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ABSTRACT

The study titled "Assessing the Factors Affecting Employee Relations in Tanzania Public Services: A Case of Mbeya Water Supply and Sanitation Authority" aimed to explore the organizational factors influencing employee relations within Tanzania's public service sector. The specific objectives included Organizational factors influencing employee relations, communication strategies, and leadership style on employee relations. The population of the study consisted of 206 employees from Mbeya Water Supply and Sanitation Authority (Mbeya WSSA), with a sample size of 88 respondents obtained through stratified sampling techniques. Data were collected using structured questionnaires, and the analysis was conducted using the Statistical Package for the Social Sciences (SPSS) to apply descriptive statistics and correlation analysis. The findings indicated a strong positive correlation between efforts to promote belongingness, inclusivity, and recognition with enhanced employee relations. Additionally, effective communication strategies and transformational leadership were found to significantly improve employee morale, satisfaction, and organizational performance. The study concluded that fostering a sense of belonging, promoting inclusivity, recognizing employee contributions, and maintaining clear communication are crucial for positive employee relations. It recommended implementing regular team-building activities, diversity and inclusion training programs, recognition initiatives, and leadership development programs to enhance employee relations and organizational effectiveness within Mbeya WSSA.
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CHAPTER ONE
INTRODUCTION
1.1Chapter Overview

This chapter covered the background of the study that highlighted the origin of employee relation discussed by different scholars. It also shows the key determinant influencing employee relation in Tanzania public service. Furthermore, this chapter briefly explained the statement of the problem, Research objectives, Research questions as well as significance of the study. 

1.2 Background of the study

Employee relations are critical for organizational success, impacting efficiency, innovation, and service quality in public services (Ruatiana et al., 2019). Motivated employees enhance customer service and contribute to community well-being, thereby fostering public trust (Landa, 2018). Conversely, poor relations can lead to low morale and negative perceptions, ultimately undermining public service effectiveness (Butt et al., 2021). Investment in positive employee relations is therefore essential for both organizational and citizen satisfaction (Ajayi, 2019). However, some argue that other factors, such as training and leadership, also significantly impact public service success (Chohan & Hu, 2020).

Globally, research consistently highlights the profound impact of positive employee relations on organizational success. Studies demonstrate that engaged and satisfied employees contribute to efficient service delivery, innovative solutions, and a commitment to excellence (Rajashekar & Jain, 2023). This trend extends beyond the private sector, with similar effects observed in public services (Parmenas, 2022; Rahman & Tahseen, 2023). Furthermore, studies affirm that employee engagement is a pivotal driver of organizational success (Abid et al., 2018; Kumar & Patrick, 2022; Yan et al., 2023). Research also notes the influence of positive leadership behaviors on work engagement, particularly in Indian information technology organizations (Honnamane et al., 2023). These findings emphasize the universal importance of fostering positive employee relations across diverse sectors and regions.

In the African context, employee relations are shaped by economic, social, and legal factors. Globalization has had a notable impact, with economic liberalism promoting individualism and competition, which has, in some cases, weakened collective mechanisms and labor standards (Mehrotra, 2023). In South Africa, employee relations have evolved due to technological advancements, socio-economic changes, and the impact of COVID-19 (Trif & Paolucci, 2019). Similarly, Namibia's recent consolidation of labor laws into four Labour Codes is expected to significantly affect employee relations (Pinisetti et al., 2023). These insights underscore the need to consider local and global influences when analyzing employee relations in Africa.

In Tanzania's public services, with a focus on the Mbeya Water Supply and Sanitation Authority (Mbeya WSSA), the government is dedicated to enhancing service delivery and meeting Sustainable Development Goals, recognizing the importance of positive employee relations (Matimbwa & Masue, 2019; Nchimbi, 2019). Mbeya WSSA, established under Act No. 8 of 1997, operates autonomously in the Southern Highlands region. It is governed by a board of directors and regulated by the Water Utilities Regulatory Authority (EWURA) under the Ministry of Water's supervision. This authority is essential in providing clean water and sanitation to the community.

Despite government-led initiatives such as the establishment of the Rural Water Supply and Sanitation Agency (RUWASA) and EWURA, challenges persist within the sector. These issues necessitate targeted measures to improve effectiveness, making it crucial to assess the factors that influence employee relations in Tanzania's public services (Tiina Onkila, 2022). This study addresses gaps in existing research by focusing on Mbeya WSSA, aiming to provide insights that benefit both Mbeya WSSA and other public service entities in Tanzania.

This study integrates Human Relations Theory and Transformational Leadership Theory to explore employee relations within the Tanzanian public service, focusing on Mbeya WSSA. Human Relations Theory highlights communication, positive work environments, belongingness, recognition, and supervisor support as key factors for organizational success (Ajayi, 2019). Transformational Leadership Theory examines how leaders inspire, motivate, and empower employees, fostering organizational commitment and purpose (Honnamane et al., 2023). This study's objectives include examining organizational factors such as belongingness, inclusivity, recognition, communication strategies, and various leadership styles at Mbeya WSSA. By analyzing these elements, this research provides insights into improving employee relations in Tanzanian public services, offering recommendations for effective leadership practices to enhance service delivery and performance across the sector.
1.3 Statement of the Problem

The importance of effective employee relations in public services is widely recognized, as positive workplace relationships foster efficient service delivery, innovation, and commitment to public well-being (Abid et al., 2018; Landa, 2018; Matimbwa & Masue, 2019; Rajashekar & Jain, 2023). In Tanzania, particularly in critical sectors such as water supply, there is a significant gap in understanding the factors influencing employee relations, which has impacted organizations like the Mbeya Water Supply and Sanitation Authority (Mbeya WSSA) (Samwel, 2018). Persistent financial losses, delays in debt recovery, and project completion issues flagged in the recent CAG report (URT, 2022) suggest underlying challenges in human relations, potentially due to decreased employee morale, communication barriers, and leadership issues affecting performance and job satisfaction (Nzilano, 2017). While theories such as Human Relations Theory and Transformational Leadership Theory emphasize the importance of a supportive workplace and inspiring leadership, limited empirical research exists on their application within Tanzania’s public sector. This study aims to fill these gaps by examining key organizational factors, communication strategies, and leadership styles impacting employee relations at Mbeya WSSA, contributing to enhanced service delivery and citizen satisfaction through evidence-based strategies.
1.4 Research Objectives:

1.4.1 General Research Objective:

The main aim of this study was to assess the factors affecting employee relations in public service in Tanzania.

1.4.2 Specific Objectives:

i. To determine the key organizational factors influencing employee relations in Mbeya WSSA

ii. To examine the effect of communication strategies on enhancing employee relations within Mbeya WSSA.

iii. To examine the role of leadership styles in influencing employee relations in Mbeya WSSA.

1.5 Research Question

i. What are the key organizational factors influencing employee relations in Mbeya WSSA?

ii. How do communication strategies affect the enhancement of employee relations within Mbeya WSSA?

iii. What role do leadership styles play in influencing employee relations in Mbeya WSSA?

1.6 Significance of the study

Theoretical significance: This study's significance lied in its potential to address critical issues identified in the statement of the problem. By delving into the factors influencing employee relations within the Tanzanian public service, with a focus on the Mbeya Water Supply and Sanitation Authority (Mbeya WSSA), this research aims to uncover insights that can lead to tangible improvements. The identified problems, including persistent underperformance, financial losses, and low job satisfaction among employees, pose challenges to organizational effectiveness. Through a comprehensive examination of organizational factors, communication strategies, and leadership styles, this study seeks to contribute valuable knowledge to both society and individuals. The findings have the potential to inform policy adjustments, managerial decisions, and operational enhancements within public service entities, fostering improved employee relations, enhanced service delivery, and heightened citizen satisfaction. On a broader scale, the study's outcomes may serve as a benchmark for addressing similar challenges in other Tanzanian public service organizations, making a significant contribution to the overall advancement of organizational effectiveness and employee well-being in the public sector. This research also offers theoretical insights into the practical application of Human Relations Theory and Transformational Leadership Theory in the context of public service organizations, enriching the scholarly discourse on organizational behavior and management. 

1.7 Scope of the Study

The scope of this study encompasses the period from November 2021 to July 2024 and holds significant importance in understanding and addressing the challenges surrounding employee relations within Tanzania's public service, particularly focused on Mbeya Water Supply and Sanitation Authority (Mbeya WSSA). Through a comprehensive examination of organizational factors, communication strategies, and leadership styles, the study aims to provide insights into the factors influencing employee relations within Mbeya WSSA and the broader Tanzanian public service context.
1.8 Organization of the Study

The dissertation organized into five chapters. Chapter One provides an introduction to the study, including the background, problem statement, research objectives, research questions, significance of the study, scope, and organization of the dissertation. Chapter Two presents a comprehensive literature review, covering key concepts, theoretical frameworks, empirical studies, and the identification of research gaps. Chapter Three outlines the research methodology, detailing the research design, study area, population, sampling techniques, data collection methods, data analysis procedures, and ethical considerations. Chapter Four focuses on the presentation and analysis of the research findings, aligned with the specific objectives of the study. Finally, Chapter Five concludes the dissertation with a summary of key findings, conclusions, recommendations, limitations of the study, and suggestions for areas of further research. 

CHAPTER TWO

LITERATURE REVIEW
2.1 Chapter Overview

The literature review chapter is pivotal in research, provided a thorough analysis of existing scholarship that informs and shape the study's direction. It encompassed definition key terms, reviewed theoretical and empirical literature, identified research gaps, and constructed a conceptual framework that guide the research process effectively.

2.2 Definition of key terms

2.2.1 Employee Relations: Employee relations are a comprehensive approach to managing interactions between employers and employees, with the goal of creating a productive and harmonious work environment. It encompasses a range of organizational practices, including effective communication, conflict resolution, employee engagement, and support systems that foster mutual respect and understanding (Ruatiana et al., 2019.
2.2.2 Public Service: Public service refers to essential services provided by the government to meet the needs of its citizens, typically in areas like healthcare, education, infrastructure, and utilities. Public service organizations are crucial for societal well-being and play a key role in promoting equity and accessibility (Parmenas, 2022). In Tanzania, public service includes institutions such as the Mbeya Water Supply and Sanitation Authority (Mbeya WSSA), which operates under government oversight to provide clean water and sanitation to communities (Parmenas, 2022).
2.2.3 Human Relations Theory: The Human Relations Theory in management emphasizes the importance of interpersonal relationships, employee motivation, and communication for organizational success. This theory, initially developed in the early 20th century, posits that employees are not just motivated by financial incentives but also by emotional and social factors within their work environment (Ajayi, 2019). According to this theory, managers should focus on fostering a supportive work culture where employees feel valued and connected to the organization (Ajayi, 2019).

