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ABSTRACT

This study sought to investigate the effect of Occupational Safety and Health on Employee
Productivity a case of Gumutindo Coffee Cooperative Enterprise Ltd. The specific objectives
were; to examine the effect of safety policy on employee productivity, to examine the effect of
personal protective equipment (PPE) on employee productivity and to examine the effect of
work conditions on employee productivity. The researcher used a case study research design.
The sample size of the study was 76 respondents drawn from a population of 94.

Findings indicated that safety policy had Adjusted R? = 0.933. This means that 93.3% (0.933x100)
variations in employee 2productivity is explained by safety policy; Personal Protective equipment
(PPE) had Adjusted R = 0.938 meaning that PPE results into 93.8% variation in Employee
productivity; and work conditions had Adjusted R? = 0.930 meaning that work conditions result
into a 93.0% variation in Employee productivity in Gumutindo Coffee Cooperative Enterprise
Ltd. The multiple regression gave Adjusted R? =0.946 meaning that Occupational Safety and
Health account for 94.6% variation in Employee productivity in Gumutindo Coffee Cooperative
Enterprise Ltd.

The following recommendations were derived from the results, findings and conclusions of the
study. First, the management of GCCE should continuously avail to all employees the
organization’s safety policy. Secondly, PPE should continuously be availed to all workers and
then sensitized on how to adequately use them while on the organization premises. Thirdly, the
researcher recommends that the management of Gumutindo should continuously improve the
work conditions if they are to register a great improvement in the Employee productivity. Lastly,
the management of GCCE should explore and implement sustainable policies inclined towards
improving work conditions, PPE usage and adhering to safety policy as a means of enhancing its
Employee productivity.

xii



CHAPTER ONE

GENERAL INTRODUCTION

1.0 Introduction
This chapter discussed the back ground to the study, statement of the problem, the objectives of

the study, research questions, significance of the study, justification, scope of the study,

limitations of the study and the conceptual framework.

1.1. Background to the study

Employees play a vital role in organizations’ productivity. According to Armstrong (1995),
human resource is the most important component in the company and in the implementation of
the production process. It can, therefore be said that organizations can experience improved
employee productivity if proper consideration is given to occupational safety and health of
employees (Allen and Meyer, 1990). An environment that is professional and conducive for
work needs to be created by an employer in order to keep employees motivated. If this
environment is created, the employees are likely to work hard and successfully complete each
assignment as expected of them. However, the number of accidents in factories resulting into
body injury and in extreme cases death is a great cause of worry. This draws from the fact that
these unhealthy and unsafe work conditions not only results into frequent absenteeism and huge

compensation costs but above all negatively affects employee productivity in the long run.

According to Dr. Emmanuel lyamulemye Niyibigira, the Managing Director Uganda Coffee
Development Authority, “a total of 3.315 million 60-kilo bags of coffee were exported compared

to 3.455 million bags the previous year. This represents a 4.06% drop in export volume. On the



other hand, the value of coffee exports dropped by 20% from US$ 410 million in the coffee year

(CY) 2014/2015 to US$ 327 million in the CY 2015/2016°.

According to the export records of Gumutindo, the number of containers exported in coffee years
2014/2015, 2015/2016, 2016/2017 is 32, 33, & 28 respectively as compared to an average of 38
containers in the recent previous years. Annan (2010), noted that there are negative implications
that unsafe and unhealthy work conditions have on productivity but there is usually a significant
increase in volumes and quality of the production output where employees safety and health are

given due diligence.

Health and safety in the workplace is essential for ensuring that people are not harmed during
work, and that pain, suffering and loss of life are avoided. Ensuring that people are not injured
can extend the productive working lives of citizens and contribute to economic growth and
prosperity. The International Labour Organization (ILO, 2003) defines occupational health and
safety (OHS) as the outcome of adequate protection of a worker from sickness, injury and
disease arising from work. In the words of (Abddllah et al, 2009) Occupational health can be
described as a sound state of the body and mind of people from illness resulting from the
materials, processes or procedures used in the workplace, while occupational safety is the
protection of people from physical injury. In the views of (Mathis and Jackson, 2004),
occupational health refers to a general state of physical, mental, and emotional well-being of a
worker. Thus, these writers share the same view that a healthy worker is the one who is free from
illness, injury, mental and emotional problems that may impair his normal work activity or

routine.



The benefits of promoting occupational health and safety include enabling people to live happier
and longer lives, enhancing economic activity, reducing demand on health and social services
and reducing the costs associated with illness and injury on both individual and community bases
(Cudjoe, 2011and Bennet, 2011). According to the Daily Monitor newspaper of Uganda of
Friday, June 24, 2016 page 38, “International Labor Organization estimates that over 270 million
work-related accidents occur, 2 million of which are fatal. In economic terms, the cost of losses
resulting from workplace diseases and accidents is estimated at about 4% of global GDP” and
also “Half of Ugandan Workers have no Protective gear”.

It is on this back ground therefore that this study was done.

1.1.2 Background of the Case Study

The manufacturing and processing sector in Uganda is growing at a fast rate and the
development of the sector is sustained by a productive workforce. Meeting the needs of
employees, safe work conditions and retention help the sector grow. Gumutindo coffee

cooperative Enterprise limited is one of the players in the manufacturing and processing sector.

Gumutindo Coffee Cooperative Enterprise Ltd. (GCCE) is a secondary producer which began in
1998 as a joint project between Bugisu Co-operative Union (BCU) and Twin Trading, a UK
alternative trading organization that sources Fair-trade coffee for partners such as Cafédirect.
The project initially comprised four primary cooperative society members from BCU but
currently the co-operative is owned by 15 primary co-operative societies with 9,000 individual
members. They produce 100 percent certified organic and fair trade Arabica coffee. They also
address trade integrated with climate change adaptation, gender and HIV/AIDS. Gumutindo —
means ‘excellent’. A study for the UK government found that farmers in Gumutindo’s supply

chain received a number of benefits, including training to improve coffee quality, assistance to



convert to organic production, access to transparent market information, exposure to new market
opportunities and greater involvement in the company’s operation which enhanced mutual trust
and commitment. They export 900 tons of coffee to markets in Europe, America, New Zealand
and Asia. Their turnover in 2011 was USD 7 million. Because of fluctuations in the production

quality and quantity, the researcher decided to make Gumutindo a case study.

1.2. Statement of the Problem

According to Dr. Emmanuel lyamulemye Niyibigira, the Managing Director Uganda Coffee
Development Authority, “a total of 3.315 million 60-kilo bags of coffee were exported compared
to 3.455 million bags the previous year. This represents a 4.06% drop in export volume. On the
other hand, the value of coffee exports dropped by 20% from US$ 410 million in the coffee year
(CY) 2014/2015 to US$ 327 million in the CY 2015/2016’(THE COFFEE YEAR BOOK

2015/2016).

One quality personnel at Gumutindo Coffee Cooperative Enterprise (GCCE) who spoke on
condition of anonymity noted that feedback from the buyers shows that the coffee quality has
been inconsistent of recent; and one of the company technicians who also spoke on condition of
anonymity, said that “we operate in a hazardous working environment yet the management does
not care to give us adequate protective gear which is partly why our quality and volumes are
fluctuating”. Annan (2010), noted that there are negative implications that unsafe and unhealthy
work conditions have on productivity but there is usually a significant increase in volumes and

quality of the production output where employees safety and health are given due diligence.

Human resource is the most important component in the company and in the implementation of

the production process (Armstrong, 1995). Therefore a company should pay attention to



maintaining the Occupational safety and health of its employees. However, the number of
accidents in factories resulting into body injury and in extreme cases death is a great cause of
worry. This draws from the fact that these unhealthy and unsafe work conditions not only results
into frequent absenteeism and huge compensation costs but above all negatively affects

employee productivity in the long run.

