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ABSTRACT
This study explores the impact of interpersonal relations on the effective performance of employees within organizations. Interpersonal relationships, characterized by effective communication, teamwork, and social support, play a crucial role in enhancing employee’s performance. The research employs a descriptive survey methodology, to gathering data from employees across various sectors. Findings indicated that positive interpersonal relationships significantly contribute to improved employees’ performance by fostering a collaborative work environment, enhancing motivation, and reducing counterproductive behaviors. Conversely, poor interpersonal relations can lead to friction and decreased productivity. The study recommends that organizations prioritize the development of strong interpersonal relationships to optimize employee’s performance and overall organizational effectiveness.
Keywords: interpersonal relations, Communication, Teamwork, Support, Motivation, Performance.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the study
Interpersonal relationships within an organization play a critical role in influencing employees' performance. Effective interpersonal relations contribute significantly to the creation of a positive organizational culture, which directly impacts productivity, job satisfaction, and overall organizational success. According to Robbins and Judge (2017), interpersonal relationships are fundamental to communication, trust, and collaboration within any workplace. In particular, employees who maintain positive interpersonal relationships with their colleagues and supervisors tend to experience higher levels of job satisfaction, motivation, and performance.
In today’s competitive business environment, organizations are increasingly recognizing that the emotional and social aspects of work are just as important as technical skills. The ability to work well with others and maintain healthy relationships can enhance problem-solving capabilities, foster creativity, and improve decision-making processes (Goleman, 2006). Moreover, organizations that emphasize strong interpersonal bonds benefit from lower turnover rates, reduced workplace conflicts, and enhanced employees’ engagement (Cohen & Prusak, 2001).
Previous studies have shown that poor interpersonal relationships can lead to workplace stress, job dissatisfaction, and decreased performance (Ariani, 2013). These negative outcomes can hinder both individual and organizational growth, suggesting that fostering positive interpersonal relations is a strategic approach to enhancing employee performance. Conversely, positive relationships encourage effective communication and collaboration, leading to higher job commitment and productivity (Tjosvold, 2008).
In the contemporary workplace, the success of an organization is heavily influenced by the interpersonal relationships among its employees. These relationships shape the work environment and directly affect how employees collaborate, communicate, and perform their duties. Interpersonal relationships, which include the interactions and social connections between individuals within an organization, are essential to fostering an atmosphere of trust, cooperation, and mutual respect. As organizations strive to improve productivity and overall performance, the importance of these relationships cannot be overstated.
Interpersonal relationships in the workplace are pivotal in creating an environment that encourages open communication, teamwork, and problem-solving. Studies showed that effective communication, which is an outcome of positive interpersonal interactions, is crucial for organizational success (Robinson & Judge, 2017). Employees who can communicate openly with their colleagues and managers are more likely to express their ideas, address concerns, and collaborate effectively on tasks, which leads to higher job performance and job satisfaction (Goleman, 2006).
Moreover, employees who experience positive interpersonal interactions tend to feel more valued and supported by their peers and supervisors. This perception of being valued enhances employees' job commitment and motivation, which are key contributors to high performance (Cohen & Prusak, 2001). On the other hand, poor interpersonal relationships, such as conflicts, misunderstandings, and lack of cooperation, can create an environment of distrust, lower morale, and ultimately, reduce employees' ability to perform at their best (Ariani, 2013). These negative dynamics can also lead to increased absenteeism, turnover, and disengagement, which undermine organizational effectiveness and productivity (Tjosvold, 2008).
The increasing complexity of global business environments and diverse workforces underscores the need for organizations to place emphasis on the quality of interpersonal relations. As teams become more diverse in terms of culture, background, and experience, the potential for conflict increases. However, the right approach to managing interpersonal relationships—such as promoting empathy, respect, and conflict resolution—can help mitigate these issues and create a harmonious working environment (Cohen & Prusak, 2001). Thus, understanding the role of interpersonal relationships in organizational performance is essential for designing policies and practices that promote a positive and productive workplace culture.
1.2 Statement of the problem
In contemporary organizations, effective performance is seen as a key determinant of success, and organizations are constantly seeking ways to enhance employees’ output and productivity. While technical skills and competencies have traditionally been the focal point in evaluating employee’s performance, there is increasing recognition that interpersonal relations also play a crucial role in driving organizational success. Interpersonal relations refer to the interactions, communication, and social exchanges between employees, as well as between employees and their supervisors. These relationships directly affect employees’ job satisfaction, collaboration, motivation, and overall performance (Robbins & Judge, 2017). However, despite the growing body of research emphasizing the importance of interpersonal relationships, there remains a gap in understanding the specific impact of these relationships on effective employees’ performance across different organizational contexts.
Poor interpersonal relations within an organization can have far-reaching negative consequences. Employees who experience conflict, lack of communication, or distrust with colleagues or supervisors may experience decreased job satisfaction, lower morale, and reduced work engagement (Ariani, 2013). These factors can significantly hinder an employee's ability to perform effectively, leading to low productivity and even high turnover rates. In contrast, positive interpersonal relations have been shown to improve job satisfaction, enhance collaboration, foster creativity, and ultimately lead to higher levels of performance (Goleman, 2006). Despite this understanding, many organizations still fail to foster strong interpersonal connections between their employees, which may hinder their ability to maximize employee’s performance and productivity.
1.3 Objectives of the study
The primary objective of this study is to explore the impact of interpersonal relations on the effective performance of employees in an organization. Given the increasing recognition of interpersonal relationships as a key determinant of organizational success, this research seeks to investigate how the quality of relationships among employees influences their productivity, job satisfaction, and overall performance. The specific objectives of the study are as follows:
1. To examine the relationship between interpersonal communication and employees’ performance
2. To investigate the impact of trust in interpersonal relationships on employees’ job satisfaction and performance
3. To assess the role of conflict resolution in maintaining positive interpersonal relations and improving employees’ performance
4. To explore the influence of leadership on the development and maintenance of positive interpersonal relations
5. To determine the overall effect of interpersonal relations on employees’ productivity and organizational effectiveness.