2.2.4 Organizational Factors: Organizational factors are internal elements within an organization that significantly influence employee behavior, job satisfaction, and workplace relationships. These factors include the work environment, organizational culture, inclusivity, recognition, and support systems. Each of these elements’ shapes employees’ experiences and interactions within the workplace (Ajayi, 2019). 
2.3 Theoretical Literature Review

The study draws on both Human Relations Theory and Transformational Leadership Theory to provide a comprehensive understanding of employee relations within the Tanzanian public service context. Each theory offers unique insights into the factors that shape employee satisfaction, motivation, and organizational success, making them relevant for analyzing and improving employee relations at Mbeya Water Supply and Sanitation Authority (Mbeya WSSA).
2.3.1 Human Relations Theory 

Human Relations Theory, originally formulated by Elton Mayo in the 1930s, remains a cornerstone in organizational studies, highlighting the critical significance of positive social interactions, effective communication, and supportive leadership in shaping employee satisfaction, motivation, and overall organizational effectiveness (Mayo, 1933). Belongingness, inclusiveness, recognition, development of affinity in the workplace, motivation, and communication emerge as pivotal variables within this framework (Kreitner & Kinicki, 2019).

Belongingness fosters a sense of connection and cohesion among employees, enhancing teamwork and collaboration (Grant & Dutton, 2012). Inclusiveness ensures that diverse perspectives are valued and integrated, promoting innovation and creativity (Kramer, 2012). Recognition serves as a powerful tool for reinforcing desired behaviors and encouraging continued effort and engagement (Eisenberger et al., 1999). Affinity in the workplace cultivates strong interpersonal relationships, fostering trust and mutual support among team members (Goffee & Jones, 2006). Motivation, a central tenet of Human Relations Theory, underscores the importance of intrinsic drives and extrinsic incentives in driving employee performance (Deci & Ryan, 2000).

Effective communication serves as the backbone of organizational interactions, facilitating information exchange, decision-making, and conflict resolution (Argenti, 2018). While Human Relations Theory offers valuable insights into these foundational aspects of organizational dynamics, it faces certain limitations. Its historical roots in the early 20th century may limit its applicability in capturing the complexities of contemporary organizational environments (Furnham, 2005). Moreover, subjective concepts such as 'positive social interactions' and 'supportive leadership' pose challenges in practical implementation and measurement (Korsgaard et al., 2014). Additionally, the theory's tendency to prioritize social dynamics may overshadow other critical organizational variables such as structure, strategy, and technology (Lawler & Mohrman, 2003).

2.3.2 Transformational Leadership Theory

Transformational Leadership Theory, introduced by James V. Downton and James MacGregor Burns in the latter half of the 20th century, offers a compelling framework that elucidates the transformative potential of leaders who inspire, empower, and challenge the status quo (Bass, 1985). 
This theory delineated several key variables that characterize transformational leadership practices. Idealized influence, the first component, entails the leader's ability to serve as a role model, emboded the values and vision of the organization, thereby eliciting admiration and respect from followers (Bass & Riggio, 2006). Inspirational motivation involves articulating a compelling vision for the future, imbuing followers with a sense of purpose and direction, and motivating them to transcend self-interest for the collective good (Avolio et al., 2004). 
Intellectual stimulation encourages critical thinking, innovation, and creativity among followers by challenging existing norms and promoting novel approaches to problem-solving (Bass, 1990). Individual consideration underscores the leader's personalized approach to coaching, mentoring, and developing individual team members, recognizing their unique strengths, needs, and aspirations (Avolio et al., 1999). 

Transformational leadership empowers employees by delegating responsibility, granting autonomy, and encouraging ownership, thereby fostering a culture of empowerment and accountability (Yukl, 1999). However, despite its transformative potential, transformational leadership encounters certain weaknesses. Dependency on the leader may arise among followers, leading to a reliance on their guidance and support, potentially stifling autonomy and initiative (Bass, 1985). Resistance to change may also manifest, particularly among individuals wedded to the status quo, who may perceive transformative initiatives as threatening or disruptive (Bass & Avolio, 1993). Furthermore, the tendency to idealize transformational leaders may overlook potential flaws or shortcomings in their leadership style, detracting from a nuanced understanding of their impact (Yukl, 1999). Lastly, implementing transformational leadership practices may pose challenges in hierarchical or bureaucratic organizational structures resistant to devolving power and decision-making authority (Bass, 1990).
By integrating both Human Relations Theory and Transformational Leadership Theory, the study aims to provide a comprehensive understanding of the multifaceted dynamics of social interactions, communication, and leadership within the Tanzanian public service context. Through in-depth exploration and analysis, the research sought to uncover nuanced insights that can inform organizational policies, practices, and interventions aimed at enhancing employee relations and organizational effectiveness.
2.4 Empirical Literature

2.4.1 Organizational Factors on Employee Relations

Organizational factors play a critical role in shaping employee relations, with studies suggesting that elements like organizational structure, communication, leadership, and culture significantly impact employee performance. 
Desta and Wakene (2019) investigated these influences in Ethiopian public service organizations and found that structural elements and leadership approaches are pivotal in employee engagement and productivity. Their study utilized chi-square, factor analysis, and regression models, identifying that a supportive organizational culture and effective communication strategies boost performance. However, the study was limited by its geographical scope and the lack of in-depth exploration, which restricted the development of comprehensive recommendations for broader contexts.

Similarly, Prajapati (2022) explored the drivers of employee engagement in Nepal Telecom, focusing on factors like career development, workplace well-being, and team relationships. The research employed correlation and regression analyses to establish that employee engagement significantly enhances organizational performance. Although insightful, the study’s reliance on a single organization and convenient sampling limits the generalizability of its findings. This study highlights that career advancement and positive team dynamics are critical for maintaining employee engagement, reinforcing that organizational support and development opportunities enhance employee relations.

Ugoani (2020), who examined the relationship between managing employee relations and organizational success in Nigeria. The study’s exploratory approach, coupled with statistical analysis, established a strong positive correlation between effective employee relations management and organizational success. 
Although this research provides useful insights, it suffered from a limited sample size and insufficient depth in exploring practical management practices, which reduces its generalizability. Nevertheless, it reinforces the notion that well-managed employee relations are vital for organizational success, particularly in public service contexts.

Mulunda (2019) investigated the impact of employee relations on performance in Kenya's energy sector, focusing on variables such as collective bargaining, conflict resolution, and employee communication. 
Findings indicated that these factors positively influenced employee performance, with motivation playing a moderating role. The study underscores that organizations should foster environments conducive to open communication and supportive employee relations frameworks, ultimately enhancing performance and satisfaction. These results are especially relevant in public service settings, where performance directly affects service delivery.

Maroof et al. (2022) examined how communication can stimulate decision-making and performance within Nigerian breweries. The study found that effective communication strategies promoted teamwork and informed decision-making processes. The emphasis on communication as a tool for fostering positive employee relations supports the notion that strong internal organizational factors, including communication, leadership, and structure, are essential for organizational success. Together, these studies underline the importance of supportive organizational factors in promoting positive employee relations across various sectors.
2.4.2 Communication Strategies on Enhancing Employee Relations

Communication strategies have a profound impact on employee relations, facilitating performance and workplace cohesion. 
Damian (2022) studied communication's effect on performance in Tanzanian engineering firms, identifying central and peripheral communication routes as well as transparency as key to improving performance. Through descriptive survey research, Damian concluded that diverse communication methods are essential for effective employee engagement. This finding is particularly relevant for public services, where clear and open communication is necessary to achieve organizational goals.

Kamil and Anuar (2022) explored workplace communication competence in Malaysia, conducting in-depth interviews with 12 employers to examine strategies to avoid communication breakdowns. Their study found that metacognitive and cognitive strategies, like observing others and seeking feedback, enhance communication. While the study focused on educational implications, its findings suggest that teaching employees effective communication strategies can enhance workplace relations, particularly by preventing misunderstandings and fostering a more cooperative work environment.

Maroof et al. (2022) investigated how communication impacts employee performance at International Breweries Plc in Nigeria. Using statistical tools like chi-square and correlation, they found that communication encourages collaboration and decision-making within teams. The study recommended that organizations should adopt and maintain diverse communication strategies to sustain these benefits. Effective communication not only improves performance but also fosters a sense of unity, which is crucial for positive employee relations, especially in large and diverse organizations.

Muliyani et al. (2022) examined how industrial relations strategies, including communication programs, impact employee motivation in Indonesia. Using qualitative methods, they identified that awards, events, and internal communication programs successfully improved motivation and engagement among employees. This study highlights the importance of involving employees in communication processes through various channels and incentives, which can significantly enhance motivation and positive relations.

Mulunda (2019) focused on communication strategies in the Kenyan energy sector, emphasizing conflict resolution and trade union involvement. Findings indicated that open and participatory communication positively impacts performance, with employee motivation acting as a moderator. 
This study aligns with broader findings, emphasizing the importance of communication in fostering positive employee relations. These studies collectively demonstrate that effective communication strategies are essential for improving employee relations and performance in diverse organizational settings.
2.4.3 Leadership Styles on Enhancing Employee Relations

Leadership styles are instrumental in shaping employee relations, as leaders influence motivation, engagement, and workplace cohesion.
 Aroko (2023) explored conflict management styles among local and foreign employees in Tanzania, revealing that diverse cultural backgrounds impact how conflicts are managed. The findings suggest that leaders need to understand and adapt to varying conflict styles to facilitate effective communication in multicultural settings. This study provides valuable insights for public services, where diverse workforces may require tailored leadership approaches.

Folarin (2021) conducted a study on effective leadership in Sub-Saharan Africa, advocating for more conscious and compassionate leaders across various sectors. The study emphasized that a scarcity of principled leaders has negatively impacted organizational outcomes, suggesting that the development of empathetic and competent leaders can improve employee relations and performance. Folarin’s research is particularly relevant in public service contexts, where leaders play a crucial role in inspiring employees and maintaining positive relations.

Syed et al. (2021) examined the impact of transformational and transactional leadership on performance and innovation in Chinese IT firms, finding that transformational leadership significantly enhances both. The study suggests that transformational leaders foster innovation by encouraging employees to transcend individual goals for organizational success. This leadership style is beneficial for public service organizations seeking to improve employee engagement and innovation, as it promotes a culture of purpose and commitment.

Tamimi and Sopiah (2022) conducted a systematic review examining various leadership styles and their influence on employee performance. They categorized findings from 45 studies, identifying transformational leadership as having a generally positive impact, whereas other styles showed varied effects depending on organizational context. Their study underscores the need for adaptable leadership in achieving organizational goals, especially in public sectors that require flexibility and responsiveness to changing demands.

