
IMPACT OF EMPLOYEE RELATIONS ON ORGANIZATION
PERFORMANCE IN TANZANIAN RURAL AREAS: A CASE OF
NANYUMBU DISTRICT - MTWARA REGION.

JOSEPH D MHAGAMA
A DISSERTATION SUBMITTED IN PARTIAL FULFILMENT OF THE
REQUIREMENT FOR THE DEGREE OF MASTER OF HUMAN
RESOURCE MANAGEMENT

DEPARTMENT OF MARKETING, ENTREPRENEURSHIP &

MANAGEMENT
THE OPEN UNIVERSITY OF TANZANIA
                                                         2024
CERTIFICATION

The undersigned certifies that he has read and hereby recommends for acceptance by the Open University of Tanzania a dissertation entitled: “Impact of Employee Relations on Organizations’ Performance in Tanzanian Rural Areas: A Case of Nanyumbu District-Mtwara Region” in fulfillment of the requirements for the award of master’s degree of Human Resource Management of the Open University of Tanzania. 

……………………………………………
Dr. Janeth Isanzu

(Supervisor)
……………………

Date

………………………………….
Dr. Sophia Mbura

(Supervisor)

………………………

Date

COPYRIGHT

This dissertation contains copyright-protected work that is covered by the Copyright Act of 1999, the Berne Convention, and other national and international intellectual property laws. The Directorate of Postgraduate Studies, acting on behalf of the author and the Open University of Tanzania, has the right to refuse any reproduction, storage in a retrieval system, or transmission of any part of this dissertation for research purposes, private study, critical scholarly review, or discourse.  

DECLARATION 

I, Joseph D Mhagama, I hereby swear that this dissertation is my original work and that I have not submitted it nor will I to any other university or institution for consideration for a degree of this kind or any other.  

…………………………………….

Signature

……………………………….

Date

ACKNOWLEDGEMENT 

I want to express my gratitude to the All-Powerful God for providing me with the will and motivation to finish my dissertation. Additionally, I must say that I had a great deal of help and advice from a variety of people, all of whom took time to do this work.

I will so use this chance to thank each of them individually and to highlight a few. I want to start by sincerely thanking my employer, the Tanzania Police Force Department, for providing me with the opportunity to further my education. 

My sincere appreciation also goes out to my supervisors, Drs. Janeth Isanzu and Sophia Mbura, for their unwavering support and priceless technical advice, both of which were essential to the dissertation's successful completion. As they continue to assist other students, may God grant them health and strength.
I am also incredibly grateful to my friend, spiritual advisor, and mentor for providing me with unmatched inspiration and spiritual support during my academic career. May the God of all grace shower him with blessings beyond measure.

And lastly, I would like to sincerely thank my family, especially my parents, Mr. and Mrs. Mhagama, for their everlasting love, support, and encouragement during my academic career and research projects.

ABSTRACT

One of the most important and crucial aspects of an organization's everyday operations is employee relations. Effective employee relations result in deeply committed, motivated, and devoted representatives inside the organizations. The goal of the study was to determine how employee relations affected Nanyumbu District organizations' performance. The study concentrated on the effects of job security, communication, working conditions, and employee motivation on organizational performance. The research design used in the study was descriptive. All employees in the rural Nanyumbu district. A sample size of 154 respondents was used. To gather information from the field, questionnaires were employed. The gathered data was analyzed using descriptive analysis techniques and inferential statistics. The study's findings showed that working circumstances had a considerable favorable impact on organizational performance. Furthermore, the outcomes demonstrated that favorable working circumstances had a beneficial impact on organizational performance. Furthermore, the study's findings suggested that job security and organizational performance have a strong positive association. The study concludes by recommending that Nanyumbu District's human resource management pay attention to these employee relations practices, develop the best employee management techniques and strategies, provide assistance to subordinates, and establish clear communication channels that will streamline district communications.  
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CHAPTER ONE

INTRODUCTION
1.1 Chapter Overview 

This chapter covers the study's background, problem statement, objectives, research questions, significance, scope, and organizational structure.

1.2 Background of the Study 

Employee relations are crucial factors that significantly influence an organization's performance, sustainability, and long-term success. Organizations with strong employee relations tend to attract more motivated, committed, and dedicated individuals, who benefit from empowerment, career growth, and training opportunities (Samwel, 2018).

In the United States, employee relations are regulated by the National Labor Relations Act (NLRA), originally known as the Wagner Act of 1935, later amended by the Taft-Hartley Act of 1947 and the Landrum-Griffiths Act of 1959 (Malin, 2018). 
The NLRA's key principles include the protection of the right to organize, the requirement for majority support in union certification, exclusive representation for bargaining units, the obligation to negotiate in good faith with certified union representatives, and the use of economic tools such as strikes and lockouts to resolve negotiation deadlocks (Malin, 2018).
Assessment centers in Australia and Germany are observed to start employee relations practices with the goal of hiring the best candidates for a certain position. This explains why it is difficult for the member states of the European Union; hiring senior managers at the highest level is a major issue (Boxall & Purcell, 2019).

Seniority and the organization's performance evaluation are typically the driving forces behind professional growth and promotion in Portugal. Durisic (2022) claims that a large number of athletes are produced every year to meet the demands of Malaysia's sports sector. The general agreement from this circumstance suggests that employee relations practices are among the components that HR professionals and upper management require to sustain and improve athletes' performance (Ibid.).
The issues posed by employee relations practices differ throughout African states, especially those in Sub-Saharan Africa, where the majority of the continent's countries are developing nations (World Bank, 2018). According to Okundi (2017), forty-one (41%) African countries allocated an average of thirty-four percent (30.4%) of their total national expenditure on employee relations practices, according to a 2010 survey by the World Bank (WB) and the International Monetary Fund (IMF).

This number was far higher than the benchmark. At the moment, countries dealing with issues related to employee relations practices include South Africa, Zambia, Mozambique, Zimbabwe, and Kenya (Duru et al., 2023). In Uganda, labor relations are governed by the 1995 Constitution. The 1995 constitution outlines the following: the ability to form and join associations, the right to work in safe and healthful conditions, the right to collective bargaining and representation, and the right to payment for equivalent labor (Kyasimiire, 2019).  The constitution of the United Republic of Tanzania contains provisions pertaining to employee relations. Realizing the right to labor and social welfare is the state's obligation. The constitution guarantees the right to form associations.
It's also critical to remember that the constitution guarantees fair compensation and equal opportunities (Omari & Kiwonde, 2022). The Employment and Labour Relations Act of 2004 is one of the laws that the government enacted to regulate employee relations. It establishes fundamental rights at work and governs work hours, compensation, leave, termination of employment, rights of employers and trade unions, collective bargaining, strikes and lockouts, and dispute resolution under the Commission for Mediation and Arbitration (Samwel, 2018). 
Human relationship theory served as the study's compass. Human relations serve as the cornerstone of human relationship theory, which takes into account employee relations and motivation (Black & Bright, 2019). 
1.3 Statement of the Problem 
Despite being a significant determinant of an organization's effectiveness, employee interactions have not gotten much attention (Samwel, 2018). In Tanzania, efforts to improve employee relations in the public sector by addressing opaque and patronizing HRM practices led to the introduction of HRM reforms and decentralization (Omari & Kiwonde, 2022). The structural adjustment programs of the 1980s and the 1990s reforms are two examples of reforms (Mkenga, 2020). The New Public Management (NPM), which aims to improve governance in public sector institutions by adopting good governance agendas that support the decrease of bureaucracy, is what motivates the second generation of reforms (Mwakyembe, 2019). 

Furthermore, the Employment and Labour Relations Act of 2018 has taken into account the inclusion of any collective agreement, written legislation governing employment, wage determination, or employee exemptions. Even so, the majority of Tanzanian public organizations appear to prioritize friends over work relationships, despite the fact that these relationships are vital to human resource management operations and have a positive impact on both the organization and its employees (Omari & Kiwonde, 2022). 

They will so continue to have difficulty establishing and preserving productive employee interactions. As a result, these organizations have needless conflicts that affect their effectiveness (Mwakyembe, 2019). 

Lockouts and strikes are the result of bad employer-employee relations. These greatly impair the organization's performance. Employee relations, also referred to as industrial relations, are the collective interaction between employers and employees (Mahenge, 2022). But unlike in rural areas like Nanyumbu District, the majority of research on employee relations and organizational performance in Tanzanian public organizations was conducted in towns. Examples of these studies are those conducted by Mwakyembe (2019), Mkenga (2020), and Mahenge (2022). Thus, the purpose of this study was to ascertain how employee interactions affected the Nanyumbu district organization's performance. 
1.4 Research Objectives 

1.4.1 General Objective 

Using the Nanyumbu district as a case study, evaluate how employee interactions affect an organization's performance in rural locations.  
1.4.2 Specific Research Objectives 

i. To examine the effect of employee motivation on an organization performance in Nanyumbu district  

ii. To examine the effect of working conditions on employees on performance in an organization in Nanyumbu district 
iii. To determine the role of communication on organization performance in Nanyumbu district in Nanyumbu district 
iv. To determine the effect of job security of employee on an organization performance in Nanyumbu district 

1.5 Research Questions  
i. How does employee motivation influence organization performance?  

ii. To what extent does working conditions affect organization performance?  

iii. How does communication affect organizations Performance? 

iv. How does job security affect employee performance in an organization? 
1.6 Significance of the study 

Other academics who might want to do additional research on the same topic in the future will find this study to be helpful. 
This study is significant because it will enhance the positive working relationship between the government and its public employees and add value to their work. Government employers will also benefit from the findings' interpretation in terms of improving public sector efficiency. 
Furthermore, the Nanyumbu district found the study's conclusions to be important in identifying a number of actions and tactics for better employee relations. Government organizations will benefit from this study by learning more about employee relations and how it may affect overall performance. 
The results may also help the government gain information and insight into the primary drivers of improving employee relations in public companies. 
Additionally, policymakers will find this study helpful in crafting suitable rules that enhance connections inside firms, reduce workplace stress, and empower workers to complete jobs more quickly and efficiently. 
1.7 Scope of the Study 

This study focused on five rural wards in the Nanyumbu area in order to examine the effectiveness of employee relations. It searches for data regarding employees' job satisfaction and the type of relationship that exists between employers and employees.

It also examines the impact that an employee's attitude has on their performance. Personnel from public sector organizations, such as the Nanyumbu Mtwara health staff, VEO/WEOS, teachers, and other staff members, participated in the study, which was conducted in the Nanyumbu District.
1.8 Organization of the study 

The study is divided into five chapters:

Chapter One contains an overview of the study as well as a discussion of the problem, the research aims, the issues being investigated, and the significance of the study.