1.4 Research Questions
The research questions for this study are designed to explore the impact of interpersonal relations on the effective performance of employees in an organization. Therefore, the following research questions are raised to guide the study:
1. What is the relationship between interpersonal communication and employees’ performance?
2. To what extent does trust in interpersonal relationships affect employees' job satisfaction and performance?
3. What role does conflict resolution play in maintaining positive interpersonal relationships and improving employees’ performance?
4. What is the leadership influence on the development of interpersonal relations among employees, and how does this impact their performance?
5. What is the overall impact of interpersonal relations on employee productivity and organizational effectiveness?
1.5 Significance of the Study 
[bookmark: _Hlk189224324]This study, focusing on the impact of interpersonal relations on the effective performance of employees within an organization, carries significant value for both employees and organizations alike. Understanding the dynamics of interpersonal relations and their influence on performance can lead to improved work environments, higher productivity, and more effective organizational outcomes. The insights garnered from this research will have several practical applications for both employees and the organization as a whole.
Significance to Employees
Positive interpersonal relations foster a supportive and collaborative work environment to employees, which is closely linked to higher job satisfaction. According to Robbins and Judge (2017), employees who enjoy good relationships with their colleagues and supervisors are more likely to feel motivated and engaged in their work. By recognizing the importance of these relationships, employees can cultivate a sense of belonging and well-being within the organization. When employees feel valued and connected to others, they are more likely to experience greater job satisfaction, reduced stress, and an increased sense of personal accomplishment (Goleman, 2006).
Moreover, healthy interpersonal relationships promote open communication and feedback, both of which are essential for career growth. Employees who engage in positive interactions with their peers and managers often receive constructive feedback, guidance, and support, which can lead to skill development and career advancement. The ability to effectively collaborate with others also enhances employees' professional networks, offering opportunities for knowledge sharing and mentorship (Cohen & Prusak, 2001). As a result, interpersonal relationships directly influence an employee's potential for growth within the organization.
Significance to the Organization
Strong interpersonal relations are integral to employee performance and productivity. When employees communicate effectively, collaborate well, and trust each other, they are more likely to work efficiently and achieve high performance (Ariani, 2013). This study demonstrates how organizations that foster good interpersonal relationships experience higher levels of teamwork, innovation, and problem-solving abilities, all of which contribute to increased organizational performance. Organizations that invest in improving interpersonal dynamics can see substantial improvements in both individual and team performance.
A positive work environment is characterized by open communication, mutual respect, and strong teamwork. This research will emphasize the importance of interpersonal relationships in shaping an organization's culture. Organizations that prioritize positive interpersonal relations often develop a culture of trust, cooperation, and inclusivity, which can reduce turnover rates, improve employees’ retention, and attract top talent (Robbins & Judge, 2017). A strong organizational culture is directly correlated with higher employees’ engagement and overall organizational success.
1.6 Delimitation of the Study
This study is focused on understanding the impact of interpersonal relations on the effective performance of employees in an organization. It is delimited to public and private organizations, in Ilorin metropolis. which means that the findings may not be applicable to organizations in other geographical regions where organizational culture and workplace dynamics might differ. Additionally, the study narrows its scope to examine key interpersonal dynamics such as communication, trust, collaboration, and conflict resolution, and other factors like leadership styles or emotional intelligence that may also play a role in employees’ performance.
The research excludes external factors, such as economic conditions or technological changes, that could influence employee performance. Furthermore, this study adopts a cross-sectional approach, collecting data at one point in time, rather than longitudinally, which limits its ability to examine long-term trends or changes in interpersonal relations. The focus will be on employees' perspectives, not managerial or leadership viewpoints, and the sample size will be limited to a particular group or department within the organization due to practical constraints. These delimitations allow the study to provide a focused, manageable analysis while acknowledging that the findings may not be entirely generalizable beyond the chosen context. The study will adopt case study approach where two organizations will be selected for data collection. 
1.7 Limitation of the Study
While this study aims to explore the impact of interpersonal relations on employees’ performance in an organization, there are several limitations that must be acknowledged. Some of this is insufficient literature on the study, time constraint These limitations may affect the scope of the findings and their generalizability. Another limitation is that the study will rely on surveys to gather information about interpersonal relations, employees may provide socially desirable responses, which could influence the accuracy of the data. This is a common issue in research involving human behavior, as respondents may not always openly discuss interpersonal conflicts or dissatisfaction with colleagues (Robbins & Judge, 2017).
Additionally, the research will be limited to a specific organization or industry, which may not fully represent other sectors. The impact of interpersonal relations on performance may vary across different industries, as organizational cultures and structures can differ significantly (Tjosvold, 2008). Therefore, while the study will provide valuable insights for the selected organization, the findings may not be applicable to all types of organizations or workplaces.
The study's sample size and scope will also be a limiting factor. Due to practical constraints, the research will focus on a particular group of employees or departments, which may not represent the broader employee’s population within the organization. As such, the findings may be limited in their ability to generalize across all employees (Cohen & Prusak, 2001).
Finally, external factors such as economic conditions, organizational changes, or external pressures may affect employee’s performance, but these will not be considered in the scope of this study. The exclusion of these external factors limits the study's ability to account for all possible influences on employees’ performance.











CHAPTER TWO
LITERATURE REVIEW
The literature review will explore existing studies on the impact of interpersonal relations on employees’ performance, providing insights into how these relationships affect motivation, job satisfaction, productivity, and organizational outcomes. It will be conducted under the following sub-headings:
2.1 The Role of Interpersonal Relations in Employees’ Performance
Interpersonal relations within an organization play a significant role in shaping employee performance and contributing to overall organizational success. These relationships, which include interactions between peers, subordinates, and supervisors, are critical to fostering a collaborative work environment. Positive interpersonal relations can boost morale, increase job satisfaction, and enhance overall productivity. When employees feel respected and valued through effective communication and mutual support, they are more likely to be motivated and engaged in their work (Bakker & Demerouti, 2017). The quality of relationships in the workplace can also influence an employee's ability to perform tasks efficiently. For instance, supportive relationships among coworkers allow for smoother collaboration and problem-solving, directly impacting the speed and quality of task completion (Dutton et al., 2010). Furthermore, employees who have strong interpersonal ties are often more committed to organizational goals, as these relationships create a sense of belonging and loyalty (Gibson & Gibbs, 2006).
Conversely, poor interpersonal relations, such as conflicts, lack of trust, or communication barriers, can lead to decreased motivation, job dissatisfaction, and reduced performance (Einarsen et al., 2011). Therefore, fostering healthy interpersonal relations is essential for maintaining high employees ‘performance levels in any organization. Interpersonal relations are crucial because they create the environment in which employees must operate. In an organization, employees depend on each other to meet goals, solve problems, and share resources and information. When interpersonal relations are positive, they help build a cohesive team that is more likely to collaborate effectively. However, when these relationships are characterized by conflict, distrust, or poor communication, they can inhibit productivity and reduce organizational performance (Bakker et al., 2014).
Workplace interpersonal relations are also closely tied to job satisfaction. Employees who have positive relationships with their coworkers and supervisors tend to report higher levels of job satisfaction (Bakker & Demerouti, 2017). In particular, supportive and trust-based relationships with managers and colleagues contribute to a more satisfying work experience, which, in turn, boosts performance. Positive interpersonal relations can foster a sense of belonging and commitment to the organization, which is integral to job satisfaction (Bakker et al., 2014). When employees feel valued by their peers and supervisors, they are more likely to exhibit higher levels of engagement and take initiative in their tasks. This heightened engagement can translate to increased productivity and innovation, as employees are more motivated to contribute their ideas and effort toward the success of the organization (Amabile et al., 2005). Conversely, negative relationships—characterized by conflict, lack of trust, and poor communication—can significantly diminish job satisfaction. Employees who face interpersonal challenges may experience frustration, alienation, or stress, which are detrimental to both their well-being and performance (Schaufeli & Bakker, 2004). As a result, reducing interpersonal conflicts and fostering positive workplace relationships is key to maintaining high levels of job satisfaction.
Effective teamwork is at the core of many organizational operations, and interpersonal relations are fundamental to successful team collaboration. Research indicated that teams characterized by high levels of trust, communication, and respect among members tend to outperform teams with poor interpersonal dynamics (Lencioni, 2002). When employees have strong, positive relationships with their team members, they are more likely to share information, coordinate their efforts, and support one another in achieving team goals. These interactions contribute to a more efficient and productive team performance. On the other hand, teams that experience interpersonal tension or lack cohesion may struggle to meet objectives. Conflict, miscommunication, and mistrust can hinder collaboration, slow decision-making, and reduce the overall effectiveness of the team (Cameron & Quinn, 2011). For example, a study by Lencioni showed that dysfunctional teams, marked by issues such as avoidance of accountability and lack of commitment, experience poorer results in terms of both output and employees’ morale. Therefore, fostering positive interpersonal relations among team members is essential for ensuring effective teamwork and organizational performance.
While positive interpersonal relations have a clear, positive impact on employees ‘performance, negative relationships can have a range of adverse effects. Workplace conflict, bullying, and harassment can lead to stress, disengagement, and decreased motivation among employees (Einarsen et al., 2011). Employees who are exposed to negative interpersonal dynamics may experience psychological distress, lower job satisfaction, and reduced commitment to the organization, all of which are detrimental to performance. Moreover, the presence of toxic interpersonal relations can lead to high turnover rates, as employees may leave organizations where they feel unsupported or mistreated (Maslach & Leiter, 2016). Employees who have strained relationships with their managers may not feel motivated to go the extra mile or take on additional responsibilities. A lack of trust between coworkers can also inhibit collaboration, leading to missed opportunities for innovation and growth. Therefore, organizations must actively address interpersonal conflicts and foster a positive social atmosphere to prevent these negative effects from hindering performance.