Uledi (2022) studied leadership styles at SBC Tanzania Limited, finding that transformational and transactional styles positively influenced employee performance, while laissez-faire and autocratic styles were less effective. Recommendations included setting clear expectations and involving employees in decision-making, aligning with the need for supportive and inclusive leadership styles in the public sector. These studies highlight that leadership styles significantly impact employee relations, with transformational leadership consistently showing positive effects across different sectors.
2.5 Research Gap

In the context of employee relations in public service in Tanzania, the identified gaps in the literature are particularly relevant.

The limited geographical diversity, with a predominant focus on other regions such as Nepal, Ethiopia, Rwanda, Sri Lanka, and Nigeria, suggests a gap in understanding the specific dynamics and challenges of employee relations in the Tanzanian public service context (Prajapati, 2022; Desta & Wakene, 2019; Mulili, 2018; Sawithri et al., 2017; Samwel, 2018; Muthoka, 2017; Ugoani, 2020; Ali et al., 2018). Theoretical gaps in the literature, emphasizing organizational performance drivers, communication, and leadership styles, underscore the need for a tailored theoretical framework that specifically addresses the unique aspects of employee relations within public service organizations in Tanzania (Maroof et al., 2022; Kamil & Anuar, 2022; Maduenyi, 2015; Muliyani et al., 2022; Kang & Sung, 2017; Brhane & Zewdie, 2018).

This is crucial for developing a comprehensive understanding of the factors influencing employee engagement and performance in the Tanzanian public sector. Methodological gaps, such as the prevalent use of convenient and specific samples, highlight the necessity for research designs that capture the diversity and nuances of employee relations within the Tanzanian public service (Prajapati, 2022; Desta & Wakene, 2019; Mulili, 2018; Sawithri et al., 2017; Samwel, 2018; Muthoka, 2017; Ugoani, 2020; Ali et al., 2018). Addressing these gaps is essential to ensure the external validity and applicability of findings to the Tanzanian context.

Lastly, the practical gap identified in the limited exploration of specific organizational practices and interventions aligns with the need to investigate and recommend context-specific strategies that can enhance employee engagement and performance within public service organizations in Tanzania (Maroof et al., 2022; Kamil & Anuar, 2022; Maduenyi, 2015; Muliyani et al., 2022; Kang & Sung, 2017; Brhane & Zewdie, 2018). Closing these gaps will contribute to a more nuanced and applicable knowledge base for fostering effective employee relations in the Tanzanian public service.
2.6 Conceptual Framework

The conceptual framework (Figure 2.1) illustrated relationships between independent variables (organizational factors, communication strategies and leadership styles) and the dependent variable (employee relations). Factors like belongingness, inclusivity, Clear and transparent communication, Two-way communication, Feedback mechanisms influence employee relations, impacting organizational performance. Vision, Inclusivity, and Recognition shape employee relations dynamics, influencing organizational performance and reputation. This study examined these factors, especially in Mbeya WSSA, to understand their impact on employee relations in the public sector.  
 Independent variables                         


Dependent variable                                                                                      



Figure 2:1  Conceptual Framework
Source: Researcher (2024)
2.6.1 Independent Variables
Organizational Factors: Organizational factors are internal elements that shape employees' experiences and satisfaction within a workplace. Key factors include belongingness, inclusivity, and recognition, which collectively impact employee relations (Desta & Wakene, 2019; Kreitner & Kinicki, 2019). Belongingness fosters a sense of connection among employees, making them feel part of the organization and motivating them to engage positively with their roles and colleagues (Grant & Dutton, 2012). Inclusivity ensures that diverse perspectives are valued, creating an environment that respects all employees, reduces discrimination, and encourages collaborative efforts (Kramer, 2012). Recognition acknowledges and celebrates employees' achievements, reinforcing their sense of worth and motivating continued contributions (Eisenberger et al., 1999). Together, these factors create a supportive workplace culture that enhances employee relations, leading to improved morale, commitment, and performance (Ajayi, 2019).
Communication Strategies: Effective communication strategies are essential for building trust, reducing misunderstandings, and promoting a positive work environment. Clear and transparent communication ensures that employees are well-informed about organizational goals, expectations, and changes, fostering trust and alignment with organizational objectives (Damian, 2022). Two-way communication enables employees to voice their concerns, ideas, and feedback, creating an open dialogue between employees and management that strengthens employee relations (Kamil & Anuar, 2022). Feedback mechanisms allow for regular performance reviews and constructive feedback, helping employees understand their strengths and areas for improvement (Maroof et al., 2022). By promoting clear, open, and constructive communication, these strategies help foster a positive organizational culture where employees feel valued, contributing to stronger employee relations and higher job satisfaction (Muliyani et al., 2022).

Leadership Styles: Leadership styles significantly influence employee motivation, engagement, and satisfaction within the workplace. Visionary leadership provides a clear direction and purpose for the organization, inspiring employees to align their efforts with broader goals and fostering a shared sense of purpose (Avolio et al., 2004). Inclusivity in leadership ensures that leaders respect and involve all employees in decision-making processes, creating a culture of trust and collaboration (Yukl, 1999). Recognition by leaders highlights leaders’ efforts to appreciate and acknowledge employees' contributions, boosting morale and fostering loyalty (Bass & Riggio, 2006). Leadership styles that emphasize vision, inclusivity, and recognition create an empowering work environment that positively impacts employee relations, encouraging employees to feel more engaged and committed to the organization’s success (Folarin, 2021; Syed et al., 2021).
2.6.2 Dependent Variable 
Employee Relations: Employee relations represent the quality of interactions between employees and management, reflecting the overall work environment and level of employee satisfaction. Positive employee relations are characterized by trust, open communication, collaboration, and mutual respect, contributing to a harmonious workplace (Prajapati, 2022; Ugoani, 2020).

Strong employee relations have a direct impact on organizational performance, as they lead to higher job satisfaction, reduced turnover, and increased productivity (Tamimi & Sopiah, 2022). In public service organizations like Mbeya WSSA, positive employee relations are essential for achieving reliable and effective service delivery, as employees who feel supported and valued are more likely to contribute actively to the organization’s mission (Matimbwa & Masue, 2019; Samwel, 2018).

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Chapter Overview

This chapter served as a compass, delineated the methodology for a nuanced exploration of employee relations in public service organizations. Key components included the chosen research philosophy, approach, and a detailed description of the case study design.

3.2 Research Philosophy

Embracing a positivist lens, this study aligned with a quantitative research approach, emphasizing measurable and objective aspects of employee relations (Park et al., 2019). Positivism provided a structured foundation for data collection and statistical analysis.

3.3 Research Approach

Opted for a descriptive approach facilitated an in-depth investigation into Mbeya Water Supply and Sanitation Authority. This approach allowed for a rich, detailed exploration of the organization's unique context, emphasized the descriptive nature of the research within the positivist framework (Rustendi, 2022).

3.4 Research Design and Strategy

The chosen research design is a descriptive, focused on captured the intricacies of employee relations within the specific context of Mbeya Water Supply and Sanitation Authority. This design allowed for a detailed examination of the phenomenon, emphasized depth over breadth (Abubakar et al., 2022).
3.5 Area of the Study

The study was conducted at the Mbeya Water Supply and Sanitation Authority (Mbeya WSSA), located in Mbeya, a region in the Southern Highlands of Tanzania. Mbeya WSSA is a government authority responsible for the provision of clean water and sanitation services in Mbeya. Established under Act No. 8 of 1997, it operates autonomously but is regulated by the Water Utilities Regulatory Authority (EWURA) under the Ministry of Water’s supervision.

As a key public service entity, Mbeya WSSA plays a vital role in achieving the Sustainable Development Goals, particularly those related to water and sanitation. The authority's structure, organizational culture, and leadership approach offer a relevant context for exploring employee relations, as they directly influence service delivery and impact the well-being of the community.
3.6  Population of the Study

The population staff of Mbeya WSSA was 206 and the study adopted organizational structure that divided into departments, ensured a comprehensive representation (Mbeya WSSA, 2023). This strategic approach guaranteed that each department contributes proportionally to the overall findings, enhanced the descriptive nature of the study.

3.7 Sample and Sampling Techniques

The sampling procedure adopted for this study was stratified sampling, which allowed for proportional representation of employees across different departments within Mbeya WSSA. Stratified sampling was chosen to ensure that each department's unique characteristics were adequately represented, contributing to the robustness of the study's findings. By dividing the population into strata based on departmental affiliation, this method enabled a more precise and reliable understanding of employee relations across various functional areas. Each department was considered a distinct stratum, allowing for an equitable selection of participants that mirrored the overall structure of Mbeya WSSA (Haron, 2022; Jauslin et al., 2021).
3.7.1 Sample Size Calculation

The sample size for each stratum was determined using a formula for stratified sampling, which ensures that the sample proportionally reflects the population across all departments. The formula used is as follows:
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is the number of individuals to be sampled from the stratum
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is the total number of individuals in the stratum
·      N is the total population size under study.
·     S is the desired sample size for the overall study.

For the purpose of this study, the stratified groups and their respective sample sizes are represented in Table 3.1 by using the above formula as follow;
Table 3.1 Sample and Sampling Techniques

	Stratified Groups
	Total Number of Employees
	Sample Size Calculation
	Sample Size

	Human Resource Department
	40
	40/206 ×88
	17

	Business Department
	94
	94/206×88
	40

	Technical Department
	60
	60/206×88
	26

	Accountant Department
	12
	12/206×88
	5

	Total
	206
	88
	88


Source: Researcher (2024)
Therefore, the total sample size after the calculation was 88 numbers of employees in Mbeya WSSA.

3.5 Data Collection

3.5.1 Primary Data

The primary data for this study was collected using structured, closed-ended questionnaires, designed to ensure standardized responses and allow for quantitative analysis of employee relations at Mbeya WSSA. Closed-ended questions provided respondents with specific response options, enabling the collection of consistent, comparable data across participants. This approach aligned with the positivist framework, as it facilitated objective analysis by minimizing subjective interpretation and allowing for statistical treatment of the responses. The use of structured questionnaires ensured a focused inquiry into key aspects of employee relations, such as communication, organizational factors, and leadership styles, contributing to a robust assessment of the study's objectives..

3.5.2 Secondary Data

Complemented primary data, secondary data calculated through a review of various sources, enhanced the study's depth and breadth. This dual approach contributed to a more holistic exploration of employee relations within the organizational context.

