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ABSTRACT 

Effective labor-management relations are essential for maintaining organizational stability, employee 

engagement, and service quality in the hospitality industry. This study examined the relationship between union 

leadership style and hotel management practices in selected first-class hotels in Metro Manila as the basis for a 

Strategic Enhancement Plan. Specifically, it assessed union leadership style in terms of communication, 

decision-making, conflict resolution, inclusiveness and participation, transparency, professional development, 

employee welfare advocacy, and negotiation, as well as hotel management practices involving policy 

implementation, labor-management collaboration, grievance handling, collective bargaining support, and 

employee welfare programs. A quantitative descriptive research design was employed involving 135 

respondents, consisting of labor union officers, hotel employees, and human resource managers selected through 

purposive sampling. Data were collected using a validated researcher-made questionnaire and analyzed through 

frequency and percentage distribution, weighted mean, analysis of variance (ANOVA), and Pearson product-

moment correlation coefficient. The findings revealed that both union leadership style and hotel management 

practices were generally perceived as evident across the participating hotels. Communication, transparency, 

employee participation, policy implementation, and grievance handling received favorable assessments, 

reflecting positive labor-management interactions. Statistical analysis further showed significant relationships 

between selected dimensions of union leadership style and hotel management practices, indicating that effective 

union leadership contributes to improved workplace cooperation and organizational effectiveness. However, 

communication gaps, inconsistent policy implementation, and challenges in grievance handling and negotiation 

remain areas requiring continuous improvement. Based on these findings, a Strategic Enhancement Plan was 

developed and evaluated as highly acceptable. The study concludes that strengthening collaborative labor-

management practices through effective union leadership and responsive management initiatives can enhance 

workplace relations, employee engagement, and long-term organizational effectiveness within the hospitality 

industry. 

Keywords: collective bargaining, hotel management, hospitality industry, labor-management relations, union 

leadership, strategic enhancement plan 

INTRODUCTION 

The hospitality industry relies heavily on the relationship between employees and management to sustain service 

quality and operational efficiency. In unionized hotels, this relationship is further shaped by the presence of 

labor unions, which serve as representatives of employee welfare and rights. Union leaders play a crucial role 

in communication, participation, conflict resolution, and negotiation, while hotel management ensures policy 

implementation, operational control, and employee engagement. 

In recent years, union leadership has evolved beyond traditional bargaining functions. Modern union leaders are 

expected to promote dialogue, strengthen cooperation with management, and support participative decision-

making. These roles are particularly important in hospitality settings, where employee performance directly 

affects customer satisfaction. 
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Hotel management practices also significantly influence workplace relations. Fair policies, effective grievance 

systems, and employee-centered programs contribute to organizational stability. However, weak communication 

and inconsistent implementation of policies may create tension between labor and management. 

Although international studies have explored leadership and labor relations, limited research has focused on 

how union leadership style relates to hotel management practices in first-class hotels in Metro Manila. This gap 

is critical in the Philippine context, where unionized hospitality establishments operate under collective 

bargaining agreements and require strong labor-management collaboration. 

Thus, this study examined the relationship between union leadership style and hotel management practices in 

selected first-class hotels in Metro Manila. It also assessed key leadership and management dimensions and 

developed a Strategic Enhancement Plan to strengthen labor-management cooperation. 

LITERATURE REVIEW 

 Leadership is widely recognized as a key factor influencing organizational behavior and employee performance. 

Contemporary leadership studies emphasize communication, participation, and transparency as essential 

components of effective leadership (Northouse, 2022; Yukl & Gardner, 2020). 

In labor relations, union leadership plays an important role in balancing employee welfare and organizational 

efficiency. Budd (2021) and Budd and Bhave (2023) highlight that modern labor relations require cooperation 

between unions and management rather than adversarial interaction. In the Philippine context, Amante (2019) 

emphasizes the importance of union representation in strengthening employee voice and industrial democracy. 