2.2Communication and Its Influence on Employees’ Performance
Communication within an organization is crucial for ensuring that employees understand their roles, expectations, and objectives, which directly impacts their performance. Effective communication plays a central role in shaping relationships among employees, influencing how they work together, and contributing to organizational success. It facilitates the exchange of information, clarifies expectations, and ensures that tasks are completed efficiently. In organizations, communication can occur in various forms—verbal, non-verbal, written, and digital—and each form plays a role in shaping the interactions and productivity of employees (Hargie, 2011).
Effective communication fosters a climate of transparency and trust, which directly contributes to improved performance. When employees understand their responsibilities and the goals they are working toward, they are more likely to be motivated and engaged. Furthermore, employees who feel that they can communicate openly with their managers and colleagues are more likely to report higher levels of job satisfaction (Bakker & Demerouti, 2017). Transparent communication helps to reduce misunderstandings, clarify expectations, and prevent unnecessary conflicts, all of which can improve the efficiency of employees and increase productivity (Hargie, 2011).
Moreover, communication contributes to a positive organizational culture, which is essential for enhancing employee performance. When communication flows smoothly throughout the organization, it fosters collaboration, innovation, and a sense of teamwork. A study by Gibson and Gibbs (2006) demonstrated that when employees feel free to communicate their ideas and concerns, they are more likely to collaborate and contribute their best efforts. Conversely, poor communication often leads to frustration, confusion, and a decline in performance, as employees may be unclear about their tasks, goals, or the organization's strategic direction (Cameron & Quinn, 2011). For instance, when there is a lack of communication regarding goals or changes in the workplace, employees can experience uncertainty, leading to lower motivation and performance levels (Shannon & Weaver, 1949).
Communication is not just about sharing information; it also involves active listening. Employees who listen actively to their peers and supervisors are better equipped to understand complex issues, respond appropriately to feedback, and make informed decisions. When communication is one-sided, such as in top-down communication structures, employees may feel undervalued, leading to disengagement and lower performance (Bakker et al., 2014). On the other hand, organizations that encourage two-way communication between management and employees tend to create an environment of trust and mutual respect, which enhances engagement and performance (Mayer & Salovey, 1997).
Feedback is another essential component of effective communication. Providing employees with regular feedback—both positive and constructive—helps them understand what they are doing well and where they can improve. Positive feedback reinforces desired behaviors and boosts employee confidence, while constructive feedback helps employees develop professionally. A study by Kluger and DeNisi (1996) highlighted that feedback interventions, when provided in a timely and constructive manner, significantly improve performance by directing employees’ focus on areas that need improvement. However, feedback must be communicated properly to be effective; feedback that is too vague or not delivered with empathy can be counterproductive and may lead to lower employee morale and performance (Kuvaas, 2006).
Non-verbal communication also plays a critical role in the workplace. Employees are often influenced by body language, facial expressions, and tone of voice, which can either support or contradict verbal communication. Leaders who maintain eye contact, demonstrate open body language, and use appropriate gestures can create a more positive, receptive environment for communication, which can improve employee engagement and performance (Burgoon et al., 2016). In contrast, negative non-verbal cues, such as crossed arms, lack of eye contact, or a dismissive tone, can signal disengagement, hostility, or a lack of interest, leading to reduced collaboration and performance (Bakan, 2012).
2.3 Trust and Its Impact on Employee Performance
Trust is a cornerstone of effective interpersonal relationships in the workplace, playing a vital role in the overall performance of employees. In any organization, trust between individuals—whether between coworkers, subordinates and superiors, or teams—can significantly influence how well employees perform their tasks and collaborate with others. When interpersonal relations are grounded in trust, employees are more likely to engage in behaviors that support organizational goals, leading to improved productivity, job satisfaction, and overall organizational success (Mayer et al., 1995).
Trust is essential for fostering open communication, which is key to ensuring that employees work together efficiently and effectively. According to Dirks and Ferrin (2002), employees who trust one another are more likely to share information freely, collaborate on tasks, and resolve conflicts constructively. This collaborative environment fosters greater team synergy and allows for more effective decision-making, which is directly linked to higher performance levels. When trust is present, employees can rely on one another to fulfill their roles and responsibilities, minimizing unnecessary conflicts and confusion, and enabling them to focus on achieving organizational goals (Colquitt et al., 2007).
In contrast, the absence of trust in interpersonal relationships can create an atmosphere of fear, uncertainty, and tension. Employees who distrust their colleagues or managers may withhold valuable information, resist cooperation, or fail to provide honest feedback, all of which can hinder performance (Costa, 2003). A lack of trust can also increase the likelihood of misunderstandings, conflict, and poor decision-making, as employees are less likely to collaborate effectively in an atmosphere of suspicion and mistrust (Kramer, 1999). Furthermore, without trust, employees may become disengaged from their work, feel unsupported in their roles, and ultimately contribute to a decline in overall performance.
The impact of trust extends to leadership as well, as employees who trust their leaders are more likely to be motivated and engaged in their work. Trust in leadership fosters a positive work environment, increases employee satisfaction, and enhances employees' willingness to go above and beyond in their roles (Bass & Avolio, 1994). Leaders who demonstrate trustworthiness by being transparent, consistent, and supportive build stronger relationships with their teams and cultivate an environment where employees feel valued and empowered (Avolio & Bass, 2004). On the other hand, leaders who betray trust by engaging in unethical behavior, failing to deliver on promises, or treating employees unfairly contribute to a decline in employee morale and performance (Tschannen-Moran & Hoy, 2000).
Trust also affects job satisfaction and employee well-being, which are critical factors influencing employee performance. Employees who work in environments where trust is prevalent tend to report higher levels of job satisfaction, as trust promotes feelings of safety, respect, and support (Mayer et al., 1995). Higher job satisfaction, in turn, is positively correlated with increased motivation and productivity (Hakanen et al., 2006). When employees trust their colleagues and leaders, they are more likely to feel that their contributions are recognized and appreciated, which boosts their confidence and commitment to their work. In contrast, a lack of trust can lead to feelings of isolation, frustration, and burnout, ultimately diminishing performance (Edmondson, 1999).
In addition, trust in interpersonal relationships contributes to the psychological safety of employees. Psychological safety refers to the belief that employees can speak up, take risks, and make mistakes without fear of negative consequences. When trust is present in interpersonal relations, employees feel more comfortable sharing ideas, providing feedback, and admitting mistakes. This openness fosters a culture of continuous improvement, which leads to higher levels of performance and innovation (Edmondson, 1999). Employees who feel psychologically safe are more likely to contribute their creativity, voice concerns when necessary, and collaborate on problem-solving, all of which enhance overall organizational performance.
Trust also influences the efficiency of teams within organizations. High-trust teams tend to be more cohesive, communicative, and effective in achieving their objectives. Research by Costa (2003) indicates that trust within teams is linked to higher levels of cooperation, coordination, and performance. Teams that trust each other are better able to navigate challenges, resolve conflicts, and leverage diverse perspectives to arrive at effective solutions. In contrast, teams lacking trust may struggle with communication, experience high levels of conflict, and exhibit poor coordination, leading to lower performance levels (Kramer, 1999). Thus, fostering trust within teams is a critical factor in enhancing team performance and, by extension, organizational performance.
Trust also plays a role in conflict resolution, an inevitable aspect of workplace dynamics. In organizations with high levels of trust, employees are more likely to approach conflicts with a cooperative mindset, seeking mutually beneficial solutions. Trust enables individuals to engage in productive conflict resolution, as they believe that their colleagues have the best interests of the team and organization at heart (Rahim, 2002). When trust is lacking, however, conflicts may escalate or remain unresolved, creating division and resentment, which undermines performance (Dirks & Ferrin, 2002). Therefore, organizations must cultivate an environment of trust to ensure that conflicts are addressed in a manner that promotes collaboration and effective problem-solving.
Trust is an important determinant of employee engagement, which has a direct impact on performance. Employees who trust their leaders and coworkers are more likely to be engaged in their work, exhibit discretionary effort, and contribute to the success of the organization (Bakker et al., 2005). Engaged employees are more committed to their roles, exhibit higher levels of motivation, and perform better in their jobs. A lack of trust, on the other hand, can lead to disengagement, reduced motivation, and lower performance. According to a study by Bakker and Demerouti (2017), trust in the work environment is a key factor in enhancing employee engagement, which in turn positively influences performance.
Trust is not only fundamental to interpersonal relationships in the workplace but also acts as the bedrock of organizational success. Employees' perceptions of trust in their colleagues and supervisors significantly affect their level of engagement, satisfaction, and ultimately, their performance. Trust is defined as the expectation that others will act in a manner that is consistent with one’s values, needs, and expectations, particularly in situations of uncertainty or vulnerability (Mayer et al., 1995). The importance of trust in fostering positive interpersonal relations cannot be overstated, as it directly influences communication patterns, the sharing of resources and information, and collaboration across teams.
Trust also plays a crucial role in team collaboration and performance. In organizations, teams often comprise individuals with diverse skills, experiences, and viewpoints. The ability of team members to work together cohesively and effectively often depends on the level of trust they have in one another. High levels of trust lead to higher team cohesion, stronger cooperation, and more efficient coordination (Costa, 2003). When employees trust their colleagues, they are more likely to take risks, share resources, and offer help, which in turn enhances team performance (Colquitt et al., 2007). Team members who trust each other are more likely to step up when needed, share relevant information, and collaborate toward common goals, which boosts both individual and collective performance.

