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ABSTRACT

This study sought to examine the Effect of employee relations on the performance of private organizations: a case study Jordan University College – Morogoro. The study adopted a positivist research philosophy, Quantitative approach and the case study design was used at the collection of the information at one specific point in times. The target population was 488 respondents and 122 respondents were the sample size of the study. Sampling techniques used was stratified random sampling. The questionnaires were used to collect data. The collected data were analyzed using IBM SPSS Statistics. Finding revealed employee’s safety to some extent that employee has an understanding of firefighting education, the training that has ever been given within the organization. Also findings imply that communication in the organization is not transparent and correct for the relationship between employees, and repetition of bad behavior of employees occurs in the organization and this leads to conflicts and affects the performance of the organization.  The study recommends a private organization has to develop and maintain a positive attitude to employees, should maintain effective communication channels and explore on other ways to improve the organizational performance. Also private organization should ensure that they implement the health and safety programs at their work places not just because it is a government requirement but also because it will result to improved employee performance.
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CHAPTER ONE

INTRODUCTION

1.1 
Overview

This chapter describes the background to the research problem, statement of the research problem, research objectives, significance of the study and the organization of the study.

1.2 
Background of the Problem

Richard et al., (2019) stated that organizational performance, as one of the important parameters in management studies, can be shown by comparing the final results of the organization with its goals and objectives. Organizations cannot do well and achieve their goals if there is a bad relationship between the employees and the employer, so it is very important for managers to create and maintain a good relationship with their employees. A good employee-management relationship is essential to the workplace whether it is during recruitment, during employee tenure or during separation (Rahman and Taniya, 2021).
A good employer-employee relationship is important for an organization because it encourages employees to work well and produce more results (Burns, 2020). The use of human relations in managing human resources is important in today's competitive business environment (Christen, Iyer & Sober man, 2018). Organizations need employees who can work peacefully to achieve the goals and objectives set, and this can only be achieved if there is a good employee relation in the organization, since the goals of employee relations are to achieve good employee relations and reduce conflict practices in employment (Torrington & Hall, 2019). Employee relationship management has many positive effects in organizations such as strengthening communication and organizational culture, promoting the company's products, services and customers, providing real-time access to company training, targeting information to employees according to their needs (Wargborn, 2019).
The biggest challenge in managing labor relations stems in part from the confusion between industrial relations and labor relations. Although these are somehow related, they are not exactly the same, because on the one hand the latter involves dealing with workers either collectively or through their unions and on the other hand, the former relates to dealing with workers either collectively or individually (Rahman and Taniya, 2021).
Furthermore, Hom & Kinicki, (2021) show that this long-term confusion often upsets the processes of increasing employee morale and thus affects the effectiveness of the organization. In some cases, union leaders are found to be self-seeking and show a lukewarm attitude towards labor issues, which often leads to disciplinary failures with no long-term positive effect on worker behavior. Workers should be treated as unique people with different backgrounds and value expectations rather than the usual approach of treating them as a bunch of economic tools through the system of trade unions and employers.
The old-fashioned view creates misunderstandings between workers and their unions and thus delays the correct understanding of problems in the direction without any progress towards individual satisfaction, customer satisfaction, shareholder satisfaction and organizational success (Ugoani, 2022). Study conducted by Amessa, & Drakeb, (2018) in Kenya found that a good employee management relationship is important to the workplace whether it is during recruitment, during employee tenure or during separation. Omuya, (2018) revealed that Organizations cannot perform well and achieve their goals if there is a bad relationship between the employees and the employer, so it is very important for managers to create and maintain a good relationship with their employees.
In recent times Tanzania while most workers are on job, they do not produce more simply because of the unhealthy relationship they have with their fellow colleagues and employers. A recent study conducted by Samwel, (2022) revealed that employees do not put up their best performances at workplaces when they are un-happy with management, government, or even their fellow colleagues. Bad employee-employer relationship results in strike actions and lockouts. 
All these actions taken by employees to display their grievances only do the organization harm than good as productivity will be reduced drastically. By many accounts, employee relations today are in crisis. In academia, its traditional positions are threatened on one side by the dominance of mainstream economics and organizational behaviour, and on the other by postmodernism. In policy-making circles, the industrial relations emphasis on institutional intervention is trumped by a neo-liberal emphasis on the laissez faire promotion of free markets. 
Therefore, this study intends to assess Effect of employee relations on the performance of private organizations in Tanzania. The Human Relations Theory will be applied in this study with variables such as Employee conflict, Employee communication as well as Employee health.
1.3 
Statement of the Problem
In today's competitive environment, employee relations within the organization is one of the pillars and an important function of human resource management that leads to the efficiency of employees and the performance of the organization (Samwel, 2018). Hagenimana, et al. (2018) found that many organizations in Tanzania seem to throw employee relations behind them by not prioritizing them, Poor employer-employee relations among organizations operating in the global market and within the country have been a challenge.
Hagenimana, et al. (2018) and Rwiza, (2020) have claimed that keeping employees happy and healthy increases their effort, contributions and productivity and that improving their motivation requires employees to recognize the balance between their goals and those of the organization. Kanfer, (2019) revealed that employees have a very important role to play to achieve the organization's goals.
Hagenimana, et al. (2018) founded that the issue of employee relations and how it relates to performance has not been given the attention it deserves by management. Rwiza, (2020) found that employees at organization do not put up their best performance because of unhealthy relationships with their employers. This study also adds to the literature and research in the under researched area of effect of employee relations on private organization performance. This study aims to close the gap that destroys organizations in establishing good relationships between employees and achieving organizational performance goals.
1.4 
Research Objectives

1.4.1 
General Objective

To assess effect of employee relations on the performance of private organizations in Tanzania.
1.4.2 
Specific Objectives

(i) To assess the effect of employee’s safety on the performance of private organizations in Tanzania.
(ii) To determine the effect of communication on the performance of private organizations in Tanzania. 

(iii) To examine the effect of conflict on the performance of private organizations in Tanzania.
1.4.3 
Specific Objectives

(i) How does employee’s safety influence performance of private organizations in Tanzania?

(ii) To what extent communication effect on performance of private organizations in Tanzania?

(iii) How does collective conflict affect performance of private organizations in Tanzania?

1.5 
Significance of the Study

This study aims to reveal the various practices of employee relations that the Jordan University College has done to increase its productivity and contribute to the economic development of the society in which it works, and the country as a whole. This study was therefore help organizations to manage the various effects of employer-employee relationship practices in the organization. 
The study was also bring specific, employee relations practices that the college has been able to provide to its employees. It also aims to bring the level of motivation the college has given its employees to work efficiently, among others. The importance of this study is therefore to highlight various employee relations’ practices and how they affect organizational productivity. This study was going a long way in explaining how organizations should treat employees to increase productivity.
1.6 
Organization of the Study

The study was organized into five chapters: The first chapter was focus on the introduction, background of the problem, statement of the problem, research objectives as well as significance of the study. Chapter two address definition of the key concepts, theoretical framework, empirical literatures, conceptual framework, research hypotheses and research gap. The third chapter provides the methodology of the study. It consists of research philosophy, research design and sampling procedures, data collection, data analysis, validity and reliability of the study.