Chapter Two contains a review of the literature that includes a conceptual framework, a research gap, an empirical review, and a theoretical review.

Chapter 3 presents the research methodology, while Chapter 4 discusses the results and findings of the study. 
Chapter Five summarizes the results, offers a conclusion and recommendations, and clarifies a few concepts for further study. Lastly, there are extensive bibliographies, appendices, and references.
CHAPTER TWO

LITERATURE REVIEW

2.1 Chapter overview 

This chapter presents a review of the literature relevant to the study's goal. By outlining the salient features of current information, the chapter communicates the established ideas and knowledge, together with their advantages and disadvantages with respect to the research. 
The conceptual framework, research gaps, theoretical and empirical reviews, and key concept definitions are all provided. 

2.2 Definition of Key Concepts 

2.2.1 Employee Relations 

Employee relationships are those that employees have with one another to improve productivity at work (Luengalongkot & Hongwiset, 2020). Work performance within the organization may be impacted by a positive personal relationship. For example, workers who are productive at work add value to the organization. 
The definition of employee relations in this study is the study of the interaction between an employer and employee to resolve problems and boost output through raising morale and motivation (Pahuja et al., 2021). 

2.2.2 Organization Performance 

The process of transforming inputs into outputs to attain specific outcomes that the organization also hopes to achieve is known as organizational performance (Mkenga, 2020).

Organizational performance was described by Mlenge (2020) as the capacity of the organization to achieve its goals and make improvements. Tan et al. (2021) claim that organizational performance also takes into account each institution's real outputs, which served as a gauge for the institution.

This is dependent on organizational performance, which is defined as how well leaders can manage a team and foster a collaborative work environment. The way that one defines organizational performance might vary depending on the context. Empathy with participants regarding the actions being conducted is necessary for effective results (Tan et al., 2021). According to Samwel (2018), organizational performance in this study is the capacity of the business to meet its goals in the face of ongoing change. 
In addition to understanding the institutional decision-making procedures, many businesses assess organizational performance to determine how best to employ investor capital (Sweis et al., 2020

2.3 Theoretical Review  

This study was guided by human relationship theory. 
2.3.1. Human Relations Theory  

According to Elton Mayo's human relations management theory, which was created in the 1930s as a result of the Hawthorne organizational psychology investigations, workplace social connections and employee recognition of their uniqueness can increase employee productivity and motivation (Gitman et al., 2018). 
Its basic premise is that higher production is the result of better working conditions, which include favorable treatment, empowerment, and engagement. It also draws attention to informal workplace communities, worker satisfaction, and productivity-boosting strategies that prioritize people above technology or the economy (Ward, 2021). 
According to human relations theory, teamwork depends on human connections and necessitates cooperation and coordination among individuals involved, therefore the workplace is not an organized social context (Bright & Cortes, 2019). However, human relationships are vital for motivating people. 

The foundation of any organization is its human relations, which encompass both formal and informal components according to Black & Bright (2019). The formal elements of an organization comprise its structure. 
Among its informal elements are the interpersonal relationships that occur within the organization. The group is seen in this perspective as a particular kind of social structure. To encourage individual work satisfaction and the subsequent motivation of the person, this system needs to be addressed. It's interesting to note that group dynamics and production are heavily influenced by individual relationships inside the group (Ward, 2021).
According to Bright & Cortes (2019), comprehending the idea of individual motivation is crucial to comprehending human relations theory. This theory's disadvantage is that it necessitates making a number of behavioral assumptions about people.

The two primary advocates of human relations theory are Mary Parker Follet, who used psychological techniques to comprehend the effective utilization of people, and Elton Mayo, who is most recognized for his work on human connection managing through the Hawthorne trials.

She introduced the ideas of depersonalized authority and duty (Ward, 2021). Additionally, they supported providing channels for communication during the decision-making process.
Mayo evaluated the psychological reactions and attitudes of workers in work-related environments and examined the impact of light levels on worker productivity. Later, the study was broadened to include a greater range of work situations into the early 1930s.
People aren't actually motivated solely by financial gain since, according to Gitman et al. (2018), employees prefer positive feedback from managers over harsh commands, the perceived value and relevance of one's labor impacts output more than anything else, and management-employee communication is crucial.
Bright & Cortes (2019) list the following benefits of human relations theory: increased worker productivity; less employee complaints; increased staff retention; development of positive interpersonal interactions; and increased organizational goodwill.

However, there are also some disadvantages to human relations theory, such as its focus on human theory at the expense of labor productivity, lack of a work schedule, overabundance of theoretical concepts, difficulty in analysis, and loss of subjectivity (Bright & Cortes, 2019). 
The absence of scientific validity in the research and the abnormal behavior of the personnel during the investigations have drawn criticism for the human relations management theory. Marxists contend that by downplaying economic concerns, it is a new method of worker exploitation. It is also anti-union and pro-management; it overlooked labor categories and the economic aspect, prioritized informal ties over formal ones, and failed to look into the nuanced subject of human motivation.

Nevertheless, despite the aforementioned flaws, this theory is pertinent to the research since it attempts to show a commitment to employees' personal well-being by actively participating in their skill development. In its various forms, this managerial approach to employee relations aims to lessen internal conflicts by increasing workers' feeling of workplace satisfaction through methods that involve them in the planning and control of their work (Cropanzano & Mitchell, 2015). Furthermore, the hypothesis shows how deeply ingrained it is in the convention of human connections. The perception of an employee's effect is based on their ability to inspire others and enhance an organizational culture that is built on mutual trust and cooperation. 

2.4 Empirical Literature Review 

2.4.1 Studies from Global Context 

Manalo & Apat (2021) investigated the connection between non-teaching staff members' job performance and work motivations in a Philippine university. The 50 administrative and support staff members in this descriptive study self-assessed using a standardized questionnaire. The study's findings demonstrated the importance of professional development and the work environment as highly motivating variables.
Using the Social Exchange Theory, Safwan et al. (2023) investigated the relationship between HRM practices and organizational performance among employees of Malaysian State Sports Councils (MSSC). A total of 280 MSSC employees participated in this survey. Thirty-five items make up this study tool, which evaluates organizational performance and HRM practices. Based on a regression analysis of the data, it was found that among MSSC employees, HRM practices are strongly and directly correlated with organizational success.
The authors came to the conclusion that employees can commit to work and complete tasks in a way that advances organizational goals because of the organization's good HRM practice structure. 

Sweis et al.'s (2020) study examined the impact of HR procedures on organizational performance within the framework of construction enterprises in Jordan. Employees from 16 different managerial levels of construction companies participated in the study, and standardized questionnaires were used to gather data.

After 228 valid questionnaires were examined, a 67% response rate was attained. The study's hypotheses were tested using regression analysis, and the findings demonstrated a robust relationship between organizational success and performance rating procedures. According to the study, performance feedback can be used by managers and staff members to pinpoint areas in which performance needs to be enhanced.

2.4.2 Studies from Africa Context 

Omale et al.'s (2023) analysis of the factors influencing academic staff members' productivity and zealousness, A quantitative study design was selected. Using the convenience sampling method, 8,500 members of the academic faculty who were hand-selected were handed questionnaires. 
Regression analysis and SPSS version 20 were used for the statistical analysis. Conclusion/Outcomes: The study found that there is a very weak and unfavorable correlation between academic staff performance and clear desire. This implies that academic staff performance will decline along with a decline in government interest in such a project. 

By cultivating positive employee relations, firms hope to increase employee loyalty and encourage them to take an active role in their job. Employee relations in any organization prioritizes interpersonal relationships in addition to team dynamics (Akanbiemu, 2021). The surrounds, employee interactions, location, policies & operations, culture, assets and operations all make up an organization's environment.

Together, these factors affect how dedicated and productive its workers are at work (Rachman, 2021). In universities located in Ondo State, Nigeria, Akanbiemu (2021) investigated the work satisfaction, employee commitment, and employee relations of librarians. In the study, a survey design was used. Using the entire enumeration technique, 90 librarians made up the population.

A questionnaire helped with the data collection process. A 93.3% response rate was attained. Descriptive statistics, Pearson correlation coefficients, and linear regression analysis were used to analyze the data. According to the study's findings, employee loyalty to the company was significantly impacted by work satisfaction and employee relations.
Kyasimiire (2019) investigated the impact of employee interactions on staff performance through a case study of the Electricity Supply Commission Uganda Limited. The study's conclusions showed that 20% of respondents and 80% of respondents strongly agreed that employee interactions affected organizational effectiveness. 
Because they play a significant role in improving employee performance and enhancing the organization's institutional image, employee relations should be given careful consideration.
In order to evaluate the effect of employee relations on organizational success, Murugu (2022) concentrated on Kiambu County. The study included a sample of 384 workers who were chosen from Kenyan government representatives for Kiambu County using a descriptive research approach.

Surveys were used to gather the data, and ANOVA, t-tests, Pearson correlation, Chi-square (x2), p-values, and the coefficient of determination were used in the study. The study came to the conclusion that elements including worker motivation, working conditions, job security, and communication have a big impact on organizational performance in Kiambu County.
2.4.3 
 Studies in Tanzania Context 

Omari & Kiwonde (2022) looked into the driving forces behind teachers' success in public primary schools after the recently enacted fee-free education policy went into effect.

The study's compass was the Maslow theory of motivation, which is well-known for identifying five essential human needs: physiological, security, affiliation, esteem, and self-actualization.

The study employed a descriptive research design and a quantitative methodology supported by a qualitative approach. There were 120 total responders to the survey: 100 were normal teachers and 20 were head teachers. The sample was created using basic random sampling and purposeful sampling.  According to the study, teachers' dedication to their teaching and learning processes is often influenced by motivational elements, which in turn enhances students' academic achievement. 
Samwel (2018) found numerous employee relations strategies employed by small businesses in Tanzania while also examining the impact of employee relations on both individual and organizational performance. The study used a cross-sectional survey as its research methodology, and 387 respondents were randomly selected using a stratified random selection procedure from a subset of Tanzanian small businesses. Data were gathered via interviews and structured questionnaires. Tables were utilized to present the results of the analysis, which included the use of descriptive statistics and correlation analysis.

The findings demonstrate a substantial positive link between employee relations and performance as well as between organizational performance and employee relations. Additionally, the findings demonstrate that Tanzanian small businesses engage in unfair labor practices.

Mlenge (2020) looked into how motivation affected police performance in Pemba, Tanzania's North Region. The research utilized a descriptive methodology in conjunction with a cross-sectional survey strategy. 115 employees were chosen at random as the sample, and questionnaires were used to gather primary data. Regression analysis, correlation, and descriptive statistics were used to analyze the data.

The findings showed that police performance is much improved by motivation. According to the poll, the police department operates effectively, with the majority of its employees showing a positive attitude and being driven to work more.