3.6 Data Analysis

Data collected from the structured questionnaires was analyzed using the Statistical Package for the Social Sciences (SPSS), a powerful tool for quantitative data analysis. SPSS facilitated a thorough examination of the data by providing descriptive statistics, including frequencies, percentages, means, and standard deviations, to summarize and interpret the responses.

The analysis began with data entry and cleaning in SPSS to ensure accuracy and consistency. Descriptive statistical techniques, such as frequency distributions, were then used to determine how often specific responses occurred, providing insight into the general trends and patterns in employee relations at Mbeya WSSA. Percentages were calculated to represent the proportion of respondents selecting each response option, which allowed for easy comparison across variables, such as communication strategies, organizational factors, and leadership styles.

Further, SPSS enabled cross-tabulations to explore relationships between variables, for instance, examining how different leadership styles may influence employee morale or communication satisfaction. For more detailed analysis, measures of central tendency (mean scores) and variability (standard deviation) were employed to provide a nuanced understanding of the responses, highlighting variations in employee perceptions across departments. By utilizing SPSS for these statistical examinations, the study ensured an objective, data-driven approach to interpreting employee relations within Mbeya WSSA.

3.6.1 Variables and Measurement Procedures

The 5-point Likert scale was chosen for this study to provide a nuanced measurement of participants’ opinions, attitudes, and behaviors regarding employee relations at Mbeya WSSA. This scale, which ranges from "Strongly Disagree" to "Strongly Agree," allows respondents to express varying degrees of agreement or disagreement with statements about organizational factors, communication strategies, and leadership styles. By using a 5-point scale, the study captures subtle differences in attitudes, offering a more refined understanding of employee perspectives. The scale’s simplicity and familiarity make it easy for respondents to interpret and engage with, while also producing reliable quantitative data suitable for statistical analysis. This approach enhances the precision and consistency of the findings, aligning with the study’s positivist framework by facilitating objective, measurable insights into employee relations.
Table 3.2 Variables and  Measurement Procedures

	Variable
	Indicator Items
	Scale
	Source

	Organization Factors
	Belongingness
	5-point Likert
	Brown (2018)

	
	Inclusivity
	5-point Likert
	Johnson & Wang (2021)

	
	Recognition
	5-point Likert
	Smith et al. (2020)

	Communication Strategies
	Clear and transparent communication
	5-point Likert
	Patel (2019)

	
	Two-way communication
	5-point Likert
	Davis & Brown (2018)

	
	Feedback mechanisms
	5-point Likert
	Taylor (2017)

	Leadership Style
	Vision
	5-point Likert
	Clark (2021)

	
	Creativity
	5-point Likert
	Gupta (2020)

	
	Contribution
	5-point Likert
	Lee & Martin (2019)


Source: Researcher, 2024
3.7 Data Cleaning and Processing

The data collection process was carefully managed with a predefined protocol, including validation checks, standardized methods, and real-time monitoring to ensure accuracy and consistency. Quality assurance measures were implemented periodically to assess data completeness and reliability. To handle errors and missing data, automated algorithms were used to identify and rectify common issues, supplemented by manual review and verification. Imputation techniques were employed to estimate missing values, and detailed documentation and auditing were conducted to ensure transparency and reproducibility. This iterative approach to data cleaning enhanced the overall reliability of the descriptive design by maintaining accurate, consistent, and complete data throughout the analysis process.

3.8 Validity

Validity in this study was strengthened through the careful design and application of the 5-point Likert scale, which was instrumental in accurately capturing respondents' attitudes, opinions, and behaviors regarding employee relations at Mbeya WSSA. By offering a standardized range of responses from "Strongly Disagree" to "Strongly Agree," the Likert scale minimized the risk of misinterpretation, ensuring that participants could clearly express the intensity of their views. This consistency across responses enhanced the content validity, as the scale effectively measured each variable as intended. Moreover, the scale's widespread use and acceptance in social sciences research contributed to the study's construct validity, as it reliably reflects constructs related to employee relations. This rigorous approach to measurement bolstered the credibility and robustness of the study’s conclusions within the positivist framework, ensuring that the findings accurately represent the underlying phenomena (García-Pérez, 2024).

3.9 Reliability

To ensure the reliability of the data collected, several techniques were employed. Consistency was maintained throughout the data collection process by adhering to a predefined protocol and standardized procedures. This included validation checks during data entry and real-time monitoring to detect and address any inconsistencies. Efforts were also made to minimize biases through rigorous training of data collectors and the implementation of quality assurance measures. Furthermore, reliability analysis tests, such as Cronbach's Alpha, were conducted to assess the internal consistency of the data, particularly for variables measured using Likert scales. This analysis provided a quantitative measure of reliability, ensuring that the findings were replicable and dependable within the context of the descriptive case study.

3.10 Ethical Consideration

Ethical considerations remained paramount, with stringent approval processes obtained from the Open University and Mbeya Water Supply and Sanitation Authority. Informed consent from participants underscored the commitment to ethical research practices, prioritizing the well-being and rights of the involved individuals.

CHAPTER FOUR
PRESENTATION OF FINDINGS AND ANALYSIS

4.1 Chapter Overview
This chapter presents the findings of the study, analyzed the data collected of the results in relation to the research. The presentation of this information was based to the following specific objectives of the study; to determine the key organizational factors influencing employee relations of Mbeya WSSA, to examine the effect of communication strategies on enhancing employee relations within Mbeya WSSA, to examine the role of leadership styles in influencing employee relations of Mbeya WSSA.
4.2 Findings Based on the Demographic Characteristics of Respondents

This part presented, evaluated as well as interpreted the demographic data concerning respondents involved in the study especially Gender, Age, level of education, working experience as well as employment status.

4.1.1 Gender of the respondents

The gender distribution, shown in Table 4.1, indicates a relatively balanced representation between male (56.82%) and female (43.18%) respondents. This balance is crucial as it allows for a broad perspective on organizational experiences, addressing any gender-based differences in the perception of employee relations, communication strategies, and leadership styles. A balanced gender representation helps to ensure that the study’s findings are inclusive and reflective of both male and female employees, highlighting any gender-specific challenges or opportunities in the organizational environment. Such insights are essential for Mbeya WSSA to create an equitable workplace that values the experiences of all gender.
Table 4.1 Gender Distribution of Respondents

	Gender
	Frequency
	Percentage

	Male
	50
	56.82%

	Female
	38
	43.18%

	Total
	88
	100%


Source: Researcher, 2024.

4.2.2 Age of Respondents

The age distribution, displayed in Table 4.2, reveals a broad range of ages among participants, with the largest group aged 35-44 years (31.25%), followed by those aged 18-24 years (26.25%) and 25-34 years (25%). The presence of both younger and older employees implies that the study captures diverse perspectives on employee relations, as different age groups may have varying expectations and attitudes towards communication and leadership within the organization. Younger employees may be more inclined to embrace modern communication strategies, while older employees might value stability and established organizational practices. Understanding these generational differences is vital for Mbeya WSSA to tailor its employee engagement and leadership approaches to meet the needs of all age group
Table 4.2 Age Distribution of Respondents

	Age Group
	Frequency
	Percentage

	18-24
	21
	26.25%

	25-34
	20
	25%

	35-44
	25
	31.25%

	45-54
	9
	11.25%

	55 and above
	5
	6.25%

	Total
	80
	100%


Source: Researcher, 2024.

4.2.3 Education Qualification of the respondents

As shown in Table 4.3, the majority of respondents hold a Bachelor’s degree (47.5%), followed by those with a Diploma (25%) and a Certificate (18.75%). The educational diversity among respondents implies a range of perspectives on professional development, communication, and leadership practices. Employees with higher education may have distinct expectations for career progression, engagement, and recognition, which could influence their satisfaction and perceptions of leadership effectiveness. Mbeya WSSA can use these insights to design training, development, and communication initiatives that cater to various educational levels, ultimately fostering a supportive and engaging workplace for all employees.
Table 4.3 Education Level of Respondents
	Education Level
	Frequency
	Percentage

	Certificate
	15
	18.75%

	Diploma
	20
	25%

	Bachelor's degree
	38
	47.5%

	Master's degree
	7
	8.75%

	Total
	80
	100%


Source: Researcher, 2024
4.2.4 Working Experience at the Organization

Table 4.4 illustrates the respondents' range of work experience at Mbeya WSSA, with the majority having 1-3 years (31.25%), followed by 4-6 years (25%). This diversity in tenure allows for an exploration of how employee relations evolve over time and whether communication and leadership strategies resonate differently with new versus long-tenured employees. Newer employees may prioritize onboarding and clear communication; while more experienced employees might value leadership recognition and opportunities for advancement. By understanding these tenure-based perspectives, Mbeya WSSA can enhance its employee relations strategy to effectively address the varying needs of both newer and long-standing employees, fostering greater organizational cohesion and satisfaction.
Table 4.4 Working Experience at the Organization

	Working Experience
	Frequency
	Percentage

	Less than 1 year
	10
	12.5%

	1-3 years
	25
	31.25%

	4-6 years
	20
	25%

	7-10 years
	15
	18.75%

	More than 10 years
	10
	12.5%

	Total
	80
	100%


Source: Researcher, 2024
4.3 Result Findings

4.3.1 The Influence of Organizational Factors on Employee Relations in Mbeya WSSA
To achieve this objective one, the researcher designed questionnaire with 5-point Likert scale responses, where the respondents required to rate their level of agreement with the statements scales ranges as; Strong Agree (SA), Agree (A), Neutral (N), Disagree (D) and Strong Disagree (SD). Hence the descriptions of the results obtained from this objective are presented in the following sections.

4.3.1.1 Belongingness

Table 4.5 presented the distribution of respondents' perceptions of belongingness within Mbeya WSSA, the data on the sense of belonging to the organization indicates that most employees at Mbeya WSSA feel a positive connection to their workplace. A majority of 70% of respondents either agree (40%) or strongly agree (30%) that they experience a sense of belonging, suggesting a supportive and inclusive organizational environment. However, a smaller segment of 15% express either disagreement (10%) or strong disagreement (5%) with this sentiment, pointing to a feeling of disconnection or lack of belonging among a minority of employees. The mean score of 3.8 and a standard deviation of 1.12 suggest an overall favorable response to belongingness, though with some variability, highlighting areas where the organization might improve inclusivity to reduce the sense of isolation for some employees.

The perception of being valued and accepted by colleagues is similarly strong, with 65% of employees agreeing or strongly agreeing that they feel accepted and valued within the team. This high level of positive interpersonal relations signifies a generally supportive workplace culture. Nevertheless, 15% of respondents (12% disagreeing, 3% strongly disagreeing) feel a lack of acceptance, revealing a need for initiatives that further enhance peer relationships and inclusivity. The mean score of 3.67 and a standard deviation of 1.02 indicate a largely positive perception but with some variability, suggesting mixed experiences regarding acceptance.

