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Abstract: The paper investigates the relationship between employee management and organizational performance in 
Dubai's five-star hotel industry. The social survey technique was used to collect, categorize, and analyze data in order to 
draw conclusions that meet the research objectives, as the questionnaire was administered to workers in five-star hotels in 
Dubai to gather data that answered the research questions. The researcher collected 283 copays from 500 surveys, but only 
247 were complete and usable. To determine the reliability of the measurement items for each variable, an internal 
consistency check was performed. The study found that organizational performance is positively correlated with employee 
management, and that organizational systems, structure, and physical environment all have an impact on employee 
management, as well as employee management having an impact on organizational performance. Employee management is 
one of the strategies used by hotels to improve their performance. The health, success, and expansion of any business are 
heavily dependent on its employees' ability to get along with one another. Positive interactions among coworkers increase 
workplace productivity. 
 
Keywords: Management of Employees, Organizational Systems, Organizational Structure, Physical Environment, 
Organizational Culture. 
 

1. Introduction 

Business organizations face numerous challenges, such as rapid technological advancement, intense competition, economic 
crises, global markets, and others, which have imposed great challenges on this type of organization [1, 2]. In order to 
address these challenges, business organizations must do a number of things, including finding harmony between their 
organizational structures and the needs of organizational learning. In both the short- and long-term, an organization's 
capacity for learning is one of the most important factors for its success. As organizational learning increases its ability to 
adapt to environmental changes through the acquisition of skills and experiences by its employees and the development of 
operational processes and technological applications, it also increases the organization's strategic flexibility [3, 4]. 

Because of its importance in the operation of organizations of all sorts and the nature of their aims, the topic of 
organizational structure piques the attention of both scholars and practitioners in the area of administrative sciences. And 
[5, 6] was the finest person to articulate the link between organizational structure and organization, defining the latter as "a 
system of solid social ties that are meticulously built with the objective of consistently attaining certain goals." The 
organization structure is the layout of these interactions, and the researcher likened it to a building with interior walls, 
pillars, and roofs that must be fit for the activities that will take place inside it. According to [7], the organizational 
structure represents people's intrinsic desire to establish hierarchical organizations, and organizations build themselves in 
response to their diverse demands; this process is marked by continuity and growth through time. The notion of 
organizational structure may be defined in a variety of ways. [8] Defines organizational structure as "the numerous methods 
by which an organization distributes work and accomplishes integration in order to achieve its goals." Organizational 
structure, according to [9], is "the formal pattern of interaction and coordination developed by the administration to connect 
the duties of people and groups in order to fulfill the organization's objectives." The lines of authority and accountability 
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that link the different divisions of the organization. 

Organizations use official methods to regulate worker behavior, such as codifying processes and instructions, building 
models, and paying special attention to official means when codifying and managing worker behavior [10, 11]. The 
presence of corporate cultural values that reinforce and validate what the instructions state and support the policies, on the 
other hand, is critical. Employee conduct deviates from interests as the corporate culture with good values supports the 
directions [12]. 

2. literature review 

The organization is conflicting with the prevalent cultural values, and the employee is willing to adhere to work not out of 
fear of instructions but in line with the most influential prevailing values [13, 14]. 

Cultures differ according on the level of adherence and commitment of their employees. The more essential work principles 
are shared and accepted by everybody, the greater the strength of culture, which is advantageous for stable and powerful 
companies, promoting stronger loyalty and a feeling of belonging. This is in contrast to the new organizations, which are 
not yet sufficiently established and are still finding their way, which renders them unable to offer competitive advantages to 
their employees, prompting them to seek employment opportunities abroad and reflecting a lack of organization and a weak 
organizational culture [15, 16]. The present economic scenario requires that we get the most out of each employee. 
Companies must guarantee that every person does their utmost to contribute to the company [1, 17, 18]. One of the key 
challenges that practically all firms face is the difficulty in dealing with employee performance feedback [19, 20]. 

Employee performance comments were once an important element of employee management, but let's face it: both 
managers and workers are afraid of assessments. The time necessary to write, arrange, and evaluate it before presenting it is 
enough to significantly diminish anyone's productivity. This approach to employee performance management is less 
successful than it should be [21, 22]. 

Although the writers' viewpoints on what an organizational structure is and its features vary, they all agree that its 
aim is to help the company achieve its goals. According to the author Hall, the organizational structure leads to the 
organization's three basic functions, which are the creation of outputs and products, as well as the achievement of its 
objectives [23]. Individual disparities are minimized thanks to the organizational framework. 