Empirical research further confirms that participative and transparent leadership enhances employee engagement 

and trust. Studies by Jung and Kim (2024) and Wang et al. (2024) show that effective leadership improves job 

satisfaction, collaboration, and conflict management outcomes. In the hospitality industry, management practices 

such as grievance handling, policy implementation, and employee welfare programs are essential for maintaining 

service quality (Bateman & Snell, 2023; Walker, 2021). HR-focused studies also show that strong employee 

support systems improve organizational performance and satisfaction (Kim & Park, 2021; Shah & Shrestha, 

2022). Despite these findings, there remains limited research examining union leadership style in relation to 

hotel management practices in first-class hotels in Metro Manila. This study addresses this gap by integrating 

both perspectives within a single empirical framework. 

RESEARCH METHODOLOGY 

Research Design 

A quantitative descriptive design was used to determine the relationship between union leadership style and 

hotel management practices. 

Research Respondents 

The study involved 135 respondents: 35 union officers, 94 hotel employees, and 6 HR managers from selected 

first-class hotels in Metro Manila. Purposive sampling was used. 

Research Instrument 

A validated researcher-made questionnaire was used. It covered union leadership style, hotel management 

practices, workplace issues, and acceptability of the enhancement plan. A 4-point Likert scale was applied. 

Data Gathering Procedure 

Permission was obtained from participating hotels. Questionnaires were personally distributed and retrieved. 

Confidentiality and voluntary participation were ensured. 
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Statistical Treatment of Data 

Data were analyzed using frequency, percentage, weighted mean, ANOVA, and Pearson correlation at a 0.05 

significance level. 

Ethical Considerations 

Ethical standards were observed, including informed consent, confidentiality, and voluntary participation. 

RESULTS AND DISCUSSION 

Respondents' Profile 

Table 1. Profile of the Respondents 

Respondent Group Frequency Percentage 

Labor Union Officers 35 25.93 

Hotel Employees 94 69.63 

Human Resource Managers 6 4.44 

Total 135 100.00 

To distinguish the number of the responders, Table 1 presented the distribution of the respondents who 

participated in the study. Of the 135 respondents, 94 (69.63%) were hotel employees, 35 (25.93%) were labor 

union officers, and 6 (4.44%) were human resource managers. The larger proportion of hotel employees reflects 

the workforce composition of the participating hotels and provides substantial insights into employees' 

perceptions of union leadership and hotel management practices. Meanwhile, the inclusion of labor union 

officers and human resource managers ensured that the perspectives of both labor and management were 

represented, providing a more comprehensive assessment of labor-management relations in the selected first-

class hotels in Metro Manila. 

Union Leadership Style 

Table 2. Summary of the Assessment of Union Leadership Style 

Union Leadership Style Composite WM Interpretation Rank 

Negotiation 3.99 Evident 1 

Transparency 3.92 Evident 2 

Communication 3.86 Evident 3 

Conflict Resolution 3.85 Evident 4 

Advocacy for Employee Welfare 3.84 Evident 5 

Inclusiveness and Participation 3.82 Evident 6 

Support for Professional Development 3.78 Evident 7 

Decision-Making Approach 3.73 Evident 8 

Grand Mean 3.85 Evident  
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To explore the level of union leadership style in the selected first-class hotels, Table 2 illustrated the 

respondents' assessment of union leadership style. The overall composite weighted mean of 3.85, interpreted 

as Evident, indicates that union leadership practices were consistently demonstrated in the selected first-class 

hotels in Metro Manila. Among the eight dimensions, negotiation obtained the highest rating (WM = 3.99), 

followed by transparency (WM = 3.92) and communication (WM = 3.86). These findings suggest that 

respondents perceived union leaders as effective in representing employee interests, maintaining open 

communication, and promoting transparency in labor-management relations. In contrast, decision-making 

approach received the lowest rating (WM = 3.73), although it remained within the Evident category. This 

indicates that greater employee involvement in decision-making may further strengthen union leadership and 

workplace collaboration. Overall, the findings emphasize that effective union leadership supports positive 

labor-management relations and contributes to organizational stability. These results are consistent with the 

study of Jung and Kim, who found that transparent and service-oriented union leadership enhances employee 

trust, cooperation, and job satisfaction. 