A strong sense of community within the workplace is observed, with 70% of respondents agreeing (42%) or strongly agreeing (28%) that they feel part of a community at work. This sense of community is a valuable factor for fostering employee morale and engagement. Only 12% of employees expressed disagreement, while 18% remained neutral, reflecting a relatively low level of disagreement compared to other factors. The mean score of 3.82 and a standard deviation of 1.05 suggest a strong sense of community with minimal variability, underscoring the strength of Mbeya WSSA’s community culture and its importance in promoting positive employee relations.
Table 4.5 Belongingness

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	I feel a sense of belonging to this organization.
	5
	10
	15
	40
	30
	3.8
	1.12

	I feel valued and accepted by my colleagues.
	3
	12
	20
	45
	20
	3.67
	1.02

	I feel like I am part of a community at work.
	4
	8
	18
	42
	28
	3.82
	1.05


Source: Researcher, 2024
4.2.1.2 Inclusivity

Table 4.6 provides a detailed breakdown of respondents' views on inclusivity within Mbeya WSSA, which shares a similar structure with Table 4.5 on belongingness. The data suggests that inclusivity is viewed favorably by many employees, although opinions vary across specific indicators. A majority of respondents (64%) believe the organization values diversity, with 38% agreeing and 26% strongly agreeing with this statement. This positive response reflects an appreciation for a diverse workplace culture; however, 18% of respondents remain neutral, and 18% either disagree or strongly disagree. This division points to a need for Mbeya WSSA to emphasize diversity practices to foster an environment where every employee feels recognized and valued.

When evaluating inclusion in decision-making, 55% of employees feel included, with 35% agreeing and 20% strongly agreeing. Despite this majority, 22% of respondents are neutral, and 23% either disagree or strongly disagree, signaling room for improvement in ensuring all voices are considered in organizational decisions. Enhancing transparency and participation in decision-making processes may improve employees' sense of involvement. In terms of feeling respected regardless of background, 70% of employees agree or strongly agree, a strong indicator of positive interpersonal respect within the organization. Nevertheless, 16% of respondents are neutral, and 14% express some disagreement. These responses indicate that while Mbeya WSSA demonstrates a good level of respect for diversity, further initiatives can help reinforce a respectful culture that is inclusive of all backgrounds.

Table 4.6 Inclusivity

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	I believe this organization values diversity.
	6
	12
	18
	38
	26
	3.6
	1.10

	I feel included in decision-making processes.
	8
	15
	22
	35
	20
	3.42
	1.12

	I feel respected regardless of my background.
	4
	10
	16
	40
	30
	3.82
	1.08


Source: Researcher, 2024
4.3.1.3 Recognition

Table 4.7 provides insights into respondents' perceptions of recognition at Mbeya WSSA, detailing responses across three key aspects: acknowledgment of contributions, feedback on performance, and rewards for hard work. These findings indicate a generally positive perception of recognition within the organization, though there is room for further improvement. For the statement "My contributions are acknowledged and appreciated," 70% of respondents feel positively (38% agree and 32% strongly agree), reflecting a high level of appreciation for employee contributions. However, 15% remain neutral, and another 15% express dissatisfaction (5% strongly disagree and 10% disagree). These mixed responses highlight an opportunity for Mbeya WSSA to strengthen acknowledgment practices, ensuring that all employees feel consistently valued for their efforts.

Regarding regular feedback on performance, 58% of respondents report receiving feedback (32% agree and 26% strongly agree), suggesting a substantial feedback mechanism is in place. Yet, 22% of respondents remain neutral, and 20% either disagree or strongly disagree, indicating a need to enhance feedback frequency or clarity. Improved feedback channels may boost employee engagement by helping employees feel more guided and supported in their roles.

On the aspect of feeling rewarded for hard work, 65% of respondents feel positively (35% agree and 30% strongly agree). Nonetheless, 18% remain neutral, while 17% are dissatisfied (6% strongly disagree and 11% disagree). These results suggest that while many employees feel recognized for their achievements, Mbeya WSSA could benefit from refining its reward structure to address the expectations and contributions of all staff, thereby enhancing employee motivation and retention.
Table 4.7 Recognition

	Indicator Items
	SD
(%)
	D
(%)
	N
(%)
	A
(%)
	SA
(%)
	Mean
	Standard Deviation

	My contributions are acknowledged and appreciated.
	5
	10
	15
	38
	32
	3.72
	1.08

	I receive regular feedback on my performance.
	8
	12
	22
	32
	26
	3.54
	1.13

	I feel rewarded for my hard work and achievements.
	6
	11
	18
	35
	30
	3.64
	1.10


Source: Researcher, 2024
4.3.2 Effect of Communication Strategies on Enhancing Employee Relations within Mbeya WSSA 

To achieve this objective two, the researcher designed questionnaire with Likert scale responses, where the respondents required to rate their level of agreement with the statements scales ranges as; Strong Agree (SA), Agree (A), Neutral (N), Disagree (D) and Strong Disagree (SD). Hence the descriptions of the results obtained from this objective are presented as indicated in the sections below.
4.3.2.1 Clear and Transparent Communication

Table 4.8 provides insights into employees' perceptions of communication effectiveness within Mbeya WSSA, focusing on three critical aspects: effectiveness of information dissemination, clarity of organizational goals, and accessibility of communication channels. These findings highlight a generally positive view of communication within the organization, though some employees identify areas for improvement. For the statement "Information is effectively communicated throughout the organization," 75% of respondents (44% agree and 31% strongly agree) believe that communication is effective. However, 14% remain neutral, and 12% (4% strongly disagree and 8% disagree) feel that communication could be improved. This feedback suggests that while many employees are satisfied with the flow of information, there may be inconsistencies in how effectively information reaches all members, indicating a need for continuous improvements in communication practices.

Regarding the clarity of organizational goals and objectives, 79% of respondents (47% agree and 32% strongly agree) report a clear understanding of the organization’s direction. Nonetheless, 12% remain neutral, and 9% (3% strongly disagree and 6% disagree) feel unclear about these goals. 
These results suggest that while most employees understand the organization’s purpose and direction, a few employees may benefit from additional resources or briefings to reinforce these objectives. In terms of the accessibility of communication channels, 70% of respondents (41% agree and 29% strongly agree) feel that communication channels are open and accessible. 
However, 16% remain neutral, and 14% (5% strongly disagree and 9% disagree) express dissatisfaction, indicating that a minority of employees may encounter barriers to accessing information. Enhancing the accessibility and openness of communication channels could help ensure that all employees feel equally informed and connected to the organization.

Table 4.8 Clear and Transparent Communication

	Indicator Items
	SD (%)
	D (%)
	N

(%)
	A
(%)
	SA
(%)
	Mean
	Standard Deviation

	Information is effectively communicated throughout the organization.
	4
	8
	14
	44
	31
	3.87
	1.08

	I understand the goals and objectives of the organization clearly.
	3
	6
	12
	47
	32
	3.99
	1.03

	Communication channels are open and accessible.
	5
	9
	16
	41
	29
	3.80
	1.10


Source: Researcher, 2024
4.3.2.2 Two-way Communication

Table 4.9 illustrates respondents' perceptions of two-way communication within Mbeya WSSA, focusing on their comfort in providing feedback, the value placed on employee opinions, and the opportunities for dialogue between employees and management. These findings underscore a positive environment for open communication, though some respondents feel room for improvement.

For the statement "I feel comfortable providing feedback to my superiors," 70% of respondents (42% agree and 28% strongly agree) express comfort in giving feedback, reflecting a culture that encourages upward communication. However, 15% remain neutral, and another 15% (5% strongly disagree and 10% disagree) indicate discomfort. This split highlights an opportunity for Mbeya WSSA to further promote an environment where all employees feel secure in sharing feedback without hesitation.

In terms of opinions being valued in decision-making, 67% of employees (38% agree and 29% strongly agree) feel that their views are considered. 
However, 18% remain neutral, and 15% (4% strongly disagree and 11% disagree) feel their opinions are not adequately valued. This suggests that while many employees perceive inclusivity in decision-making, there is still a subset of employees who believe their voices could be better integrated, pointing to potential improvements in managerial responsiveness to employee input.

Regarding opportunities for dialogue, 69% of respondents (40% agree and 29% strongly agree) feel there are sufficient opportunities for communication with management. Yet, 16% remain neutral, and 15% express dissatisfaction.

Strengthening open communication channels could enhance transparency and further foster a collaborative atmosphere between employees and management.

Table 4.9 Two-way Communication

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	I feel comfortable providing feedback to my superiors.
	5
	10
	15
	42
	28
	3.78
	1.09

	My opinions are valued and considered in decision-making.
	4
	11
	18
	38
	29
	3.77
	1.10

	There are opportunities for dialogue between employees and management.
	6
	9
	16
	40
	29
	3.78
	1.11


Source: Researcher, 2024
4.3.2.3 Feedback Mechanisms
Table 4.10 presents respondents' perceptions of feedback mechanisms at Mbeya WSSA, covering constructive feedback, timeliness, and the availability of formal feedback submission processes. Overall, the feedback environment appears constructive and timely, yet certain areas could benefit from enhancement.

For the statement "I receive constructive feedback that helps me improve," 71% of respondents (45% agree and 26% strongly agree) report receiving useful feedback, reflecting a generally positive developmental atmosphere. However, 16% remain neutral, and 13% express dissatisfaction. These results suggest that, while most employees find feedback beneficial, additional efforts could ensure all employees receive consistent, quality feedback.

In terms of feedback timeliness, 67% of employees (40% agree and 27% strongly agree) are satisfied with the promptness of feedback. Still, 18% remain neutral, and 15% are dissatisfied. Ensuring feedback reaches employees promptly may help address any perceived delays and reinforce a culture of timely performance management.

Concerning formal feedback mechanisms, 63% of respondents (38% agree and 25% strongly agree) acknowledge the presence of established channels, while 19% remain neutral, and 17% feel these mechanisms could be improved. Enhancing the visibility and accessibility of formal feedback channels may ensure that all employees can readily access and utilize these resources for developmental purposes.