The organizational structure is defined as "a tool for identifying official communication routes, hierarchical levels of 
management, and the extent of oversight." [24, 25] describe organizational structure as "a description of the allocation of 
tasks, authorities, and work methods among the organization's members." The methods used by an organization to divide 
individuals into distinct tasks, group them into major departments, and coordinate among them, as well as the distribution 
of tasks and responsibilities between departments, the definition of formal relations, and the number of organizational 
levels, are defined as organizational structure. [26, 27] The organizational structure is a "management framework 
developed to govern the organization's numerous operations." 

Administrative organization refers to the division of work and responsibilities in the administrative apparatus and 
their allocation into departments, divisions, and main and sub-administrative units whose numbers and sizes vary by 
organization, as well as the distribution of these tasks and responsibilities to members of the work team to perform them in 
accordance with the job performance controls approved in the organization's bylaws and to define Administrative 
organization also refers to the separation of duties and responsibilities within the administrative apparatus and their 
allocation into departments. The workplace affects workers' desire to learn new skills and increases their motivation for 
production, and many companies work to increase employee productivity to increase production; however, many 
production problems are caused by the work environment because it has a significant impact on worker performance. 
Similarly, an employee's ability to flourish in productive initiatives is determined by the sort of work environment [28, 29]. 

The environment and factors provided by the organization influence the behavior and performance of workers, i.e., the 
influences directed toward these workers, which may be reflected in the style of leadership and supervision, the quality and 
content of the work, the material and moral incentive systems used, the extent to which workers have opportunities for 
advancement, and the social work environment that the organization provides. In the friendship and connection of leaders, 
subordinates, and colleagues [30]. 

A fundamental environmental problem developed as the need to balance environmental support for individual and 
team effort. The demand for seclusion in order to execute attention-required work activities is an aspect of psychological 
support for individual occupations. This aspect was shown to be in contradiction with the psychosocial teamwork 
assistance. Open settings that fostered face-to-face connection and physical closeness were thought to improve the team's 
identity [31, 32]. Future workplace design must strive to develop places that support both autonomous and collaborative 
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creative demands. 

As a potential solution, adaptable and flexible office spaces that may be opened and closed dependent on the nature of the 
job were proposed [33, 34]. The internal work environment is comprised of the aforementioned components and others as a 
whole, and these factors impact each other and, in turn, affect the behavior and behavior of employees, and hence their 
level of performance [35, 36]. 

Culture in general has had a significant impact on the idea of organizational culture. Organization academics 
produced overlapping and complimentary definitions to highlight the notion of culture, which covers multiple human, 
ethical, and technical elements, despite their diverse opinions on organizational culture and its definition. If the culture of 
the organization is defined as what its members have learned over time through their attempts to deal with external 
environment problems that threaten the organization's survival and the survival of its affiliates [37, 38], then the culture of 
the organization includes both internal and external problems. This learning technique comprises behavioral, cognitive, and 
emotional components. The most distinguishing organizational cultures are those in which members acquire a degree of 
shared awareness and a united style of thinking, allowing them to manage the group's emotions, attitudes, and values, and, 
eventually, their conduct. When we talk about an organization's culture, we're talking about the common behavioral 
patterns and norms that serve as its overall foundation. Organizational cultures have diverse influences on performance, 
both good and poor. It is essential to differentiate between organizational culture and organizational climate, which define 
the physical or moral work environment, in order to comprehend this influence. The time frame might be short. This 
environment is usually volatile and changeable [39, 40]. 

Organizational culture is recognized as one of the most important factors influencing the development of administrative 
behaviors as well as the creation and execution of organizational strategies. One of the major roles of an organization, 
according to Edgar Schein (E. Schein), is the successful contribution of its culture to the settlement of group issues. 

The first step is to help the group adapt to and survive in its external organizational environment. Second, combining and 
integrating the organization's internal activities in such a way that it can continue and stay in mission performance. 

[41, 42] Individual organizational loyalty is also linked to organizational culture. The level of creativity, invention, 
and innovation enjoyed by the organization's personnel is also influenced by the organization's culture. The amount of 
coordination and efficacy in directing activities and tasks, as well as the availability of competing possibilities, form the 
predominant organizational culture. Furthermore, various research have shown that an organization's efficiency is 
connected to its cultural pattern [43, 44]. 