Chacha (2018) used the TUWASA example to examine the variables influencing the motivation of workers at Tanzania's Urban Water Supply and Sanitation Authorities. 55 responders made up the study's sample. 

Data were gathered using questionnaires and interviews as well as the descriptive study design. Descriptive statistics were used to assess the data that were gathered. 
The results showed that intrinsic motivating variables that are in line with Herzberg's Two variables—such as administration, working conditions, pay, recognition, and the work itself—affect employees' motivation at work. 
2.5 Research Gap 

The majority of the examined study, which was mostly done in different nations, demonstrated the impact of employee relations on organizational performance. Numerous of these studies were concentrated on a specific public sector and had urban bases. Kyasimiire (2019) investigated the impact of employee interactions on staff performance through a case study of the Electricity Supply Commission Uganda Limited. The study's conclusions showed that 20% of respondents and 80% of respondents strongly agreed that employee interactions affected organizational effectiveness. 
Because they play a significant role in improving employee performance and enhancing the organization's institutional image, employee relations should be given careful consideration. 
The issues posed by employee relations practices differ throughout African states, especially those in Sub-Saharan Africa, where the majority of the continent's countries are developing nations (World Bank, 2018).
For example, Mlenge (2020) examined the relationship betweens motivation and Tanzanian police force performance, while Omari & Kiwonde (2022) looked at the elements that drive primary school instructors. 
Furthermore, a large number of these studies relied on descriptive statistics rather than inferential statistical techniques like regression analysis. 
Research on the effects of employee relations on worker performance in Nanyumbu is therefore necessary, with a particular focus on five wards and personnel from different public sector organizations.

2.6 Conceptual Framework
The goal of this part is to develop a conceptual framework that will direct the researcher while they do their research. The conceptual framework provides a narrative or graphic explanation of the research's key concepts (Herrmann, 1994).  How the two are related is depicted in Figure 2.1. This chart clarifies the link between the independent and dependent variables. The dependent variable is organizational success, and the independent variable is employee relations.
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figure 2. 1: Conceptual Frame Work
Source: Researcher, 2024

CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Chapter Overview  
This chapter is noteworthy because it covers the what, how, when, and why of research technique and methods in great depth. It provides a thorough examination of the study population, geography, sample, sampling procedures, design strategy, and research methodology. It also addresses issues of validity, reliability, and ethics in addition to data gathering, analysis, and cleansing.

3.2 Research Philosophy 

According to Creswell (2018), a research philosophy offers a framework for doing research that is based on ideas about reality and the nature of knowledge. The positivist concept was applied in this work (Kumar, 2019). Saunders et al. (2009) further pointed out that positivist perspectives usually support conducting research with outcomes similar to those of natural scientists and working in an observable social reality. The results of this philosophy study were quantitative and observable. 

3.3 Research Approach 

The plans and strategies used to carry out research, from general ideas to specialized approaches for data collecting, analysis, and interpretation, are all included in research methodology (Kothari, 2019). The type, nature, and design of the study dictate the approach. A quantitative strategy, which emphasizes measuring and evaluating data, was used in this investigation. This deductive method emphasizes the validation of hypotheses and is based on positivist and empiricist ideas. To enable statistical analysis, it entails gathering data via surveys, honing it, and presenting it quantitatively (Kumar, 2019). Statistical techniques including correlations, relative frequencies, and mean differences are used to evaluate the relationships between variables that are measured in a sample for quantitative research (Creswell, 2018).

3.4 Research Design 

A research design is a systematic approach to gathering, arranging, and analyzing data and pertinent information for a scientific investigation (Kothari, 2019). Descriptive research design was therefore used in this study since it is helpful in characterizing events and examining the predetermined objectives. An individual, organization, or event's features are typically identified and described, either quantitatively or qualitatively, in a descriptive research project's design. A scientific investigation builds a narrative of facts and features of individuals, groups, events, or circumstances that are of interest while addressing particular assumptions and expectations (Kothari, 2019). According to Creswell (2018). 

3.5 Study Area 

The five wards of Mangaka, Maratani, Masuguru, Mikangaula, and Mkonona were visited by government personnel from government organizations as part of this study, which was carried out in the Nanyumbu district. One of the six districts in the western part of the Mtwara Region in southern Tanzania is called Nanyumbu. Public servants who provide services have been handpicked because they consistently work in rural Nanyumbu districts and face a variety of challenges. For this reason, the study is focused on the region to ascertain the factors that inspire these public servants to deliver high-quality services to the rural parts of Nanyumbu District. 

3.6 Study Population 

A population is defined as an entire group of individuals or elements sharing at least one characteristic (Bhandari, 2021). All employees of the Nanyumbu district in rural areas, including teachers, VEOs/WEOs, healthcare professionals, and other public servants, were the study's target group. Furthermore, as shown in Table 3.1 below, the Nanyumbu District Council employs 250 public workers in a rural area to provide community services, according to the HR office Report (2024) of the council. 

Table 3. 1: Population Distribution 

	S/N 
	Category
	Population

	1. 
	Healthcare workers
	100

	2. 
	Teachers
	100

	3 
	VEOs/WEOs
	20

	4. 
	Other Public Servants
	30

	 
	Total
	250


Source: Researcher, 2024 

3.7 Sample Size 

According to Kothari (2019), a sample size is a portion of the population that researchers choose to analyze in order to simplify the results for the intended audience. The sample size for this investigation was determined using the Yamane formula.

Therefore, the following computation has been made in order to determine the appropriate sample size. 

Yamane’s formula 
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Whereas:  
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e = Probability of error (0.05), with a precision of 5% and a 95% confidence level. 
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n= 153.8 n=154 

Thus, a sample size involved a total of 154 public employees in a description of 49 health staffs, 

49 teachers’ staff, 12 VEOs/VEOs, and 44 other public service providers.  

Table 3. 1 Distribution of the Study Sample 

	Category  
	Population  
	Sample  

	Healthcare workers 
	80 
	49 

	Teachers  
	80 
	49 

	VEOs/WEOs 
	20 
	12 

	Other Public Servants  
	70 
	44 


Total  
250 
154 

 SHAPE  \* MERGEFORMAT 



Source: Researcher, 2024 

3.8 Sampling Techniques 

Kothari (2019) defines sampling as the process by which researchers choose a sample that faithfully reflects the total population. To choose participants for this study, a method known as probability sampling was used. More specifically, a sample of the participants from the study area was chosen using cluster sampling techniques.

3.9 Data Collection Methods 

A survey is a research tool composed of a set of questions with other prompts with the aim of collecting data from a respondent, according to Saris and Gallhofer (2014). In this study, 145 respondents in the rural Nanyumbu district were given a list of closed-ended questions to complete in order to collect quantitative data.

The questionnaire gives insights that might not be available elsewhere and enables the researcher to develop data tailored to their particular research (O'Leary, 2014). To gather quantitative data for this study, the targeted respondents were given a series of closed-ended questions. In order to get quantifiable data on the extent of the issues under study, closed-ended questions in questionnaires are only used to limit respondents to preset responses.

3.10 Validity and Reliability of the Study 

3.10.1 Validity 

Validity evaluates the accuracy of the research findings as well as whether the study truly examines the variables it was intended to investigate (Kumar, 2019). In order to evaluate the validity of the instruments and ensure that only permitted tools were used to collect data, the researcher conducted a pilot study with ten (10) respondents from each category. Ten respondents' comments resulted in modifications to the questionnaire.

3.10.2 Reliability 

The degree to which the research instrument or processes consistently yield the same information given variations in time and responder is referred to as the study's reliability (Bryman, 2012). Using Cronbach's Alpha, the relationship between the study's variables was established in order to assess the instrument's reliability.

The reliability of the variables ranged from 0.793 to 0.851, as seen in Table 3.3, demonstrating a good level of reliability. Based on the results, every variable met the recommended Cronbach Alpha value threshold of greater than 0.7, as stated by Fraenkel and Wallen (2006), and was consequently considered for additional examination. 
As a result, it was found that there was sufficient internal consistency between all the variables, allowing us to move forward with additional study. 
Table 3. 2: Reliability Test  

	Variables
	Number of items
	Cronbach’s Alpha (α)

	Employee motivation
	10
	0.793

	Working conditions
	10
	0.725

	Communication
	10
	0.851

	Job security
	10
	0.801


Source: (Field data, 2024) 

The following are the assumptions that underline the regression models; 
3.10.2.1 Linearity 

The purpose of the test was to ascertain whether the variables had a linear relationship. We tested the linearity of each independent variable with the Pearson Product Moment of Correlation (PPMC) Coefficient for each dependent variable. 
This test was designed to evaluate the degree of a linear relationship between the variables (Hair et al., 2010). 

3.10.2.2 Normality Test 

Figure 1 show the results of the test, which was done to see if the variables were normally distributed. Thereon et al. (2007) state that the overall probability under the curve is equal to one. Mathematical techniques, such as the degree of Scenes and the variable's Kurtosis, were used to test the independent variables' normality. Thereon et al. (2007) state that the overall probability under the curve is equal to one.

Mathematical techniques, such as the degree of Scenes and the variable's Kurtosis, were used to test the independent variables' normality. Kurtosis is a term used to describe how a variable peaked is in a similar vein, Kolmogorov-Smirnov tests were used to verify that the distribution was normal. 

3.10.2.3 Multicollinearity Test 
The purpose of the test was to evaluate the case for causality testing by describing the possible interactions between variables. Multiple correlations between independent variables are referred to as multi-collinearity (William et al., 2013). 
This study will use tolerance values and the Variance Inflation Factor (VIF) to assess multi-collinearity. In general, there are serious multi-collinearity problems when the tolerance value is less than 0.01 or the VIF is more than 10.0.  According to Leech et al. (2011), tolerance is the measure of the percentage of variability in an independent variable that cannot be explained by other independent variables, while VIF is the reciprocal of tolerance.

3.10.2.4 Heteroscedasticity Test 

The purpose of the test was to ascertain whether there is a heteroscedasticity issue with the variables under investigation. The reverse of homoscedasticity, heteroscedasticity can suggest that variances are inconsistent, which goes against the linearity assumption. For this reason, heteroscedasticity is a serious problem in regression analysis and ANOVA (analysis of variance).

In the presence of heteroscedasticity, ordinary least squares estimators do not lose their objectivity; rather, they become inefficient because they often underestimate the true variance and covariance.

Furthermore, assuming equal variances among the groups may be a mistake when testing for differences within subpopulations.

3.10.2.5 Autocorrelation Test 

The purpose of the test was to ascertain whether or not the variables under investigation have an autocorrelation effect. Autocorrelation is commonly employed to assess the correlation between the present value of a variable and its historical values. Because of carryover processes or inertia in the physical system, geophysical time series commonly auto-correlate.