Hotel Management Practices 

Table 3. Summary of the Assessment of Hotel Management Practices 

Hotel Management Practice Composite WM Interpretation Rank 

Policy Implementation and Compliance 3.86 Evident 1 

Negotiation and Collective Bargaining Support 3.73 Evident 2 

Conflict Resolution Mechanisms 3.70 Evident 3 

Labor-Management Collaboration 3.62 Evident 4 

Workplace Grievance Handling 3.61 Evident 5 

Employee Welfare and Engagement Programs 3.52 Evident 6 

Grand Mean 3.67 Evident  

Table 3 presents the respondents' assessment of hotel management practices in the selected first-class hotels in 

Metro Manila. The overall composite weighted mean of 3.67, interpreted as Evident, indicates that hotel 

management practices were generally perceived as effective. Among the assessed dimensions, Policy 

Implementation and Compliance received the highest rating (WM = 3.86), followed by Negotiation and 

Collective Bargaining Support (WM = 3.73) and Conflict Resolution Mechanisms (WM = 3.70), suggesting 

that management maintains established policies, supports collective bargaining processes, and utilizes 

appropriate mechanisms to address workplace concerns. Conversely, Employee Welfare and Engagement 

Programs obtained the lowest rating (WM = 3.52), although it remained within the Evident category, indicating 

opportunities to further strengthen employee development and engagement initiatives. Overall, the findings 

suggest that effective management practices contribute to positive labor-management relations and 

organizational stability, consistent with the observations of Bateman & Snell (2023) and Walker (2021), who 

emphasized that sound management practices promote employee engagement, organizational effectiveness, 

and sustainable workplace relationships. 

Difference in the Respondents' Assessment 

Table 4. Comparative Assessment of Union Leadership Style by Respondent Group 

Dimension F-value Decision 

Communication 24.12 Significant 
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Decision-Making Approach 24.47 Significant 

Conflict Resolution 31.07 Significant 

Inclusiveness and Participation 4.07 Significant 

Transparency 8.99 Significant 

Support for Professional Development 11.28 Significant 

Advocacy for Employee Welfare 11.28 Significant 

Negotiation 2.45 Not Significant 

Level of significance = 0.05. 

As determined in Table 4, the comparative assessment of union leadership style among labor union officers, 

hotel employees, and human resource managers. Significant differences were observed in the respondents' 

assessments of communication (F = 24.12), decision-making approach (F = 24.47), conflict resolution (F = 

31.07), inclusiveness and participation (F = 4.07), transparency (F = 8.99), support for professional 

development (F = 11.28), and advocacy for employee welfare (F = 11.28), leading to the rejection of the null 

hypothesis for these dimensions. These findings indicate that respondents perceived several aspects of union 

leadership differently based on their organizational roles and responsibilities. In contrast, negotiation did not 

yield a significant difference (F = 2.45), indicating that respondents shared relatively similar perceptions 

regarding the union's effectiveness in negotiation. The results suggest that although perceptions varied across 

several leadership dimensions, there was broad agreement on the union's role in collective bargaining and 

negotiation. This finding supports the view of Peter G. Northouse (2022), who emphasized that leadership 

effectiveness may be perceived differently by stakeholders depending on their roles and interactions within the 

organization, while shared organizational experiences can contribute to common perceptions in specific 

leadership functions. 

Relationship Between Union Leadership Style and Hotel Management Practices 

Table 5. Correlation Between Union Leadership Style and Hotel Management Practices 

Hotel Management Dimension r Interpretation Decision 

Policy Implementation and Compliance .99 Very Strong Significant 

Conflict Resolution Mechanisms .99 Very Strong Significant 

Labor-Management Collaboration .99 Very Strong Significant 

Workplace Grievance Handling .99 Very Strong Significant 

Negotiation and Collective Bargaining Support .99 Very Strong Significant 

Employee Welfare and Engagement Programs .99 Very Strong Significant 

Significance level = .05. 

Table 5 shows that union leadership style was significantly associated with all dimensions of hotel management 

practices. Very strong positive correlations were observed for policy implementation and compliance (r = .99), 

conflict resolution mechanisms (r = .99), labor-management collaboration (r = .99), workplace grievance 

handling (r = .99), negotiation and collective bargaining support (r = .99), and employee welfare and 

engagement programs (r = .99). These findings indicate that stronger union leadership practices are associated 

with more effective hotel management practices. The results suggest that communication, participation, 
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transparency, and employee advocacy contribute to stronger labor-management cooperation and organizational 

effectiveness. 

