COM, + b2, LRP1, + b3, MOT, + b4ETY, + t, + u

Where:

WP = Worker Productivity
COM = Communications
LRP = Leadership
MOT = Motivation
ETY = Empathy
b0 = Constant term
b1,b2,b3,b4 = Coefficient attached to explanatory variables
t = Time period
u = Stochastic error term.

4. Presentation of Result

4.1. Discussion
Workers in the Nigerian textile industry were selected for the study because at one

time in the history of Nigeria the industry employed more workers than any industry;
and with the attendant labour-management problems associated with weak human
relations practices. For example, according to Fadare [40] “In the 1970s and early
1980s, Nigeria was home to Africa’s largest textile industry. Nigeria had over 180
textile mills in operations. The industry employed some direct 650,000 workforce and
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indirect millions of cotton farmers throughout the country. The sector indeed
employed more workforce than the Federal Government. The industry also
contributed over 25 percent of the workforce in the manufacturing sector and as much
to the national GDP”. As shown in Table 1, about 58 of the respondents were male,
while the rest comprising of about 42 percent were female. They held educational
qualifications ranging from diplomas to degrees, and aged between 18 and 70 years.
The respondents had significant industrial work experiences of between 5 to 35 years,
and falling within the low, middle and high income levels. These characteristics
placed them in a good position to provide reasonable responses to the relevant
research questions. Their responses were analyzed in table 2 to strengthen the
academic potency of the study. According to Nwankwo [38] such analysis is most
appropriate in research. In Table 2: (1) it was accepted at 4.04 points that employee
communication is vital to worker productivity. Effective employee communication
helps employees to become well-informed about their duties and responsibilities, and
also enables them to express their views to management through the right channels.
This supports the views of Warner [41] that ongoing, frequent two way
communication is one of the most important components of a comprehensive
employee relations strategy. At 2.15 points in table 2: (2) respondents declined to
accept that leadership does not influence worker productivity. This response is very
good and supports the evidence in the literature that leadership has powerful influence
on worker performance. For example, Vissanu and Sarinthree [42] believe that
leadership styles have significant positive influence on performance. Many
researchers agree that motivation is an important human relations tool as accepted by
respondents at 3.82 in Table 2: (3) This agrees with the report of Halloran [18] that
people in organizations relate to each other in the ways they do because they are
driven by psychological, social, and economic forces that have the power to motivate
them to behave in particular ways. Involvement/responsibility is crucial in
employment relationship and gives rise to innovation, dignity and worker productivity.
At 3.95 points in table 2(4) the respondents agreed and to support Sinha and Bajaj [20]
that responsibility enhances performance. At the same time, the respondents did not
accept at 2.08 points in Table 2: (5) that empathy does not lead to co-operative
relationship. Empathy involves the appreciation of the feelings of others and to
attempt to treat each person more according to his or her feelings as much as is
practicable. This process has wonderful influence on positive human behaviour and
productivity. Halloran [18] opines that lack of empathy is a primary cause of conflict
in organizations. He emphasizes that making allowance for other people’s needs and
desires is important to ensure co-operative relationships. At the time of textile
production boom in Nigeria, the workers in the industry were almost always
engrossed in labour disputes because of the absence of quality human relations
practices. The factory owners or managers hardly recognized the rights of the workers,
the only grammar they understood was that the employer has the right to hire and fire.
Such a situation never raised worker productivity beyond minimum levels and that
coupled with some forms of irresponsible management and other negative socio-
economic and political factors helped to mess up the hitherto buoyant industrial sector,
where for example, cotton yield has grossly reduced compared to what was obtainable
25 years ago [43]. As in Table 3, regression analysis was used to determine the
relationship between the major variables of the study. In regression analysis, there is
an important factor R2, which shows the highest percentage value that the
independent variable(s) explain the change in the dependent variable. In this study,
the R2 value of 0.98 is excellent. The goodness-of-fit test of the model is also
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excellent at .97. The value of Durbin-Watson is 1.6 that lies within the range between
1.5 and 2.5. In view of this, it can well be stated that there is no autocorrelation among
the independent variables of interest. What the statistical result technically means is
that there is strong positive relationship between human relations role and worker
productivity. This is the interest of the study.

Table 1. Profile of Respondents (n=127).

S/N Description Category Total Percentage

1 Gender a) Female
b) Male

53
74

41.73
58.27

2 Education
a) Diplomas
b) Degrees
c) Others

21
87
19

16.54
68.50
14.96

3 Age
a) 5 – 10 years
b) 11 – 20 years
c) 21 – 35 years

25
67
35

19.68
52.76
27.56

4 Experience a) 5 -20 years
b) 21 – 35 years

62
46

57.41
42.59

5 Status
a) Low
b) Middle
c) High

20
55
52

15.25
43.31
40.94

Table 2. Frequency and Mean for Response to Research Questions.

S/N
Restatement of Research

Questions

Scores
Ʃx n X

Decision
rule @ 3
points

SA A N D SD
5 4 3 2 1

1
Employee communication

is critical to worker
productivity

50 60 2 5 10 516 127 4.06 Accepted

2
Leadership does not
influence worker
productivity

20 10 3 30 64 273 127 2.15 Rejected

3 Important human relations
factor 45 56 4 2 20 485 127 3.82 Accepted

4 Involvement/responsibility
motivates the worker 55 50 1 6 15 505 127 3.95 Accepted

5 Empathy does not lead to
co-operative relationship 15 20 5 7 80 264 127 2.08 Rejected

Table 3. Regression Analysis.

Variables Coefficient Std. Error t-Statistic Prob.
C

COM
LRP
MOT
ETY

3.641375
-0.309115
0.006450
-0.015207
0.002766

1.240286
0.269590

20.85676
-1.481761
2.362122
-0.720775
0.853175

0.0000
0.1560
0.0260
0.2184
0.4750
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R-squared
Adj. R-squared
S.E. of regression
Sun squared resid
Log likelihood
F-Statistic

Prob (F-statistic)

0.984864
0.974060
0.041493
0.015742
45.86651
5.268059
0.000000

Mean dependent var8.282640
S.D. dependent var 0.342116
Akaike info criterion -3.730208
Schwarz criterion -3.330170
Han-Quinn criterion -3.624030
Durbin-Watson Stat 1.553840

4.2. Scope for Further Study
This study was not exhaustive. Therefore, further study should examine the

relationship between government policies and worker productivity, in view of the
constant labour-government problems that adversely affect productivity.

4.3. Recommendations
i. Organizations should always keep two-way communication lines open to build
healthy labour-management relations to enhance productivity.

ii. Leadership as the domain of influence must be positive to cultivate
collaborative relationship.

iii. Empathy has crucial psychological influence on workers and should be seen as
a major factor in attempts to foster worker loyalty and productivity.

iv. Giving responsibility in the form of participative management encourages
building confidence, trust and innovation, required for organizational sustainability.

v. The Federal Government of Nigeria should listen to the calls from cotton
farmers, and other stakeholders to quickly revive the textile industry as a major step
in its efforts to create employment in Nigeria.

5. Conclusion
This investigation was designed to establish the relationship between human

relations role and worker productivity. Employees in the Nigeria textile industry were
selected for the study and they provided useful information to influence the academic
potency of the study. Because of frequent labour-management problems,
organizations must now refine human relations practices as catalyst for worker
productivity. The skills of effective communication, leadership, motivation, empathy
are imperative in good human relations practice necessary to encourage workers to
perform to the zenith of their ability and capacity in the competitive global economy
in the present century and beyond. The R2 value of .98 supports to assert that human
relations role has strong positive relationship with worker productivity. This is the
objective of the study.
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