2.4 Conflict Resolution and Its Role in Employees’ Performance
Conflict is an inevitable part of organizational life. Disagreements and differing opinions often arise due to varying perspectives, roles, and personal values. While conflict is natural, how it is managed can significantly influence employee performance. Conflict resolution refers to the process of resolving disputes constructively to prevent negative outcomes and maintain healthy interpersonal relationships. Effective conflict resolution not only helps in minimizing disruptions but also plays a critical role in enhancing employee performance, engagement, and organizational productivity.
The way conflict is handled in organizations can impact the overall work environment. In an environment where conflict is poorly managed, employees may experience increased stress, disengagement, and dissatisfaction, leading to a decrease in performance. Conversely, when conflict is addressed constructively, it can lead to personal growth, increased collaboration, and improved team dynamics, which ultimately contribute to better performance outcomes (Rahim, 2002).
Effective conflict resolution strategies can improve employee performance by fostering a positive work environment, promoting collaboration, and improving communication. Employees who feel their concerns are addressed in a fair and respectful manner are more likely to remain motivated and committed to their work (Thomas & Kilmann, 2008). When employees have the tools and strategies to manage conflicts effectively, they are less likely to experience negative emotional responses, such as frustration or resentment, that can hinder their performance.
In organizations where conflict is managed well, employees tend to experience less tension and a higher degree of job satisfaction. This satisfaction is a critical component of employee engagement, which has been shown to positively affect performance. According to Hakanen et al. (2006), engaged employees are more likely to demonstrate higher levels of productivity and motivation. Furthermore, research indicates that employees who experience positive conflict resolution are more likely to feel supported by their colleagues and managers, which enhances their sense of organizational commitment (Bakker et al., 2005).
The ability to resolve conflicts constructively enables employees to focus on their tasks and responsibilities without being distracted by ongoing disputes. Employees who are able to collaborate with colleagues despite disagreements tend to be more effective in their roles, as they are not bogged down by interpersonal tensions. In contrast, unresolved conflicts can create a hostile work environment, where employees may avoid necessary interactions, leading to poor communication and reduced performance (Jehn, 1995).
Conflict resolution plays a particularly important role in team settings. Teams often face the challenge of balancing individual preferences, skills, and working styles. These differences can lead to conflicts that, if left unresolved, may undermine team effectiveness and performance. However, if handled properly, conflict can be an opportunity for growth, innovation, and improved collaboration (Costa, 2003).
In high-functioning teams, conflict is often seen as a natural part of the process that can lead to better problem-solving and decision-making. Research by De Dreu and Weingart (2003) suggests that constructive conflict, where team members openly discuss their differences, can enhance creativity and performance by fostering diverse perspectives. Teams that manage conflict effectively are more likely to develop solutions that are innovative and comprehensive, thus contributing to improved organizational outcomes.
On the other hand, if conflict is not managed well within teams, it can lead to decreased communication, lower morale, and a lack of cooperation, all of which can negatively affect team performance. For example, when team members avoid addressing conflicts, they may disengage from one another, leading to poor collaboration and missed opportunities for synergy (Jehn, 1995). Therefore, organizations should invest in conflict resolution training to ensure that employees are equipped with the skills needed to manage interpersonal conflicts effectively, particularly in team settings.
The process of resolving conflicts can also have a direct impact on employee well-being. When conflicts are handled in a positive and respectful manner, employees are more likely to experience lower levels of stress and burnout. This is particularly important in high-pressure work environments, where unresolved conflicts can lead to emotional exhaustion and disengagement. Studies have shown that employees who experience high levels of conflict without appropriate resolution are more likely to suffer from negative psychological outcomes, such as anxiety, depression, and burnout (Spector, 2002).
However, employees who experience effective conflict resolution often report higher levels of job satisfaction and emotional well-being. According to a study by Jehn (1995), employees who feel that conflicts are addressed fairly and openly report greater job satisfaction and are more likely to be engaged in their work. This sense of well-being is crucial for maintaining high levels of motivation and performance. A positive work environment that promotes healthy conflict resolution can lead to increased resilience and reduced stress, which enables employees to perform at their best.
Moreover, the development of conflict resolution skills can help employees manage difficult situations both within and outside the workplace. Employees who are adept at resolving conflicts are more likely to experience greater satisfaction in their personal and professional lives, as they can navigate challenging situations with greater ease (Rahim, 2002). This, in turn, can contribute to improved performance at work, as employees are better able to manage stress and maintain focus on their tasks.
Different conflict resolution styles can have varying impacts on employee performance. Thomas and Kilmann (2008) identify five common conflict resolution styles: competing, collaborating, compromising, avoiding, and accommodating. Each style has its advantages and disadvantages, and the effectiveness of a given style depends on the context of the conflict and the parties involved.
The collaborating style, characterized by a win-win approach where all parties work together to find a solution that satisfies everyone's needs, is generally the most effective style for enhancing employee performance. This approach fosters cooperation and mutual respect, leading to better relationships, increased trust, and higher team performance (Thomas & Kilmann, 2008).
The competing style, where one party seeks to win at the expense of others, may be effective in situations requiring quick decisions or when the stakes are high. However, this style can damage relationships and lead to negative emotions, which can hinder long-term performance and collaboration (Rahim, 2002).
The compromising style, which seeks a middle ground, can be useful when a quick solution is needed and when both parties are willing to make concessions. While this style may help resolve conflicts in the short term, it may not always lead to the most effective or optimal solution (Thomas & Kilmann, 2008). In some cases, compromising may leave parties feeling dissatisfied, which can affect performance.
The avoiding style, where individuals withdraw from conflict or refuse to engage in resolution efforts, can lead to unresolved issues that fester and negatively impact employee performance. Employees who avoid conflict may feel disconnected or disengaged from their colleagues, leading to lower levels of collaboration and performance (Jehn, 1995).
The accommodating style, where one party prioritizes the needs of the other, can be effective in maintaining relationships, particularly when the issue at hand is of low importance. However, if overused, this style can lead to feelings of resentment and burnout, which can negatively impact performance (Thomas & Kilmann, 2008).
To maximize employee performance, organizations should encourage the use of collaborative conflict resolution styles while ensuring that employees are aware of the potential drawbacks of other styles. Providing training in conflict resolution and promoting a culture of open communication can help employees choose the most appropriate style for each situation.
The overall organizational culture plays a significant role in how conflict is addressed and resolved. Organizations that prioritize open communication, transparency, and fairness are more likely to create an environment where conflicts can be resolved constructively, leading to improved interpersonal relationships and higher employee performance (Mayer et al., 1995). Conversely, organizations with a toxic or unsupportive culture may encourage unhealthy conflict behaviors, such as avoidance, aggression, or passive-aggressiveness, which can hinder employee collaboration, engagement, and performance.
For instance, a culture that encourages collaboration and problem-solving can create a positive feedback loop, where conflicts are addressed in ways that promote learning, creativity, and innovation. This not only improves relationships but also enhances employee performance by providing employees with the tools and strategies to resolve conflicts effectively (De Dreu & Weingart, 2003). Additionally, organizations that foster a culture of mutual respect and trust help ensure that conflicts are seen as opportunities for growth rather than threats.
Conflict resolution also has a significant impact on employee well-being and motivation. When conflicts are resolved in a healthy and respectful manner, employees are less likely to experience stress, burnout, or disengagement, which can negatively impact their performance. On the other hand, unresolved or poorly managed conflicts can lead to a toxic work environment, where employees feel unsupported, undervalued, or emotionally drained (Spector, 2002). A positive conflict resolution process helps maintain employee morale, which is critical for sustaining high levels of motivation and performance.