This study therefore endeavored to establish the effect of occupational safety and health (OSH)
on Employee productivity taking Gumutindo Coffee Cooperative Enterprise (GCCE) as case

study.

1.3. Objectives of the Study

1.3.1 Major Objective
To examine the effect of Occupational Safety and Health (OSH) on Employee productivity, a

case study of Gumutindo Coffee Cooperative Enterprise (GCCE)

1.3.2 Specific objectives

i.  To examine the effect of Safety Policy on Employee Productivity.
ii. To examine the effect of Personal Protective Equipment (PPE) on Employee
Productivity.

iii.  To examine the effect of Work Conditions on Employee Productivity.

1.4. Research Questions

I.  What is the effect of Safety Policy on Employee Productivity?
Ii.  What is the effect of Personal Protective Equipment (PPE) on Employee Productivity?

iii.  What is the effect of Work Conditions on Employee Productivity?



1.5. Scope of the Study

1.5.1 Geographical Scope
The study was based in Gumutindo Coffee Cooperative Enterprise (GCCE) head quartered at

Plot 8-12 Mwanyi road, which is found in Mbale Industrial Area in Eastern Uganda. The
researcher selected it because its productivity has not been stable in the recent years which could

be attributed to poor occupational safety and health.

1.5.2 Time Scope
This study covered the period of 2014 to 2017, which included two major coffee production

seasons; thereby including busy working periods and also time when there are many potential
work hazards around the workstation. The years 2014/2015, 2015/2016 and 2016/2017 were
years when the production problems were very rampant. However the study itself was conducted

from October 2016 up to August 2017.

1.5.3 Content Scope

The Case Study was Gumutindo Coffee Cooperative Enterprise (GCCE) and major emphasis
was put on Employee Productivity in relation to Occupational Safety and Health (OSH). This is
because it is hard to separate an organization from its employees and achieving business goals
can easily come about when the working environment is safe for the employees. The study thus
involved all categories of staff that face different categories of work related hazards, accidents
and illnesses because they are the same people who determine the level of productivity of the

organization.

1.6. Significance of the Study

This research will help employers, human resource managers, technical supervisors and

operational staff to give due attention to OSH such that the desired productivity will be achieved.
6



It will also help academicians and future researchers. When OSH is prioritized, the workers will
feel protected from any work related hazard and it’s also a motivation that the employer(s) care
about their workers lives. Once employees feel secure about their safety and health, this will be

very pivotal on increasing the productivity of the employees.

1.7. Justification

The researcher got interested in the study because organizations have difficulties with their
productivity which can easily be attributed to challenges related to laxity in the emphasis of
Occupational Safety and Health (OSH) in most manufacturing and processing industries in
Uganda. According to the Daily Monitor of Friday, June 24, 2016 page 38, Half of Ugandan
workers have no protective gear. This has led to many accidents, time loss, loss of revenue and
low work morale. All these result into less Employee productivity. It’s on this back ground that
there is need to develop better understanding about the effect of OSH on employee productivity
of any organization a case study of Gumutindo Coffee Cooperative Enterprise (GCCE).
According to Armstrong (2011), the achievement of healthy and safe place of work &
elimination to the maximum extent possible hazards to health and safety is the responsibility of
every one employed in an organization. Some effects of the hazards/accidents are permanent;

others are long and painful even when the victim is compensated.

1.8 Definitions of Key Terms

Occupational Health
Occupational health from the literature of Abddllah et al (2009) is described as a sound state of
the body and mind of people from illness resulting from the materials, processes or procedures

used in the workplace, whiles occupational safety is the protection of people from physical



injury. In the views of Mathis and Jackson (2004), occupational health refers to a general state of
physical, mental, and emotional well-being of a worker.

Health

As defined by the WHO, Health is a state of complete physical, mental and social wellbeing, and

not mere the absence of disease or infirmity.
Safety

It is the elimination of hazards, or their control to levels of acceptable tolerance as determined by
the law, institutional regulations, ethics, personal requirements, scientific & technological
capacity, experimental knowledge, economics and interpretations of cultural and popular
practice. Safety is the protection of workers from the danger of industrial risks and hazards or

accidents (Baker et al 1991).

Environment

According to The Oxford Reference Dictionary (Edited by Joyce M. Hawkins), an environment

means surroundings, especially as affecting people’s lives; conditions or circumstances of living

Work Environment.

Longman dictionary of contemporary English (2003) defines work environment as ‘all the
situation, events, people that influence the way in which people live or work’ while *“ work™ is
defined as ‘ a job you are paid to do or an activity that you do regularly to earn money’.
Accordingly, Kohun (1992), defines work environment as “an entirely” which comprises the
totality of forces, actions and other influential factors that are currently and, or potentially

contending with the employee’s activities and performance. Work environment is the sum of the



interrelationship that exists within the employees and between the employees and the

environment in which the employees work.

Productivity

Productivity is a measure of the quantity and quality of output produced per unit of resource
input. Productivity implies reaching the highest level of performance with the least expenditure
of resources. The foregoing are in consonance with the common approach to productivity which
according to Adamu (1991), is a type of relation between output and input. The relations as
Adamu states further, compares outputs with one or more inputs, often factors inputs like labour

and capital to define some meaningful measures

Policy

It is a set of basic principles and guides formulated and enforced by management of an

organization in directing and limiting its actions in pursuit of long-term goals



1.9. Conceptual Framework

Figure 1.1: Conceptual Framework

INDEPENDENT VARIABLE (1V) DEPENDENT VARIABLE (DV)
(OCCUPATIONAL SAFETY AND HEALTH) (EMPLOYEE PRODUCTIVITY)
o Safety policy e Production VVolumes
e Personal Protective e Quality of Output
Equipment (PPE) A e Maximum plant
e Work Conditions utilization

MODERATING VARIABLE

e Workers Attitudes
e Level of workers’ education
e Salaries

Source: ARMSTRONG, M., 2011. A handbook of Human Resource Management Practices.

The Conceptual Framework above shows the relationship between Occupational Safety and
Health (OSH) and Employee Productivity. Occupational safety & health was the independent
variable (IV) and Employee productivity was the dependent variable (DV). Employee
Productivity was measured by production volumes, quality of output and maximum plant
utilization while occupational safety and health was measured by safety policy, personal
protective equipment (PPE) and work conditions. According to this study, a change in the
independent variable (i.e. OSH) directly causes a change in dependent variable (Employee
Productivity). However there are other factors that can affect productivity though they are not the
focus of our study; and these are the moderating variables e.g. salary, workers’ attitude and

educational level.
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CHAPTER TWO

LITERATURE REVIEW

2.1. Introduction

For the purpose of making any meaningful and realistic conclusion on the data drawn from the
study, it is important that a closer look is taken at similar works done on occupational safety and
health with reference to productivity and review some of the literatures pertinent to the study, in
order for comparison, confirmation and differences to be laid bare. Therefore, this chapter is

meant to contain the review of various literatures considered to be relevant to the study.

Best (1986:39) views Review of Literature as ‘a summary of the writings of recognized
authorities and previous research that provides evidence that the researcher is familiar with what

is already known and what is still unknown and untested’
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2.2. Theoretical Review

2.2.1 Heinrich's Domino Theory

According to 1932 First Scientific Approach to Accidents/Prevention by H. W. Heinrich, an

"accident™ is one factor in a sequence that may lead to an injury.

The factors can be visualized as a series of dominoes standing on edge; when one falls, the

linkage required for a chain reaction is completed. Each of the factors is dependent on the

preceding factor.