Table 4.10 Feedback Mechanisms

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A
(%)
	S
(%)
	Mean
	Standard Deviation

	I receive constructive feedback that helps me improve.
	4
	9
	16
	45
	26
	3.82
	1.07

	Feedback is provided in a timely manner.
	5
	10
	18
	40
	27
	3.74
	1.08

	There are formal mechanisms in place for feedback submission.
	6
	11
	19
	38
	25
	3.66
	1.11


Source: Researcher, 2024
4.3.3 The Role of Leadership Styles in Influencing Employee Relations in Mbeya WSSA.Top of FormBottom of FormTop of Form
To achieve this objective third, the researcher designed questionnaire with Likert scale responses, where the respondents required to rate their level of agreement with the statements scales ranges as; Strong Agree (SA), Agree (A), Neutral (N), Disagree (D) and Strong Disagree (SD). Hence the description of the results obtained from this objective are presented as indicated in the subsequent sections.
4.3.3.1 Vision

Table 4.11 captures employees' perceptions of leadership in terms of vision within Mbeya WSSA, focusing on inspiration, alignment with personal values, and understanding of individual contributions. Overall, the findings reveal that a majority of employees feel positively about the organization’s vision, though some respondents suggest areas for enhanced alignment.

For the statement "I am inspired by the organization's vision and mission," 72% of respondents (40% agree and 32% strongly agree) report feeling inspired, indicating that the organizational vision resonates well with most employees. However, 15% remain neutral, and 13% express some level of disagreement. These responses suggest that while many employees are motivated by the vision, Mbeya WSSA could further reinforce this inspiration for a few who feel less connected to it.

Regarding alignment with personal values, 68% of respondents (38% agree and 30% strongly agree) feel that the organization’s vision aligns with their values. Meanwhile, 18% remain neutral, and 14% express disagreement, indicating a need for Mbeya WSSA to explore ways to more closely integrate organizational values with individual beliefs.
In terms of understanding how one’s work contributes to achieving the organization’s vision, 76% of respondents (44% agree and 32% strongly agree) feel clear about their role in fulfilling the vision. A small percentage remain neutral (12%) or disagree (12%), which suggests that some employees could benefit from additional clarification on how their responsibilities connect to the broader organizational mission.
Table 4.11 Vision

	Indicator Items
	SD (%)
	D
(%)
	N
(%)
	A
(%)
	SA
(%)
	Mean
	Standard Deviation

	I am inspired by the organization's vision and mission.
	5
	8
	15
	40
	32
	3.78
	1.09

	The organization's vision aligns with my personal values.
	4
	10
	18
	38
	30
	3.72
	1.12

	I understand how my work contributes to the organization's vision.
	3
	9
	12
	44
	32
	3.85
	1.07


Source: Researcher, 2024
4.3.3.2 Creativity

Table 4.12 outlines respondents' views on the role of creativity within Mbeya WSSA, covering encouragement of innovation, freedom to explore new ideas, and the valuation of creative thinking. 
Generally, the responses indicate a supportive environment for creativity, though some employees see room for improvement. For the statement "Creativity and innovation are encouraged in the workplace," 72% of employees (42% agree and 30% strongly agree) feel supported in being innovative. However, 15% remain neutral, and 13% (4% strongly disagree and 9% disagree) feel less encouraged. These results suggest that, while creativity is generally valued, additional initiatives could help ensure all employees feel empowered to contribute innovative ideas.

In terms of freedom to explore new ideas, 67% of respondents (38% agree and 29% strongly agree) feel they have the autonomy to experiment. Nevertheless, 18% remain neutral, and 15% express dissatisfaction. Strengthening this aspect could further enhance employees’ sense of empowerment and innovation.

For the statement "Creative thinking is valued as much as operational efficiency," 66% of respondents (39% agree and 27% strongly agree) perceive that creative thinking holds significant value within Mbeya WSSA. However, 16% remain neutral, and 18% express disagreement. These mixed responses indicate a possible need to balance innovation with operational focus.

Table 4.12 Creativity

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	Creativity and innovation are encouraged in the workplace.
	4
	9
	15
	42
	30
	3.76
	1.08

	Employees are given the freedom to explore new ideas.
	5
	10
	18
	38
	29
	3.70
	1.11

	Creative thinking is valued as much as operational efficiency.
	6
	12
	16
	39
	27
	3.68
	1.13


Source: Researcher, 2024
4.3.3.3 Contribution

Table 4.13 presents employees' views on their contribution to Mbeya WSSA, focusing on meaningful work, opportunities for growth, and recognition by leadership. The findings indicate that employees generally feel valued and see opportunities for growth, though some improvements could be made.

For the statement "I feel my work contributes meaningfully to the organization's goals," 74% of respondents (44% agree and 30% strongly agree) feel that their work is meaningful. A small proportion remain neutral (14%) or disagree (12%), suggesting that some employees may benefit from greater clarity on the importance of their roles.

Regarding growth opportunities, 67% of respondents (40% agree and 27% strongly agree) feel they can take on new challenges. However, 18% remain neutral, and 15% express dissatisfaction, pointing to potential enhancements in career development pathways.

On the matter of leadership recognition, 71% of respondents (38% agree and 33% strongly agree) feel that their efforts are acknowledged by leadership. However, 16% remain neutral, and 13% are dissatisfied. This suggests that additional recognition initiatives could improve employees' sense of value and motivation.

Table 4.13 Contribution

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	I feel my work contributes meaningfully to the organization's goals.
	4
	8
	14
	44
	30
	3.81
	1.09

	I am given opportunities to take on new challenges and grow.
	5
	10
	18
	40
	27
	3.74
	1.10

	My efforts are recognized and valued by leadership.
	4
	9
	16
	38
	33
	3.79
	1.08


Source: Researcher, 2024
4.3.4 Assessment of Employee Relation 

The assessment of employee relations within Mbeya Water Supply and Sanitation Authority (Mbeya WSSA) revealed varies perceptions among employees regarding performance, efficiency, and organizational reputation. Through a series of indicator items, employees provided insights into their views on the effectiveness of work processes, the level of employee performance, and the overall reputation of the organization. The data indicated a generally positive trend, with many employees agreeing that performance is high, work processes are efficient, and the organization's reputation is favorable. However, there are also notable areas of concern, such as inconsistencies in performance and mixed perceptions of efficiency, highlighted opportunities for further improvement in employee relations and organizational practices.

4.3.4.1 Performance

Table 4.14 summarizes employees' perceptions of performance within Mbeya WSSA, focusing on efficiency, consistency, and productivity. Overall, the responses indicate that many employees view performance positively, though some highlight areas for improvement.

For the statement "Employee performance is generally low and inefficient," 63% of respondents (38% disagree and 25% strongly disagree) disagree with this view, indicating a majority perception of adequate performance levels. However, 19% remain neutral, and another 19% agree or strongly agree, suggesting a perception among some employees that performance could be enhanced.

Regarding the consistency of performance, 44% of respondents (25% disagree and 19% strongly disagree) feel that performance meets expectations, while 34% agree or strongly agree that it is sometimes inconsistent. This split suggests that although most employees are satisfied, a significant portion believes performance occasionally falls short.

For the statement "Employee performance is consistently high and exceeding expectations," 72% of respondents (45% agree and 27% strongly agree) express confidence in consistently high performance levels, while 15% remain neutral and 13% disagree. This strong majority indicates that many employees feel their work meets or exceeds standards.

When asked if performance is "highly efficient, productive, and innovative," 70% of respondents (44% agree and 26% strongly agree) view it as efficient and innovative, with 18% neutral and 13% expressing some dissatisfaction. These findings suggest a generally positive perception of employee performance, although targeted improvements could help enhance consistency and efficiency.

Table 4.14 Performance

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	Employee performance is generally low and inefficient.
	25
	38
	19
	13
	6
	3.8
	1.06

	Employee performance is sometimes inconsistent or below expectations.
	19
	25
	23
	23
	11
	3.5
	1.12

	Employee performance is consistently high and exceeding expectations.
	5
	8
	15
	45
	27
	3.9
	1.08

	Employee performance is highly efficient, productive, and innovative.
	4
	9
	18
	44
	26
	3.82
	1.10


Source: Researcher, 2024
4.3.4.2 Efficiency & Effectiveness

Table 4.15 illustrates respondents' perceptions of work process efficiency and effectiveness at Mbeya WSSA. The data suggests that work processes are generally viewed as efficient, with some scope for improvement. For the statement "Work processes are generally inefficient and time-consuming," 58% of respondents (35% disagree and 23% strongly disagree) disagree, indicating that most employees do not perceive inefficiency as a major issue. However, 24% of respondents agree or strongly agree, suggesting that a subset of employees experiences inefficiencies.

In response to the statement "Work processes are sometimes inefficient or lack effectiveness," 43% of respondents disagree, while 37% agree or strongly agree. This indicates that although the majority feel work processes are effective, a notable portion finds occasional inefficiencies. Regarding overall efficiency and effectiveness, 71% of respondents (44% agree and 27% strongly agree) perceive work processes as efficient. Only 13% disagree, which reflects a generally favorable view of work processes at Mbeya WSSA.

For "Work processes are highly efficient, effective, and streamlined," 74% (48% agree and 26% strongly agree) of respondents view work processes positively, while 15% remain neutral and 11% disagree. This suggests that most employees are satisfied with efficiency but identifies opportunities for further streamlining

Table 4.15 Efficiency & Effectiveness

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	Work processes are generally inefficient and time-consuming.
	23
	35
	19
	15
	9
	3.7
	1.07

	Work processes are sometimes inefficient or lack effectiveness.
	18
	25
	20
	25
	12
	3.5
	1.12

	Work processes are generally efficient and effective.
	4
	9
	16
	44
	27
	3.8
	1.06

	Work processes are highly efficient, effective, and streamlined.
	3
	8
	15
	48
	26
	3.85
	1.08


Source: Researcher, 2024
4.3.4.3 Reputation

Table 4.16 displays employees' views on Mbeya WSSA’s reputation among its workforce, focusing on general perception, mixed reviews, and reputation for employee satisfaction. These responses indicate that most employees hold a positive view of the organization’s reputation.

For the statement "The organization has a negative reputation among employees," 69% of respondents (38% disagree and 31% strongly disagree) disagree, indicating that the majority do not perceive the organization negatively. However, 16% agree or strongly agree, suggesting that a minority perceives some reputational issues.

For "The organization’s reputation is sometimes mixed or neutral," 40% of respondents (28% agree and 12% strongly agree) acknowledge a mixed reputation, while 35% disagree. This suggests that although the overall perception is positive, some employees view the reputation as mixed.

In response to "The organization has a generally positive reputation among employees," 68% (40% agree and 28% strongly agree) perceive the reputation positively. Only 14% disagree, indicating that most employees regard the reputation favorably.