Research by Hakanen et al. (2006) has demonstrated that employees who experience low levels of conflict and high levels of support and resolution from their colleagues and managers are more likely to report greater job satisfaction and engagement, both of which are strongly linked to improved performance. Employees who feel that their concerns are heard and addressed are more likely to remain motivated, committed, and productive in their roles.
Effective conflict resolution is essential for promoting positive interpersonal relationships and enhancing employee performance in organizations. Conflict, when managed well, can serve as an opportunity for growth, collaboration, and innovation. By fostering an environment where open communication, trust, and respect are prioritized, organizations can enhance interpersonal relationships and enable employees to perform at their best. Conflict resolution skills are critical not only for addressing disputes but also for maintaining a healthy work environment that supports employee well-being, job satisfaction, and long-term organizational success.
2.5 Emotional Intelligence and Interpersonal Relations
Emotional intelligence (EI) is a key factor in interpersonal relations and employee performance. Goleman (2006) defines emotional intelligence as the ability to recognize and manage one’s own emotions and the emotions of others. Employees with high emotional intelligence are better at managing interpersonal relationships, communicating effectively, and resolving conflicts. Studies have shown that EI is positively correlated with job satisfaction, teamwork, and overall performance (Ariani, 2013). High EI in employees allows them to navigate social dynamics effectively, which enhances their ability to work well with others and perform their tasks efficiently.
Effective conflict resolution does not just benefit individual employees, but also the broader organizational structure, helping to sustain a productive and harmonious work environment. The process involves understanding the dynamics between individuals and groups within the organization, ensuring that conflicts do not disrupt workflows or impede performance. As such, a key aspect of conflict resolution is the ability to foster a culture that prioritizes proactive conflict management, rather than one that reacts to conflicts when they escalate to a point of crisis.
Organizations that emphasize the importance of interpersonal relationships and conflict resolution strategies can promote a more collaborative environment. By creating a culture where employees feel comfortable discussing their issues openly, organizations enable individuals to express their needs and concerns, fostering an atmosphere of mutual respect. This openness in turn helps to minimize misunderstandings, as clear communication is often at the heart of many conflicts in the workplace. When employees know that they can openly address disagreements without fear of retaliation or judgment, they are more likely to work through conflicts in a constructive manner, which is crucial for maintaining positive interpersonal relationships.
Furthermore, organizations that invest in conflict resolution training and development programs empower employees with the skills necessary to handle disputes effectively. These programs often focus on active listening, empathy, emotional regulation, and negotiation skills—tools that are invaluable in maintaining healthy relationships among colleagues. Employees who have these skills are better equipped to manage both the emotional and practical aspects of conflicts, allowing them to arrive at solutions that serve the collective interests of the organization (Tjosvold, 2008).
From a leadership perspective, conflict resolution also requires a commitment to setting the right tone and example. Leaders who demonstrate empathy, fairness, and a commitment to resolving disputes amicably help to reinforce the importance of interpersonal relationships within the organization. Effective leaders not only mediate conflicts but also model the behaviors that encourage collaboration, such as showing respect for differing viewpoints and maintaining an open line of communication. Their actions set the foundation for a work environment where employees are encouraged to engage in healthy conflict resolution, which ultimately supports better individual and team performance (Dirks & Ferrin, 2002).
The resolution of conflict can also positively affect organizational outcomes, particularly with regard to innovation and creativity. When conflicts are resolved constructively, they create opportunities for employees to express diverse perspectives and challenge existing ways of thinking. This can lead to new ideas, creative solutions, and the identification of inefficiencies or areas for improvement. For example, conflict within a team may arise over the best approach to a project. Rather than stifling innovation, this disagreement—if managed well—can lead to a more thorough examination of the issue and the development of a more effective solution that benefits the team and the organization as a whole (De Dreu & Weingart, 2003).
Research indicates that when employees engage in healthy conflict resolution processes, the positive outcomes extend beyond individual performance. Teams as a whole benefit, as well. Studies have found that conflict, when managed appropriately, fosters a higher level of team cohesion, problem-solving ability, and overall team performance (Tjosvold, 2008). This is especially true for cross-functional teams, where members often bring diverse expertise, perspectives, and experiences to the table. In such teams, conflict can lead to productive discussions that improve the quality of decision-making and contribute to greater organizational success (Jehn, 1995).
Moreover, conflict resolution practices that focus on collaboration and consensus-building contribute to an organization’s ability to adapt to change. In dynamic industries where change is constant, employees must be able to collaborate effectively, even when they may not agree on every issue. Conflict resolution skills enable employees to navigate through these changes with minimal disruption. By resolving conflicts efficiently and without lingering animosities, employees are better able to adjust to new policies, strategies, and goals, maintaining their performance and engagement throughout periods of organizational change (Brownell, 2006).
Another aspect of conflict resolution is its impact on employee retention. Employees who feel that conflicts are handled fairly and respectfully are more likely to remain with the organization, reducing turnover and its associated costs. When conflicts are allowed to fester without intervention, employees may become disengaged, frustrated, or disillusioned with the workplace, leading them to seek employment elsewhere. On the other hand, organizations that prioritize conflict resolution and address issues promptly and fairly send a message to their employees that their well-being and professional relationships are valued, which can enhance employee loyalty (Mayer et al., 1995).
It is also important to recognize the role that organizational policies and procedures play in conflict resolution. Clear guidelines and structures for resolving conflicts can help ensure that disputes are handled consistently and equitably across the organization. Policies that promote fairness, transparency, and accountability in conflict resolution processes help to build trust and confidence among employees. When employees believe that conflicts will be resolved impartially, they are more likely to remain engaged and motivated in their roles, knowing that their concerns will be taken seriously (Dirks & Ferrin, 2002). This in turn contributes to an overall positive work culture, where employees feel supported and empowered to perform at their best.
The relationship between interpersonal conflict resolution and employee performance also extends to the concept of emotional intelligence (EI). Employees with high EI tend to handle workplace conflicts more effectively because they are skilled at understanding and managing their own emotions as well as empathizing with others. Emotional intelligence is particularly important in conflict situations, as it allows employees to navigate challenging interactions with greater ease and composure. Research has shown that employees with higher levels of EI are more likely to resolve conflicts constructively, maintain positive relationships, and exhibit higher performance (Goleman, 2006). By promoting EI development within the workplace, organizations can enhance employees' ability to handle interpersonal issues, which directly impacts performance outcomes.
Moreover, conflict resolution is not just about addressing the immediate issue at hand but also about fostering a long-term, sustainable work environment. By promoting healthy conflict resolution strategies, organizations can prevent future conflicts from escalating and build a foundation of trust and respect that supports long-term employee performance. Employees who believe that conflicts are resolved in a fair and respectful manner are more likely to work collaboratively, demonstrate initiative, and remain productive even in the face of challenges (Costa, 2003). The ability to manage conflicts effectively, therefore, has a lasting impact on an employee’s engagement and overall performance, helping organizations sustain high levels of productivity and performance in the long run.
Conflict resolution plays a pivotal role in shaping interpersonal relations and employee performance within organizations. Effective conflict resolution strategies help to prevent disputes from escalating, improve communication, and foster positive relationships between employees and managers. By addressing conflicts proactively and promoting a culture of collaboration, fairness, and mutual respect, organizations can enhance employee performance, improve team dynamics, and foster innovation. Furthermore, conflict resolution helps to support employee well-being, reduce stress, and increase job satisfaction, all of which are crucial for maintaining high levels of performance. Ultimately, conflict resolution is not just a means of addressing issues but an essential strategy for driving long-term organizational success.