L Caa

Social
Environment and
Inherited Behavior
(e.g., alcoholism)

Fault of the person
(carelessness, bad
temper,
recklessness, etc)

Unsafe actor
condition —

Performing a task
without the

appropriate PPE

e

Accident

7

Injury — outcome
of some accidents
but not all

N

/

MISTAKES OF PEOPLE

Figure 2.1: 1932 First scientific approach to accident/Prevention - H.W. Heinrich

According to figure 2.1 above, a personal injury (the final domino) occurs only as a result of an

accident; an accident occurs only as a result of a personal or mechanical hazard; personal and

mechanical hazards exist only through the fault of careless persons or poorly designed or
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improperly maintained equipment; faults of persons are inherited or acquired as a result of their
social environment or acquired by ancestry; the environment is where and how a person was
raised and educated.

Heinrich’s Domino Theory — Critical Issues

The factor preceding the accident (the unsafe act or the mechanical or physical hazard) and it
should receive the most attention. Heinrich felt that the person responsible at a company for loss
control should be interested in all five factors, but be concerned primarily with accidents and the
proximate causes of those accidents. Heinrich also emphasized that accidents, not injuries or
property damage, should be the point of attack. An accident is any unplanned, uncontrolled event
that could result in personal injury or property damage. For example, if a person slips and falls,
an injury may or may not result, but an accident has taken place. The best way of handling and
ensuring a safe work environment is to follow the Heinrich’s Domino Theory — Corrective

Action Sequence (The three “E”’s) thus:

Engineering — Control hazards through product design or process change; Education — Train
workers regarding all facets of safety; Impose on management that attention to safety pays off;
Enforcement — Insure that internal and external rules, regulations, and standard operating

procedures are followed by workers as well as management.

Relevancy of Heinrich Domino theory to the Study
According to Kyko (2005), conducive work conditions give pleasurable experience to employees
and enable them to actualize their abilities and behavior. This will in turn impact on the

employees’ productivity.
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Conducive conditions according to Heinrich are achieved when the action sequence of 3Es i.e.
engineering, education & enforcement is emphasized.

The three Es will; control hazards through product/process design formation of design teams,
concurrent engineering where people from all functional areas are involved or process change.
Train workers regarding all facets of safety e.g. preventive maintenance; avoid careless
activities, knowledge of when machines should be serviced and procedures to be followed in
case of accidents. Manuals and standard operating procedures (SOP) should be emphasized.
Impose on management that attention to safety pays off and should be from top to bottom; and
ensure that internal and external rules, regulations, and standard operating procedures are
followed by workers as well as management. Safety committee should be in place and
operational and procedures in case of an accident. Once these are taken care of the productivity

of employees will increase.
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2.2.2 Herzberg's Two-Factor Theory of Motivation

Herzberg’s Two-Factor theory divides motivation and job satisfaction into two groups of factors
known as the motivation factors and hygiene factors. According to Frederick Herzberg, “the
motivating factors are the six ‘job content’ factors that include achievement, recognition, work
itself, responsibility, advancement, and possibility of growth which bring about Employee
productivity. According to Turner and Lawrence (1965), Hygiene factors are the ‘job context’
factors, which include company policy, supervision, relationship with supervision, work
conditions, relationship with peers, salary, personal life, relationship with subordinates, status,
and job security” (Ruthankoon, 2003). Basically the theory differentiates the factors between
intrinsic motivators and extrinsic motivators. The intrinsic motivators, known as the job content
factors, define things that the people actually do in their work; their responsibility and
achievements both as individuals as well as an organization. These factors are the ones that can
contribute a great deal to the level of job satisfaction an employee feels at work. The job context
factors, on the other hand, are the extrinsic factors that someone as an employee does not have
much control over; they relate more to the environment in which people work than to the nature
of the work itself (Schermerhorn, 2003). Herzberg identifies these factors as the sources for job
dissatisfaction. “Hertzberg reasoned that because the factors causing satisfaction are different
from those causing dissatisfaction, the two feelings cannot simply be treated as opposites of one
another. While at first glance this distinction between the two opposites may sound like a play on
words, Herzberg argued that there are two distinct human needs portrayed” (“Herzberg’s

Motivation-Hygiene Theory,” 2002).
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Therefore, the basic premise of the Two-Factor Theory is that if an employer or manager is
trying to increase job satisfaction and ultimately job performance for an employee or coworker,
they need to address those factors that affect one’s job satisfaction. The most direct approach is
to work on the intrinsic, job content factors. Giving the employee encouragement and
recognition helps them to feel more valued within the company, as well as giving a sense of
achievement and responsibility. Herzberg says, that “the only way to motivate the employee is to
give him [her] challenging work in which he [she] can assume responsibility” (Leach, 2000). I
think that this statement can be applied to any job within any industry. If the employee does not
feel some responsibility associated with a certain task or department, he/she will not feel like
their work is worthwhile. Also “people must believe that they are capable of attaining a goal
before they will commit serious energy [or motivation] to it” (Hunsaker, 2005). Therefore, it is
important to include your employees in the decision making and at times the job assignment or
delegation. This will help the employee to feel more responsibility and in turn a higher level of
motivation which will highly improve the productivity of the organization.

On the other hand, employers need to consider the level of job dissatisfaction among their
employees as well because this will determine the level of productivity. To directly approach the
issue of dissatisfaction in the work place and to try and revitalize the environment a bit,
employers need to focus on the hygiene or job context factors. In the two-factor theory, job
satisfaction and job dissatisfaction are totally separate dimensions. Therefore, when trying to
improve a factor that effects job dissatisfaction, an extrinsic factor, such as the working

conditions, this will not alter the employees perception of whether they are satisfied with their
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work; it will only prevent them from being dissatisfied (Schermerhorn, 2003). The following is a
brief explanation of the factors and how they might apply to the work environment.

All of the factors, both motivation and hygiene, can have positive and negative attributes;
however, both will have an effect on the employee satisfaction or dissatisfaction none the less.
The following is a glance at each of the motivation factors according to Herzberg.

Achievement: An example of positive achievement might be if an employee completes a task or
project before the deadline and receives high reviews on the result, the satisfaction the employee
feels would increase. However, if that same individual is unable to finish the project in time, or
feels rushed and is unable to do the job well, the satisfaction level may decrease. Recognition:
When the employee receives the acknowledgement they deserve for a job well done, the
satisfaction will increase. If the employees work is overlooked or criticized it will have the
opposite effect (Hunsaker, 2005).

Work itself: This involves the employees’ perception of whether the work is too difficult or
challenging, too easy, boring or interesting. Responsibility: This involves the degree of freedom
an employee has to make their own decisions and implement their own ideas. The more liberty to
take on that responsibility the more inclined the employee may be to work harder on the project,
and be more satisfied with the result. Advancement: This refers to the expected or unexpected
possibility of promotion. An example of negative advancement would be if an employee did not
receive an expected promotion or demotion. Possibility of Growth: This motivation factor
includes the chance one might have for advancement within the company. This could also
include the opportunity to learn a new skill or trade. When the possibility/opportunity for growth

is lacking or if the employee has reached the peak or glass ceiling, as it is sometimes referred to,
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this could have a negative effect on the satisfaction the employee feels with their job and
position.

The following are the hygiene factors, which work in the same way with positive or negative
attributes; however these factors can only have an effect on the dissatisfaction one feels.
Company Policy or Administration: An employee’s perception of whether the policies in place
are good or bad or fair or not, change the level of dissatisfaction that employee will feel.
Personal or Working Relationships: This is those relationships one engages in with their
supervisors, peers, and subordinates. How someone feels about the interaction and discussions
that take place within the work environment can also effect dissatisfaction. Working conditions:
This includes the physical surroundings that one works within, such as the facilities or location.
Salary: This factor is fairly simple, the increase or decrease of wage or salary effects the
dissatisfaction within a company a great deal. Personal Life: Although people try to separate the
two, work and personal life, it is inevitable that one will affect the other. Feeling a Job Security:
This is a pretty significant factor. The sense of job security within a position or organization as a

whole relates to the dissatisfaction as well. (Ruthankoon, 2003).