Problems Encountered 

Union Leadership Style 

The respondents moderately encountered challenges related to union leadership style (overall WM = 2.76). The 

most frequently reported concerns were delays in bargaining processes due to the late provision of management 

documents (WM = 2.96), communication that lacked sufficient clarity (WM = 2.90), heavy workloads limiting 

employee participation (WM = 2.90), and limited updates on negotiation progress (WM = 2.88). The least 

reported concern was unequal dissemination of invitations to union activities across departments (WM = 2.57).  

These findings indicate that communication, participation, and negotiation processes remain areas requiring 

improvement despite the generally positive assessment of union leadership. Similar observations have been 

reported in labor-management studies, where effective communication and timely information sharing are 

essential to strengthening employee trust and organizational cooperation. 

Hotel Management 

Respondents also moderately encountered challenges related to hotel management (overall WM = 2.97). The 

highest-rated concerns included stalled discussions arising from conflicting union and management priorities 

(WM = 3.23), delays in resolving workplace disputes (WM = 3.08), uncertainty regarding grievance reporting 

(WM = 3.01), and delayed implementation of negotiated agreements because of administrative constraints 

(WM = 2.99). These findings suggest that improving communication channels, conflict resolution mechanisms, 

and implementation of negotiated agreements could further strengthen labor-management relations within the 

participating hotels. 

Proposed Strategic Enhancement Plan 

Based on the findings of the study, a Strategic Enhancement Plan was developed to strengthen union leadership 

and hotel management practices in selected first-class hotels. The plan focuses on improving communication, 

participatory decision-making, conflict resolution, transparency, employee welfare, professional development, 

and labor-management collaboration. It also incorporates monitoring and evaluation mechanisms to ensure the 

effective implementation of planned interventions.  

The proposed strategies aim to address the identified concerns related to communication gaps, delays in 

grievance handling and negotiations, limited employee participation, and inconsistencies in policy 

implementation. Through these interventions, the plan seeks to promote organizational effectiveness, 

strengthen labor-management relations, and enhance employee engagement. 

Strategic Area Key Intervention Expected Outcome 

Communication Regular information briefings and 

standardized communication protocols 

Improved clarity and 

information dissemination 

Decision-Making Structured consultation meetings Greater employee participation 

Conflict Resolution Standardized grievance procedures Faster dispute resolution 

Transparency Periodic financial and operational reports Increased trust and 

accountability 

Professional 

Development 

Leadership and negotiation training Enhanced leadership 

competencies 
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Employee Welfare Wellness and recognition programs Higher employee engagement 

Labor-Management 

Collaboration 

Quarterly dialogue meetings Stronger cooperation 

Acceptability of the Strategic Enhancement Plan 

Table 6. Acceptability of the Proposed Strategic Enhancement Plan 

Indicator Composite WM Interpretation Rank 

Supports employees' long-term career aspirations 4.13 Acceptable 1 

Strengthens employees' loyalty and sense of belonging 4.09 Acceptable 2 

Viewed as fair and equitable 4.07 Acceptable 3 

Responsive to employees' professional and personal needs 4.04 Acceptable 4 

Clear objectives, benefits, and implementation procedures 3.97 Acceptable 5.5 

Employees' readiness to participate 3.97 Acceptable 5.5 

Overall Weighted Mean 4.05 Acceptable  

Table 6 shows that the proposed Strategic Enhancement Plan was rated acceptable by the respondents, with an 

overall weighted mean of 4.05. The highest-rated indicator was its support for employees' long-term career 

aspirations (WM = 4.13), followed by its ability to strengthen employees' loyalty and sense of belonging to the 

organization (WM = 4.09). Respondents also considered the proposed plan fair and equitable (WM = 4.07) and 

responsive to employees' professional and personal needs (WM = 4.04). Although the indicators on the clarity 

of implementation procedures and employees' readiness to participate received the lowest ratings (WM = 3.97), 

both were still interpreted as acceptable. These findings suggest that the proposed Strategic Enhancement Plan 

is perceived as a practical and feasible intervention for enhancing employee retention and organizational 

commitment. This supports the view that well-designed retention initiatives can strengthen employee 

engagement, career development, and long-term organizational sustainability.  