The existence of crises, or the capacity to forecast their impending appearance, is considered as a tool of pushing required 
reforms, as it is one of the strategies of avoiding or averting crises. For example, markets that are losing ground or big 
rivals entering the market. Because of the importance of the human element to the organization, today's organizations have 
begun to focus on the performance of individuals, and the concept of performance management focuses on performance 
from the moment the job specifications are set in the job card, whether from responsibilities and duties to the results that 
the employee should produce [45, 46]. The performance management system emphasized collaboration between the 
manager and subordinates in the process of planning, monitoring, and evaluating performance, so that the employee feels 
important as an effective member of the organization and works to achieve the goals set for him as he becomes an integral 
part of its growth. 

The performance management method stressed frequent employee evaluations with the objective of decreasing 
mistakes to the greatest degree feasible, therefore changing the company into one that is efficient, effective, and capable of 
using all available human resources. 

Profiles International enables you to customise your training program to the individual needs of each employee. Our 
employee performance solutions give insight into each employee's important traits, enabling you to analyze their fit for 
their role, boss, and team. This compatibility study highlights the employee's strengths as well as issues that may provide 
challenges (e.g., difficulty performing the task or potential conflict with the manager or a teammate). 

The contact between subordinates and superiors grows as a consequence of performance management's ongoing review. 
This benefits the performance process, which is linked to the organization's outputs and aims for high levels of efficiency at 
all times. The performance management strives to maintain a high level of performance throughout the year, as well as to 
increase the ability of the employee to give through an effective, unbiased evaluation based on a number of standards 
developed in collaboration between the president and the heads, which leads to the performance that the management 
desires in order to achieve its objectives. 

The key success criteria for the firm are shared values among its personnel, the most essential of which are collaboration, 
customer service, and a commitment for continual development. These characteristics are used to determine the most 
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critical job-related obligations and responsibilities. As a result, the person must bear this in mind when carrying out his 
professional tasks. 

It is natural for the level of quality that we seek to achieve to be commensurate with the available resources, and there must 
be prior agreement on the level of quality required in light of previous production designs and the objectives and 
expectations that accompanied the design [47], taking into account the competitive process in the market, which represents 
an important point in Competition between the two parties over the expected level of quality. Naturally, the notion of 
quality is different for agencies and companies that create services, but it is vital to have a guide that outlines the needed 
quality standards. 

Study hypotheses. 

HA 1: There is a considerable relationship between organizational systems and employee management. 

HA 2; There is a considerable relationship between the physical environment and employee management. 

HA 3; There is a considerable relationship between organizational culture and employee management. 

HA 4; There is a considerable relationship between employee management and organizational performance. 

HA 5. Employee management acts as a mediator between its impacting factors and organizational performance.  

3. Methodology 
The researchers used the social survey technique to gather, categorize, and assess data in order to develop conclusions that 
fit the study's objectives. The questionnaire was utilized to gather data that addressed the research questions, and references 
were also examined. Documents, statistics, and previous research on the topic of the study will be utilized to gather data 
and information on the influence of the internal work environment on performance [49]. 

Because the present study's results and details will be relevant to the Dubai hospitality industry as a whole and give a full 
picture of the sector, all hotel classes were included in the sample frame. In return for completing the questionnaire, 
workers were informed about the study's objectives and given a summary of the survey findings. When prospective 
respondents indicated that they had introduced new hospitality programs during the previous three years and agreed to 
participate in the research, they were sent a questionnaire. The questionnaire included questions on (a) organizational 
systems and structure, (b) physical environment, (c) organizational culture, (d) employee management, and (e) 
organizational performance. Information on the respondents' organizations and hospitality. The researcher distributed 500 
questionnaires, collected 283 responses, but only 247 were full and usable. As a consequence of a pre-test with hotel sector 
workers who had difficulty differentiating and found it simpler to react to a 5-point sale, the rating system was adjusted 
from a 7-point scale to a 5-point scale. Furthermore, the pre-test revealed that hospitality employees usually struggled to 
shift to Likert-type scales. The measures' convergent and discriminant validity, as well as internal reliability, were 
subsequently determined using exploratory factor analysis and Cronbach's alpha tests. The questionnaire was originally 
written in Arabic and then translated into English for the first edition. The scale's convergent and discriminant validity, as 
well as internal consistency, were then assessed using exploratory component analysis and Cronbach's alpha tests. 