CHAPTER TWO
LITERATURE REVIEW
2.1 
Introduction

This chapter presents definitions of key terms, theoretical framework, empirical studies, conceptual framework, research hypotheses and research gaps.
2.2 
Definitions of Key Terms

The key terms of this study are employee relations, communications, conflict, employee health, private organization and performance.
2.2.1 
Employee Relations
The definition of employee relations refers to the organization's efforts to create and maintain good relations with its employees. By maintaining good and healthy employee relations, organizations hope to keep employees loyal and more engaged in their work (Marwat, 2019). 

Employee relations refer to the relationship between or between an employer and its employees. Depending on the context, this term has both practical and theoretical uses (Ackers, 2022). In this study Employee relations was used to refer relationship building and effective interaction between employers and employees, and to a large extent helps to develop a sense of community within an organization.
2.2.2 
Communications

David (2019) explained that communication is the exchange of messages between people for the purpose of finding common meanings. It can happen verbally, or electronically, in a variety of ways such as email, mobile apps, intranets and collaboration tools. Communication is usually understood as the transmission of information. 
Its precise definition is disputed and there is disagreement about whether unintended or unsuccessful transmission is included and whether communication not only transmits meaning but also creates it. Communication requires a sender, the person who initiates the communication, transfers his thoughts or encodes the message (Bauman, 2018). In this study communication was used to refer the sending and receiving information and it can be one-to-one or between groups of people, and it can be face-to-face or through communication devices.
2.2.3 
Conflict

A conflict is a struggle with a clash of interests, opinions, or even principles. Conflicts always are found in society; because the basis of conflict can vary from individual, race, caste, class, political and international (Gershenfeld and Kochan, 2019). Conflicts are serious disagreements and arguments about something important. If two people or groups are arguing, they have had disagreements or major arguments and have not yet come to an agreement (Nicholson, 2019). In this study a conflict was used to refer disagreements and serious arguments. If two people or groups are arguing, they have had a serious disagreement and have not yet reached an agreement.
2.2.4 
Employee Health
Employee health is a term used to describe the overall health of an organization's workforce. Employee health is one of the most important aspects of an organization. Healthy employees are widely regarded as pillars of organizational success (Marc, 2022). Employee health includes the physical and mental state of your employees. It can cover illness and well-being in the same breath. When we talk about health, physical health comes to mind first, but mental health is just as important. And bad physical health can lead to bad mental health and vice versa (Armstrong, & Laschinger, 2021). In this study employee health was used to describe the overall health of an organization's employee includes all perspectives and dimensions of well-being and health, including physical and emotional well-being. 
2.2.5 
Private Organization
The private organization is a part of a country's economic system run by individuals and companies, rather than a government institution. Most private organizations are run for profit (Muller-Jentsch, 2021). McDonald, (2017) defined a private corporation is any partnership, organization, person or agency that is not run by a profit or public organization. It includes all for-profit businesses that are not government owned or operated. In this study private organization was used to refer the part of the economy that is not controlled by the government. It includes any for-profit businesses run by individuals or companies.
2.2.6 
Performance
Performance is the ability to achieve organizational goals more efficiently and effectively, Organizational performance refers to how well the organization does in different areas (Brookings, & Media, 2022). Performance is defined as the use of knowledge, skills, and abilities that a person has to complete a task. How an individual gets a grade at the end based on the job duties they have. Work performance is of two types: contextual and functional (Marwat, 2019). In this study performance was used to refer terms of the achievement of estimated goals.
2.3 
Theoretical Framework

2.3.1 
Human Relations Theory

This theory was proposed by Elton Mayo in 1933. This theory comes from the school of human relations. In this case, the reduction of organizational tension is considered to depend on the ability of individuals to achieve personal fulfilment in the workplace. Workers are considered qualitatively different from other resources used in production. So, if workers are denied freedom at work, or are reduced to working as appendages to the machine they operate, or are given work that restricts their ability to create and think, it is argued that they find ways to distort it. Control procedures that implement these conditions.
The main role of management on this concept is to manage workplace relationships in ways that enable employees to feel personally satisfied with their involvement with the organization. For this reason, companies operating on this basis are expected to recognize the right of employees to have a voice about how they are governed (Judge, 2002). They are also expected to take a keen interest in developing staff skills as a way of demonstrating commitment to their personal well-being. 
In any case, the goal of this method of labor relations management is the one that seeks to reduce internal tension by promoting the sense of satisfaction in the workplace felt by employees through methods that involve them in the organization and control of work (Cropanzano, 1998). This theory was criteria such as employee communication, employee conflict as well as employee health. Human Relations Theory helps improve employee relations, reduce conflict, promote job satisfaction, and create a positive work environment. It also helps promote diversity, and open relationships and teamwork are essential for increased organizational productivity. Human Relations Theory puts all the emphasis on interpersonal and informal group relationships. It tends to overemphasize psychological aspects at the expense of structural and technical aspects.
2.4 
Empirical Studies

Musheke, and Phiri, (2021) did study on The Effects of Effective Communication on Organizational Performance Based on the Systems Theory in Zambia. Study used a quantitative approach to describe and analyses data collected for the study from 88 respondents. Musheke, and Phiri, (2021) used questionnaire to identify factors affecting effective communication based on systems theory. Descriptive analysis and Pearson’s correlation were used to analyse the results. 
The results showed a Pearson correlation coefficient, which is statistically insignificant indicating that there was no statistically significant relationship between management and channel of communication used. However, the results from indicated that there was a relationship between channel of communication used and effective communication with a Pearson correlation coefficient of effective communication has a positive effect on organizational performance, while the objective of this study is to assess effect of employee relations on the performance of private organizations in Tanzania.
Ahad, et al. (2020) conducted study on impact of conflict on project performance in public and private sector organizations in Pakistan. The study used quantitative approach. The study found that conflicts are inevitable in every project and cover complete sphere of project life cycle activities. Project conflicts may affect the project performance positively or negatively. One of the major reasons of project failure, among many others, is that the project conflicts are not embraced and/or managed effectively. Project managers must be prepared to plan and exercise effective conflict management strategies in order to keep the project on track. Therefore, project conflicts must be identified and analyzed at every stage of the project if a project manager wants to complete the project in time, within budget and according to specifications. 
However, project conflicts, their impact and related management strategies may be different in different organizational contexts. Public sector organizations (PSOs) may have different conflicts, their impacts and related management strategies than their private counterparts due to the contextual differences between the two sectors. Therefore, a comparative study is needed to investigate the differences between public and private sector organizations on this aspect. 
The results indicate that although, there are many similarities between the organizations but there are also some fundamental differences between them. Ahad, et al. (2020) study was conducted in Pakistan while this study was carried out in Tanzania to clear the gap on Conflict context. Hussain, (2020) conducted study on impact of effective communication on organizational performance with moderating role of organizational culture in united of Arabs. The data was collected from 64 professionals working in Islamabad based IT and Telecom sector organizations. The results of study show that there is positive impact of effective communication on organizational performance however; if organizational culture is not supportive then it put negative effect on organizational performance. 
Hussain, (2020) study reveal management of organizations should encourage and implement the culture of effective communication within and between the organizations for better performance, thus, a study on effect of employee relations on the performance of private organizations in Tanzania so as to fill the employee relations gap.
Shabani, et al. (2022) conducted study on the impact of conflict management styles on Organizational Performance in Kosovo. The study used the quantitative method to answer the research questions. The study participants included 100 public and 100 private sector managers. Findings: In the private sector, the most commonly used style is compromise, while the avoidance style is the least adopted. In the public sector, managers use the dominating style for conflict management while using the obliging style the least. 
According to the OLS model, the obligating style explains organizational performance in the private sector, while organizational performance is explained more by the compromising style in the public sector. Novelty/improvement: This research contributes to an in-depth understanding of the association of organizational performance with conflict management styles in the private and public sectors of Kosovo. It shows through a comparative approach that organizational performance improves drastically by selecting the appropriate style of conflict management. 
Shabani, et al. (2022) study was conducted in Kosovo while this study was carried out in Tanzania to clear the gap on Conflict context. Saeed, et al. (2015) did study on employees health: work behavior and organizational performance; research scholar, school of management, in China. Study revealed that Human resource- human capital is the heart of any successful enterprise, especially in global competitive working environment. 
Only skilled people provide innovation, creativity and many other intangible contributions. Unlike structural capital, human capital never permanently belongs to a particular firm. Employees can walk out the door at any time unless firms find the ways of employees well-beings which keeps them attached with organization. Saeed, et al. (2015) summarizes the relationship and effects; between employees health and work behavior, its effects on the organizational performance. 
It express how employees mental and physical health impacts on the employees behavior; employees behavior how effects on the organizations performance, It describes the interplay between risk factors, cost and performance. Organizations as an employers have a responsibility to nurture employees resilience, because healthy employees are vital for increased productivity, competitiveness and well-being of the society. 
Healthy employees has positive attitude towards work and reduce medical care costs which results in increased organizational performance. Saeed, et al. (2015) study was conducted in China while this study was carried out in Tanzania to clear the gap on employee’s health context.
Xiu, (2019) conducted study on impact of organizational support for employees’ health on organizational commitment, intent to remain and job performance in USA. Study data were collected from surveys of employees at a public university that provides employees with a variety of wellness program options. Conditional procedural analysis was conducted to test the model. Xiu, (2019) showed that employees’ perceptions of OSEH positively related to both turnover intention and job performance and that affective commitment fully mediated the relationships between OSEH perceptions and both dependent variables. Research limitations/implications – Cross-sectional data were collected on OSEH, affective commitment, and employees’ intent to remain in the organization and job performance. 
Future studies based on panel data would be helpful to establish the causal relationships in the model. Xiu, (2019) findings show that employees’ perceptions of OSEH are likely to affect behavioral outcomes through affective commitment, suggesting that managers should ensure that employees are aware of organizational support for health promotion. Xiu, (2019) focused on impact of organizational support for employees’ health in USA while this study was focus on Effect of employee relations on the performance of private organizations particularly in Tanzania.
2.5 
Research Gap

