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ABSTRACT

The primary objective of this study was to assess the effect of employee relations strategies on
staff productivity at Old Mulago Hospital Kampala. Specifically, the study established the effect
of: employee communication strategy, employee participation strategy and negotiation strategy on
staff productivity at Old Mulago hospital Kampala. A case study research design was adopted,
employing a quantitative research approach. Data was collected from 82 respondents from Old
Mulago hospital using self-administered questionnaires. Descriptive statistics, including
frequencies, percentages, mean, and standard deviation, were employed for data analysis, while
inferential statistics such as Pearson's Correlation coefficient and linear regression were used. The
study found that employee communication (r = 0.504, p<0.05); employee participation (r = 0.401,
p<0.05) and negotiation (r = 0.609, p<0.05) are significant and positively correlated with staff
productivity at Old Mulago hospital. Employee communication, employee participation and
negotiation were found to significantly predict staff productivity by 44.1% (Adjusted R? = 0.441).
It is concluded that employee communication, employee participation and negotiation as employee
relations strategies have significant positive relationship with staff productivity at Old Mulago
hospital. To enhance staff productivity, the study recommended that the management of Mulago
hospital should: provide training programs to improve managers’ and supervisors’ communication
skills; provide more scope for employees’ voice to effectively communicate their concerns to
management and build good employee relations that can foster staff productivity; establish a
structured feedback mechanism to encourage employee input on various organizational aspects;
create more opportunities for employees to express their opinions; implement direct dialogue
mechanisms like joint work committees or team meetings; empower their staff to effectively
advocate for their interests and engage in constructive collective bargaining agreement; and
promote transparent communications during and after negotiations.

Xi



CHAPTER ONE

INTRODUCTION
1.0 Introduction
The concept of employee relations has attracted more attention from various stakeholders as a
human resource management aspect that is influencing performance of small and large
organizations in the 21% century (George & Jones, 2018). This has been largely triggered by
increased competition, changing employee needs, influence of technology and globalization in the
changing business environment. Employee relations are concerned with creating an enabling work
environment for a pleasant interpersonal relationship in the organization which gears towards the
effective promotion of the organizational goals and objectives (Donohoe, 2015). Global and local
organisations are driven to maintain good employee relations to enhance their productivity and
performance in the changing business environment (Armstrong & Taylor, 2014). In fact, global
economies that have performed well such as in America, India, European countries are those that
have employed effective employee relations for the performance of employees in the organizations
(Landy & Conte, 2016). However, the association between employee relations and productivity in
the context of Uganda is not yet extensively studied, which acted as a motivation for this study
that sought to enhance employee relations and productivity with specific reference to public

hospitals in Uganda.

1.1 Background to the study

1.1.1 Historical Background

The concept of employee relations has its roots in the industrial revolution, however at the time, it
was called industrial relations, which created the modern employment relationship by spawning
free labour markets and large-scale industrial organizations with thousands of wage workers
(Kaufman, 2014). At the time, society wrestled with massive economic and social changes leading
to labour problems. In addition, low wages, long working hours, monotonous and dangerous work,
and abusive supervisory practices led to high employee turnover, violent strikes, and the threat of
social instability. These led to emergency of industrial relations at the end of the 19th century as a
middle ground between classical economics and Marxism, with Sidney Webb and Beatrice

Webb's Industrial Democracy being a key intellectual work (Farnham, 2018).



In Britain, another progressive industrialist, Montague Burton extended the idea of industrial
relations at the universities of Leeds, Cardiff, and Cambridge in 1929-1930 (Sigsworth, 1990),
and the discipline was formalized in the 1950s with the formation of the Oxford School by Allan
Flanders and Hugh Clegg (Ackers, 2015). Industrial relations were formed with a strong problem-
solving orientation that rejected both the classical economists’ laissez faire solutions to labour
problems and the Marxist solution of class revolution. It is this approach that underlies the New
Deal legislation in the United States, such as the National Labour Relations Act and the Fair
Labour Standards Act (Kaufman, 2008).

In the 20" century, the concept of employee relations attracted more attention from various
stakeholders as a replacement to the industrial relations. Employee relations are concerned with
creating an enabling work environment for a pleasant interpersonal relationship in the organization
which gears towards the effective promotion of the organizational goals and objectives (Donohoe,
2015). Global and local companies are now driven to maintain good employee relations to enhance
their productivity and performance in the changing business environment (Armstrong, 2006). In
fact, global economies that have performed well such as in America, India, European countries are
those that have employed effective employee relations for the performance of employees in the

organizations (Landy & Conte, 2016).