Because autocorrelation lowers the effective sample size, it makes applying statistical tests more difficult. According to Hair et al. (2010), autocorrelation may also make it more difficult to identify meaningful covariance or correlation between time series. 

3.11 Data Analysis Methods 

Data analysis is the process of logically assessing each piece of information that has been gathered, drawing conclusions, and drawing inferences (Kumar, 2019). 
Inferential statistics and descriptive analytic techniques were employed in this study to examine the data that was gathered Regression analysis and correlations were used for inferential statistics to look at the links between independent and dependent variables.

Standard deviation, mean, and percentage were used in descriptive analysis. Version 25.0 of the Statistical Package for the Social Sciences (SPSS) was used to analyze the data. After a final summary, the results were shown in tables with frequencies and percentages for analysis and interpretation.

3.11.1 Regression Model 

Multiple regression analysis was used to determine the significance and degree of the correlations among dependent and independent variables in order to analyze the impact of factors on organizational performance. A multiple regression model was used to describe this in the Nanyumbu District instance in order to ascertain the significance of employee relations for organizational success. For this investigation, inferential statistics such as p-values, Chi-square (x2), and Pearson correlation were employed. The regression model that follows is what we used.
Y = β 0 + β 1X1 + β 2X2 + β 3X3 + β 4X4 + ε whereby: 

Y = Dependent Variable (Organizational Performance) β 0 = y intercept (Constant) β1 = regression coefficient for employee motivation β2 = regression coefficient for Working Conditions 

β3 = regression coefficient for Communication β4 = regression coefficient for Job Security 

X1 = Employee Motivation 

X2 = Initiating Working Conditions 

X3 = Communication X4 = Job Security ε = error term  
Version 25.0 of the Statistical Package for Social Science (SPSS) will be used to conduct all of the aforementioned statistical tests. The variables that cannot be quantified are captured by the error term (e), a random variable with a mean of 0 (zero).  

3.12 Variables and Measurement Procedures 

To solve the problem mentioned in the introduction, the researcher chose four factors to test in this investigation. Based on X1, the first test examined the connection between worker motivation and organizational effectiveness.

The impact of working circumstances on organizational performance was evaluated in the second test, and the influence of interpersonal interaction on organizational performance was investigated in the third.

The impact of secure employment on the performance of organizations in Nanyumbu District was examined in the fourth test. These tests were based on the X2 and X3 models, respectively.

These elements were selected because it has been demonstrated that they play important roles and have a significant impact on how well organizations perform in Nanyumbu District (Safwan et al. 2023; Mlenge, 2020; Chacha, 2018). 

Table 3. 3: Summary of variables measurements 

	S/N
	Variable Name
	Data Measurement/ Requirement
	Measurement scale
	Source

	1
	Employee motivation (Independent 

Variable) 
	Employee loyalty 

High productivity 

High profit 
	Likert Scale of five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). 
	Safwan et al. (2023) 

	2
	Working conditions 

(Independent 

Variable) 
	Satisfied Employees 

Increase Efficiency 

Minimal Working 

Injuries 
	Likert Scale of five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). 
	Mlenge 
(2020); 

Chacha (2018) 

	3
	Communication 

(Independent 

Variable) 
	Level of coordination Feedback 

clarity 
	Likert Scale of five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). 
	Kyasimiire 
(2019); Murugu (2022 

	4
	Job 
security 

(Dependent 

Variable) 

 
	Low staff turnover 

Loyalty 

Happy employees  
	Likert Scale of five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). 
	Murugu (2022) 

	5
	Organization performance (Dependent 

Variable) 

 
	Productivity 

Efficiency 

Standard quality of work 

Job efficiency and 

effectiveness Timely output 

Teamwork 
	Likert Scale of five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). 

 
	Murugu 
(2022); 

Safwan et al. (2023) 


Source: Researcher (2024) 

3.13 Ethical Consideration 

To make sure that ethical guidelines are followed, the researcher watched every step of the research process. Before any data was collected, the project was approved and examined by the Open University for ethical concerns.

The study clearance letter and the research data collection permit letter were then delivered to the researcher. Nonetheless, consent to collect data was granted by the Nanyumbu District Officer. The study also included participants who consented to participate in order to express their readiness to explore ethical problems. 

CHAPTER FOUR

DATA ANALYSIS AND RESULTS PRESENTATION
4.1 Chapter overview 

The interpretations of the observed outcomes in this chapter are based on the first chapter's study aims. The basic data sources served as the foundation for the conclusions. The data results were shown and assessed using frequency tables and percentages in line with the study questions. 
4.2 Demographic information 

4.2.1 Response rate 

120 of the 154 respondents in the study were able to complete and return the questionnaires, resulting in a response rate of 77.9%.  This was in line with the findings of other researchers, such as Babbie (1990), who noted that a response rate of more than 50% in descriptive research is sufficient for analysis. 
Table 4. 1: Questionnaire Return Rate 
	Organization support on EDMS
	Questionnaire issued
	%
	Questionnaire returned
	%

	Health staff 
	49
	31.8
	34
	28.3

	Teachers  
	49
	31.8
	40
	33.3

	VEOs/WEOs 
	12
	7.8
	8
	6.7

	Other Public Servants 
	44
	28.6
	38
	31.7

	Total 
	154
	100
	120
	100


Source: Researcher, 2024  
Teachers received a high response rate of 33.3% in the study, which included respondents from four groups. Healthcare personnel returned 28.3% of their questionnaires, compared to 31.7% for other public servants, and VEOs/WEOs returned the fewest (6.7%). 
4.2.2 Demographic information of Respondents  

Table 4. 2: General Information of Respondents 

	
Respondent’s characteristics  
 
	Frequency
	Percentage

	
Gender 
 
Male 
 
	72
	60

	Female 
 
	48
	40

	
Age (Years) 
 
18 – 25 
 
	10
	8.3

	26 – 35 
 
	44
	36.7

	36-45 
 
	52
	43.3

	46-55 
 
	12
	         10

	Above 55 
 
	2
	  1.7

	
Education level 
 
Secondary 
 
	4
	3.3

	Certificate 
 
	26
	21.6

	Diploma  
 
	38
	31.7

	Bachelor Degree   Masters 
      
       
	       44

         8
	      36.7

       6.7

	
Job experience 
 
0-5 
 
	34
	28.3

	6-10 years 
 
	53
	44.2

	11-15 years 
 

More than 15 years 
 
 
	18

15
	         15

12.5


Source: Researcher, 2024 

In this study, gender is a significant demographic factor since it enables the researcher to ensure that the findings are valid and devoid of gender bias. Table 4.2 presents the results, which demonstrate that 40 out of 120 participants were female respondents, while 60 percent were male. This suggests that men make up the majority of the respondents the researcher was able to contact.

The bulk of responders were men, according to the data. Because the government promotes equal opportunity and women's empowerment, the researcher expected that there would be an equal number of male and female participants in government institutions.

This little disparity in the gender makeup could be the consequence of historical and cultural contexts that largely supported male involvement in education over that of females. Aina (2004) claims that expanding access to education and training in developing nations like Tanzania is difficult due to cultural customs and expensive educational costs.

Regarding the respondents' age range, the results show that 36.7% of the respondents were between the ages of 26 and 35, and 43.3% of the respondents were between the ages of 36 and 45.

These findings imply that the majority of respondents were mature, responsible individuals (36-45) who were informed about the subject matter of the study.

Additionally, education level is a crucial demographic factor in this study because it allows the researcher to determine whether the profession of each employee matches the type of work that person does in order to ensure optimal employee performance that will aid the company in achieving its goal.

According to the results, 3.3% of the respondents had only finished their secondary education, 21.6% had completed a certificate program in a different subject, 31.7% had completed a diploma, 36.7% had completed a bachelor's degree, and a meager 6.7% had completed a master's degree (Table 4.4).

As a result, this indicates that a sizable portion of respondents had a college degree. This suggests that workers in Nanyumbu District and other local government agencies are competent individuals who may possess certain employee relations traits in order to further the objectives of the company.

 A crucial demographic component in this study is the respondent's level of work experience, which enables the researcher to determine how they perceive the possible impact of employee relations on organizational performance. 28.3% of the entrepreneurs in the SMEs that answered to the survey had worked in the Nanyumbu region for less than 0–5 years, 44.7% for 6–10 years, 15% for 10–15 years, and 12.5% for more than 15 years, according to the results, which are shown in Table 4.5. 
Numerous respondents had between six and ten years of work experience, according to the results.
Furthermore, the results showed that the majority of the study's participants—more than 72% of the workforce—had been employed by the Nanyumbu district for more than five years. This suggests that workers with a good deal of expertise and a lengthy history of offering pertinent data on employee relations and organizational performance were chosen for the study. 

4.3 Descriptive Analysis 

Descriptive statistics are used by the researcher to utilize statistics to explain the data scores. The study's findings were presented using percentages and mean standard deviation. 

4.3.1 Employee Motivation and Organization Performance 

A Likert scale, with one representing strong agreement (SA), two agreement (A), three neutrality (N), four disagreement (D), and five strong disagreements (SD), was given to the respondents, who were asked to rate their agreement with a series of statements.

Data pertaining to the first objective which centers on how employee motivation affects organizational performance—were gathered using this methodology. Regarding the statement, "I have been encouraged to my current roles and responsibilities," the majority of respondents (more than 52.5%) agreed with it; however, 18.4% strongly agreed, 5.6% disagreed, and 23.5% were neutral. The mean average of the responses was 3.78, with a standard deviation of 0.739.
With a mean score of 4.21 and a standard deviation of 0.741, the second statement, "I have been trained to undertake my duties assigned to me," was agreed to by the majority of respondents (over 41%), strongly agreed by 38.9% of respondents, and neither agreed nor disagreed by 19.1% of respondents.

The majority of respondents (more than 38.6%) agreed with the statement Of those surveyed, 26.3% strongly agreed with the statement "The government provides its workers with the necessary incentives" while 32.3% expressed hesitation. 2.8% of respondents disagreed with the statement, resulting in a mean response of 3.82 with a standard deviation of 0.885.

With respect to the claim that "We are regularly trained to achieve the institutional goals," 35.5% of participants expressed agreement. The standard deviation was 1.251 and the mean score was 3.33. 17.1% strongly agreed, 13.1% disagreed, 10.4% definitely disagreed, and 23.9% were neutral among the responses.