From the reviewed theoretical and professional studies, it is clear that considerable attention has been directed towards public organizations and the general work environment, yet the relationship between employees and employers, along with its impact on the development of the private sector, has received minimal focus. Research conducted by Hagenimana et al. (2018), Kanfer (2019), Rwiza (2020), and several others indicates that few efforts have been made to address the challenges faced by employee relations in various institutions within Tanzania, particularly in Morogoro Municipality. Consequently, this study aims to fill this knowledge gap by evaluating the influence of employee relations on the performance of private organizations in Tanzania.
2.6 
Conceptual Framework

The conceptual framework above indicates that performance of private organizations is independent variable, which can be affected by three independent variables, which are employee safety, Employee communication and Employee conflict. 

Figure 2.1: Conceptual Framework of the Study

Source: Literature Review (2024)
2.6.1 
Employee Safety
The achievement of a high level of safety in the workplace is important because eliminating or at least reducing risks. A safety risk is the moral and also the legal responsibility of workers, this calls for managers to continue to monitor health risks, which may affect employees (Ahad, et al. 2020). Improving organizational performance involves using systems that think about the organization, its processes and responsibilities and also support employee well-being, which includes addressing employee satisfaction and the employee's physical, mental, and social health.
2.6.2 
Employee Communications
Communication is the use of written or spoken words to transfer information. Written and oral communication is prevalent in organizations (Musheke, and Phiri, 2021). Two communication skills that are very important to management effectiveness are listening skills and feedback skills. Communication is not only important in our daily life but also plays an important role in the workplace. It is one of the important factors that improve or destroy the relationship between employees.
Communication must be transparent and accurate for a warm relationship between employees clarity in thinking is important. Employees must be very clear about what is expected of them. The roles and responsibilities of the employees must be informed before the start of work and if there is any change or urgency that should also be communicated to the relevant employees.
2.6.3 
Employee Conflicts
Conflict is natural and inevitable among people working together but should be kept to manageable levels. Within any organization, there are usually different positions and tasks. People who occupy these positions have different perspectives, goals, thought patterns and concerns. It is difficult to imagine a society or an organization without inherent differences and conflicts and this leads to conflict. Some problems lead to serious conflicts that negatively affect workplace relationships. Some of the negative effects of conflict are employee dissatisfaction, insubordination, reduced productivity, and economic loss among many others. Company management must develop strategies to reduce conflicts in order for the organization to succeed.
2.6.4 
Organization Performance
The performance of organizations depends on the performance of employees and other factors such as the environment in which the organization operates. The organization is doing well to successfully achieve its goals. Shabani, et al. (2022) refers to performance management as an overall system for gathering information and communicating it to employees to improve organizational performance.
Poor organizational performance has been defined as the characteristic of laziness, excessive bureaucracy and control of organizations that discourage the self-development efforts of individual members and fail to benefit from potential, Margerison (2016). Business performance can be measured by many indicators, such as asset base, market share, quality, customer satisfaction and profitability.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Introduction

This chapter presents the methodology that was utilized in the study. It highlights the research philosophy, research design, study area, sampling procedures, sample size, data collection tools, analysis, validity and reliability of the study.
3.2 
Research Philosophy

The method that helps determine how data should be collected in research work is called research philosophy (Bryman, 2020). What is recognized as true and what should be true are two beliefs around which the philosophy of research revolves. When the researcher makes certain ideas, which are based on the research study, the ideas should be reflected in the research philosophy (Kumar, 2021). There are two types of research philosophy namely positive philosophy and philosophical philosophy. To explain the research problems from the research philosophy of the positive perspective are used, and to explain the problems from the interpretive research philosophy of the phenomenon itself is used (Becker, 2019). 
The philosophy of positivist research is widely used because of its objective nature by researchers conducting research today. It mainly follows the empirical investigation of the phenomenon; therefore it is very familiar. The reality that is changed in different ways is done in the philosophy of positivist research (Creswell and Clark, 2017). This study was adopted a positivist research philosophy.