CHAPTER THREE
METHODOLOGY
This chapter outlined the research methodology used in this study, focusing on the impact of interpersonal relations on the effective performance of employees in an organization. It discussed the under listed sub titles.
3.1 Instrument Used
3.2 Population of the Study
3.3 Sample and Sampling Techniques
3.4 Distribution and Collection of Data
3.5 Reliability
3.6 Validity
3.7 Method of Data Analysis

3.1 Instrument Used
The primary instrument for data collection in this study is a structured questionnaire designed personally by the researcher, which will be distributed to employees within the organization. The questionnaire includes closed-ended questions inform of Likert scale question items, which are designed to assess the key variables related to interpersonal relations and employees’ performance. The questionnaire will focus on areas such as communication, trust, collaboration, conflict resolution, and emotional intelligence, all of which are critical components of interpersonal relations in the workplace. The questionnaire is designed to capture quantitative data to ensure a comprehensive analysis of the research data (Robbins & Judge, 2017).
3.2 Population of the Study
The population for this study consisted of employees working in a selected organization. The organization is chosen based on its size, structure, and diverse employees, which provide an appropriate context for examining interpersonal relations and performance. The total population includes employees from various departments, including human resources, marketing, sales, finance, and operations, to ensure the findings represent a broad spectrum of the organization’s workforce. A total number of 560 employees were identified as the population of the study
3.3 Sample and Sampling Techniques
The study will adopt a non-probability sampling technique, specifically convenience sampling, to select a sample from the employee population. Convenience sampling is selected because of time and resource constraints, allowing the researcher to gather data from employees who are readily accessible (Robbins & Judge, 2017). The sample consisted of 100 employees, which is deemed adequate to ensure a diverse representation of employees’ perspectives while still being manageable within the scope of the study. The sample will include employees from different department and levels of seniority within the organization, thus providing a well-rounded view of interpersonal relations across various roles and experiences.
3.4 Distribution and Collection of Data
The data collection process involved the distribution of the questionnaire personally by the researcher to employees who are more comfortable with paper-based forms. The questionnaires distributed with clear instructions on how to fill them out, and respondents were assured of their confidentiality to encourage honest responses. Data collection exercise took a period of two weeks to ensure a sufficient number of completed questionnaires is returned. Follow-up reminders were sent to ensure a high response rate and minimize non-response bias (Cohen & Prusak, 2001).
3.5 Reliability
Reliability refers to the consistency of the measurement instrument in producing stable and consistent results over time. To assess the reliability of the questionnaire, a pilot test will be conducted with a small group of employees (30) from a different department within the same organization. The feedback from this group will be used to refine the instrument before it is distributed to the full sample. Additionally, Cronbach’s alpha coefficient will be used to test the internal consistency of the items in the questionnaire. A value of 0.70 or higher for Cronbach’s alpha is considered acceptable, indicating that the instrument is reliable for data collection (Tjosvold, 2008). The reliability test ensures that the instrument will yield consistent results when administered to a larger sample.
3.6 Validity
Validity refers to the extent to which the instrument measures what it is intended to measure. To ensure the validity of the questionnaire, panel of experts in organizational behavior and human relation resource management evaluated the relevance and clarity of the questionnaire items in relation to the research objectives. Based on their feedback, necessary revisions were made to improve the clarity and accuracy of the items. Additionally, construct validity will be assessed by comparing the results with previous studies on the impact of interpersonal relations on employee performance (Ariani, 2013). This will help confirm that the instrument accurately captures the key variables of interest.
3.7 Method of Data Analysis
The data collected will be analyzed using descriptive statistics, including frequencies and, percentages, to summarize the responses of the respondents on their perceptions of interpersonal relations and performance. The results of the analysis will provide insights into the strength and direction of the relationships between interpersonal dynamics and employees performance, offering a comprehensive understanding of the research problem (Tjosvold, 2008).


