32.3% of respondents agreed with the statement "I am aware of the needs of the organization," while 26.3% strongly agreed. Of the respondents, 2.8% expressed disagreement, and 38.6% were neutral. 3.82 was the average score, and 0.885 was the standard deviation.
	Statement
	SA
	A
	N
	D
	SD
	Mean
	Std. Deviation

	Have been encouraged to my current roles and responsibilities
	18.4
	52.5
	23.5
	5.6
	-
	3.78
	.739

	Have been trained to undertake my duties assigned to me
	41
	41
	19.1
	-
	-
	4.21
	0.741

	We are routinely motivated
	38.9
	41
	31.1
	-
	6.0
	4.21
	0.741

	The government provides necessary incentives to the employees
	26.3
	38.6
	32.3
	2.8
	-
	3.82
	.885

	Have been promoted in the recent years
	17.1
	35.52
	3.9
	10.4
	13.1
	3.33
	1.251

	We are regularly trained to achieve the institutional goals
	17.1
	35.5
	23.9
	13.1
	10.4
	3.33
	1.251

	Am aware to the needs of the Organization
	26.3
	32.3
	38.6
	2.8
	-
	3.82
	.885


Table 4. 3: Employee Motivation on an organization performance
Source: Researcher, 2024
4.3.2 
Working Conditions and Employees Performance in an Organization 

Respondents were given a series of statements and asked to rate their agreement on a Likert scale from 1 (strongly agree) to 5 (strongly disagree), where 1 represents strong agreement, 2 indicates agreement, 3 denotes neutrality, 4 signifies disagreement, and 5 means strong disagreement.

This approach was used to gather data on the second objective, which examines the effect of working conditions on employee performance within an organization. The majority of respondents (24.7%) agreed with the statement "I, as an employee, have an interest in my work," with a mean score of 3.02 and a standard deviation of 1.195. Additionally, 10.8% strongly agreed, 13.9% disagreed, and 15.1% strongly disagreed, while 35.5% had no opinion on the statement.

The majority of respondents (more than 43.8%) agreed with the statement "I like the working environment," while 24.1% strongly agreed with it, 8.8% disagreed with it, 13.5% strongly disagreed with it, and 10.8% were neutral about it. The mean of the responses was 3.54, and the standard deviation was 1.306.

With respect to the statement "My performance outcomes have improved," the majority of respondents—more than 31.1%—strongly agreed with it, compared to 20.7% who agreed, 23.9% who disagreed, 5.2% of whom strongly disagreed, and 19.1% of respondents who were neutral. The statement's mean was 3.49 and its standard deviation was 1.291. The majority of respondents (more than 47.0%) agreed that the district has good working conditions; 24.7% strongly agreed with the statement; 15.9% disagreed with the statement; 4.8% strongly disagreed with the statement; and 7.6% neither agreed nor disagreed with the statement. The mean response was 3.71, and the standard deviation was 1.145.

Furthermore, regarding the claim that "I am stressed working in this organization," With a mean of 3.77 and a standard deviation of 1.062, the majority of respondents (55.4%) agreed with the statement, whereas 20.3% strongly agreed, 2.0% disagreed, and 8.4% disagreed strongly. 
Thirteen percent of respondents were neither in agreement nor disagreement with the statement. With a mean of 4.16 and a standard deviation of 1.006, the majority of respondents—more than 46.2%—strongly agreed with the statement "I am experiencing fatigue," while 33.5% agreed with the statement, 4.8% disagreed with the statement, and 2.8% strongly disagreed. Twelve percent of respondents were neither in agreement nor disagreement with the statement.

Furthermore, the majority of respondents (more than 33.5%) agreed with the statement "I am satisfied working in this county," while 21.5% strongly agreed, 10.8% disagreed with the statement, 10.4% disagreed, and 21.9% neither agreed nor disagreed with the statement.

The mean of the responses to this statement was 3.47, with a standard deviation of 1.240. In conclusion, the majority of respondents—roughly 41.8%—agreed with the

statement that "Organizational processes within the district are easy to understand." Of those, 18.3% strongly agreed, 29.9% disagreed with the statement, 4.8% strongly disagreed, and 5.2% neither agreed nor disagreed. The statement's mean was 
Table 4. 4: Working Conditions on Employees Performance in an Organization 

	Statement
	SA
	A
	N
	D
	SD
	Mean
	Std. Deviation

	I have interest in my work
	10.8
	24.7
	35.5
	13.9
	15.1
	3.02
	1.195

	I like the working environment
	24.1
	43.8
	10.8
	8.8
	13.5
	3.54
	1.306

	My  performance outcomes have improved
	31.1
	20.7
	19.1
	23.9
	5.2
	3.49
	1.291

	The district has good working conditions
	24.7
	47.0
	7.6
	15.9
	4.8
	3.71
	1.145

	I am stressed working in this organization
	20.3
	55.4
	13.9
	2.0
	8.4
	3.77
	1.062

	I am experiencing fatigue
	46.2
	33.5
	12.7
	4.8
	2.8
	4.16
	1.006

	I am satisfied working in this ward
	21.5
	35.5
	21.9
	10.4
	10.8
	3.47
	1.240

	Organizational processes within the district are easy to understand
	18.3
	41.8
	5.2
	29.9
	4.8
	3.39
	1.223


Source: Researcher, 2024 

4.3.3 Role of Communication and Organization Performance 

In order to gather data for the third objective, which concerns the impact of communication on an organization's performance, a series of statements were posed to the respondents, who were asked to rate their agreement on a Likert scale ranging from one (1) to five (5), where one (1) represented strong agreement (SA), two (2) agreed (A), three (3) was neutral (N), four (4) disagreed (D), and five (5) represented strong disagreement (SD). With a mean of 4.30 and a standard deviation of 0.922, the majority of respondents—more than 53.0%—strongly agreed with the statement "There is good communication chain in the district," while 30.7% agreed with it, 2.8% disagreed with it, and 2.0% strongly disagreed. Eleven percent of respondents were undecided about the statement. 
The majority of respondents (more than 53.8%) agreed with the statement "Code of conduct at the Nanyumbu District is clearly communicated," whereas 27.9% strongly agreed. The statement was also disagreed with by 7.2% of respondents, whereas 5.6% strongly disagreed. The statement was neither agreed nor disagreed with by 5.6% of respondents, with a mean of 3.91 and a standard deviation of 1.058. 
The majority of respondents (more than 27.5%) agreed with the statement "We are routinely engaged by the district," whereas 20.7% strongly agreed, 27.1% disagreed with the statement, 5.6% strongly disagreed, and 19.1% neither agreed nor disagreed with the statement. The mean response was 3.31, and the standard deviation was 1.229. 
With respect to the statement “There are good interpersonal relationships,” the majority of respondents (41.8%) agreed with it, while 25.9% strongly agreed. 
The mean percentage of respondents who disagreed with the statement was 2.8%, while the percentage of respondents who strongly disagreed with it was 10.4%. The standard deviation of respondents' responses was 1.188. 
Furthermore, with a mean score of 3.70 and a standard deviation of 1.188, the majority of respondents (more than 53%) agreed with the statement "The Nanyumbu district handles individual employee concerns," whereas 30.7% strongly agreed with the statement, 2.8% disagreed with the statement, 4.3% strongly disagreed with the statement, and 19.1% neither agreed nor disagreed with the statement.
Table 4. 5: Communication on an Organization Performance

	Statement
	SA
	A
	N
	D
	SD
	Mean
	Std. Deviation

	There is good communication chain in the district
	30.7
	53.0
	11.6
	2.0
	2.8
	4.30
	0.922

	Code of conduct at the Nanyumbu

District are clearly communicated
	27.9
	53.8
	5.6
	7.2
	5.6
	3.91
	1.058

	Our concerns are taken care of
	53.0
	30.7
	11.6
	2.8
	2.0
	4.30
	0.922

	We are routinely engaged by the district
	20.7
	27.5
	19.1
	27.1
	5.6
	3.31
	1.229

	There are good interpersonal relationships
	25.9
	41.8
	19.1
	2.8
	10.4
	3.70
	1.188

	The Nanyumbu district handles

Individual employee concerns
	30.7
	53.0
	11.6
	2.8
	2.0
	4.30
	0.922

	Organizational conversations everyone
	27.9
	53.8
	5.6
	7.2
	5.6
	3.91
	1.058

	There 
is easy uptake of tools/processes
	25.9
	41.8
	19.1
	2.8
	10.4
	3.70
	1.188


Source: Researcher, 2024 

4.3.4 Job Security of Employee and Organization Performance 

Several statements were asked, and the respondents were asked to rate their agreement on a Likert scale of one (1) to five (5), where one represented strong agreement (SA), two represented agreement (A), three represented neutrality (N), four represented disagreement (D), and five represented strong disagreement (SD), in order to gather information regarding the fourth objective, which concerns the impact of job security on an organization's performance.

With a mean of 4.04 and a standard deviation of 0.875, the majority of respondents (more than 51.8%) agreed with the statement "I signed a contract agreement before commencing my current job," while 29.9% strongly agreed. Only 2% of respondents disagreed with the statement and 2.8% strongly disagreed. Thirteen percent of respondents were undecided. 

Furthermore, the majority of respondents (more than 51.8%) agreed that Nanyumbu District fulfills its contractual obligations; 5.2% strongly agreed with the statement; 18.7% disagreed with the statement; 8.0% strongly disagreed with the statement; and 16.3% neither agreed nor disagreed with the statement. 
The mean of the responses to this statement was 3.27, and the standard deviation was 1.177.  With a mean of 0.03 and a standard deviation of 3.809, the respondents' opinions on the statement "The district employees lost employment in the recent years" were divided as follows: 2.8% of respondents agreed, the majority (more than 56.6%) disagreed, and 28.3% strongly disagreed. The remaining 12.4% of respondents were neither in agreement nor disagreement. 
With a mean of 3.45 and a standard deviation of 0.830, the majority of respondents—more than 47.8%—agreed with the statement "There are stimulus-based training programs," while 5.6% strongly agreed. Eight percent disagreed with the statement and 2.8% strongly disagreed. 
Thirty-nine percent of respondents were neither in agreement nor disagreement with the statement. Lastly, the majority of respondents (more than 37.5%) agreed with the statement "Nanyumbu District adheres to labor. 

The remaining 26.7% of respondents, with a mean of 3.25 and standard deviation 1.150, were neither in agreement nor disagreement with the statement.  laws," while 11.2% strongly agreed, 14.3% disagreed, and 10.4% strongly disagreed.