Relevancy of Herzberg’s theory to the Study

The basic principle of the Two-Factor Theory is that if an employer or manager is trying to
increase job satisfaction and ultimately job performance for an employee or coworker, they need
to address those factors that affect one’s job satisfaction. The most direct approach is to work on
the intrinsic, job content factors. Giving the employee encouragement and recognition helps
them to feel more valued within the company, as well as giving a sense of achievement and

responsibility. Herzberg says, that “the only way to motivate the employee is to give him [her]
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challenging work in which he [she] can assume responsibility” (Leach, 2000). This statement can
be applied to any job within any industry. If the employee does not feel some responsibility
associated with a certain task or department, he/she will not feel like their work is worthwhile.
Also “people must believe that they are capable of attaining a goal before they will commit
serious energy [or motivation] to it” (Hunsaker, 2005). Therefore, it is important to include your
employees in the decision making and at times the job assignment or delegation. This will help
the employee to feel more responsibility and in turn a higher level of motivation which will
highly improve the productivity of the organization.

On the other hand, employers need to consider the level of job dissatisfaction among their
employees as well because this will determine the level of productivity. To directly approach the
issue of dissatisfaction in the work place and to try and revitalize the environment a bit,
employers need to focus on the hygiene or job context factors. In the two-factor theory, job
satisfaction and job dissatisfaction are totally separate dimensions. Therefore, when trying to
improve a factor that effects job dissatisfaction, an extrinsic factor, such as the working
conditions, this will not alter the employees perception of whether they are satisfied with their
work; it will only prevent them from being dissatisfied (Schermerhorn, 2003). According to
Herzberg’s theory, motivating factors lead to job satisfaction and hygiene factors lead to job
dissatisfaction which impacts employee productivity. Motivating factors will help workers to
achieve their individual targets thus in turn achieving the goal of the organization. Therefore the
employer should consider both motivating and hygiene factors in order to increase employee

productivity.
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2.2.3 Maslow’s Hierarchy of Needs Theory

All of us are motivated by needs. Maslow’s Hierarchy of Needs describes how rudimentary
needs must be fulfilled before more complex needs or desires are contemplated. There are 5
levels of needs in the hierarchy; biological and physical needs, Safety needs, Belonging and love

needs, Esteem needs and at the top Self-actualization.

The bottom 4 levels of needs are described as deficiency motivators by Maslow because when
we fulfill these needs we satisfy a need for something we don’t have.
The top level need is characterized as a growth motivator because self-actualization means that a
person is realizing their personal potential, seeking peak experiences for personal growth.
Maslow held that each stage of need must first be fulfilled before progressing to the next. Thus
Maslow cites that when deficiencies exist in these five basic requirements for survival, people
become incapable of developing any ambition, much less acting on it and achieving their full
potential. Maslow’s Hierarchy of Needs is best displayed in a diagram of a multi-layered
pyramid, with the lowest order needs shown on the bottom and the highest order needs at the

apex of the pyramid.
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Figures 2.2: Maslow’s Hierarchy of Needs Theory

morality,
creativity,
spontaneity,
problem solving,
lack of prejudice,
acceptance of facts

Self-actualization

self-esteem,
confidence, achievement,

Esteem respect of others, respect by others
- . / friendship, family, sexual intimacy \
Love/belonging

security of body, of employment, of resources,
Safety of morality, of the family, of health, of property
Physiological

Source: Maslow (1954)
Relevant to this research is the safety needs. Safety needs according to Maslow refers to the need
for security and protection. In order to live a life that is unlikely to be taken away prematurely,
we must have a sufficient level of protection in place. This explains our desire as humans for a
neighborhood that is safe to reside in, health care and insurance, some form of shelter, and a job
that is secure and pays enough for us to live properly. Maslow’s hierarchy of needs shows that

human beings carryout different activities to achieve self-fulfillment which is the highest need.
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Relevancy of Maslow’s Hierarchy of Needs Theory to the study

The hierarchy of needs theory is relevant to this study as the theory is applicable to Employee
productivity and employee motivation (Greenberg & Baron, 2003). They further argue that the
theory is able to suggest how managers can lead their employees or subordinates to become self-
actualized. The idea implies the dual role of the theory first to organizations and second to
employees on the basis that both the organization and the employees must decide on the
performance of their organization, and that when employees put in their best in the service of the
organization, the culture and human resource practice should also ensure that the employees’
level of needs are reflected in the values the organization holds with high esteem (Greenberg &
Baron, 2003).

Safety needs today, manifest themselves as job security; that is a job that is secure and pays
enough for us to live properly., financial security, health and wellbeing. A safe and secure
working environment reduces the threat of physical injury. When workers believe that the level
of risk has been minimized and that good health and safety practices are judiciously enforced and
monitored by management, they feel more comfortable and are less distracted from performing
their tasks and interacting with others (Storey, 1992).

Likewise, when workers health is at risk that is the environment or workplace is not safe, the
workers competence at his/her job slow down, leading to low productivity and poor
performance. Hence, conscientious safety practices reduce absenteeism as well, which can
impact productivity and morale. Security also extends to emotional well-being in the workplace.
An employer that provides medical benefits contributes to retirement plans and is financially

solvent makes workers feel more secure about their jobs and the future. Maslow’s theory is
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relevant to the present work because it demonstrates the importance of safety in motivation of an

employee. Once the employees are motivated, their productivity level increases.

2.3 Conceptual Review

2.3.1 Occupational Safety

It is the elimination of hazards, or their control to levels of acceptable tolerance as determined by
the law, institutional regulations, ethics, personal requirements, scientific & technological
capacity, experimental knowledge, economics and interpretations of cultural and popular
practice. Safety is the protection of workers from the danger of industrial risks and hazards or

accidents (Pollitt 2011).

Safety policy

According to the government of Newfoundland and Labrador Department of Transportation and
Works; Occupational Health and Safety Manual on the Subject of Leadership and Administration
Sectionl.0, Page 4, October 12, 2004, everyone employed by an organization has a personal
responsibility to become involved in solving health and safety problems. It should be the goal of
an organization to have all employees working together to identify and control situations that
could cause harm and to integrate health and safety practices into their daily activities.
Employees’ participation is crucial to effective health and safety. For an organization to
effectively implement the necessary safety, it has to do the following; recognizes that each
employee has a right to a work environment which will not adversely affect his or her health and
safety; is committed to providing safe workplaces for all its employees; is committed to
protecting the health and safety of its contracting parties and the public; will diligently carry out

the employer duties contained in the Occupational Health and Safety Act and regulations; will
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minimize the risk of occupational injury, illness, and property damage through: Implementing a
comprehensive health and safety program; Ensuring supervisors identify and control workplace
hazards and communicate information about those hazards throughout the workplace; Training,

supporting, and working cooperatively with health and safety committees (Kyko, 2005).