 

 
 

 

 

 

 

 

Fig. 1. Framework of the study 
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The response rate for the study was 49.4%, with 56% of the participants being male and 44% being female. The age group 
of 18 to 28 year olds accounts for 48% of the total, followed by the age group of 28 to 38 year olds with 36% and the age 
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including 58% bachelor's degrees, 31% undergraduate degree, and 11% graduate degree. The majority of respondents, 
58%, had job experience of 5 years or less, 44.5% had work experience of 5-10 years, 13% had work experience of 10-15 
years, and 8.5% had work experience of more than 15 years. As can be seen in Table 1, 60% of the respondents had an 
Emirati nationality, while the remaining 40% had another nationality. 

Table 1. Distribution of hotel staff employees according to various demographic criteria. 

The response rate for the study was 49.4%, with 56% of the participants being male and 44% being female. The age group 
of 18 to 28 year olds accounts for 48% of the total, followed by the age group of 28 to 38 year olds with 36% and the age 
group of 38 to above year olds with 16%. The sample included individuals with a range of educational attainment levels, 
including 58% bachelor's degrees, 31% undergraduate degree, and 11% graduate degree. The majority of respondents, 
58%, had job experience of 5 years or less, 44.5% had work experience of 5-10 years, 13% had work experience of 10-15 
years, and 8.5% had work experience of more than 15 years. As can be seen in Table 1, 60% of the respondents had an 
Emirati nationality, while the remaining 40% had another nationality. 

Table 1. Distribution of hotel staff employees according to various demographic criteria. 

Demographic factors Group Rate % percent 
Respondents' ages 18 to 28 118 47.77328 
 28 to 38 88 35.62753 
 38 to above 41 16.59919 
Respondents' Gender F 139 56.2753 
 M 108 43.7247 
Respondent education Bachelor's 

degree: 
 

143 57.89474 

 Undergraduate 
degree;  

76 30.76923 

 Graduate degree 28 11.33603 
Respondents' 
Experiences 

5 or less 
143 57.89474 

 Less than 5 year 83 33.60324 
 5 to 10 110 44.53441 
 10 to15 33 13.36032 
 15 or above 21 8.502024 
Respondents' 
nationality 

Emirate 
148 59.91903 

 Foreigners 99 40.08097 
 

To assess the reliability of the measurement items of all the variables, an internal consistency check was carried out. The 
value of Cronbach’s alpha was computed again and generated a value of 0.805 for overall, 0.801 in Organization 
performance, 0.813 Management of Employees,0.790 for Organizational systems and structure, 0.804 for Physical 
environment, and 0.806 Organizational culture. The study, therefore deduced that Management of Employees were reliable 
in assessing the effect of Management of Employees on organization performance. 

Table 2. Reliability Analysis 
Variable ITEM Mean Alpha of Cronbach 

Organization 15 4.00 0.801 



400                                                                                                                                    A. Jahmani et al.: The Impact of Employee … 

 

 
 
© 2023 NSP 
Natural Sciences Publishing Cor. 
 

 Performance 

Management of 
Employees  

11 4.01 0.813 

Organizational 
systems and structure  

6 3.90 0.790 

Physical environment  8 4.30 0.804 

Organizational 
culture 

14 4.00 0.806 

 

A high level of correlation was calculated between the variables, and there is a significant correlation between all of them, 
as shown by the symmetric matrix with the Pearson correlation coefficient given in table 3. This indicates that there was a 
significant relationship between organization performers and Management of Employees and the supfactors. This illustrates 
that there is a favorable correlation between Employee Management and business results. 

Table 3. Correlation between Management of Employees and Organization Performance: 

Variables  Organization 

 Performance 

Management 
of 
Employees  

 

Organizational 
systems and 
structure  

 

Physical 
environme
nt  

 

Management of 
Employees  

 

.581** 1   

Organizational 
systems and 
structure  

.459** .513** 1  

Physical 
environment  

.451** .499** .511** 1 

Organizational 
culture 

.389** .381** .539** .529** 

 

Analyses of the Factors 
The test assesses sampling adequacy for each variable in the model and for the full mode, the fraction of variance among 
variables that could be common variance. The lower the percentage, the more suitable the data are for factor analysis. The 
number of samples deemed sufficient for doing a factor analysis on a value. All components account for 50.01% of the 
variance in the organization's performance; statistical validity of the model 

is also considered, as shown in Table 3. 

Table 5. Multiple Regression Analysis 
 

B Std. Error Beta. t Sig. 