LIMITATION OF THE STUDY 

This study was limited to selected first-class hotels in Metro Manila and utilized a quantitative descriptive 

design. The findings therefore reflect the perceptions of the respondents within the participating hotels and may 

not be generalized to all hotel establishments. Future studies may employ mixed methods or include hotels from 

other regions to provide a broader understanding of labor-management practices. 

CONCLUSION 

The study confirms that union leadership and hotel management are closely interconnected in shaping workplace 

relations. Effective communication, participation, transparency, and collaboration contribute to stronger 

organizational stability and employee engagement. 

Union leadership functions not only as employee representation but also as a partner in organizational 

development. Likewise, management practices that support fairness and engagement strengthen workplace trust 

and cooperation. 

The Strategic Enhancement Plan provides a practical framework for improving labor-management relations and 

enhancing organizational effectiveness in the hospitality sector. 
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RECOMMENDATION 

Hotel organizations should strengthen labor-management collaboration through consistent communication, 

participative decision-making, and transparent policies. 

Union leaders and HR practitioners are encouraged to adopt the Strategic Enhancement Plan to improve 

grievance handling, negotiation processes, and employee engagement. 

Future research may expand the scope to other regions or hospitality sectors and consider qualitative approaches 

to deepen understanding of labor-management dynamics. 

REFERENCES 
 

1. Al-Husseini, S., & Elbeltagi, I. (2024). Analysis of the impact of organizational transparency on trust and 

loyalty. International Journal of Organizational Quality Management, 2(1), 1–18. 

2. Alferez, J. M., Villar, J. P., Estigoy, R. V., Lagniton, R. A., Ligan, E. B., & Lagumbay, M. A. (2025). 

Experiences of HR practitioners in handling labor relations. International Journal of Innovative Science 

and Research Technology, 10(6), 3845–3851. 

3. Amante, M. S. V. (2019). Philippines unionism: Worker voice, representation and pluralism in industrial 

relations. Institute of Developing Economies. 

4. American Hotel & Lodging Association. (2024). Hospitality industry resources and information. 

https://www.ahla.comAquino, G. V. (2019). Human resource management: Principles and practices 

(Revised ed.). Rex Book Store. 

5. Asuncion, R. A. (2024). Labor unions in a changing world of work: The Philippine experience. Japan 

Labor Issues, 8(50), 34–42 

6. Bah, S. O., Aljarah, A., & Ibrahim, B. (2024). Effectiveness of organizational change through employee 

involvement and humble leadership. Sustainability, 16(6), 2524. https://doi.org/10.3390/su16062524 

7. Barrows, C. W., Powers, T., & Reynolds, D. (2023). Introduction to management in the hospitality industry 

(12th ed.). Wiley. 

8. Bass, Bernard M. & Riggio, Ronald E.. (2022 reprint). Transformational leadership (3rd ed.). Routledge. 

9. Batan, M., Cecilio, M., San Jose, E., Malaluan, B. M., & Monge, K. (2024). Harmonizing management 

prerogative and labor rights to optimize industrial peace in unionized establishments in Camarines Sur. 

GPH-International Journal of Business Management, 7(12), 170–202. 

https://doi.org/10.5281/zenodo.14567105 

10. Bateman, T. S., & Snell, S. A. (2023). Management: Leading and collaborating in a competitive world 

(15th ed.). McGraw-Hill Education. 

11. Bauer, T., Erdogan, B., Caughlin, D., & Truxillo, D. (2022).  Human resource management: People, data, 

and analytics (2nd ed.). SAGE Publications.  

12. Baum, T., Mooney, S. K. K., Robinson, R. N. S., & Solnet, D.  (2022). COVID-19’s impact on the 

hospitality workforce – New crisis or amplification of the norm? International Journal of Contemporary 

Hospitality Management, 34(1), 1–23. https://doi.org/10.1108/IJCHM-04-2021-0479  

13. Bavik, A., Bavik, Y. L., & Tang, P. M. (2022). Servant leadership, employee job crafting, and citizenship 

behaviors in the hospitality industry. International Journal of Hospitality Management, 102, 103170. 

https://doi.org/10.1016/j.ijhm.2022.103170  

14. Budd, J. W. (2021). The Thought of Work. Ithaca, NY: ILR Press. 

15. Budd, J. W., & Bhave, D. P. (2023). The evolving role of employee voice and labor relations in modern 

organizations. Human Resource Management Review, 33(2), 100923. 

https://doi.org/10.1016/j.hrmr.2022.100923 

16. Buiser, R. (2020). Trade union representation in the Philippines. In The Palgrave Handbook of Workers' 

Participation at Plant Level. Palgrave Macmillan. 