General Safety rules

All accidents, incidents, and injuries as well as unsafe acts and conditions observed by an
employee are to be reported promptly to their immediate supervisor, and not later than the end of
the working day, (Baker et al 1991). Employees are also required to report any concerns about
poor workstation / task design and any early signs or symptoms of soft tissue injuries they may
experience; First aid treatment is to be obtained promptly for any injury, and must be recorded in
the First Aid Logbook; Employees shall comply with the Occupational Health and Safety Act
and regulations; All work must be carried out according to appropriate safe work practices and
safe work procedures where applicable; Employees must wear proper Personal Protective
Equipment (PPE) in accordance with safe work practices, and shall maintain and clean personal
protective equipment which is issued to them; Tools are to be used only for the purpose for
which they were intended; Only tools which are in good repair shall be used; Tools which are
designed for use with guards and safety devices shall not be used if those guards or safety
devices have been removed or tampered with; All tools or equipment which have been damaged
or become worn are to be promptly tagged and taken out of service for repair or replacement;
Good housekeeping practices must be maintained daily in all work areas. This includes personal
work areas/offices; Employees are prohibited from arriving at work or remaining at work when
their ability to perform the job safely is impaired for any reason; Employees shall actively

participate in the department’s safety program, including attendance at training sessions;
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Horseplay, fighting, harassment of any kind, and otherwise interfering with another worker is
strictly prohibited; Where there is a danger of entanglement, employees may not wear rings,

watches, or other jewelry or loose fitting clothing, and shall confine long hair.

The above list is illustrative and not intended to be exhaustive. Individual workplaces or work

groups may develop additional rules appropriate to their operations.

Personal Protective Equipment (PPE)

According to (Baker et al 1991), in terms of hazard control, personal protective equipment (PPE)
is considered a method of last resort and should not be used as a substitute for other reasonable
measures which would result in the control of a hazard. Personal protective equipment is the last
line of defense a person has against a hazard that may be encountered on the job. The proper use
of this equipment may reduce or eliminate the extent of harm or injury and therefore its
importance must not be under-estimated. It is critical that the appropriate personal protective
equipment for the situation is used, and that: its limitations are fully understood; it is properly
fitted for the individual; the person using the personal protective equipment is trained in its use,
care and maintenance; and is regarded by the person using it as normal attire for working in that
environment or with the particular hazard. The department holds each individual to whom
personal protective equipment has been issued fully accountable for maintaining it in good

operating condition.

2.3.2. Occupational Health
Occupational health from the literature of Abddllah et al (2009) is described as a sound state of
the body and mind of people from illness resulting from the materials, processes or procedures

used in the workplace, whiles occupational safety is the protection of people from physical
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injury. In the views of Mathis and Jackson (2004), occupational health refers to a general state of

physical, mental, and emotional well-being of a worker.

2.3.3. Work Environment.

Longman dictionary of contemporary English (2003) defines work environment as ‘all the

situation, events, people that influence the way in which people live or work’ while “ work” is

defined as © a job you are paid to do or an activity that you do regularly to earn money’.

Accordingly, Kohun (1992), defines work environment as “an entirely” which comprises the

totality of forces, actions and other influential factors that are currently and, or potentially

contending with the employee’s activities and performance. Work environment is the sum of the

interrelationship that exists within the employees and between the employees and the

environment in which the employees work.

Table 1- Consequences of accidents at work and work related ill-health for different groups

More or Less tangible

Non Tangible

Victim

Pain and suffering, Moral and
psychological suffering (especially
in the case of a permanent
disability), Lowered self-esteem,
self-confidence, Strain on

relationships, Lifestyle changes

Loss of salary and premiums
Reduction of professional capacity
Medical costs

Loss of time (medical treatments)

Family and friends

Moral and psychological suffering
Medical and family burden

Strain on relationships

Financial loss

Extra costs

Colleagues

Psychological and physical distress
Panic (in case of serious or frequent

accidents/cases of ill-health)

Loss of time and possibly also of
premiums, Increase of workload

Training of temporary workers
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Company Presenteeism (employees  are
present at work but limited in their
job performance by physical and/or
mental problems)
Company image

Working relations and social

Internal audit, Absenteeism
Decrease of the production
Damages to the equipment, material
Quality losses, Training of new staff
Technical disturbances

Employee difficulties

climate Increase of production costs
Increase of the insurance premium or
reduction of the discount, Early
retirement, Legal sanctions
Society Reduction of the human labor | Loss of production, Increase of social
potential security costs, Medical treatment and
Reduction of the quality of life rehabilitation costs, Early retirement

Decrease of the standard of living

From the table above, deficiency in occupational safety and health cause un safe work conditions
which may lead to accidents that reduce professional capacity, financial loss, loss of time,
increase of work load, training of temporary workers and decrease of production among others.
All the above will in turn negatively affect the productivity of workers.

Work Conditions are as a result of the work environment that is largely divided into two types of
work environment according to Kyko (2005), which are conducive and toxic work environments.
Conducive work environment gives pleasurable experience to employees and enable them to
actualize their abilities and behavior. This type of environment also reinforces self-actualizing
behaviours. For instance, an irresponsible employee can change into a responsible employee in a
conducive work environment. Toxic work environment gives unpleasant experiences and at the

same time, de-actualize employees’ behavior. This environment reinforces low self-actualizing
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behaviours and it leads to the development of negative traits of the employees’ behavior. In toxic
work environment, responsible and sensible employee can change into irrational and
irresponsible employee as a survival strategy. Kyko (2005) identified six factors which
contribute to a toxic work environment hence contributing to low productivity of workers. The
factors are: opaque management, biased boss, and company’s policies, working conditions,
interpersonal relationship and pay. Mali (1978) sees productivity as “the measure of how
resources are brought together in organizations and utilized for accomplishing a set of results.

Productivity is reaching the highest level of performance with least expenditure of resources.

2.3.4. Employee Productivity
Employee productivity is a measure of the quantity and quality of output produced per unit of
resource input by the workers. On the other hand, productivity has been defined as the utilization

of resources in producing a product or services (Gaissey, 1993).

It has further been defined as the ratio of the output (good and services) and input (Labour,
capital or management). The definition of productivity is utilized by economists at the industrial
level to determine the economy’s health, trends and growth rate whiles at the project level, it

applies to areas of planning, cost estimating, accounting and cost control (Mojahed, 2005).40

Health hazards and Employee productivity

A hazard may be defined as a condition, practice, or behavior that has the potential to cause
injury, illness, or property damage. Occupational hazards are divided into two broad categories:
(1) safety hazards, and (2) health hazards. Generally, health hazards bring about occupational
illnesses, such as noise induced hearing loss. Safety hazards cause physical harm, such as cuts or
broken bones (Elywood, 2009). Hazards exist in all workplaces. It is the duty of employees at the

workplace to identify them and control or eliminate them once identified.
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Generally, safety hazards are anything in the workplace that could cause an injury. The injury
resulting from a safety hazard is usually immediate following contact with the hazard, unlike an
occupational illness, where the effect of contacting the hazard may not be evident for an
extended period of time after the contact. Injuries caused by safety hazards usually result in
trauma to the body and may be explained as the hazard having a greater level of energy or force
than the body is able to withstand during contact. Generally the types of safety hazards that may
be found in the workplace include machine hazards i.e. moving parts, hot parts, absence of
guards, poor maintenance; energy hazards; Electricity - overloaded circuits, Steam - boiling
kettle, Heat - hot parts of equipment or tools, Pressure - pressure cooker, valves, boilers, Gravity
- falling objects, mechanical - machines with moving parts, chemical - mixing solvents, Kinetic -
slip and fall; and, Potential - hydraulic lift; confined space hazards; not intended for human
occupancy, with restricted entry or exit; and where hazardous atmospheres exist (e.g. methane,
hydrogen sulfide, oxygen deficient or oxygen enriched); materials handling hazards; mechanical
materials handling - includes lifting, lowering, carrying, pushing, pulling and shoveling items;
and handling hazardous materials - involves handling flammable, reactive, explosive and/or
corrosive substances; and work practice hazards; failure to develop or follow safe work
practices/procedures (e.g. working from heights without “fall arrest” equipment); and poor

housekeeping (e.g. improper storage area, high stacking, grease on the floor).