In African countries such as Nigeria, employee relations have undergone rapid development since
the return to democratic governance in 1999, with the enactment of the Nigerian constitution which
provides for the social fundamental objectives and directive principles of state policy and covers
the labour matters (Dugeri, 2015). In Kenya, the employee relations system is anchored on the
International Labour Organization’s Convention No.150 of 178 on Labour Administration, which
is domesticated through the Industrial Relations Charter (1984) and the Labour Relations Act
(2007). In the United Republic of Tanzania, employee relations are enshrined in the constitution.
The government also enacted pieces of legislation to regulate employee relations which include;
The Employment and Labour Relations Act of 2004 which sets fundamental rights at work and
regulates hours of work, remuneration, leave, termination of employment, trade unions and
employers’ organizations, organizational rights, collective bargaining, strikes and lockouts and

sets dispute resolution under the Commission for Mediation and Arbitration (Tubeyi et al., 2015).



In Uganda, the 1995 constitution, which guarantees freedom of association, the right to create and
join unions, the right to safe and sanitary working conditions, collective bargaining and
representation, and equal pay for equal work, serves as the cornerstone of Uganda's employee
relations. Additionally, fundamental rights at work are established by the Employment Act of
2006. It governs working conditions, compensation, leave, hours worked, and employment
termination (Uganda Employment act, 2006). They have also enacted Trade Union Act and the
Labor Disputes (Arbitration & Mediation) Act both of 2006 which regulates Trade Unions,

industrial relations, collective bargaining and re-affirms freedom of association.

1.1.2 Theoretical Background

The study will be guided by the Pluralism theory advanced by Fox (1996). The pluralism theory
creates a workplace where there is more than one source of authority and decisions are typically
made by a group effort and not according to the authority of one governing body. It is also more
focused on individual goals, and supports the functions of trade unions. The theory recognizes that
since there is more than one individual involved in decision making, subscribing to different values
and objectives, workplace conflict is inevitable. Thus, the pluralist doctrine seeks to redress the
shortcoming of the conflicts in order to prevent its drawbacks and safeguard the status quo
(Armstrong (2006).

The pluralism theory is the philosophy that emphasizes the possibility of harmonious relations
between the oppressed and the oppressor. The pluralist theory maintains that the social system is
not a unitary organization but a coalition of individuals and groups with sectional interests and
district perception of the social structure (Aborisade, 2008). Thus, the theory is applicable to this
study since it gives cognizance to employee voice both direct and through trade union and this
fosters good communication and employee participation that affects employee relations where

employee commitment and trust is achieved.

1.1.3 Conceptual Background

Employee relations, according to Chand (2016), are the harmonious conditions in which both
parties engage in working in such a way that they effectively communicate and work amicably,
recognizing each other's needs and values in the process and elevating the motivation and morale
of the workers. Employee relations relate to the relationship that exists within an organization

between the employers and the employees (Bajaj, Sinha & Tiwari, 2013). In this study, employee



relations strategies are conceptualized as employee communication, employee participation and
negotiation as a conflict resolution technique. Employee communication is defined as the
interaction among employees through information giving and receiving. Employee participation
is defined as the act of allowing employees to get involved in make decisions that affect them in
the organisation. Negotiation is a discussion between two parties to find out the solution and for
the purpose of reaching a joint agreement about differing needs or opinions (Management Guide,
2016).

Staff productivity refers to how successfully employees are contributing to the accomplishment of
the organization's vision, purpose, and objectives. It relates to how well a person carries out his or
her tasks, obligations, and responsibilities, and it also plays a key role in an organization's success
(Mathis & Jackson, 2015). Ismail et al. (2009) defines staff productivity as the ability of individuals
to achieve their respective work aims, then meet their expectations, achieve benchmarks or
accomplish their organizational goals. According to Rizwan et al. (2014) staff productivity
contains a quality and quantity of results driven from individual or group struggle completion. This
study conceptualizes staff productivity in terms of timeliness, operational efficiency and quality
of work. Quality of work refers to the caliber of work produced by an employee (Hakala, 2008).
Operational efficiency refers to the achievement of the goals at the lowest possible cost (Abdullah
& Qattani, 2007).