17. Creswell, J. W., & Creswell, J. D. (2023). Research design:  Qualitative, quantitative, and mixed methods 

approach (6th ed.). SAGE Publications.  

18. Department of Tourism. (2022). National accommodation standards for hotels, resorts, and apartment 

hotels. Department of Tourism. https://beta.tourism.gov.ph/wp-content/uploads/2023/04/National-

Accommodation-Standards.pdf 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue VI June 2026 

Page 6164 

www.rsisinternational.org 

 

    

 

19. Dessler, G. (2020). Human resource management (16th ed.). Pearson. 

20. Edralin, D. M. (2024). Decent work practices incorporated in the collective bargaining agreements of 

unionized firms. Bedan Research Journal, 9. Retrieved from Bedan Research Journal 

21. Estrera, J. C. T., Vego, E. M. F., Egot, C. W. D., Remegio, D. S. M., Baran, E., & Lisbo, K. C. (2025). 

Collective bargaining and human development: A capability approach to labor unionism in Polomolok, 

Southern Philippines. Simulacra, 8(1), 125–139. https://doi.org/10.21107/sml.v8i1.29365 

22. Farndale, E., Van Ruiten, J., Kelliher, C., & Hope-Hailey, V.  (2022). The influence of perceived 

organizational support and employee voice on organizational trust and transparency. Human Resource 

Management Journal, 32(4), 779–796. https://doi.org/10.1111/1748-8583.12424  

23. Field, A. (2024). Discovering statistics using IBM SPSS statistics (6th ed.). Sage Publications.  

24. George, J. M., & Jones, G. R. (2022). Understanding and managing organizational behavior (9th ed.). 

McGraw-Hill Education. 

25. Hayter, S., & Visser, J. (2023). Collective agreements: Extending labour protection. International Labour 

Organization (ILO). https://www.ilo.org 

26. Heskett, J. L., Jones, T. O., Loveman, G. W., Sasser, W. E., Jr., & Schlesinger, L. A. (1994). Putting the 

Service-Profit Chain to Work. Harvard Business Review, 72(2), 164–174. 

27. Hoang, G., Hieu, V. M., Nguyen, T. T. H., & King, B. (2025). A systematic literature review of authentic 

leadership in tourism and hospitality. Journal of Hospitality & Tourism Research, 49(4), 701–729. 

https://doi.org/10.1177/19389655241241471 

28. International Labour Organization. (2022). World employment and social outlook: Trends 2022. 

International Labour Office. ILO Report  

29. Jung, H., & Kim, M. (2024). Different but synergistic effects of union and manager leadership on job 

satisfaction: The role of union leaders' service-oriented leadership. Behavioral Sciences, 14(4), 287. 

https://doi.org/10.3390/bs14040287 

30. Kamel, N. J., & Hassanin, A. M. (2022). The impact of human resources management practices on 

organizational performance in hotels. Minia Journal of Tourism and Hospitality Research, 12(1), 413–442. 

https://doi.org/10.21608/mkaf.2022.276098 

31. Karatepe, O. M., Kim, T. T., & Okumus, F. (2022).  Managing conflict in hospitality organization: The 

Role of organizational support and communication. International Journal of Hospitality Management, 

102,103143. https://doi.org/10.1016/j.ijhm.2022.103143 

32. Katz, H. C., Kochan, T. A., & Colvin, A. J. S. (2017). An introduction to U.S. collective bargaining and 

labor relations (5th ed.). ILR Press.  