Health hazards are usually categorized as one of four different types: Biological hazards;
Physical health hazards; Physical demands (ergonomic) and stress; and Chemical hazards
(Cascio 1986). Often, when hazards are identified, there may be more than a single factor

operating. It is recommended that the relative contributions of four different factors be
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considered when identifying a hazard. These contributing factors are: people, equipment,

materials; and environment

Cost of Accidents

It has been noted that there are two major categories of cost resulting from accidents, usually
referred as direct and indirect costs (Guyaguler T., 2000). The direct cost of the accidents
consists of: cash expenses payable under the related laws, Medical benefits, Disablement
expenses payable under the social insurance scheme, other benefits payable under the company’s
own scheme. The indirect costs of mine accidents can be outlined as follows: Cost of lost time of
injured employee; cost of time lost by other employees who stop work out of curiosity, out of
sympathy, to assist injured employee, and for other reasons; cost of time lost by foremen,
supervisors, or other executives when assisting the injured person(s), investigating the cause of
accident, arranging for the injured employee's production to be continued by some other worker,
selecting, training or breaking-in a new worker to replace the injured man, and preparing
accident reports required by law, or attending hearings related to compensation claims; cost of
time spent by the first-aid attendant and hospital department staff; cost due to damage to
machine, tools or other property or to the spoilage of material; Incidental cost due to interference
with production, failure to fulfill orders in time, payment forfeits, and other similar causes; cost
of employer in continuing the wages of the injured worker who is not yet fully recovered may,
for a time, be worth only about half of the normal value; cost due to loss of profit or the injured
worker's efficiency and production; cost of the subsequent injuries that occurs in consequence of
the excitement or weakened morale due to the original accident; cost of light, rent and other such
items, which continue to be incurred while the injured employee continues to be non-productive.

It has been noted (Handley W., 1977) that in order to determine the cost of the accidents, it is
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necessary to obtain reliable data. If there is not sufficient data, the statistical results will not be
true.

In some cases the indirect cost of the accidents may be four times of the direct cost (Heinrich H.
W., 1980). Direct costs can be calculated from standard accident report form with the cost
models (Guyaguler T., 2000). So, the indirect costs can also be calculated with the compromise

measure of 4:1.

Unit
Cost

min

— Occupational
min Saofety
Expenses

[ ST

Figure 2.2: Relationship between the safety expenses and cost of the accident

Health and productivity

At the core of the healthy organization perspective is the relationship between healthy work
contexts and Employee, rather than individual, outcomes. Productivity, or Employee
performance, is one set of outcomes. Baker et al (1991: 93), observing that “there can be little
question that an injured worker reduces productivity,” caution against using productivity

incentives that increase the chance of injury.

Most research linking employee health to productivity takes a conventional health promotion
perspective. This reflects the expansion in the U.S. of workplace wellness programs in a drive to
reduce employer medical care costs (Baker and Green, 1991). However, several major research
initiatives are taking a broader perspective that integrates work environments, employee health

and productivity. For example, the Health Enhancement Research Organization (HERO) is a
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non-profit organization concerned with health promotion research, health and productivity and
disease management (Brandt-Rauf et al, 2001). The goal is to integrate health promotion into all
corporate functions, from human resources, benefits, employee assistance programs,
occupational health and safety, workers’ compensation, Employee development and business
operations. These ideas have entered mainstream thinking in workplace health promotion. As the
editor-in-chief of the American Journal of Health Promotion recently explained, the basic
assumption is that: “human performance is higher when people are physically and emotionally
able to work and have the desire to work. Higher levels of human performance lead to higher

levels of productivity, which in turn can lead to higher profits” (O’Donnell 2001: 215).

Workplace factors and productivity

It is generally accepted that productivity growth in most Organization for Economic Cooperation
and Development (OECD) countries has been far from stellar during the last three decades. One
result is slow increases in living standards. This has motivated policy advisors and social
scientists to more closely examine the factors driving productivity performance. Traditionally,
good health was thought to arise from economic prosperity, but economists now propose that
prosperity depends on a healthy population. Healthy citizens lead to healthy economies (Brandt-
Rauf et al 2001). This idea should resonate now, given that individuals’ knowledge and skills are

widely viewed as cornerstones of innovation and growth.

Health promotion researchers are constrained by the complexities of productivity and, as a result,
tend to take a very narrow view of productivity outcomes. The most developed area examines the
financial impact of workplace health promotion programs. Aldana’s (2001) review of 72 peer-
reviewed articles on this topic documents that the main productivity-related outcomes studied are

employer health care costs and absenteeism. While both absenteeism and employer health care
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costs affect operating efficiency, neither capture current human-capital based conceptions of
productivity, nor do they address how work environment factors affect these outcomes. But as
Aldana (2001: 297) observes, “in an economy that is increasingly information-based, the concept
of productivity is somewhat more difficult to quantify.” Workplace conditions establish a
virtuous circle connecting worker health and well-being with innovation and skill development.
Furthermore, the most effective economic incentives would lead employers to adopt healthy

workplace practices (Gunderson and Hyatt 2002).

2.3.5 Moderating Variables
Workers’ Attitude

An attitude is a psychological tendency that is expressed by evaluating a particular entity with
some degree of favor or disfavor (Eagly and Chaiken, 1998). Attitude describes the way an
employee feels inside. These are an employee‘s feelings toward his employer, his co-workers
and his position within the organization. All employees have attitudes toward their working

environment.

Attitudes exhibited by employees can directly affect the atmosphere and productivity within
organizations. An environment that is professional and conducive for work needs to be created
by an employer in order to keep employees motivated. If this environment is created, the
employees are likely to work hard and successfully complete each assignment as expected of
them. Organizations need to find ways to manage their employees’ attitude so that positive

attitudes can be exhibited by employees in order to increase productivity.
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Level of workers’ Education

During recruitment, employees are selected for different designations that require various
educational levels, trainings and experience. (Beardwell et al. 2004) add that technological
developments and organizational change have gradually led some employers to the realization
that success relies on the skills and abilities of their employees, thus a need for considerable and

continuous investment in training and development.

Appropriate levels of education help to acquire and improve knowledge, skills and attitudes
towards work related tasks. It is one of the most important potential motivators which can lead to
both short-term and long-term benefits for individuals and organizations. There are so many
benefits associated with education & training. According to Cole (2001), the benefits include
high morale, lower cost of production, lower turnover, change management, provide

recognition, and help to improve the availability and quality of staff.

Salaries

One of the purposes of someone being the employee or a labor of an organization is to earn an
income in the form of salary, wages or compensation. Salaries earned can fulfill basic necessities
such as food, clothing and housing. Every company in setting the amount of the salary paid to an
employee must be viable, so that the lowest salary/wage given to meet the needs of their life
(Kanzunnudin, 2007). The calculation of salary increases not only the necessities of worth living

but also inflation, economic growth, and productivity (Igbal, 2013).
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The concept of productivity of work is divided into two parts: Employee productivity and

organizational productivity.

Aspects of remuneration becomes important because to be effective if linked to performance for
real. An effective salary strategy is expected to contribute on the viability of the unit of work, the
realization of the vision and mission, as well as for the achievement of the targets of work
(Umar, 2012). Employee productivity measurement using the net value added shows wages and
employee performance has a positive correlation, but the rate of growth of net value added per

worker is faster than the rate of growth of wages per worker.

2.4. Empirical Review

2.4.1. The Effect of Safety Policy on Employee Productivity

From the words of Kofi Annan (former UN General Secretary) which is cited in Tawiah and
Baah (2011) Health and Safety is not only a sound socioeconomic and political policy; rather a
basic human right. Looking at the effect on occupational health and safety policy on employees’
performance, Lim (2012) in his literature added that when workers understand the health and
safety rules and procedures of their job and the tools used for working, it helps them to work
effectively and efficiently resulting in better performance of employees. Again the literature
provided by the Australian National Commission for Health and Safety (2002) on the benefit of
promoting health and safety in organizations indicated that when employees are provided with
safe working environment through the use of effective occupational health and safety
management systems, it reduces employees absenteeism and this has direct effect on increase in

productivity which the end result will be increase in profitability for the organization.
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Workers Safety and Health is very necessary in every business undertaking according to
Gennard and Judge (2005) “because of a clear link between Safety and Health and employee
commitment and productivity. Therefore when a positive health and safety culture on the
workplace is created, the results will be enormous.