CHAPTER FOUR
DATA ANALYSIS
4.1 Introduction
This chapter presents the data collected from the research on the impact of interpersonal relations on employee’s performance in an organization. 
4.2 Results
Table 4.1: Positive Interpersonal Relationships Impact Employees Motivation
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	45
	45%

	Agree
	30
	30%

	Disagree
	15
	15%

	Strongly Disagree
	10
	10%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.1 showed that 45 (45%) respondents strongly agreed and 30 (30%) respondents agreed that positive interpersonal relationships impact employees’ motivation. Meanwhile, 15 (15%) respondents disagreed and 10 (10%) respondents strongly disagreed with the statement respectively.



Table 4.2: Effective interpersonal Communication Influence Teamwork
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	35
	35%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.2 showed that 50 (50%) respondents strongly agreed and 35 (35%) respondents agreed that effective interpersonal communication influences teamwork. However, 10 (10%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.3: Interpersonal Trust Among Colleagues Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55 
	55%

	Agree
	30
	30%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.3 showed that 55 (55%) respondents strongly agreed and 30 (30%) respondents agreed that interpersonal trust among colleagues affects job satisfaction. On the other hand, 10 (10%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.







Table 4.4: Interpersonal Conflict Resolution Skills Impact Employees Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	25
	25%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.4 showed that 60 (60%) respondents strongly agreed and 25 (25%) respondents agreed that interpersonal   conflict resolution skills impact employees’ performance. Meanwhile, 10 (10%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.5: Workplace interpersonal relations Contribute to friendship and Employees Retention
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	40
	40%

	Agree
	35
	35%

	Disagree
	15
	15%

	Strongly Disagree
	10
	10%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.5 showed that 40 (40%) respondents strongly agreed and 35 (35%) respondents agreed that workplace interpersonal relations    contribute to friendship and employees’ retention. While 15 (15%) respondents disagreed, 10 (10%) respondents strongly disagreed with the statement respectively.







Table 4.6: Leadership Promote Healthy Interpersonal Relationships
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	40
	40%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.6 showed that 50 (50%) respondents strongly agreed and 40 (40%) respondents agreed that leadership promotes healthy interpersonal relationships. On the other hand, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.7: Interpersonal relations Social Support from Colleagues Affect Work Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	30
	30%

	Disagree
	15
	15%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.7 showed that 50 (50%) respondents strongly agreed and 30 (30%) respondents agreed that interpersonal relations social support from colleagues affects work performance. Meanwhile, 15 (15%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.






Table 4.8: Supervisor-Employees Relationship Influence rapport and Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	30
	30%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.8 showed that 60 (60%) respondents strongly agreed and 30 (30%) respondents agreed that supervisor-employees relationships influence rapport and job performance. While 5 (5%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.9: Interpersonal relations Affect Employees commitment to duties and Engagement
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	55%

	Agree
	35
	35%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.9 showed that 55 (55%) respondents strongly agreed and 35 (35%) respondents agreed that interpersonal relations affect employee’s commitment to duties and engagement. Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.





Table 4.10: Interpersonal relations Impact Employees Collaboration
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	45
	45%

	Agree
	40
	40%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.10 showed that 45 (45%) respondents strongly agreed and 40 (40%) respondents agreed that interpersonal relations impacts employee’s collaboration. While 10 (10%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.11: Interpersonal relations in the Workplace Affect Emotional Intelligence of Employee
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	30
	30%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.11 showed that 60 (60%) respondents strongly agreed and 30 (30%) respondents agreed that interpersonal relations in the workplace affects emotional intelligence of employees. Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.