For "The organization has an outstanding reputation for employee satisfaction and engagement," 70% of respondents (44% agree and 26% strongly agree) express a high regard for the organization’s reputation. Only 12% disagree, underscoring that Mbeya WSSA is viewed as a supportive and engaging workplace by most employees.
Table 4.16 Reputation

	Indicator Items
	SD (%)
	D (%)
	N (%)
	A (%)
	SA (%)
	Mean
	Standard Deviation

	The organization has a negative reputation among employees.
	31
	38
	15
	10
	6
	3.9
	1.08

	The organization's reputation is sometimes mixed or neutral.
	12
	23
	25
	28
	12
	3.5
	1.11

	The organization has a generally positive reputation among employees.
	5
	9
	18
	40
	28
	3.8
	1.07

	The organization has an outstanding reputation for employee satisfaction.
	4
	8
	19
	44
	26
	3.82
	1.06


Source: Researcher, 2024
4.4 Correlation Analysis

To understand the relationships between the various factors studied and overall employee relations at Mbeya WSSA, we conducted a correlation analysis. This analysis examined the strength and direction of the relationships between the dependent variable (employee relations) and the independent variables (belongingness, inclusivity, recognition, communication strategies, and leadership impact)

 Table 4.17 Correlation Matrix

	Variables
	Employee Relations
	Belongingness
	Inclusivity
	Recognition
	Communication Strategies
	Leadership

Impact

	Employee Relations
	1
	
	
	
	
	

	Belongingness
	0.75
	1
	
	
	
	

	Inclusivity
	0.68
	0.60
	1
	
	
	

	Recognition
	0.72
	0.55
	0.53
	1
	
	

	Communication Strategies
	0.70
	0.52
	0.57
	0.60
	1
	

	Leadership Impact
	0.80
	0.65
	0.63
	0.70
	0.75
	1


Source: Researcher, 2024
4.4.1 Interpretation of Correlation Coefficients

The correlation matrix presented the relationships between employee relations and five key factors: belongingness, inclusivity, recognition, communication strategies, and leadership impact. Each correlation coefficient (r) ranges from -1 to 1, where values closer to 1 indicate a strong positive correlation.

The correlation coefficient of belongingness is 0.75) which indicates is a strong positive correlation between belongingness and employee relations. This suggested that efforts to enhance employees' sense of belonging significantly improve overall employee relations. When employees feel they are part of a community within the organization, their engagement and interaction with colleagues are positively affected, fostering a supportive and cohesive work environment.

The results of correlation for inclusivity shows that r = 0.68. This also indicates a substantial positive correlation between and employee. Ensuring inclusivity in the workplace is crucial for fostering positive employee relations. When employees perceive the organization as inclusive and valuing diversity, it promotes mutual respect and understanding among staff, leading to better collaboration and a more harmonious workplace.

Findings shows recognition has r of 0.72 meaning that recognition is strongly correlated with employee relations, indicating that acknowledging and appreciating employees' contributions greatly enhances employee relations. Regular and meaningful recognition of employees' efforts and achievements boosts morale, reinforces positive behavior, and strengthens the bond between employees and the organization.

The correlation coefficient of effective communication strategies is r = 0.70) thus, effective communication strategies are strongly correlated with positive employee relations. Clear, transparent, and two-way communication enhances employees' understanding and engagement, thus improving relations. When information flows freely and accurately within the organization, it reduces misunderstandings, builds trust, and empowers employees to contribute more effectively to organizational goals.

Leadership effect’s correlation result is r = 0.80 which shows that leadership effect has the strongest positive correlation with employee relations. Effective leaders who communicate a compelling vision, encourage innovation, and recognize contributions create an environment where employees feel motivated, valued, and aligned with the organization’s objectives.Top of Form
The correlation analysis revealed that all five factors—belongingness, inclusivity, recognition, communication strategies, and leadership impact—are positively related to employee relations at Mbeya WSSA. Leadership impact demonstrates the strongest correlation (r = 0.80), indicating its critical role in fostering positive employee relations. This is followed by belongingness (r = 0.75), recognition (r = 0.72), communication strategies (r = 0.70), and inclusivity (r = 0.68). These findings underscore the importance of cultivating a sense of belonging, inclusivity, and recognition among employees, implementing effective communication strategies, and exercising impactful leadership to enhance overall employee relations. By prioritizing these areas, Mbeya WSSA can create a supportive, cohesive, and motivated work environment that drives organizational success.
4.5 Discussion of the study findings

The discussion of the finding of the study was based on the specific objectives of the study. Such that; to assess the influence of Mbeya WSSA's efforts to promote belongingness, inclusivity, and recognition on employee relations, to examine the impact of communication strategies on enhancing employee relations within Mbeya WSSA and to assess Mbeya WSSA's leadership inspires and empowers employees through vision, creativity, and contribution, fostering positive employee relations.

4.5.1 The Influence of Organizational Factors on Employee Relations in Mbeya WSSA
The study's findings aligned with existing literature which underscores the importance of belongingness, inclusivity, and recognition in fostering positive employee relations. According to Maslow's hierarchy of needs, belongingness is a fundamental human need, and when employees feel a sense of belonging within an organization, it enhances their engagement and commitment (Maslow, 2022). Contemporary research supports this view, emphasize that employees who experience a sense of belonging are more likely to be motivated, productive, and loyal to their organization (Baumeister & Leary, 2023; Goodenow, 2020). In the context of Mbeya WSSA, efforts to foster a sense of belonging likely lead to improved engagement and interaction among employees, creating a more supportive and cohesive work environment.

Inclusivity also shows a substantial positive correlation with employee relations, reflecting its crucial role in promoting a harmonious workplace. Literature on workplace inclusion indicates that a diverse and inclusive environment promotes mutual respect and understanding, which are essential for effective collaboration (Shore et al., 2021). Recent studies have shown that organizations that prioritize inclusivity see benefits such as enhanced team performance, increased creativity, and reduced turnover (Guillaume et al., 2020; Nishii, 2023). At Mbeya WSSA, promoting inclusivity likely facilitates better collaboration and communication among staff, leading to a more harmonious and productive workplace. This inclusive culture ensures that all employees feel valued and respected, which is fundamental to maintaining positive employee relations.

Recognition, as highlighted by the study, is strongly correlated with employee relations. The importance of recognizing and appreciating employees' contributions is well-documented. Eisenberger et al. (2022) found that recognition and appreciation lead to increased morale, job satisfaction, and a stronger bond between employees and the organization. More recent research has reinforced these findings, indicating that recognition programs can significantly boost employee engagement and retention (Bradler et al., 2021; Gallup, 2020). For Mbeya WSSA, regular and meaningful recognition of employees' efforts likely boosts morale, reinforces positive behavior, and strengthens employee relations. By acknowledging and valuing contributions, the organization fosters a culture of appreciation that enhances overall organizational performance.

4.5.2 Effect of Communication Strategies on Enhancing Employee Relations within Mbeya WSSA

Effective communication strategies are pivotal in fostering positive employee relations, a concept strongly supported by contemporary research. According to Clampitt et al. (2020), clear, transparent, and two-way communication is essential for ensuring that employees are well-informed about organizational goals and can express their opinions. Recent studies confirm that transparent communication helps in reducing ambiguities, which is crucial for maintaining trust and clarity within the organization (Verčič & Vokić, 2021). At Mbeya WSSA, implementing robust communication channels likely facilitates an environment where employees feel heard and valued, leading to enhanced engagement and commitment.

Moreover, effective communication not only reduces misunderstandings but also builds trust and empowers employees. Men (2020) highlight that when employees are provided with timely and relevant information; their ability to perform their roles effectively is significantly improved. This empowerment fosters a sense of ownership and accountability among employees, contributing to higher productivity and job satisfaction. Recent research by Welch (2020) further supports this, indicating that organizations that prioritize internal communication strategies tend to see improved employee engagement and organizational performance. Maintaining clear and accessible communication likely lead to a more motivated and efficient workforce at Mbeya WSSA.
The study's findings resonate with Baker's (2022) assertion that strong internal communication practices lead to higher levels of employee satisfaction and loyalty. Recent literature reinforces this, showing that organizations with effective communication frameworks experience lower turnover rates and higher employee morale (Mazzei et al., 2021; Ruck et al., 2022). Effective communication strategies create a culture of transparency and trust, which are critical for sustaining positive employee relations. At Mbeya WSSA, focusing on enhancing communication practices can significantly improve employee satisfaction, loyalty, and overall organizational cohesion. This underscores the essential role of communication in fostering a positive work environment and driving organizational success.

4.5.3 The Role of Leadership Styles in Influencing Employee Relations in Mbeya WSSA

The role of leadership in shaping employee relations is well-documented in contemporary literature. Transformational leadership, which focuses on inspiring and empowering employees through a compelling vision and the recognition of their contributions, is particularly effective. Recent studies have shown that transformational leaders significantly enhance employee engagement and satisfaction by fostering a sense of purpose and aligning individual goals with organizational objectives (Bass & Riggio, 2018). At Mbeya WSSA, leaders who effectively communicate a clear vision not only guide employees towards shared goals but also instill a sense of belonging and commitment, which is essential for positive employee relations.

Encouraging creativity and innovation is another hallmark of effective leadership. According to Burns (2022), transformational leaders who promote creativity and innovation create a dynamic and supportive organizational culture. This culture encourages employees to explore new ideas and approaches, leading to higher levels of job satisfaction and engagement. Research by Wang et al. (2020) supports this, indicating that organizations with leaders who value and encourage innovation tend to have more motivated and productive employees. For Mbeya WSSA, fostering an environment where creativity is valued can lead to improved problem-solving capabilities and a more engaged workforce, thereby enhancing overall employee relations.

Moreover, recognized and appreciated employees' contributions were crucial for maintaining high morale and motivation. Yukl (2023) emphasized that leadership quality significantly impacts organizational climate and employee morale. Leaders who consistently recognize and reward employee efforts create a positive work environment where employees feel valued and appreciated. This recognition not only boosts individual morale but also strengthens the bond between employees and the organization. The study's findings aligned with these insights, suggesting that effective leadership practices at Mbeya WSSA, which include clear communication of vision, encouragement of innovation, and regular recognition of contributions, are pivotal for fostering positive employee relations. By implementing these practices, Mbeya WSSA can create a supportive and empowering work environment that enhances employee satisfaction and organizational performance.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Chapter Overview

The chapter presented research summary, conclusion, recommendation, implication, limitation and area for further study based on the study findings on relation to objectives of the study.

5.2 Summary of Key Findings

The study aimed to assess the influence of various factors on employee relations at Mbeya WSSA, focusing on belongingness, inclusivity, recognition, communication strategies, and leadership impact. The findings indicated a strong positive correlation between belongingness and employee relations, suggesting that fostering a sense of belonging significantly enhances employee engagement and interaction. Inclusivity also showed a substantial positive correlation, emphasizing the importance of a diverse and inclusive workplace in promoting mutual respect and collaboration among employees. Additionally, the study found that regular and meaningful recognition of employees' contributions greatly improves morale, job satisfaction, and strengthens the bond between employees and the organization. These elements collectively contribute to a positive organizational culture and better employee relations at Mbeya WSSA.