3.3 
Research Approach
In this study Research Approach was use Quantitative approach, Quantitative approach is the method of testing objectives by determining the relationship between variables (Michael, 2020). Data collected can be numerical in form of statistics, percentages. The study employ this approach due to unique strength that made the researcher to test and validate theories already constructed, but also it allows credibility that made to establish cause and affect relationships.
3.4 
Research Design and Strategy
This study was employ a case study design, a case study design is a type of research method that is used when one wants to get information on the current status of a person or an object. It is used to describe what is in existence in respect to conditions or variables that are found in a given situation. Case studies are used in preliminary and exploratory studies to allow the study to gather information, summarize, present and to be interpreted to follow with the need of clarification (Mitchell, 2019). The case that was chosen in this study is Jordan University College – Morogoro. 
3.5 
Study Population

The population of this study was all employees at Jordan University College in Morogoro. According to Jordan University College website (2023) there are 488 employees at Jordan University College.
3.6
 Study Area

This study was conducted at Jordan University College in Morogoro municipal. The factors behind to the choice of Jordan University College as a case study are grounded on the fact that Jordan University College is one among of private organization in Morogoro. Thus, a study on the Effect of employee relations on the performance of private organizations in Tanzania is suitable in the chosen area.
3.7 
Sampling Design

In this study a probability sampling design was utilized. Under this a simple random sampling was used to select the required sample of the study. A simple random sampling was used to provide equal chance to all employees at Jordan University College to be part of the study.
Table 3.1: Sample Size

	S/No.
	Departments
	Frequency
	Percentage

	1. 
	Account and finance officers
	8
	6.5%

	2. 
	Administrative
	4
	3%

	3. 
	Admission officers 
	7
	5.7%

	4. 
	Carpentry
	6
	5%

	5. 
	Cleaners
	9
	7.3%

	6. 
	Cooks
	4
	3%

	7. 
	Dean of students
	3
	2.4%

	8. 
	Environmental attendants
	6
	5%

	9. 
	Examination officers
	4
	3%

	10. 
	Internal auditor
	3
	2.4%

	11. 
	Lectures
	32
	26%

	12. 
	Librarians
	7
	5.7%

	13. 
	Loan officers
	4
	3%

	14. 
	Male warden
	2
	1.6%

	15. 
	Plumbers
	3
	2.4%

	16. 
	Procurement
	5
	4%

	17. 
	Receptionist
	2
	1.6%

	18. 
	Resource mobilization
	5
	4%

	19. 
	Secretary
	3
	2.4%

	20. 
	Social workers
	5
	4%

	Total
	122
	100%


Source: Field Data 2024
3.8 
Sample Size

This study was used a sample size of 122 obtained from the target population. The sample size of 122 was adequate since it is allied with Mgenda and Mgenda (2003) who suggested that adequate sample size should be above thirty per-cent (30%) of the target population and therefore to ensure an adequate sample, this study used 73% of the target population. Hamed (2017) argued that sample size is the elements or individual elements selected from the target population to represent other groups of elements. The sample size is necessary for each study or investigation to make inferences about the population from the sample. Creswell & Clark, (2017) suggested that to reduce sampling error, the sample should be larger enough. 
3.9 
Data Collection Tools
Data collection refers to the process of gathering specific information aimed at providing a refuting some facts. The researcher used both sources of data; that’s primary and secondary due to the fact that having one source of data wouldn’t provide clear and quality information to the problem. This study was utilizing primary data collection methods to get information from respondents. Primary data are data collected a fresh from the field for the first time and are original in character. Therefore, the researcher was questionnaires to collect primary data from the field. 
3.9.1 
Questionnaires

Hamed (2017) found that a questionnaire is a data gathering instrument through which a subject responds to questions or statements that generally require factual information. At the same time, a questionnaire has some disadvantages. For example, some respondents may not return their questionnaires on time. Also some questions in questionnaire may be ignored. In this study, questionnaire methods were used to obtain information from 122 employees.
3.10 
Data Analysis

In analyzing data, various procedures were used depending on the nature of data collected. Main descriptive analysis like simple percentages, totals and averages was employed with the help of IBM SPSS Statistics. Data was collected and analyse in a way that it enable to answer the research questions to meet the objective of the study.
3.11 
Validity

Validity is the extent to which data collection method or methods accurately measure what they were intended to measure (Hartl, 2017). To ensure validity of this study, the research instruments were piloted to few selected sampled research respondents at Jordan University College in Morogoro municipal. Comments from the respondents were helped the researcher to modify the content of the questions before distributing them to the targeted respondents of the study.
3.12 
Reliability

Reliability means an instrument's ability to achieve consistent outcomes (Creswell et al., 2021). Whenever repeated, the process is effective as it achieves the same results (Best & Khan, 2006). Reliability often explores the degree at which the knowledge provided by the same individuals, but variations at time, is associated. To ensure reliability in this study, results were determined by SPSS to evaluate result.

Table 3.2: Reliability Test

	S/N
	Variable
	No of items
	Cronbach's alpha test

	1.
	Employee safety
	5
	.76

	2.
	Employee communication
	5
	.84

	3.
	Employee conflict
	5
	.78

	4.
	Private organizations performance
	5
	.70


Source: Field Data (2023)
3.13 
Ethical Issues

Ethical consideration is a collection of principles and values that should be followed while doing human affairs. The ethical considerations make sure that no one act in such a way is harmful to society or an individual (Bhasin, 2020). As this study requires the participation of human respondents, certain ethical issues were highly addressed for the purpose of ensuring the privacy as well as the safety of the participants. Those ethical considerations were: ensuring informed consent, maintaining privacy and confidentiality, observing respondents’ freedom of voluntary participation, and getting a research permit from the government authority to authenticate the genuineness of the study.
CHAPTER FOUR

RESEARCH FINDINGS AND DISCUSSION
4.1 
Overview
This chapter presents and discusses the findings accordingly based on the major study themes. This study firstly begins by presenting the demographic information. Secondly, it presents the effect employee’s safety on the performance of private organizations in Tanzania. Third it presents the effect of communication on the performance of private organizations in Tanzania. Last, it presents the effect of conflict on the performance of private organizations in Tanzania.
4.2 
Demographic Information of Jordan University College Staffs
This section presents respondents in terms of demographic information such as gender, age, level of education, and experience working with the organization.  
4.2.1 
Gender of the Respondents 

Findings in Table 4.1 present the respondents' distribution by gender. More than half 78 (63.9%) of respondents are female, compared to 44 (36.1%) of respondents are male. These findings show that number of males was low compared to the female counterpart. 
This indicates the existence of gender imbalance, this study has no special gender issues, thus this gender imbalance provides no harm in the study findings.  This implies that still in workplaces females are more eager than males. 

Table 4.1: Gender of Respondents

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	44
	36.1
	36.1
	36.1

	
	Female
	78
	63.9
	63.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Researcher, (2024)
4.2.2 
Age of Respondents 

The findings present the respondents' distribution by age. As shown in Table 4.2 about 35 (28.7%) had aged between 20-29 years followed by 62 (50.8%) had an age between 30-39 years, followed by 16 (13%) had an age between 40-49 years and 9 (7%) had an age between 40-49 years. These findings indicate that the organization have an active age group factor which will ensure employee relations within organization. This shows the organization has potential staffs to fulfill relations within organization for better results of work.
Table 4.2: Respondents Distribution by Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	20-29 years
	35
	28.7
	28.7
	28.7

	
	30-39 years
	62
	50.8
	50.8
	79.5

	
	40-49 years
	16
	13.1
	13.1
	92.6

	
	50 years and over
	9
	7.4
	7.4
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Researcher, 2024
4.2.3 
Education of Respondents with Organization

Findings in Table 4.3 presents the respondent distribution by education level, a large proportion 71 (58.2%) had the Degree level of education followed by 25 (21%) who had Diploma level of education, followed by 14 (11.5%) had Masters Level of education and 12 (9.8%) had Certificate level of education. 

These findings imply that despite the fact that educational level is one among the variables to be assessed in this study; the researcher was interested to assess the available employee relations in terms of educational capacity since skills and knowledge of staffs in any organization seem to be very essential for better work results.
Thus, these results show that the organization has enough employees with skills and knowledge who can carry out various activities for better work output. On the other hand, this indicates that the organization still needs to increase efforts to develop those employees in terms of education, especially those with certificates, so that they enter higher levels of education, with many employees entering the master's level and continuing according to the needs of knowledge and skills. 