Table 4.12: Interpersonal relations Enhance Employees Interactions
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	35
	35%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.12 showed that 50 (50%) respondents strongly agreed and 35 (35%) respondents agreed that interpersonal relations enhance employees’ interactions. While 10 (10%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.13: Interpersonal relations Improve Open Door Policies of Employees
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	55%

	Agree
	35
	35%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.13 showed that 55 (55%) respondents strongly agreed and 35 (35%) respondents agreed that interpersonal relations improve open door policies of employees’. Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.






Table 4.14: Work-Life Balance Impact Interpersonal Relations
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	35
	35%

	Disagree
	10
	10%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.14 showed that 50 (50%) respondents strongly agreed and 35 (35%) respondents agreed that work-life balance impacts interpersonal relations. While 10 (10%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.15: Employees interpersonal Relations influence Organizational Culture
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	30
	30%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.15 showed that 60 (60%) respondents strongly agreed and 30 (30%) respondents agreed that Employees interpersonal Relations influence Organizational Culture. On the other hand, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.






Table 4.16: Interpersonal relations enhance diversity and inclusion of Employees in organizations
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	40
	40%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.16 showed that 50 (50%) respondents strongly agreed and 40 (40%) respondents agreed that interpersonal relations enhance diversity and inclusion of employees in organization. Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.17: Peer Recognition Help in Building Interpersonal Relationships
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	55%

	Agree
	35
	35%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.17 showed that 55 (55%) respondents strongly agreed and 35 (35%) respondents agreed that peer recognition helps in building interpersonal relationships. While 5 (5%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.






Table 4.18: Interpersonal Relations affect Employees Empowerment
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	60%

	Agree
	30
	30%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.18 showed that 60 (60%) respondents strongly agreed and 30 (30%) respondents agreed that Interpersonal Relations affect Employees Empowerment Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.



Table 4.19: Interpersonal relations Promote Employees Job Autonomy
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	55%

	Agree
	35
	35%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%


Source: Researcher’s Fieldwork 2025

Table 4.19 showed that 55 (55%) respondents strongly agreed and 35 (35%) respondents agreed that interpersonal relations promote employees job autonomy. While 5 (5%) respondents disagreed, 5 (5%) respondents strongly disagreed with the statement respectively.







Table 4.20: Interpersonal relations influence employees Recognition and Rewards
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	50%

	Agree
	40
	40%

	Disagree
	5
	5%

	Strongly Disagree
	5
	5%

	Total
	100
	100%



Table 4.20 showed that 50 (50%) respondents strongly agreed and 40 (40%) respondents agreed that interpersonal relations influence employee’s recognition and rewards. Meanwhile, 5 (5%) respondents disagreed and 5 (5%) respondents strongly disagreed with the statement respectively.








CHAPTER FIVE
SUMMARY, CONCLUSION, AND RECOMMENDATIONS
5.1 Summary
The aim of this study was to explore the impact of interpersonal relations on the effective performance of employees in an organization. The research was driven by the understanding that interpersonal relations—defined as the interactions, communication, and relationships between employees—can either enhance or hinder employees’ performance. The study specifically investigated how communication, trust, collaboration, conflict resolution, and emotional intelligence contribute to overall work performance.
Through the analysis of data collected from 100 employees in a variety of organizations, the study found that positive interpersonal relations were strongly associated with improved job satisfaction, motivation, and organizational commitment. Effective communication and trust were highlighted as the most significant factors influencing employees' ability to collaborate and resolve conflicts. Furthermore, the results suggested that good interpersonal relations contributed to a supportive work environment, which is critical for employees’ retention and organizational success.
The study employed a structured questionnaire to gather responses from participants. Data were analyzed using descriptive statistics, and findings were presented in tables that illustrated the frequency and percentage of responses. The research revealed that most employees recognized the value of mutual respect, effective leadership, and constructive feedback in promoting a positive work atmosphere and enhancing job performance.

5.2 Conclusion
This study confirmed that interpersonal relations play a crucial role in shaping the effectiveness and performance of employees in an organization. Positive interpersonal relationships foster trust, open communication, and collaboration, all of which contribute to a more productive and harmonious work environment. The research also highlighted the significant impact of emotional intelligence, leadership, and conflict resolution in improving employees engagement and performance.
Furthermore, the study found that employees who experience effective communication and mutual respect are more likely to feel motivated, satisfied with their jobs, and committed to their roles. Conversely, poor interpersonal relations, such as unresolved conflicts and a lack of trust, were linked to decreased performance and job dissatisfaction.
Overall, this research underscores the importance of fostering good interpersonal relations within organizations as a means to improve employees’ performance, morale, and retention. Organizations that prioritize interpersonal dynamics are likely to experience better performance outcomes and a more positive organizational culture.
5.3 Recommendations
Based on the findings of this study, the following recommendations were made:
1. Organizations should foster an environment where open and honest communication is encouraged. Regular meetings, feedback sessions, and transparent communication channels can help ensure that employees feel heard and valued.
2. Organizations should provide training in conflict management and resolution techniques. This will enable employees to handle disagreements constructively, preventing negative impacts on performance and morale.
3. Managers should be trained to provide feedback that is both supportive and constructive, ensuring that employees are aware of their strengths and areas for improvement.
4. Organizations should foster a culture of respect, mutual support, and recognition among employees. When employees feel respected and valued, their job satisfaction and performance are likely to improve.
5. Organizations should conduct periodic surveys and performance to assess employees’ satisfaction, engagement, and interpersonal dynamics. This can help identify areas where improvements are needed to maintain a positive work environment.
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QUESTIONNAIRE
1. Positive interpersonal relationships impact employees' motivation. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
2. Effective interpersonal communication influences teamwork. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
3. Interpersonal trust among colleagues affects job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
4. Interpersonal conflict resolution skills impact employees' performance. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
5. Workplace interpersonal relations contribute to friendship and employee retention. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
6. Leadership promotes healthy interpersonal relationships. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
7. Social support from colleagues through interpersonal relations affects work performance. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
8. Supervisor-employee relationships influence rapport and job performance. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
9. Interpersonal relations affect employees' commitment to duties and engagement. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
10. Interpersonal relations impact employee collaboration. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Interpersonal relations in the workplace affect the emotional intelligence of employees. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
12. Interpersonal relations enhance employee interactions. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
13. Interpersonal relations improve open door policies for employees. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
14. Work-life balance impacts interpersonal relations. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
15. Employees' interpersonal relations influence organizational culture. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
16. Interpersonal relations enhance diversity and inclusion of employees in organizations.
 (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
17. Peer recognition helps in building interpersonal relationships. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
18. Interpersonal relations affect employee empowerment. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
19. Interpersonal relations promote employee job autonomy. 
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
20. Interpersonal relations influence employee recognition and rewards. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