Effective communication strategies were found to be crucial for maintaining positive employee relations. Clear, transparent, and two-way communication reduces misunderstandings, builds trust, and empowers employees. This, in turn, leads to higher engagement and productivity. The study highlighted that robust communication channels enable employees to feel well-informed about organizational goals and allow them to express their opinions freely, fostering a supportive and cohesive work environment. The study identified transformational leadership as having the strongest positive correlation with employee relations. Leaders who communicate a clear vision, encourage innovation, and recognize employee contributions were found to create a motivating and supportive work environment. These leadership practices are essential for aligning employees with organizational objectives, enhancing their overall experience, and fostering positive employee relations. The findings suggest that effective leadership at Mbeya WSSA plays a critical role in creating a positive organizational climate and improving employee morale and engagement.

5.3 Conclusion

The study concludes that the concerted efforts of Mbeya WSSA to foster belongingness, inclusivity, and recognition, along with implementing effective communication strategies and practicing transformational leadership, significantly enhance employee relations. These factors are deeply interconnected and collectively contribute to cultivating a positive organizational culture. Promoting a sense of belonging ensures that employee’s feel connected and valued within the organization, while inclusivity fosters an environment of mutual respect and collaboration across diverse groups. Regular and meaningful recognition boosts morale and reinforces positive behaviors, strengthening the bond between employees and the organization. Effective communication strategies, characterized by clarity, transparency, and open dialogue, build trust and empower employees, leading to increased engagement and productivity. Transformational leadership, with its emphasis on vision, creativity, and acknowledgment of contributions, inspires and motivates employees, aligning their personal goals with those of the organization. By focusing on these areas, Mbeya WSSA not only enhances employee satisfaction and engagement but also drives overall organizational performance, creating a resilient and thriving workplace.

5.4 Implication of the Study

The findings from this study hold considerable implications for both theoretical and practical aspects of organizational management, especially within Tanzania's public service sector. Theoretically, the study contributes to the literature by applying Human Relations Theory and Transformational Leadership Theory in a public sector context, reinforcing the relevance of these frameworks in understanding and improving employee relations. This study highlights the importance of organizational factors like belongingness, inclusivity, recognition, and effective communication in fostering positive employee relations, validating these theories in the public sector and suggesting the need for further exploration of unique dynamics in developing countries. Practically, the study provides actionable insights for public service organizations like Mbeya WSSA, emphasizing that leadership development, a culture of inclusivity, and robust communication strategies are pivotal for improving employee engagement, satisfaction, and organizational performance. 
5.5 Recommendations

Based on the study findings, the following recommendations are made:

5.5.1 Promote Belongingness

To enhance the sense of community within Mbeya WSSA, it is recommended to implement regular team-building activities and social events. These initiatives can help strengthen relationships among employees, fostering a more cohesive and supportive work environment. Additionally, promoting open dialogue and feedback mechanisms is crucial to ensure that all employees feel valued and included. By encouraging open communication, employees can express their ideas and concerns, which help in building trust and a sense of belonging within the organization.

5.5.2 Enhance Inclusivity

Developing and implementing comprehensive diversity and inclusion training programs is essential for promoting mutual respect and understanding among employees. These programs should educate employees on the importance of diversity, equity, and inclusion, helping to create an environment where everyone feels respected and valued. Moreover, it is vital to ensure that all organizational policies and practices support inclusivity and prevent any form of discrimination. Regular reviews and updates of these policies can help maintain an inclusive workplace culture.

5.5.3 Recognize Employee Contributions

Establishing regular recognition programs to acknowledge and reward employee achievements is critical for maintaining high morale and motivation. These programs can include awards, public acknowledgments, and other forms of recognition that highlight employees' efforts and successes. Additionally, providing opportunities for career development and advancement is key to motivating and retaining employees. Offering training programs, mentorship, and clear career progression paths can help employees feel valued and invested in their future with the organization.

5.5.4 Improve Communication Strategies

Maintaining clear and transparent communication channels is essential for keeping employees informed about organizational goals and developments. Regular updates through meetings, newsletters, and digital platforms can ensure that employees are well-informed and aligned with the organization's objectives. Encouraging two-way communication is equally important, allowing employees to voice their opinions and provide feedback. This practice helps build trust and ensures that employee’s feel heard and valued.

5.5.4 Strengthen Leadership Practices

Providing leadership training programs can enhance the skills of managers and supervisors, particularly in transformational leadership. These programs should focus on developing leaders' abilities to communicate a clear vision, foster innovation, and recognize employee contributions. Encouraging leaders to adopt these practices can create a motivating and supportive work environment. By investing in leadership development, Mbeya WSSA can ensure that its leaders are equipped to inspire and empower their teams, ultimately enhancing overall employee relations and organizational performance.

5.6 Limitation of this Study

Key limitation of this study is its focus on a single public service organization, Mbeya WSSA, which may limit the generalizability of the findings to other organizations within Tanzania or in different contexts. Additionally, the study relied on self-reported data through questionnaires, which could be subject to biases such as social desirability or recall bias, potentially skewing the results. The cross-sectional design of the study, capturing data at a single point in time, also restricts the ability to observe changes over time or establish causal relationships. Moreover, the absence of qualitative data means that the study may lack the depth of insight that could have been obtained through interviews or focus groups, limiting a more nuanced understanding of the factors influencing employee relations.
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5.7 Area Further Study 
For future research, it is recommended to explore the impact of employee relations on organizational performance across a broader range of public service entities in Tanzania, employing a comparative approach to identify sector-specific challenges and best practices. Additionally, longitudinal studies could be conducted to assess how changes in organizational policies, leadership practices, and communication strategies influence employee relations over time. Incorporating qualitative methods, such as interviews and focus groups, in future studies could also provide deeper insights into the personal experiences and perceptions of employees, offering a more comprehensive understanding of the dynamics at play in enhancing employee relations within the public sector.
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APPENDICES

Appendix I: Questionnaire
Hello, I am Innocent Chamsa, a Master of Research in Human Resource student at open University in Tanzania, conducting a study on the "Assessing the Factors Affecting Employee Relations in Tanzania Public Services: A Case of Mbeya Water Supply and Sanitation Authority." As part of my research, I am utilizing a 5-point Likert scale to gather valuable insights. Please provide your responses by selecting the appropriate numerical value for each question. Your honest feedback is crucial to understanding the factors influencing employee relations in Mbeya Water Supply and Sanitation Authority. Thank you for your participation, and rest assured that your responses will be handled with the utmost ethical considerations.

Demographic Questions
1. Gender:

· Male

· Female

2. Age Group:

· 18-24

· 25-34

· 35-44

· 45-54

· 55 and above

3. Education Level:

· Certificate 

· Diploma

· Bachelor's degree

· Master's degree

4. Working Experience:

· Less than 1 year

· 1-3 years

· 4-6 years

· 7-10 years

· More than 10 years

Put a Tick √ on a Most Correct Answer

	Variable
	Indicator Items
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	Organization Factors
	Belongingness
	
	
	
	
	

	
	I feel a sense of belonging to this organization.
	
	
	
	
	

	
	I feel valued and accepted by my colleagues.
	
	
	
	
	

	
	I feel like I am part of a community at work.
	
	
	
	
	

	
	Inclusivity
	
	
	
	
	

	
	I believe this organization values diversity.
	
	
	
	
	

	
	I feel included in decision-making processes.
	
	
	
	
	

	
	I feel respected regardless of my background.
	
	
	
	
	

	
	Recognition
	
	
	
	
	

	
	My contributions are acknowledged and appreciated.
	
	
	
	
	

	
	I receive regular feedback on my performance.
	
	
	
	
	

	
	I feel rewarded for my hard work and achievements.
	
	
	
	
	

	Communication Strategies
	Clear and transparent communication
	
	
	
	
	

	
	Information is effectively communicated throughout the organization.
	
	
	
	
	

	
	I understand the goals and objectives of the organization clearly.
	
	
	
	
	

	
	Communication channels are open and accessible.
	
	
	
	
	

	
	Two-way communication
	
	
	
	
	

	
	I feel comfortable providing feedback to my superiors.
	
	
	
	
	

	
	My opinions are valued and considered in decision-making.
	
	
	
	
	

	
	There are opportunities for dialogue between employees and management.
	
	
	
	
	

	
	Feedback mechanisms
	
	
	
	
	

	
	I receive constructive feedback that helps me improve.
	
	
	
	
	

	
	Feedback is provided in a timely manner.
	
	
	
	
	

	
	There are formal mechanisms in place for feedback submission.
	
	
	
	
	

	Leadership Style
	Vision
	
	
	
	
	

	
	I am inspired by the organization's vision and mission.
	
	
	
	
	

	
	The organization's vision aligns with my personal values.
	
	
	
	
	

	
	I understand how my work contributes to achieving the organization's vision.
	
	
	
	
	

	
	Creativity
	
	
	
	
	

	
	Creativity and innovation are encouraged in the workplace.
	
	
	
	
	

	
	Employees are given the freedom to explore new ideas.
	
	
	
	
	

	
	Creative thinking is valued as much as operational efficiency.
	
	
	
	
	

	
	Contribution
	
	
	
	
	

	
	I feel my work contributes meaningfully to the organization's goals.
	
	
	
	
	

	
	I am given opportunities to take on new challenges and grow.
	
	
	
	
	

	
	My efforts are recognized and valued by leadership.
	
	
	
	
	

	Employee Relations
	Performance
	
	
	
	
	

	
	Employee performance is generally low and inefficient.
	
	
	
	
	

	
	Employee performance is sometimes inconsistent or below expectations.
	
	
	
	
	

	
	Employee performance is consistently high and exceeding expectations.
	
	
	
	
	

	
	Employee performance is highly efficient, productive, and innovative.
	
	
	
	
	

	
	Efficiency & Effectiveness
	
	
	
	
	

	
	Work processes are generally inefficient and time-consuming.
	
	
	
	
	

	
	Work processes are sometimes inefficient or lack effectiveness.
	
	
	
	
	

	
	Work processes are generally efficient and effective.
	
	
	
	
	

	
	Work processes are highly efficient, effective, and streamlined.
	
	
	
	
	

	
	Reputation
	
	
	
	
	

	
	The organization has a negative reputation among employees.
	
	
	
	
	

	
	The organization's reputation is sometimes mixed or neutral.
	
	
	
	
	

	
	The organization has a generally positive reputation among employees.
	
	
	
	
	

	
	The organization has an outstanding reputation for employee satisfaction and engagement.
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