1.1.4 Contextual Background

Mulago hospital is Uganda’s main national referral hospital founded in 1913. It has a magnificent
facility with supportive/auxiliary infrastructure such as staff housing, electricity/solar Power,
phone network coverage, water and sanitation among others, to enable it provide health services
that satisfy its clients through efficient service delivery (Ministry of Health, 2015). The facility
was built with a bed capacity of 1500, however, the facility registers 3000 admissions on a daily
basis and between 6000 to 7000 out patients on a daily basis thus exceeding the capacity of the
facility. The facility has a mix of medical personnel with different backgrounds and abilities to
perform. Serving the big daily population at the facility is hinged on the number of medical

professionals in place to offer the diverse services as required by the patients (Nabirye et al, 2011).

Regarding employee relations, the terms of industrial relations as stipulated in the 1995
constitution of Uganda, Employment Act of 2006 and the Trade Union Act and the Labor Disputes

4



(Arbitration & Mediation) Act of 2006 equally apply to the staff at the hospital. These employment
acts guarantee freedom of association, the right to create and join unions, the right to safe and
sanitary working conditions, collective bargaining and representation, and equal pay for equal
work, which serves as the cornerstone of Uganda's employee relations. In addition, the Collective
Bargaining Agreement (CBA), stipulates the terms of service, employee relationship building
mechanisms such as internal communication and conflict resolution practices (Collective
Bargaining Agreement, 2018). However, Mulago hospital has been characterized by employee
conflicts which have often resulted into strikes thus, affecting staff productivity. It was thus, worth

assessing the employee relations strategies used in relation to staff productivity.

1.2 Statement of the Problem

One of the most pressing issues facing most organizations today is the need to enhance employee
productivity. There is a widespread belief that performance improvements can only be achieved
through a fundamental reform in employee relations (Blyton et al., 2018). The 1995 constitution
of Uganda, Employment Act of 2006 and the Trade Union Act and the Labor Disputes (Arbitration
& Mediation) Act of 2006 spell out the employee relations mechanisms such as collective
bargaining for conflict resolution, aiming at creating a conducive work environment for employees
to perform better. Despite, cases of staff underperformance have been reported at Mulago hospital.
It has been observed that some staff at the hospital merely report for work daily as expected but
linger around and never fulfill all the assigned duties, work for fewer hours, dodge some
assignments and arrive late for work (Uganda National Health Consumers Organisation —
UNHCO, 2018). The state of the occurrence is an indication of danger to the organization, could
it be employee relations strategies that seem unfounded well, or other issues. This necessitated the
need for the study that to assess employee relations strategies in relation to staff productivity at
Old Mulago hospital.

1.3 Purpose of the Study
To assess the effect of employee relations strategies on staff productivity in Public hospitals in

Uganda: A case of Old Mulago Hospital Kampala.

1.4 Specific Objectives
1) To establish the effect of employee communication strategy on staff productivity at Old

Mulago hospital Kampala.



2) To examine how employee participation strategy affects staff productivity at Old Mulago
hospital Kampala.

3) To establish the effect of negotiation strategy on staff productivity at Old Mulago hospital
Kampala.

1.5 Research Questions
1) How does employee communication affect staff productivity at Old Mulago hospital
Kampala?
2) What is the effect of employee participation on staff productivity at Old Mulago hospital
Kampala?

3) How does negotiation strategy affect staff productivity at Old Mulago hospital Kampala?

1.6 Scope of the Study

1.6.1 Content Scope

The study assessed the effect of employee relations strategies on staff productivity at Old Mulago
Hospital. The independent variable employee relations strategies were conceptualized as employee
communication, employee participation and negotiations. On the other hand, staff productivity

was measured in terms of quality of work, operational efficiency, and timeliness.

1.6.2 Geographical Scope

This study was carried out at old Mulago hospital located at Mulago hill in the Northern part of
the city Kampala, west of Makerere University College of Health Sciences. It is approximately 5
kilometres by road, north — east of Kampala central business district. This geographical area was
of interest because the hospital has a magnificent facility however, there are cases of rampant staff

strikes associated with poor staff performance (Kiiza, 2018).

1.6.3 Time Scope

The study covered Mulago hospital for the past 5 years from 2018 — 2022 This time was chosen
because it is during this time that cases of low staff productivity were recorded at the hospital
(Uganda National Health Consumers Organisation — UNHCO, 2018).

1.7 Justification of the study
Over the past three decades, firms have placed more emphasis on building employee relations as

the cornerstone for improving employee’s productivity (Perkins & Shortland, 2016). Studies in