Table 4.3: Respondents Distribution by Education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Certificate
	12
	9.8
	9.8
	9.8

	
	Diploma
	25
	20.5
	20.5
	30.3

	
	Degree
	71
	58.2
	58.2
	88.5

	
	Masters
	14
	11.5
	11.5
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Researcher, (2024)
4.3  The effect Employee’s Safety on the Performance of Private Organizations
One of the objectives of this study was to determine the effect employee’s safety on the performance of private organizations. In order determine the effect employee’s safety, the researcher had 5 questions to be answered by using Likert scale such as: 1 = Strongly Disagree, 2 = Disagree, 3 = neither Disagree nor Agree, 4 = Agree, 5 = Strongly Agree. The study investigated whether the Employees are trained on fire fighting.
Table 4.4:Employees are trained on Fire Fighting
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	14
	11.5
	11.5
	11.5

	
	Disagree
	13
	10.7
	10.7
	22.1

	
	Agree
	64
	52.5
	52.5
	74.6

	
	Strongly Agree
	31
	25.4
	25.4
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The findings presented in Table 4.4 revealed that majority 64 (52%) of respondents out of 122 agreed that Employees are trained on fire fighting; also 31 (25%) of respondents out of 122 strongly Agree that Employees are trained on fire fighting. However, 14 (11.5%) respondents strongly Disagree and 13(10.7%) Disagree. Fire fighting training within the organization is among the strategies of the organization in ensuring that they maintain good relations between the employees of the organization and lead to the development of the organization. Finding has discovered to some extent that employees have an understanding of fire fighting education, the training that has ever been given within the organization.
Table 4.5: Medical Covered for Employees is respected for everyone by the Employer

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Neither Disagree nor Agree
	40
	32.8
	32.8
	32.8

	
	Agree
	59
	48.4
	48.4
	81.1

	
	Strongly Agree
	23
	18.9
	18.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The findings in Table 4.5 revealed that 59 respondents out of 122 which is 48.1% Agree that Medical covered for employees is respected for everyone by the employer, while 40 (32.8%) Neither Disagree nor Agree, followed by 23 respondents out of 122 which is 18.9% was Strongly Agree that Medical covered for employees is respected for everyone by the employer. Finding has shown to a great extent that the Medical covered for employees is respected for everyone by the employer. This leads to the improvement of good relations between the employee and another employee as well as the recruiter and also leads to the development of the organization as a whole. Researcher also was interested in assessing whether employees are well informed about the personal health, diet, sleep, positive thinking.
Table 4.6: Employees are well informed about the Personal Health, Diet, Sleep, and Positive Thinking

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	17
	13.9
	13.9
	13.9

	
	Disagree
	82
	67.2
	67.2
	81.1

	
	Agree
	23
	18.9
	18.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The findings in Table 4.6 revealed that 82 (67.2%) of the respondents Disagree that employees are well informed about the personal health, diet, sleep and positive thinking, followed by 23 (18.9%) Agree and who Strongly Disagree was 17(13.9%). These findings imply that a large number of employees do not agree that employees have good information about personal health, nutrition, sleep and positive thinking. This means that access to information on personal health, nutrition, sleep and positive thoughts are not among the factors that stimulate employee relations within the organization.

Researcher also was interested in assessing whether employees are advised on personal security.
Table 4.7: Employees are advised on Personal Security

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	122
	100.0
	100.0
	100.0


Source: Field Data (2024)
The findings in Table 4.7 revealed that 122 (100%) of the respondents Disagree that employees are advised on personal security. The findings imply that all employees have indicated that they are not consulted on personal security, this shows how much this can hamper the relationship of the organization and stimulate poor development within the organization. Researcher also was interested in assessing whether Provision of enough spacing in the Offices is respected.
Table 4.8: Provision of Enough Spacing in the Offices is Respected
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	9
	7.4
	7.4
	7.4

	
	Disagree
	42
	34.4
	34.4
	41.8

	
	Neither Disagree nor Agree
	50
	41.0
	41.0
	82.8

	
	Strongly Agree
	21
	17.2
	17.2
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The findings in Table 4.8 revealed that 50 (41%) of the respondents Neither Disagree nor Agree that Provision of enough spacing in the Offices is respected, while other Disagree were 42 (34.4%) followed with few 21 (17.2%) were Strongly Agree. The findings reveal that the provision of sufficient positions in the Office is not considered, this can create good relations within the organization to lead to the development of the organization. The consideration of adequate positions in the Office helps to promote employee relations and the success of the organization as a whole.
4.4 The effect of Communication on the Performance of Private Organizations 
The second specific objective of this study was to assess the effect of communication on the performance of private organizations. In order to determine the effect of communication on the performance of private organizations, the researcher had 5 questions to be answered by using Likert scale such as : 1 = Strongly Disagree, 2 = Disagree, 3 = neither Disagree nor Agree, 4 = Agree, 5 = Strongly Agree. The following are some questions and their responses in tables below.
This study investigated if Head of offices devote part of his time to understand and know the employee’s needs. The table 4.12 shows results as follows.
Table 4.9: Head of Offices Devote Part of his Time to Understand and know the Employee’s Needs
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly Disagree
	122
	100.0
	100.0
	100.0


Source: Field Data (2024)
The Table 4.9 reveals that majority of responses 122(100%) Strongly disagree that Head of offices devote part of his time to understand and know the employee’s needs. From these facts it implies that the head of the office does not spend part of his time to understand and know the needs of the employee, this can affect communication that can bring progress within the organization. The head of the office is responsible for allocating time to be able to monitor the progress of his employees and their needs in general.
The researcher investigated if the communication in organization is transparent and precise for a warm relationship among employees and in turn how this effect of communication on the performance of private organizations. The Table 4.10 shows the respondent’s responses.
Table 4.10: Communication in Organization is Transparent and Precise for a Warm Relationship among Employees
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	15
	12.3
	12.3
	12.3

	
	Neither Disagree nor Agree
	84
	68.9
	68.9
	81.1

	
	Agree
	23
	18.9
	18.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)

The Table 4.10 indicates that 84(68.9%) of respondents neither Disagree nor Agree that communication in organization is transparent and precise for a warm relationship among employees followed with 23(18.9%) of respondents agree, and last 15(12.3%) of respondents Disagree. These results imply that communication in the organization is not transparent and correct for the relationship between employees; it is difficult to maintain good relationships between employees if the communication is not good, because good relationships lead to the success of the organization.

The researcher was also interested in understanding if in Jordan University College organization communication is freely with employer.

Table 4.11: In Jordan University College Organization Communication is Freely With Employer
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	90
	73.8
	73.8
	73.8

	
	Agree
	32
	26.2
	26.2
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.11 indicates that 90(73.8%) of respondents Disagree that in organization communication is freely with employer and also 32(26.2%) of respondents Agree. These results has been found that the communication between the employee and the employer is not something that can be done easily, the organization enabling the employees to communicate between themselves and the employer; this can lead to success in the organization.
The researcher was also interested in understanding if managers and executive secretary can deliver clear messages to employees about matters relating to work.