According to the ILO, (2003) safety in an organization goes beyond wearing safety helmets or
safety clothing. It is a philosophy that identifies and eliminates hazards associated with work. It
discourages work habits that place individuals at risk of injury. A successful safety policy should
firstly change the perception of both employees and employers that safety refers to the
elimination of injury, instead of the prevention of illness, property damages and the promotion of
healthy life styles (Annan, 2011).

According to Bandura’s model which is a psychological model that reflects a wide range of
safety related evidence. It reveals a dynamic reciprocal relationship between psychological,
behavioral and situational factors in the organization culture. The model is a derivation from the
Social Cognitive Theory and it incorporates the ideas of cognitive based antecedents, self-
evaluation rewards and the use of observable variables for assessment purposes. Figure 2.3 is the
Bandura’s model of reciprocal determination illustrating how an organization safety culture

looks like.
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Figure 2.3: The Bandura’s model of reciprocal determination Source: Cooper (2002)

Health of employees is therefore becoming a top priority in the labour market. This is possibly
due to the link between health and productivity of employees. Health is now considered by both
labour and health economists as a business factor “both in terms of cost and from an assets
perspective” (Kirsten, 2010, pp.1). Workforce productivity is very crucial in the sustainability of
all organizations and firms; health of employees should be incorporated into goals and mission
set by managers in organizations since it is a business factor (Koopman, 2002).

The health and safety of an employee should not be overlooked in the determination of how
productive workers are, since human capital is key in firms’ productivity. Therefore it must be
noted that safety and health legislation, change in attitude (both employer and employee) towards
safety and health issues in an organization when set as a priority will improve productivity, since

“safe work means safe business” (ILO, 2003).

37



2.4.2. The Effect of PPE on Employee Productivity

PPE is gear that will protect the user against health or safety risks at work. It can include items
such as safety helmets, gloves, eye protection, high-visibility clothing, safety footwear and safety
harnesses. It also includes respiratory protective equipment (RPE). Making the workplace safe
includes providing instructions, procedures, training and supervision to encourage people to
work safely and responsibly. Even where engineering controls and safe systems of work have
been applied, some hazards might remain. These include injuries to: the lungs, e.g. from
breathing in contaminated air; the head and feet, e.g. from falling materials; the eyes, e.g. from
flying particles or splashes of corrosive liquids; the skin, e.g. from contact with corrosive
materials; the body, e.g. from extremes of heat or cold. PPE is needed in these cases to reduce

the risk.

When occupational risks are reduced, it brings about improvement in health. Improvement in the
health capital increases one’s level of productivity in both market and non-market activities. This
according to Currie and Madrian (1999); Tompa (2002) and Grossman (1997) is an important
input in the productivity of an organization. Bloom and Canning (2002) outlined four means by
which the impact of health on productivity can be observed. A healthy labour force will record
low levels of absenteeism at work and this will translate into higher volumes of productivity.
Longevity among workers will motivate them to invest more in education and hence receive
higher returns on their investment. Also with longevity, individuals will be motivated to save in
order to accumulate more physical capital for retirement. Improved survival rate will increase
labour force participation. This would result in an increased per capita income if these

individuals are accommodated in the labour market.
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2.4.3. The effect of Work Conditions on Employee Productivity

According to Akinyele Samuel Taiwo (2009), many enterprises limit their productivity
enhancement of employees to the acquisition of skills. However, about 86% of productivity
problems reside in the work environment of organizations. The work environment has effect on
the performance of employees; this is because poor working environment leads to countless
incidences of injury, death, frequent absenteeism and huge compensation costs that characterized
most manufacturing and processing companies. This draws from the fact that these negative
implications of unhealthy and unsafe working environment continue to plague labor productivity
in the country and have the tendency of retarding economic growth. Huge sums of money are
spent on solving problems related to the improper management of health and safety. To
effectively address this menace, the effects of the health and safety of an organization on one’s
productivity need to be well known and understood. It is unmistakable that health and safety
positively affect one’s attendance, quality, quantity, effort and concentration levels at work.
However, the health of the individual and safety of the organization greatly affect one’s quality
of work and attendance respectively among the performance indicators. The linkage from
occupational safety, health & environment measures gives a qualitative overview on how a
company’s performance can be improved through the fewer liabilities, accidents, and the
enhancement of employees’ morale towards work. In 2002, Mossink and De-Greef developed a
diagrammatic model to illustrate the economic effect of safety and health on Employee

performance and the model is shown below:
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Figure 2.4: Model on the effect of safety and health on company performance
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In the model, investments in health and safety measures are not isolated from other forms of
organization investments, but rather go hand in hand with other human resource management.
This investment in safety and health measures goes beyond the implementation of measures to
control health and safety challenges. It involves the proper management of it by training staff to
adhere to these measures. The investment in safety and health does not only result in higher
levels of productivity, but also increases the efficiency in the production systems in the
organization. Invisible company performance measures like the image conceived by the people
outside the organization is also improved, this then leads to higher levels of acceptance and the
purchase of goods and services offered by the organization. This in turn leads to higher volumes

in profitability.
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2.5. Summary of the Literature Review

From the secondary data reviewed, it is seen that a properly implemented occupational safety,
health and environment will most likely bring the positive results below; i.e. fewer injuries that
stop people from working, increased innovation, improved quality, enhanced corporate
reputation, lower costs to compensate workers, improved staff recruitment, retention and
increase in quantity output. This can be achieved when both the employers and employees know
that safety and health is everyone’s responsibility and that it is not just simply for legal

satisfaction but for the good of workers and also improved productivity of the organization.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

The purpose of this chapter is to describe the methodology employed in the study. This chapter
covers the research design, area of study, study population, sample size, sampling procedures,
the data collection methods, the data collection instruments, data analysis technique, ethical

considerations, and limitations of the study.

3.1. Research Design

The researcher used a case study research design which is advantageous because it enables the
researcher to focus attention to a particular group of people and get a deeper knowledge of the
study (Yin, 1994) in this case Gumutindo Coffee Cooperative Enterprise. A case study allows a
lot of detail to be collected that would not normally be easily obtained by other research designs.
In order to avoid any bias, the researcher included respondents from the whole employee cross
section from the top to the bottom. The research was mainly quantitative with a qualitative
question on each objective in order to capture any information that may not be included in the
preset questions. Secondly the respondents were subjected to the same questions and the
information was collected on pre-determined variables at a single point in time from a fairly
uniform population thus saving time and resources. This is in regard to (Sharon B, 1998) who

defined a research study design as a road map which helps the researcher move from “here to
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there”... the “here” being the initial set of core questions to be answered and “there” being the

conclusions and answers about the questions.

3.2 Area of Study

The study was conducted in Gumutindo Coffee Cooperative Enterprise (GCCE) located on Plot
8-12, Mwanyi Road, Mbale Industrial Area in Mbale District. Mbale District is found in the
Eastern Region of Uganda on the slopes of Mount. Elgon and it’s about 250 km from Kampala

the capital city of Uganda.

3.3 Study Population

The study population is a total number of objects, or individuals having one or more
characteristics in common that are of interest to the researcher and where inferences are to be
made (Kothari, 2004). The target Population for this study included 94 employees of Gumutindo
coffee cooperative enterprise Itd classified in three levels of Senior Management, Junior
Management and Operations Team.