Table 4. 6: Job security on an Organization Performance

	Statement
	SA
	A
	N
	D
	SD
	Mean
	Std. Deviation

	Signed a contract agreement before commencing my current job
	29.9
	51.8
	13.5
	2.0
	2.8
	4.04
	0.875

	Nanyumbu District meets its contractual obligations
	5.2
	51.8
	16.3
	18.7
	8.0
	3.27
	1.177

	The district employees lost employment in the recent years
	-
	2.8
	12.4
	56.6
	28.3
	0.03
	3.809

	There are stimulus based training programs
	5.6
	47.8
	35.9
	8.0
	2.8
	3.45
	0.830

	Nanyumbu District adheres Labour laws
	11.2
	37.5
	26.7
	14.3
	10.4
	3.25
	1.150

	Employees are given a chance for fair hearing process.
	28.3
	56.6
	2.8
	-
	12.4
	4.08
	0.809


Source: Researcher, 202
4.3.5 Organization Performance  

A Likert scale with 1 denoting strongly agree (SA), 2 agree (A), 3 neutral (N), 4 disagree (D), and 5 strongly disagree (SD) was used to collect feedback from respondents regarding a number of statements regarding the performance of the organization, which served as the dependent variable. 
With a mean of 4.14 and a standard deviation of 0.576, the majority of respondents (over 64.9%) agreed with the statement "Nanyumbu District has achieved local government goals," whereas 24.7% strongly agreed with the statement. 10.4% of respondents were undecided about the statement.

With a mean of 3.87 and a standard deviation of 0.929, the majority of respondents (more than 57.0%) agreed with the statement "Citizens seeking services in the district are satisfied." In contrast, 20.7% strongly agreed with the statement, 5.6% strongly disagreed with the statement, and 16.7% of respondents were undecided.

With a mean of 3.60 and a standard deviation of 0.951, the majority of respondents (over 49.4%) agreed that the employee retention rate is high; however, 13.9% strongly agreed with the statement, 13.1% disagreed with the statement, and 2.0% strongly disagreed with the statement. Additionally, 21.5% of respondents were neither in agreement nor disagreement with the statement. 

With a mean of 4.24 and a standard deviation of 0.874, the majority of respondents (over 44.2%) strongly agreed with the statement "There is a positive attitude of the public

about Nanyumbu District performance," compared to 40.6% who agreed with it, 12.4% who neither agreed nor disagreed, and 2.8% who strongly disagreed. Lastly, the majority of respondents (more than 47.0%) agreed with the statement "Nanyumbu District meets the set goals using least number of resources," while 27.5% strongly agreed, 2.8% strongly disagreed, and 22.7% neither agreed nor disagreed. The statement had a mean of 3.96 and a standard deviation of 0.869. 
Table 4. 7: Organization Performance frequencies

	Statement
	SA
	A
	N
	D
	SD
	Mean
	Std. Deviation.

	Nanyumbu District- have achieved local government goals
	 24.7 
	64.9 
	10.4 
	- 
	- 
	4.14 
	0.576 

	Citizens seeking services in the

district are satisfied
	 20.7 
	57.0 
	16.7 
	- 
	5.6 
	20.7 
	0.929 

	Employee retention rate is high
	13.9 
	49.4 
	21.5 
	13.1 
	2.0 
	3.60 
	0.951 

	There is a positive attitude of the public about Nanyumbu District performance
	44.2
	40.6 
	12.4 
	- 
	2.8 
	4.24 
	0.874 

	Nanyumbu District meets set goals using least number of resources.
	 27.5 
	47.02 
	2.7 
	- 
	2.8 
	3.96 
	0.869 


Source: Researcher, 2024 
4.4 Inferential Analysis 

The degree of association between the variables and the independent factors' contribution to the dependent variable were determined by both regression and correlation analysis, respectively. 

4.4.1 Assumptions of Multiple Regression Analysis 

To determine the correlations between the dependent variable (organizational performance) and the independent factors (employee motivation, working conditions, communication, and job security), multiple linear regression analysis was performed on the research variables. However, it was crucial to validate the models' sensitive and essential assumptions before doing multiple regression analyses. 
Multiple regression analysis is based on three assumptions, according to Pallant (2006). These consist of multicollinearity and normalcy. 

4.4.1.1 Normality Test 

As one of the multiple regression assumptions, the study used analysis of skewness and kurtosis values to test data normalcy and the presence of outliers; according to Kline (2015), skewness and kurtosis values not greater than 3 and 10, respectively, presented in table 4.11 indicate the absence of an outlier problem. 
Four independent variables—employee motivation, working circumstances, communication, and job security—as well as one dependent variable—organization performance, underwent normalcy tests.

The results showed that all of the variables had positive kurtosis, ranging from 1.429 to 2.372, and positive skewness, ranging from 0.084 to 0.189. Given that the skewness and Kurtosis values are positive and the distribution pattern is normal, it is evident that the variables under investigation are normally distributed and hence appropriate for research, as Table 4.8 illustrates. 

Table 4. 8: Normality Test 

                                                                  N 
                    Skewness                 
Kurtosis 
	 
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	Employee motivation 
	120
	0.189
	. 325
	1.932
	. 674

	Working conditions 
	120
	0.161
	. 325
	     2.231
	. 674

	Communication 
	120
	0.084
	. 325
	2.372
	. 674

	Job security 
	120
	0.121
	. 325
	1.429
	. 674


Source: Researcher, 2024 

4.4.1.2 Multicollinearity  

Table 4. 9: Multicollinearity 

	Model

	Collinearity Statistics 
	

	
	Tolerance 

	VIF 

	 
Employee motivation 
	.296 
	3.484 

	Working conditions 
	.385 
	5.432 

	 Communication 
	.392 
	4.676 

	 
Job security 
	.375 
	3.354 


a. Dependent Variable: Organization performance 

Source: Researcher, 2024 

The goal of the multicollinearity test, according to Bryman and Bell (2007), is to make sure that the independent variables have a weak relationship (r < 0.90). This study tested the multicollinearity issue using tolerance factors and VIF. Pallant (2006) states that for the VIF to be considered acceptable and not to go against the multicollinearity assumption, it must be fewer than 10(<10) and larger than 0.2(>0.2) for the tolerance measure. as displayed in Table 4.12. According to table 4.12's reported findings, all variables had tolerance values larger than 0.2 and VIF values less than 10, indicating that there is no issue with multicollinearity for either variable. As a result, it was reasonable to believe that this assumption was met. 
4.4.2 Correlation Analysis 

Correlation analysis was used to establish whether or not there was a relationship between Organizational Performance and all other factors. Pearson Moment of Product The correlation coefficient (r) was used to assess if the study's pertinent variables had a linear relationship with one another.

The coefficient of determination (r2) was used to determine the goodness of fit. R is a correlation coefficient that ranges from -1 to +1; a value of 1 denotes perfect correlation and a value of 0 denotes no correlation. 

4.4.2.1 Correlation analysis for Organizational Performance 

Table 4.13 indicates a statistically significant positive correlation between employee motivation and organizational success. With a p-value less than 0.001, the Pearson's correlation coefficient was 0.653. This suggested that employee motivation accounts for 65.3% of organizational performance in Nanyumbu District.

Similarly, a high positive significant link was found between working conditions and organizational performance, with a p-value of less than 0.001 and a Pearson's correlation coefficient of 0.763, meaning that working circumstances account for 76.3% of organizational performance in Nanyumbu District. 
The Pearson's correlation coefficient between communication and organizational performance was 0.800, with a p-value of less than 0.001, suggesting a strong positive significant association. According to the findings, communication accounts for 80.0% of organizational success in Nanyumbu District.
According to the data, there is a strong positive correlation between job security and organizational performance, with a correlation coefficient of 0.700 and a p-value of less than 0.001, respectively. This suggests that job security accounts for 70.0% of organizational performance in Nanyumbu District. 

Table 4. 10: Correlation matrix for Organizational Performance’ variable 

	Correlations 
	
	
	

	 
 
Y 
X1 
X2 
	X3 
	X4 
	M 

	 
Pearson Correlation 
1 
.653** 
.763** 
	.800** 
	.700** 
	.712** 

	Y 
Sig. (2-tailed) 
 
.000 
.000 
	.000 
	.000 
	.000 

	 
N 
87 
87 
87 **. Correlation is significant at the 0.01 level (2-tailed). 
 
	87 

 
	87 

 
	87 


     Source: Researcher, 2024 

4.4.2.2 Summarized correlations for all variables 

Table 4.11 below illustrates a summary of correlations of all the variables. 

Table 4. 11: Correlation matrix for all variables  

	
	
	Correlations 
	
	
	
	

	 
 
	
	Y
	X1
	X2
	X3
	X4
	M

	 
	Pearson Correlation 
	1
	.653**
	.763**
	.800**
	.700**
	.712**

	Y 
	Sig. (2-tailed) 
 
	
	.000
	.000
	.000
	.000
	.000

	 
	N 
	87
	87
	87
	87
	87
	87

	 
	Pearson Correlation 
	.653**
	1
	.598**
	.780**
	.617**
	.540**

	X1 
	Sig. (2-tailed) 
	.000
	
	.000
	.000
	.000
	.000

	 
	N 
	87
	87
	87
	87
	87
	87

	 
	Pearson Correlation 
	.763**
	.598**
	1
	.804**
	.872**
	.817**

	X2 
	Sig. (2-tailed) 
	.000
	.000
	
	.000
	.000
	.000

	 
	N 
	87
	87
	87
	87
	87
	87

	 
	Pearson Correlation 
	.800**
	.780**
	.804**
	1
	.760**
	.741**

	X3 
	Sig. (2-tailed) 
	.000
	.000
	.000
	
	.000
	.000

	 
	N 
	87
	87
	87
	87
	87
	87

	 
	Pearson Correlation 
	.712**
	.540**
	.817**
	.741**
	.841**
	1

	M 
	Sig. (2-tailed) 
	.000
	.000
	.000
	.000
	.000
	

	 
	N 
	87
	87
	87
	87
	87
	87


**. Correlation is significant at the 0.01 level (2-tailed). 
Source: Researcher, 2024 
4.4.3 Regression Analysis 

To investigate the relationship between the dependent variable (organizational performance) and the independent variables (employee motivation, working conditions, communication, and job security), the study used both basic linear regression and multiple regressions. The regression model illustrating the connection between organizational performance and employee relations practices is presented in Table 4.13. The coefficient of determination R square (R2) is 0.685 and R is 0.827, as shown in Table 4.15. The correlation coefficient, or statistic R, is 0.827, indicating a strong positive association between the organizational performance and employee relationship practices.


According to the coefficient of determination R square (R2), variations in employee relations practices accounted for 68.5% of the variance in organizational performance in Nanyumbu District. Other factors that are not accounted for in the model account for the remaining 31.5% of the variation in organizational performance. The findings indicate that employee relations practices had an impact on Nanyumbu District's organizational performance. 