Table 4.12: Managers and Executive Secretary can Deliver Clear Messages to Employees about Matters Relating to Work
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	19
	15.6
	15.6
	15.6

	
	Agree
	67
	54.9
	54.9
	70.5

	
	Strongly Agree
	36
	29.5
	29.5
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.12 reveals that all responses 67(54.9%) Agree that managers and executive secretary can deliver clear messages to employees about matters relating to work. Followed by 36(29.5%) Strongly Agree and 19(15.6%) Disagree. From these facts it implies that different number of the employees within organization receive clear messages about matters relating to work. The researcher investigated if the delivery information process to employees is considered quick and clear. 
Table 4.13: Delivery Information Process to Employees is Considered Quick and Clear
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Agree
	101
	82.8
	82.8
	82.8

	
	Strongly Agree
	21
	17.2
	17.2
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.13 reveals that most of the responses indicate that 101(82.8%) agree that delivery information process to employees is considered quick and clear also 21(17.2%) responded on Strongly Agree. Finding reveal sending information from the recruiter to the employees is quick and easy, this can lead to the development of maintaining relationships within the organization and leading to good performance of the organization.
4.5 
The Effect of Conflict on the Performance of Private Organizations
A third objective of this study was to assess the effect of conflict on the performance of private organizations. In order to determine the effect of conflict, the researcher had 5 questions to be answered by using Likert scale such as: 1 = Strongly Disagree, 2 = Disagree, 3 = neither Disagree nor Agree, 4 = Agree, 5 = Strongly Agree.

This study also investigated the availability of poor communication / miscommunication in the organization increases conflict on the performance of private organizations and the table below shows the results.
Table 4.14: Poor Communication / Miscommunication

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Neither Disagree nor Agree
	52
	42.6
	42.6
	42.6

	
	Agree
	14
	11.5
	11.5
	54.1

	
	Strongly Agree
	56
	45.9
	45.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)

The Table 4.14 indicates that those who strong agree on poor communication availability within organization are 56 (45.9%), followed by Neither Disagree nor Agree 52 (42.6%), followed by Agree 14 (11.5%) this imply that the organization does not have strong communication that can lead to good relations and development of the organization, any organization focusing on good communication is easy to bring development and good production.
This study also examined whether repetitive negative behavior by the employees the results are shown in the table below as follows.
Table 4.15: Repetitive Negative Behavior by the Employees
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	57
	46.7
	46.7
	46.7

	
	Agree
	58
	47.5
	47.5
	94.3

	
	Strongly Agree
	7
	5.7
	5.7
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.15 indicates that those who Agree on repetitive negative behavior by the employees are 58 (47.5%), but also other Disagree are 57 (46.7%), study reveal that repetition of bad behavior of employees occurs in the organization and this leads to conflicts and affects the performance of the organization. The development of the organization is stimulated by the stability that exists among the employees.
This study also examined whether differences in values influence conflict on the performance of private organizations, the results are shown in the table 4.15.
Table 4.16: Differences in Values
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Agree
	81
	66.4
	66.4
	66.4

	
	Strongly Agree
	41
	33.6
	33.6
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.16 indicates that those who agree differences in values available in organization are 81 (66.4%), also other Strongly Agree are 41 (33.6%), finding reveal differences in values are among the factors that trigger conflicts within the organization, this situation leads to poor performance. In order to ensure that the organization achieves good progress, it is good to ensure that values are among the things that are carefully managed.
This study also examined whether issues of wages and salaries influence the effect of conflict on the performance of private organizations, the results are shown in the table below as follows.

Table 4.17: Issues of Wages and Salaries
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Neither Disagree nor Agree
	66
	54.1
	54.1
	54.1

	
	Agree
	43
	35.2
	35.2
	89.3

	
	Strongly Agree
	13
	10.7
	10.7
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.17 indicates that Neither Disagree nor Agree 66(54.1%) that issues of wages and salaries, also other agree 43(35.2%) followed by 13(10.7%) who Strongly Agree. study reveal that things related to salaries and wages have been seen to be accepted by employees as things that can lead to conflicts between employees, many times this happens when within the organization there are different divisions of salaries and wages, it is important for organizations to ensure that they provide the same levels to all employees.
This study also examined whether Lack of cordial relationship between labor and management leads to the effect of conflict on the performance of private organizations, the results are shown in the table below as follows.

Table 4.18: Lack of Cordial Relationship between Labor and Management
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Neither Disagree nor Agree
	52
	42.6
	42.6
	42.6

	
	Agree
	48
	39.3
	39.3
	82.0

	
	Strongly Agree
	22
	18.0
	18.0
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)

The Table 4.18 indicates that most respondents Neither Disagree nor Agree 52(42.6%) that Lack of cordial relationship between labor and management, followed by 48(39.3%) Agree and 22(18%) strongly agree. This study also examined lack of a good relationship between the employee and the supervisor is one of the factors that lead to conflicts and cause poor performance in the organization.
4.6 
Organization Performance
This part was assessing organization performance. In order to determine the effect of employee relations on the performance of private organizations, the researcher had 5 questions to be answered by using Likert scale such as: 1 = Strongly Disagree, 2 = Disagree, 3 = neither Disagree nor Agree, 4 = Agree, 5 = Strongly Agree.
This study also investigated the availability of task conflicts have an effect on organizational performance effect of employee relations on the performance of private organizations and the table below shows the results.
Table 4.19: Task Conflicts have an Effect on Organizational Performance
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	30
	24.6
	24.6
	24.6

	
	Neither Disagree nor Agree
	53
	43.4
	43.4
	68.0

	
	Agree
	39
	32.0
	32.0
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)

The Table 4.19 indicates that 53 (43.4%) who Neither Disagree nor Agree that task conflicts have an effect on organizational performance, followed by 39 (32%) who Agree, followed by 30 (24.6%) who Disagree. this imply that conflicts at work have an impact on the performance of the organization, so that the organization is successful in maintaining employee relations, it is important to evaluate the level of existing conflicts.

This study also examined whether Innovation consists to the organization developing new projects to better execution the results are shown in the table below as follows.

Table 4.20: Innovation Consists to the Organization Developing New Projects to Better Execution

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	4
	3.3
	3.3
	3.3

	
	Neither Disagree nor Agree
	19
	15.6
	15.6
	18.9

	
	Agree
	50
	41.0
	41.0
	59.8

	
	Strongly Agree
	49
	40.2
	40.2
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)

The Table 4.20 indicates that 50 (41%) Agree, followed by 49 (40.2%) Strongly Agree, followed by 49 (40.2%) Neither Disagree nor Agree. Study has been noted that creativity includes the organization to develop new projects in order to implement them well; good relations between employees bring creativity that helps the organization to develop new projects and leads to the development of the organization.