33. Kaufman, B. E. (2022). Evolution of industrial relations and the employment relationship in the modern 

workplace. Industrial Relations Journal, 53(5–6), 389–408. https://doi.org/10.1111/irj.12367  

34. Kim, H. J., Karatepe, O. M., Lee, G., & Demiral, H. (2022). The effects of conflict management and 

organizational support on hotel employees’ job outcomes. International Journal of Hospitality 

Management, 102, 103152. https://doi.org/10.1016/j.ijhm.2022.103152  

35. Kim, M., & Park, G. (2021). Employee well-being and organizational performance in the hospitality 

industry: The role of human resource management practices. International Journal of Hospitality 

Management, 94, 102860. https://doi.org/10.1016/j.ijhm.2020.102860 

36. Lam, C. F., Huang, X., & Chan, S. C. H. (2022). The threshold effect of participative leadership and the 

role of leader information sharing. Academy of Management Journal, 65(2),  590–613. 

https://doi.org/10.5465/amj.2019.1189   

37. Lussier, R. N., & Achua, C. F. (2022). Leadership: Theory, application, and skill development (7th ed.). 

Cengage Learning. 

38. Mathis, R. L., Jackson, J. H., Valentine, S. R., & Meglich, P. A. (2021). Human resource management 

(16th ed.). Cengage Learning. 

39. Montalbo, I. C., & Bersano, J. R. (2021). Work-life balance among hotel employees in Cagayan de Oro 

City. International Journal of Research Studies in Management. 

40. Noe, R. A., Hollenbeck, J. R., Gerhart, B., & Wright, P. M. (2022). Fundamentals of human resource 

management (9th ed.). McGraw-Hill Education. 

41. Northouse, P. G. (2022). Leadership: Theory and practice (9th ed.). Sage Publications. 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue VI June 2026 

Page 6165 

www.rsisinternational.org 

 

    

 

42. Onyango, R., Egessa, R. K. W., & Ojera, P. (2022). Knowledge management and employee engagement 

in the hospitality industry. International Journal of Research in Business and Social Science, 11(6), 328–

338. https://doi.org/10.20525/ijrbs.v11i6.1978 

43. Pabilando, R., et al. (2022). Problems encountered of employees in hospitality and tourism industry in the 

municipality of Naval, Biliran Province. 

44. Palad, A. M. P. (2018). Hospitality management: Principles and practices in the Philippine setting. 

Wiseman's Books Trading, Inc. 

45. Robbins, S. P., & Coulter, M. (2021). Management (15th ed.). Pearson. 

46. Robbins, S. P., & Judge, T. A. (2022). Organizational behavior (19th ed.). Pearson Education.    

47. Sahay, S. (2024). Participatory practices during organizational change: Rethinking participation and 

resistance. Management Communication Quarterly, 38(2), 279–306. 

https://doi.org/10.1177/08933189231187883 

48. Saunders, M., Lewis, P., & Thornhill, A. (2019). Research methods for business students (8th ed.). Pearson 

Education. 

49. Schermerhorn, J. R., Jr. (2022). Management (15th ed.). Wiley. 

50. Shah, B. B., & Shrestha, P. (2022). Human resource management practices and customer satisfaction in 

hotel industry. Pravaha, 28(1), 107–118. https://doi.org/10.3126/pravaha.v28i1.57978 

51. Solidarios, F. M. (2024). The impact of human resource management practices on job satisfaction among 

faculty members in private schools. Philippine Social Science Journal, 7(3), 120–129. 

https://doi.org/10.52006/main.v7i3.1076 

52. Walker, J. R. (2021). Introduction to hospitality management (6th ed.). Pearson Education.  

53. Wang, Y., Le, T. H., Kwek, A., & Fu, M. (2024). A systematic literature review of conflict management 

in hospitality: Towards a multi-stakeholder resource-based conflict-management framework. International 

Journal of Hospitality Management, 122, 103937. https://doi.org/10.1016/j.ijhm.2024.103937 

54. Wood, J., Oh, J., Park, J., & Kim, W. (2022). The relationship between work engagement and work-life 

balance in organizations: A review of the employee grievance and support perspective. International 

Journal of Environmental Research and Public Health, 19(9), 5404. 

https://doi.org/10.3390/ijerph19095404 

55. Yue, C. A., Men, L. R., & Ferguson, M. A. (2022). Guiding employees through the COVID-19 pandemic: 

The role of transparent communication. Public Relations Review, 48(2), 102156. 

https://doi.org/10.1016/j.pubrev.2022.102156 

56. Yukl, G., & Gardner, W. L. (2020). Leadership in organizations (9th ed.). Pearson. 

57. Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2021). Business research methods (11th ed.). 

Cengage Learning. 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/