Model Y=β0 +β1X1 +β2X2 +β3X3 +β4X4 +e displayed the regression results. The employee relation practices and organizational performance beta coefficients are shown in Table 4.16 (β1 = 0.090, β2 = 0.232, β3 = 0.381, β4 = -0.001; t-values of 1.723, 4.192, 5.731, 0.023, and p-values of 0.086, <.001, <0.001, and.982 correspondingly). 

Thus, Y= -3.146E-005 + 0.090X1 + 0.232X2 + 0.381X3 -0.001X4 is the model equation. 
Where X1 = Workplace Motivation; X2 = Working Conditions; X3 = Communication; X4 = Job Security; and Y = Organizational Performance 

Table 4. 12: Regression analysis for Employee Relation practices 
 SHAPE  \* MERGEFORMAT 



Model 
R 
R Square 
Adjusted R Square 
Std. Error of the 

Estimate 

1 
.827a 
.685 
.679 
.33462 

a. Predictors: (Constant), X1, X2, X3, X4 
 
 

	
	Coefficientsa 
	
	
	

	Model  
	Unstandardized Coefficients 
	Standardized Coefficients
	t
	Sig.

	 
 
	
B 
Std. Error 
	Beta
	
	

	(Constant)
	-3.146E-005 
	.021
	
	-.001
	.999

	X1
	.090 
	.052
	.100
	1.723
	.086

	1 
X2
	.232 
	.055
	.347
	4.192
	.000

	X3
	.381 
	.066
	.444
	5.731
	.000

	X4
	-.001 
	.062
	-.002
	-.023
	.982


a. Dependent Variable: Organizational Performance in Nanyumbu District 
Source: Researcher, 2024 

4.4.3.1 Analysis of Variance (ANOVA) 

The analysis of variance (ANOVA) results for employee relations practices versus organizational performance are shown in Table 4.16. The ANOVA results show that the model was statistically significant, indicating that the data was good for drawing conclusions, with the p-value of the F statistic being less than 0.001 (p-value<.001). This suggested that Nanyumbu District's organizational performance was greatly impacted by employee relations methods. 

Table 4. 13: Analysis of Variance 

	Model 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1 Regression 
	59.783
	4
	14.946
	172.010
	.000a

	Residual 
	27.545
	317
	.08689
	
	


 
Total 
87.328 
321 
 
 
 
 SHAPE  \* MERGEFORMAT 



a. Predictors: (Constant), employee motivation, working conditions, communication and job security   

b. Dependent Variable: Organization performance 

Source: Researcher, 2024 
4.5 Discussion of the Study Results 

4.5.1 Employee Motivation on the organizational Performance in Nanyumbu District 

The research findings indicate that employee motivation, as determined by employee loyalty, high productivity, and high profit, is a significant predictor of organizational performance with a p-value of less than 0.05.

According to these results, employee motivation significantly improved organizational performance in Nanyumbu District. These findings are consistent with the research conducted by Omale et al. (2023) regarding the factors influencing the degrees of excitement and productivity of academic staff members.

The author argued that encouraging strong employee relations and allowing employees to actively participate in their everyday work would improve employee loyalty and help the firm achieve its goals.

Similarly, Akanbiemu (2021) observed that employee relations methods, such as compensation and other incentives, not only strengthen team ties but also foster positive relationships with management, which in turn improves organizational performance.

In their study of the motivating factors that affect teachers' performance in public primary schools after Tanzania's recently implemented fee-free education policy, Omari and Kiwonde (2022) found that these factors affect teachers' dedication to their teaching and learning processes and hasten the achievement of high academic standards. 

4.5.2 Working Conditions on the organizational Performance in Nanyumbu District 

With p<0.05 as the dependent variable, the study's findings show that working circumstances, as a predictor, have a substantial impact on organizational performance. The results of the study suggest that working circumstances have a major positive impact on organizational performance in Nanyumbu District. 
This is consistent with Rachman's (2021) observation that an organization's environment—including its surroundings, location, policies and procedures, culture, resources, and operations—has a big influence on how well its personnel perform and the business as a whole. 

According to Chacha (2018), motivational factors like recognition, the work itself, salary, conducive working conditions, company policy, and administration have a significant impact on employees' motivation at work. 
He studied the factors affecting employees' motivation at the Urban Water Supply and Sanitation Authorities in Tanzania using the case of TUWASA. 

4.5.3 Communication on the organizational Performance in Nanyumbu District 

According to the study's findings, communication as a predictor of organizational success with p < 0.05 is not a meaningful outcome.

These findings suggested that communication has a considerable positive impact on organizational performance in Nanyumbu District. This suggests that Nanyumbu District's organizational performance will directly benefit from effective communication strategies. 
These findings have resemblance to those of Sweis et al. (2020), who examined the effect of HR practices on organizational performance within the framework of Jordanian construction enterprises. 
The results showed that procedures for performance appraisal, such as performance feedback, assist managers and staff in identifying performance gaps and potential fixes inside the company. 

4.5.4 
Job Security on the organizational Performance in Nanyumbu District 

With p<0.05 as the dependent variable, the study's findings show that job security as a predictor has a substantial impact on organizational performance. The goal of the study was to determine how job security affected Nanyumbu District organizations' performance.

According to the study's findings, job security in Nanyumbu District significantly improved organizational performance. This suggests that organizational performance in Nanyumbu District will be impacted by the existence of job security procedures.

These findings are consistent with Mlenge's (2020) findings that job security and other motivational variables have a major favorable impact on employees' performance within the company. 

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1 Chapter overview 

This chapter presents the study's description and its conclusions, which are drawn from the data collected. Additionally, this chapter makes recommendations for future research directions and areas of improved research. 

5.2 Summary of the Key Findings 

The goal of the study was to determine how employee relations affected Nanyumbu District organizations' performance. The study specifically focused on the effects of job security, communication, working conditions, and employee motivation on organizational performance in Nanyumbu District. 
A descriptive research design was used for this investigation. All employees of the Nanyumbu district in rural areas, including teachers, VEOs/WEOs, healthcare professionals, and other public servants, were the study's target group. The sample size of 154 was selected, although only 120 people actually participated in the study during data collection. Surveys were employed to get information from the field. 
The gathered data was analyzed using descriptive analysis techniques and inferential statistics. Regression analysis and correlations were utilized to examine relationships between independent and dependent variables for inferential statistics. 
The data analysis instrument was the Statistical Package of Social Sciences (SPSS) (version 25.0). The following is a summary of the findings: 
5.2.1 
Employee Motivation on the organizational Performance in Nanyumbu District 

The goal of the study was to evaluate how employee motivation affected the district of Nanyumbu's organizational performance. The study's conclusions showed that employee motivation significantly improved organizational performance in Nanyumbu District. 

5.2.2 Working Conditions on the organizational Performance in Nanyumbu District 

The goal of the study was to determine how Nanyumbu District's working conditions affected organizational performance. The results of the study demonstrated that working conditions had a major positive impact on organizational performance in Nanyumbu District. 
5.2.3 
Communication on the organizational Performance in Nanyumbu District 

The goal of the study was to determine how Nanyumbu District's working conditions affected organizational performance. The results of the study demonstrated that working conditions had a major positive impact on organizational performance in Nanyumbu District. 

5.2.4 
Job Security on the organizational Performance in Nanyumbu District 

The goal of the study was to determine how Nanyumbu District's organizational performance was impacted by job security. The study's findings demonstrated a substantial positive association between job security and organizational performance in Nanyumbu District, suggesting that both variables had a favorable impact on each other. This suggests that organizational performance in the Nanyumbu District will be impacted by the existence of job security procedures. 

5.3
Implication of the Study

5.3.1
Implication to the Managers

This research may provide insights to the Human Resource Management to enhance the employee performance of their subordinates. 

5.3.2
Implication to the Practitioners

Findings imply that HR practitioners need to make sure that they comply with human resource practices such as teamwork practices, job security practices, and compensation practices so as to motivate employees to work hard hence bringing higher organizational performance. 

5.3.3
Implication to the Employees

Findings imply that employees need to make sure that they increase commitment whenever the employer complies with HR practices to motivate them. They may use a feedback mechanism to show their employer that they are satisfied or dissatisfied with their jobs.
5.3 Conclusions 

According to the study's findings, organizational performance and employee motivation in Nanyumbu District are strongly positively correlated. This suggests that a motivated team will produce results, be devoted, content workers who feel respected and appreciated, and this will inevitably increase organizational performance in the Nanyumbu District Government, particularly in rural areas. 
Furthermore, the findings showed that organizational performance in Nanyumbu District is positively impacted by working conditions. 
This suggests that the Nanyumbu District's administration and monitoring services department need to have developed explicit protocols for handling problems related to working conditions. There should be a working conditions policy created and put into effect. 

On the other hand, the study found that communication had a significant impact on organizational performance in Nanyumbu District. Thus, in order to track organizational performance, Nanyumbu District needs to set up efficient communication mechanisms. It is important to establish communication protocols and systems to guarantee that all staff members are informed. 
It is important to use the appropriate channels and modalities of communication. Additionally, feedback systems must to be promoted. Furthermore, the study's findings suggested that there is a strong positive correlation in Nanyumbu District between job security and organizational performance.

Given the current demands on employment, Nanyumbu District must to have well-defined procedures for implementing job security that guarantee employee loyalty to the organization. Employee motivation will rise as a result, which will boost output and lower labor turnover. It is also advised that sensible job security rules be developed. 

5.4 Recommendations  

The policy and management suggestions pertaining to employee relations procedures and organizational performance in Nanyumbu District are provided in this part. 

5.4.1 To Management 

The study's practical application lies in the field of employee management, namely in Nanyumbu District and organizations. The study found that the success of Nanyumbu District firms was influenced by a number of factors, including job security, communication, the working environment, and employee engagement. 
According to the study, Nanyumbu District management should be aware of these employee relationship practices, develop the best employee management approaches and strategies, assist subordinates, establish clear channels of communication, improve efficient monitoring mechanisms, and always approach organizational changes from the perspective of employee management. This includes human resource management, which is part of the administration and public services. The way an organization operates may be impacted by employee motivation.

5.4.2 To Policy makers 

Since monitoring and evaluation contributes the most to organizational performance in the Nanyumbu District Government, a policy should be put in place to enforce its importance as a strategy implementation practice that impacts organizational performance in the district. Employees shall adhere to the policy as required, and the Nanyumbu District management will follow it as well.

Furthermore, a number of respondents—police officers in particular—are afraid to contribute the necessary data because they are concerned about their professional reputations. Nonetheless, the researcher guaranteed the privacy of the information gathered from the respondents and outlined the need of carrying out the study in the Rombo District. 

5.5 Limitations of the Study 

Since the study's design included gathering field data, extra time was needed to thoroughly examine every aspect in order to comprehend the data that would need to be examined. Because the researcher was an employee of the Tanzania Police Force, he was also expected to attend to other obligations as required by his employer. Consequently, the time allocated for completing the dissertation was inadequate.