This study also examined whether organization continually enhances staff skills through continuous performance monitoring, the results are shown in the table below as follows.
Table 4.21: Organization Continually Enhances Staff Skills through Continuous Performance Monitoring

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	44
	36.1
	36.1
	36.1

	
	Neither Disagree nor Agree
	22
	18.0
	18.0
	54.1

	
	Agree
	56
	45.9
	45.9
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.21 indicates that most agree that organization continually enhances staff skills through continuous performance monitoring are 56 (45.9%), followed by 22 (18%) who Neither Disagree nor Agree and 44 (36.1%) who Disagree. Finding has been found that the organization continues to improve the skills of employees through continuous performance monitoring, improving the skills of employees helps to improve relationships between them and leads to good performance of the organization.
This study also examined whether Achievement of organization contract performance depends of good communication and the result of conflict management, the results is shown in the table below as follows.
Table 4.22: Achievement of Organization Contract Performance Depends of Good Communication and the Result of Conflict Management

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	52
	42.6
	42.6
	42.6

	
	Agree
	70
	57.4
	57.4
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.22 indicates that 70 (57.4%) who agree that achievement of organization contract performance depends of good communication and the result of conflict management, followed by 52 (42.6%) who disagree, finding reveal that the success of the performance of the organizational contract depends on good communication and the results of conflict management, good relations between employees leading to successful performance. This study also examined whether Conflict management may prevent wasted time and helps an organization achieve its goals; the results are shown in the table 4.23.
Table 4.23: Conflict Management may Prevent Wasted Time and help an Organization Achieve its Goals

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Agree
	76
	62.3
	62.3
	62.3

	
	Strongly Agree
	46
	37.7
	37.7
	100.0

	
	Total
	122
	100.0
	100.0
	


Source: Field Data (2024)
The Table 4.23 indicates that those who Agree that conflict management may prevent wasted time and help an organization achieve its goals are 76 (62.3%), also other Strongly Agree are 46 (37.7%). Finding found that managing conflicts can prevent lost time and help the organization achieve its goals, managing conflicts is the main way to ensure that the organization has good relations between its employees and leads to success

4.7 
Discussion of the Findings

The discussion of these findings was done in relation to specific objectives about the effect of employee relations on the performance of private organizations in Jordan University College, Morogoro region. The general objective of this study was to determine the employee relations on the performance of private organizations. The Specific Objectives were: to assess the effect employee’s safety on the performance of private organizations in Tanzania, to determine the effect of communication on the performance of private organizations in Tanzania and to examine the effect of conflict on the performance of private organizations in Tanzania.
4.7.1 
Issues Related to Employee’s Safety on the Performance of Private Organizations
The research findings on those aspects revealed that to some extent that employee have an understanding of firefighting education, the training that has ever been given within the organization. Also finding has shown to a great extent that the Medical covered for employees is respected for everyone by the employer. This leads to the improvement of good relations between the employee and another employee as well as the recruiter and also leads to the development of the organization as a whole. As indicated in Chapter TWO, the idea is similar to Ahad, et al. (2020) implies that the achievement of a high level of safety in the workplace is important because eliminating or at least reducing risks. A safety risk is the moral and also the legal responsibility of workers, this calls for managers to continue to monitor health risks which may affect employees.
These findings imply that a large number of employees do not agree that employees have good information about personal health, nutrition, sleep and positive thinking. This means that access to information on employee’s safety thoughts are not among the factors that stimulate employee relations within the organization. 
As indicated in Chapter TWO, the idea is similar to Saeed, et al. (2015) summarizes the relationship and effects; between employees health and work behavior, its effects on the organizational performance. It express how employees mental and physical health impacts on the employees behavior; employees behavior how effects on the organizations performance, It describes the interplay between risk factors, cost and performance. Organizations as an employers have a responsibility to nurture employee’s resilience, because healthy employees are vital for increased productivity, competitiveness and well-being of the society. Healthy employees has positive attitude towards work and reduce medical care costs, which results in increased organizational performance.
The findings imply that all employees have indicated that they are not consulted on personal security; this shows how much this can hamper the relationship of the organization and stimulate poor development within the organization. Furthermore, the findings reveal that the provision of sufficient positions in the Office is not considered, this can create good relations within the organization to lead to the development of the organization. The consideration of adequate positions in the Office helps to promote employee relations and the success of the organization as a whole.
4.7.2 
Issues Related to Communication on the Performance of Private Organizations
The findings indicated that the head of the office does not spend part of his time to understand and know the needs of the employee; this can affect communication that can bring progress within the organization. The head of the office is responsible for allocating time to be able to monitor the progress of his employees and their needs in general. As indicated in Chapter TWO, the idea is similar to Hussain, (2020) in united of Arabs show that there is positive impact of effective communication on organizational performance however; if organizational culture is not supportive then it put negative effect on organizational performance.
Finding implies that communication in the organization is not transparent and correct for the relationship between employees; it is difficult to maintain good relationships between employees if the communication is not good, because good relationships lead to the success of the organization. Also the results has been found that the communication between the employee and the employer is not something that can be done easily, the organization enabling the employees to communicate between themselves and the employer; this can lead to success in the organization. 
Also from these facts it implies that different number of the employees within organization receive clear messages about matters relating to work. Furthermore finding reveal sending information from the recruiter to the employees is quick and easy, this can lead to the development of maintaining relationships within the organization and leading to good performance of the organization.
4.7.3 
Issues Related to Conflict on the Performance of Private Organizations
Finding reveal that repetition of bad behavior of employees occurs in the organization and this leads to conflicts and affects the performance of the organization. The development of the organization is stimulated by the stability that exists among the employees. Finding implies that the organization does not have strong communication that can lead to good relations and development of the organization, any organization focusing on good communication is easy to bring development and good production.

As indicated in Chapter TWO, the idea is similar to Shabani, et al. (2022) found in the private sector, the most commonly used style is compromise, while the avoidance style is the least adopted. In the public sector, managers use the dominating style for conflict management while using the obliging style the least. This research contributes to an in-depth understanding of the association of organizational performance with conflict management styles in the private and public sectors. It shows through a comparative approach that organizational performance improves drastically by selecting the appropriate style of conflict management.
Finding reveal differences in values are among the factors that trigger conflicts within the organization, this situation leads to poor performance. In order to ensure that the organization achieves good progress, it is good to ensure that values are among the things that are carefully managed. Also study reveal that things related to salaries and wages have been seen to be accepted by employees as things that can lead to conflicts between employees, many times this happens when within the organization there are different divisions of salaries and wages, it is important for organizations to ensure that they provide the same levels to all employees.

CHAPTER FIVE

SUMMARY OF FINDING, CONCLUSION, AND RECOMMENDATIONS
5.1
Introduction

This chapter is based on the summarization of research findings, conclusion recommendations and area for further research study, the recommendations of the research findings, which help to assess the effect of employee relations on the performance of private organizations in Tanzania.
5.2
Summary of the Study Findings
The study aimed to determine effect of employee relations on the performance of private organizations in Jordan University College – Morogoro. The study was guided by one theory Human Relations Theory was developed around 1933 by Elton Mayo. A case study design and Quantitative approach was used in this study.
The methods used to generate and collect primary data were questionnaire methods were employed to 122 employees, while the secondary data were collected by reviewing the professional documents, books, journal articles, reports and internet-based materials. The researcher was used Statistical Package for Social Science SPSS to analyses the quantitative data. 
Furthermore, the ethical considerations that were observed enabled each study participant to be free and have full participation during the study. The summary of the major findings is indicated below.
5.2.1 
Effect Employee’s Safety on the Performance of Private Organizations
The study in this objective revealed employee’s safety to some extent that employee has an understanding of firefighting education, the training that has ever been given within the organization. Also finding has shown to a great extent that the Medical covered for employees is respected for everyone by the employer. This leads to the improvement of good relations between the employee and another employee as well as the recruiter and also leads to the development of the organization as a whole.

These findings imply that a large number of employees they not have information about personal health, nutrition, sleep and positive thinking. This means that access to information on employee’s safety thoughts are not among the factors that stimulate employee relations within the organization. 