Management of Employees to 
Organizational systems 

0.47 0.047 0.466 9.947 0.000 

Management of Employees  

to Physical environment 

0.141 0.044 0.153 3.214 0.001 

Management of Employees to 
Organizational culture 

0.417 0.051 0.381 8.155 0.000 
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Performance 

To Management of Employees 

-19.505 7.288 -0.159 -2.676 0.008 

*. The effect is significant at the 0.01 level 

Multiple regression analysis was carried out with engagement as the moderator "criterion" variable. The independent 
variables were organizational systems and structure, physical environment, and organizational culture. Based on the 
coefficient values, it is discovered that organizational systems and structure (t=.9.947, P=0.000) and physical environment ( 
=.3.214, P=0.001) have an influence on employee management, but organizational culture has t. 8.155, p=0.000 influence. 
The fit index measurements indicated that the model is reliable for fitting the data. 

5. Conclusions 
Employee management is one of the tactics used by firms in the hospitality sector to enhance their performance. 
Management of Employees was developed to enhance employee growth and, in turn, improve the overall performance of 
the firm. This is because when employees are motivated and given the opportunity to participate in decision-making 
processes, they become more committed to their job. Organizational performance is positively connected with employee 
management, and organizational systems, structure, and physical environment affect employee management, as well as 
employee management influencing organization performance, according to the correlation study. 

The organizational structure enforces securing individual dedication and obedience to the organization's needs, not vice 
versa. Finally, the conventional structure symbolizes the forbidden framework within the exercise of power (the 
organizational structure chooses and defines which functions inside the organization have power), and choices are made 
with this framework in mind. A structure is the region of operations and activities of an organization. 

According to the author Peter Darker, the organizational structure may help the company achieve its objectives in three 
ways: specifying the tasks to be done, distributing the appropriate resources, and coordinating them. Each employee is 
required to understand the organization's established responsibilities for people in order to help in decision-making. 

The organizational structure of any institution is intended to assist it in achieving its objectives efficiently and effectively 
by assisting in the implementation of plans and decision-making, defining individual roles, and achieving harmony between 
the various units and activities, thereby preventing overlap, duplication, bottlenecks, and so on. The organizational 
structure, on the other hand, has a significant impact on the behavior of individuals and groups in institutions; for example, 
the division of labor and specialization entails assigning specific tasks and responsibilities to each individual, and the 
individual's obligations and expectations as a result of this may give him a sense of job satisfaction. The organizational 
structure of a firm is a way of attaining its goals. The organizational process is the foundation for human resource quality 
and growth. There are several definitions of the organization that differ depending on the notions of people who stated it as 
well as the diversity of the organization and its purposes. In light of this, organization is recognized as one of the most 
significant parts of all institutions' and organizations' administrative activity, regardless of the type of their job or activity. 

The work environment is one of the most important aspects and components for the success of business institutions, which 
are currently receiving increased global attention, because worker satisfaction reflects the work environment, which is 
reflected in their productivity and performance, and thus the organization's success. The work environment is consisting of 
various characteristics and standards implemented inside the business, such as management techniques and practices, 
salaries and pay, etc., and is split into an internal work environment and an external work environment [50]. 

Organizational culture can be defined as a system of meanings, symbols, beliefs, rituals, and practices that have developed 
and stabilized over time and have become a distinguishing characteristic of the organization in order to create a common 
understanding among its members about what the organization is and what its members are expected to do [51]. 

Organizational effectiveness is predicated on culture and its compatibility with strategy, environment, and technology. Bold 
marketing techniques are consistent with dynamic settings, which need cultures that encourage initiative and risk taking, 
acceptance of variety and pluralism, and a high degree of horizontal coordination and vertical integration. In contrast, 
among the many administrative divisions, methods that seek to boost output place a priority on effectiveness and are hence 
ideal for stable situations. 

These tactics' effectiveness may be attributed to an organizational culture that values rigid control, risk minimization, and 
intolerance of deviations. The degree of compatibility between the internal environment and cultural values is also a feature 
of successful organizations: simple and routine technology commensurate with stable environments, and works in a culture 
that follows a pattern central to decision-making and allows only a limited amount of individual initiative. The intricate and 
sophisticated technology, on the other hand, requires a significant deal of adaptability and flourishes in cultures that 
encourage initiative and self-discipline. 
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Leaders and hotels in Dubai do not need to entirely change performance management in order to have a beneficial 
influence on their employees. Managers are expected to lead and stimulate employee performance via constant dialogues 
with their teams by concentrating on interacting with people rather than talking about them. Leaders have an immediate 
chance to enhance managers' ability and abilities in carrying out their tasks and conducting talks. As a leader, you must 
start making this change right now, not later. 
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