In order to deal with this, the researcher created a plan of research activities and chose research assistants to help him gather data from the study's field. Furthermore, a number of respondents—public employees in particular—were afraid to help with the necessary data collection because they believed the information they provided would damage their reputations at work. 
However, the researcher ensured the confidentiality of the data collected from participants and emphasized the significance of carrying out the employee relations study on the effectiveness of the organization in Nanyumbu District 
5.6 Area for further study 

Even with the impressive outcomes this study showed, it is likely that not all employee relations strategies were tried, necessitating further research. First off, not all employee relations practices were chosen to be included in the conceptual framework. 
As a result, other variables might offer more light on Nanyumbu District's employee relations procedures and organizational performance. In addition, other factors that were not taken into account in this study might be examined by researchers in the future.

 
Second, given that this study was limited to rural Nanyumbu District areas, it may be possible to determine whether the research's conclusions were widely accepted by conducting additional studies with organizations in other sectors, especially the commercial sector. 
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APPENDICES

Appendix I: Questionnaire 

Dear respondent, 

Under the registration number PG202285780, I, Joseph Damas Mhagama, am a student at the Open University of Tanzania seeking a master's degree in human resource management. "The Impact of Employee Relations on Organization Performance in Rural Areas: The Case of Nanyumbu District-Mtwara Region" is the title of the study I'm doing. I kindly ask that you take some time to complete this questionnaire. Your confidential information was helpful to me in finishing my dissertation. I guarantee that the data you submit was used solely to further this study's objectives.

Phone: 0748254045 

Email: mhagamajoseph@gmail.com 

SECTION A: BACKGROUND INFORMATION OF THE RESPONDENTS 

From the following questions circle the correct answer and fill in blanks where necessary. 

The respondent’s age.  

18-25 

26-35 

36-45 

46-55 

56 and above 

The respondent's sex.  

Male                          (        ) 

Female                      (        ) 

The respondent's highest level of education  

Secondary education 

Certificate 

Diploma 

Bachelor’s degree 

Master’s Degree 

Other (please specify)........................... 

The respondent's working experience 

0-5 yrs 

6-10 yrs 

10-15 yrs 

15>yrs 

SECTION B: EMPLOYEE MOTIVATION 

5. Please rate your level of agreement with the following statements regarding the impact of employee motivation on organizational performance in the county on a scale of 1 to 5. How does employee motivation affect the success of an organization, where 1 is Strongly Agree, 2 is Agree, 3 is Neutral, 4 is Disagree, and 5 is Strongly Agree?   

	 
	Statement 
	1  
	2  
	3 
	4 
	5 

	1. 
	I have been encouraged to my current roles and responsibilities 
	 
	 
	 
	 
	 

	2. 
	I have been trained to undertake my duties assigned to me 
	 
	 
	 
	 
	 

	3. 
	We are routinely motivated 
	 
	 
	 
	 
	 

	4. 
	The county provides incentives to the employees 
	 
	 
	 
	 
	 

	5. 
	I have been promoted in the recent years 
	 
	 
	 
	 
	 

	6. 
	We are regularly trained to achieve the institutional goals 
	 
	 
	 
	 
	 

	7. 
	There is various aspect of performance recognition 
	 
	 
	 
	 
	 


SECTION C:  WORKING CONDITIONS 
7. Please rate your level of agreement with the following statements on the impact of working conditions on organizational performance in the county on a scale of 1 to 5. 1 indicates strong agreement, 2 agree, 3 neutrality, 4 disagreements, and 5 strong agreement.   

	Statement 
	1  
	2  
	3 
	4 
	5 

	I have interest in my work 
	 
	 
	 
	 
	 

	I like the working environment 
	 
	 
	 
	 
	 

	My performance outcomes have improved 
	 
	 
	 
	 
	 

	The county has good working conditions 
	 
	 
	 
	 
	 

	Organizational processes are easy to understand 
	 
	 
	 
	 
	 

	I am stressed working in this organization 
	 
	 
	 
	 
	 

	I am experiencing fatigue 
	 
	 
	 
	 
	 

	I am satisfied working in this ward 
	 
	 
	 
	 
	 


SECTION D:  JOB SECURITY 
8. Please rate your level of agreement with the following assertions about the impact of job security on organizational performance in your area on a scale of 1 to 5 (1 being strongly agreed, 2 agree, 3 neutral, 4 disagree, and 5 strongly agreed).

	Statement 
	1  
	2  
	3 
	4 
	5 

	I signed a contract agreement before commencing work 
	 
	 
	 
	 
	 

	Nanyumbu District meets its contractual obligations 
	 
	 
	 
	 
	 

	Nanyumbu 
District 
employees 
lost employment in the recent past 
	 
	 
	 
	 
	 

	There 
are 
stimulus-based 
training programs 
	 
	 
	 
	 
	 

	Nanyumbu District adheres Labour laws 
	 
	 
	 
	 
	 

	Employees are given a chance for fair hearing process. 
	 
	 
	 
	 
	 


SECTION E:  COMMUNICATION 
 9. Please rate your level of agreement with the following statements about how communication affects organizational performance in your area on a scale of 1 to 5 (1 being strongly agreed, 2 agree, 3 neutral, 4 disagree, and 5 strongly agreed).  

	Statement 
	1  
	2  
	3 
	4 
	5 

	There is good communication in the district 
	 
	 
	 
	 
	 

	Changes at the Nanyumbu District are clearly communicated 
	 
	 
	 
	 
	 

	Our concerns are taken care of 
	 
	 
	 
	 
	 

	We are routinely engaged by the district 
	 
	 
	 
	 
	 

	There 
are 
good 
interpersonal relationships 
	 
	 
	 
	 
	 

	The Nanyumbu district 
handles 

individual employee concerns 
	 
	 
	 
	 
	 

	Organizational conversations 
reach everyone 
	 
	 
	 
	 
	 

	There 
is easy 
uptake 
of new tools/processes 
	 
	 
	 
	 
	 


SECTION F: ORGANIZATIONAL PERFORMANCE 

10.In a scale of 1-5, please indicate to what extent you agree with the following statements concerning organizational performance in your area. (Where, 1=Strongly Agree; 2=Agree; 3=Neutral; 4=Disagree; 5=Strongly Agree). 

	Statement 
	1 
	2 
	3 
	4 
	5 

	Does Nanyumbu District meet its local government objectives?
	 
	 
	 
	 
	 

	People who use the district's services are happy
	 
	 
	 
	 
	 

	Employee retention rate is high 
	 
	 
	 
	 
	 

	There is a positive attitude of the public about 

Nanyumbu District 
	 
	 
	 
	 
	 

	Government performance. 
	 
	 
	 
	 
	 

	Nanyumbu District meets set goals using least number of resources. 
	 
	 
	 
	 
	 


THANK YOU FOR YOUR MAXIMUM COOPERATION 

  THE UNITED REPUBLIC OF TANZANIA 
MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY 
THE OPEN UNIVERSITY OF TANZANIA 
Ref. No OUT/PG202285780 
1 June, 2024 

District Executive Director (DED), 

Nanyumbu District Council, 
P.O BOX 246, 
MTWARA. 

Dear Director, 

RE: RESEARCH CLEARANCE FOR MR. JOSEPH DAMAS MHAGAMA, REG NO: PG202285780 
Act of Parliament No. 17 of 1992 created the Open University of Tanzania, which started accepting applications on March 1, 1993, after public notice No. 55 was published in the official gazette. On January 1, 2007, this was replaced by the Open University of Tanzania Charter of 2005. As stated in the Charter, the university's goal is to use research to improve and apply knowledge. In an effort to expedite the research process, the Act thus gives the Vice Chancellor of the Open University of Tanzania the authority to authorize staff members and students conducting research in Tanzania on behalf of the Tanzanian government and the Tanzania Commission for Science and Technology.

Introducing Mr. Joseph Damas Mhagama, a Master of Human Resource Management (MHRM) student (registration number PG202285780), is the purpose of this letter. We have given our approval for his study topic, "The Impact of Employee Relations on Organizations’ Performance in Tanzanian Rural Areas: A Case of Nanyumbu District-Mtwara Region." He has scheduled data collection in your area for June 3, 2024, through July 30, 2024.

If you require any further information, please get in touch with the Open University of Tanzania's Deputy Vice Chancellor (Academic) at 022-2-2668820 or P.O. Box 23409, Dar es Salaam. We are grateful for your assistance and collaboration in enabling this scholarly investigation.

Yours sincerely,

 SHAPE  \* MERGEFORMAT 



Prof.Gwahula Raphael Kimamala

For: VICE CHANCELLOR
APPENDIX III: A PERMITION LETTER FROM NANYUMBU DISTRICT
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All correspongences snould be addressed to:

. osth
Ref: NO. NDC/D.20/24/VOL.1172 Date: 05" June, 2024

The Open university of Tanzania,
P.0.BOX 23408,
DAR -ES- SALAAM,

Re: REQUEST FOR RESEARCH CLEARANCE FOR MR. JOSEPH DAMAS
MHAGAMA, REG NO: PG202285780

Please refer to the heading above together with your letter with reference
No.OUT/PG202285780 dated on 1° June, 2024,

2. Your kindly informed that the Council has been accepted your request for research
clearance for your student Mr. Joseph Damas Mhagama pursuing Masters of Human
Resource Management (MHRM). student should adhere to Council rules and
regulations and behave as public servants during the period of field practical
attachment.
3. It should be noted that no any cost will be incurred by our organization for practical
training.

.

Thank you in advance. 3
W- ';'?4‘35 ,
; Lop
BW.S.J Mgoli »\/_4,V <

FOR:DISTRICT EXECUTIVE DIRECTOR /¥ Uiz,

CC: Joseph Damas Mhagama (Student) — Report to Head of Human Resource
Division. - i

e
District Executive Director (Nanyumbu District), P.0.Box 248, Nanyumbu/ Masasi, Tel: +255 (023) 2934142,
istrict Ex

55 (023) 2934114, Emall: info@nanyumbude.go.tz Website: Soww.nanyumbude go,tz,

Fax: +2!




Employee Motivation


-Employee Loyalty


-High Productivity


-High Profit








Organization Performance


  -Productivity 


  -Efficiency


  -Minimal Strike


  -Standard Quality Of Work


  -Timely Output 


  -Team Work


  -Customer Service








Job Security


-Low Staff Turnover


-Loyalty


-Happy Employees


-Low Staff Turnover


-Loyalty


-Happy Employees





Communication


-Level of Coordination  


-Feedback


-Clarity





Working Condition


-Satisfied Employees


-Increases Efficiency


-Minimal Working Injuries
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