The findings imply that all employees they are not consulted on personal security; this shows how much this can hamper the relationship of the organization and stimulate poor development within the organization. Furthermore, the findings reveal that the provision of sufficient positions in the Office is not considered, this can create good relations within the organization to lead to the development of the organization. The consideration of adequate positions in the Office helps to promote employee relations and the success of the organization as a whole.

5.2.2 
Effect of Communication on the Performance of Private Organizations
The study in this objective indicated that the head of the office not spend part of his time to understand and know the needs of the employee; this can affect communication that can bring performance progress within the organization. The head of the office is responsible for allocating time to be able to monitor the progress of his employees and their needs in general. 

Finding implies that communication in the organization is not transparent and correct for the relationship between employees; it is difficult to maintain good relationships between employees if the communication is not good, because good relationships lead to the success of the organization. Also the results has been found that the communication between the employee and the employer is not something that can be done easily, the organization enabling the employees to communicate between themselves and the employer; this can lead to success in the organization. Also from these facts it implies that different number of the employees within organization receive clear messages about matters relating to work.

5.2.3 
Effect of Conflict on the Performance of Private Organizations
The study in this objective reveals that repetition of bad behavior of employees occurs in the organization and this leads to conflicts and affects the performance of the organization. The development of the organization is stimulated by the stability that exists among the employees. Finding implies that the organization does not have strong communication that can lead to good relations and development of the organization; any organization focusing on good communication is easy to bring development and good production.
Finding reveal differences in values are among the factors that trigger conflicts within the organization, this situation leads to poor performance. In order to ensure that the organization achieves good progress, it is good to ensure that values are among the things that are carefully managed. Furthermore study reveal that things related to salaries and wages have been seen to be accepted by employees as things that can lead to conflicts between employees, many times this happens when within the organization there are different divisions of salaries and wages, it is important for organizations to ensure that they provide the same levels to all employees.
5.3 
Conclusion

This study aimed at assessing effect of employee relations on the performance of private organizations in Tanzania. The main criteria considered are employee safety, communication and employee conflicts. Based on the results of the study, it is concluded that free communication and information flow are important in promoting organizational performance. It also concludes that private organizations should involve their employees in decision-making and have formal disciplinary procedures to avoid conflicts.
When organizations focus on safety, it safeguards employees and generates numerous beneficial results that can enhance overall performance. The safety of employees has a direct effect on the productivity, morale, and reputation of private organizations, which in turn propels their overall performance and success. Emphasizing safety is not just a moral obligation but also a strategically advantageous choice.
Also strong communication within private companies enhances employee involvement, encourages collaboration, minimizes disputes, and stimulates creativity. It establishes a basis for operational effectiveness and sustained performance, directly influencing the success of the organization. Furthermore, the impact of conflict on performance within private companies largely hinges on its management. 
Although unresolved or negative conflict can lead to reduced productivity, lower morale, and decreased customer satisfaction, positive conflict, when fostered and effectively overseen, can enhance creativity, boost problem-solving skills, and reinforce team cohesion. Adopting a balanced strategy for conflict management can enable organizations to leverage the advantages of constructive conflict while reducing its possible adverse effects.
5.3 
Recommendations 

Based on this study’s findings, the following recommendations have been made;
The study recommends private organization has to develop and maintain a positive attitude to employees, they should maintain effective communication channels and explore on other ways to improve the organizational performance. 
It is recommended that private organization should ensure that they implement the health and safety programs at their work places not just because it is a government requirement but also because it will result to improved employee performance which is a positive result and an achievement of their goals. 
It is recommended also that employees have to create a favourable working environment to make the job more effective, cost-effective, safe or gratifying and to accomplish by a union, which provides, for the employer, an efficient way of responding and communicating with the workers. It is recommended also that employer must adopt conflict resolution strategies that will improve on the performance of the organization.
5.4 
Area for Further Study

The study was confirmed to only one selected organization in Morogoro municipality. Therefore, the data generated and collected in this field of study cannot justify the reality of the whole country or other parts. Therefore, the researcher recommends that: 

(i) A similar study can be conducted on the influence of employee relations on organizational performance

(ii) A similar study can be conducted on the employee relations and its effects on employee productivity
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APPENDICES
Appendix I: Questionnaires

Questionnaire for employees
My name is Kamalana Chanai; I am carrying out research entitled “Effect of employee relations on the performance of private organizations in Tanzania in Jordan University College” in fulfilment of the award of Masters of Human Resources Management (MHRM) of The Open University of Tanzania. Hereunder is a questionnaire which I would like you to fill up.  While filling up this questionnaire, please encircle the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = neither Disagree nor Agree 4 = Agree 5 = Strongly Agree. 
Please note that, the information you provide will be kept confidential and will only be used for this research and that no attempt will be made to disclose your identity. 
SECTION A: General Information 

	A1 
	Gender 
	Male 
	☐
	
	
	Female ☐

	A2 
	Age  
	Under 20 years ☐
	20-29 years☐
	
	30-39 years ☐
	
	
	40-49 years ☐
	50 years and over ☐

	A3
	Years of Experience
	Below 10 years ☐
	10-20 years ☐
	
	Above 20
	 years ☐

	A4
	Level of Education ………………………………………………..


SECTION B:
Questions Relating to the Study
Employee’s safety

	S/N
	Statement 
	SCORE

	1
	Employees are trained on fire fighting
	1
	2
	3
	4
	5

	2
	Medical covered for employees is respected for everyone by the employer
	1
	2
	3
	4
	5

	3
	Employees are well informed about the personal health, diet, sleep, positive thinking
	1
	2
	3
	4
	5

	4
	Employees are advised on personal security
	1
	2
	3
	4
	5

	5
	Provision of enough spacing in the Offices is respected
	1
	2
	3
	4
	5


Communication on employee relation

	S/N
	Statement 
	SCORE

	1
	Head of offices devote part of his time to understand and know the employee’s needs.
	1
	2
	3
	4
	5

	2
	Communication in your organization is transparent and precise for a warm relationship among employees
	1
	2
	3
	4
	5

	3
	In Jordan University College organization communication is freely with employer
	1
	2
	3
	4
	5

	4
	Managers and executive secretary can deliver clear messages to employees about matters relating to work
	1
	2
	3
	4
	5

	5
	Delivery information process to employees is considered quick and clear
	1
	2
	3
	4
	5


Employee’s conflict

	S/N
	Cause of conflict in your place 
	SCORE

	1
	Poor communication / miscommunication
	1
	2
	3
	4
	5

	2
	Repetitive negative behavior by the employees
	1
	2
	3
	4
	5

	3
	Differences in values
	1
	2
	3
	4
	5

	4
	Issues of wages and salaries
	1
	2
	3
	4
	5

	5
	Lack of cordial relationship between labor and management
	1
	2
	3
	4
	5


Organization performance

	S/N
	Statement
	SCORE

	3
	Task conflicts have an effect on organizational performance
	1
	2
	3
	4
	5

	4
	Innovation consists to the organization developing new projects to better execution
	1
	2
	3
	4
	5

	1
	Organization continually enhances staff skills through continuous performance monitoring
	1
	2
	3
	4
	5

	2
	Achievement of organization contract performance depends of good communication and the result of conflict management
	1
	2
	3
	4
	5

	5
	Conflict management may prevent wasted time and help an organization achieve its goals
	1
	2
	3
	4
	5
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