Table 3.1: Study Population

Number Management Level Population
1 Senior 14
2 Junior 12
3 Operations 68
Total 94

Source: GCCE Human Resource Department (2016)
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3.4 Sampling

3.4.1 Sample Size

From the study population of 94 (see Table 3.1), a sample size of 76 was determined using

Krejcie and Morgan (1970) Table for size determination.

3.4.2 Sampling Procedures

In this study, simple random probability sampling, purposive sampling and census were used to
select respondents from a sampling frame of 76 respondents from Gumutindo Coffee
Cooperative Enterprise (GCCE). The researcher employed purposive sampling to select
respondents from the operations team because these people are the ones who interface with
potential hazardous places and thus can give us very important and accurate information
concerning working conditions and their attitude towards work. Simple random sampling was
used to select respondents from senior staff management such that each person of the target
population gets an equal chance of being included in the sample, while a census was used on the

junior staff since they are few.

Table 3.2: Distribution of Sample size

Number | Level Population | Sample | Sampling Reason for the
Size Size Technique Technique
1 Senior Management | 14 12 Simple random | Are all informed about
the study subject
2 Junior Management | 12 12 Census A small number
3 Operations Team 68 52 Purposive Not to miss workers in
Sampling production
Total 94 76

According to Krejcie and Morgan table of size determination the population of 94 has a sample

size of 76.
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Purposive sampling

According to Mugenda (1999), purposive sampling is also known as judgmental, selective or
subjective sampling, is a type of non-probability sampling technique. Non probability sampling
focuses on sampling techniques were the units that are investigated are based on the judgment of
the researcher. The researcher used purposive technique to sample a good number in the
operations staff that belongs to production. This technique was useful to the researcher because it
helped in leading the researcher to respondents with reliable information in the shortest time that
is available for research. It is also where the researcher zeroes on the respondents who can give

the formation that is needed (Oso, 2005).

Census

Census is a form of sampling, although cost considerations make this impossible for large
populations, a census is attractive for small populations (e.g., 200 or less). A census eliminates
sampling error and provides data on all the individuals in the population (Glenn 1992). This
technique focuses on units investigated that are based on the judgment of the researcher. In this
research, census sampling was used to select the junior management staff because of their small
number and they had relevant knowledge and information which is needed for the study (Sherri,

2009).

3.5. Data Collection methods and instruments

3.5.1 Collection Methods

During this study, the researcher used both qualitative and quantitative methods to get the
relevant Data. The qualitative data was mainly got from the open ended questions whereas the

closed ended statements helped the researcher get quantitative data. Un-structured questions
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were included in the questionnaires in order to cross check responses provided in the structured

questions thus increasing the validity and reliability of data.

Since most respondents involved were literate, questionnaires were used since they are not time
consuming and are easy to administer. The researcher sent out 76 self-administered
questionnaires and collected back all of them because he worked closely with the respondents
which built a good rapport. Those who seemed to be busy, the researcher made special
appointments with them. Observations on OSH infrastructures were carried out with the help of
the supervisors and technicians because they are knowledgeable in the field of production

operations.

3.5.2 Instruments

Since this study was a case study, the main study tool used was a questionnaire and observation.

Questionnaire

One set of questionnaire was designed and administered to 76 respondents who were the sample
out of the population of 94 employees. All the questionnaires were retrieved because they were
served on appointment to save costs of transport due to movements of taking and collecting them
back. The researcher gave out printed copies since most workers cannot easily access internet
services leave alone having computers. This method was also chosen because it’s easy to use
with a large number of subjects and a lot of information can also be collected in a relatively short
period of time. The items on the questionnaire were measured using a five (5) point Likert scale
of: strongly disagree = 1; disagree = 2; neutral = 3; agree = 4; and, strongly agree = 5. This scale

applied to all sections except that of the demographic characteristics.
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Observation

This was done by the researcher moving around the Employee premises to ascertain the tangible
parameters like workers wearing safety wears, looking at coffee beans quality, seeing or smelling
the fumes in production areas, checking to see whether there are safety precautions hanged in

different stations in the factory.

Types of Data

Research data is the recorded/oral factual material commonly accepted in the scientific
community as necessary to validate research findings. Research data is data that is collected,
observed, or created, for purposes of analysis to produce original research results. Two sources

of data were utilized in soliciting information for the study

Primary data

. These are primary and secondary data. Primary data is made up of new materials collected by
the researcher for the purpose of the study. The primary data which served as the source of data
for this study was obtained by use of questionnaires which had closed ended questions for

quantitative data and also had open ended questions for qualitative data.

Secondary data

This type of data typically comes from other studies done by other institutions or organizations.
It has the advantage of being inexpensive and easily accessible but sometimes flawed in terms of
appropriate data. Secondary data which serve as the source of data for this study included
information obtained from documents of Gumutindo coffee cooperative enterprise ltd, libraries

and internet.
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3.6 Data Quality Control Methods

In order to determine whether the questions were clearly understood, and that were relevant to
the study, a pilot study was carried out with 20 respondents within and outside Gumutindo coffee
cooperative enterprise. This involved testing (pre-testing) the tools of data collection in order to
determine the reliability and validity of data. Reliability refers to the consistency of the
instruments in tapping information from more than one respondent. Reliability ought to bring out
precision and how dependable the instrument is at bringing out the data that is required for the
study. Validity refers to the extent to which information can be accurately interpreted and thus

generalized to other populations

3.6.1 Validity

Validity refers to the degree to which an instrument measures what it is intended to measure
(Amin 2005). Mbabazi (2006) argues that the instrument applied should be practical, valid and
free from bias. For an instrument to be regarded as valid the content selected must be relevant to
the need established. The researcher discussed the validity with the supervisors and the feedback
helped in modifying the instruments to ensure that critical information required for the study was
captured. The researcher consulted with the supervisors and gave questionnaires to colleagues to
establish face validity. Questions found not relevant were deleted and replaced with more
relevant questions. Thereafter pre-testing the questionnaire was done by conducting a pilot study.
This helped to clarify the questions especially the wording and the interpretation of questions and
whether all respondents understood each of the questions in the same way, the questionnaires
were further subjected to rating and content validity index (CVI). This was computed using the

following formula:
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Average of CVI =  No of items rated valid
All items in the questionnaires

By using the formula above the content validity index was calculated as shown in table 3.3 using
the scoring of three management consultants who showed the number of valid inquiries out of

the total of 25 inquires.

Table 3.3: Content Validity Index Calculation

Particulars First Score | Second Score| Third Score | Average Score
Number of Total items 25 25 25 25
Number of Valid Items 21 23 22 22
Content Validity Index 0.84 0.92 0.88 0.88

Source: Field data (2017)

The CVI for the questionnaires was guided by that recommended on case studies by Amin,
(2005). According to Amin (2005), if the construct validity index is 0.7 and above, it means the

instrument used is valid.

The CVI obtained was 0.88 and as indicated above it was greater than 0.7, hence the items in the
tool were greatly valid and were deemed useful for the researcher to appropriately in the tool
were greatly valid and were deemed useful for the researcher to appropriately examine the

respondents’ perceptions.

3.6.2 Reliability
Reliability refers to the degree to which the measure of a construct is consistent or dependable
(Bhattacherjee, 2012). In other words, reliability refers to the measure of degree to which the

research instrument yields consistent results or data after repeated trials (Mugenda 1999). To
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ensure reliability of the instruments under this study, a pilot test was conducted based on the
internal consistency method to pretest the instruments through application of Cronbach’s alpha
formula. In this study, the research instrument was pre-tested using fellow students and workers
in Mbale industrial area to ensure their reliability to establish reliability, questionnaire pretesting

was done. A pilot run up was carried out on 20 respondents.

Table 4.0: Showing: The Reliability Test from the Cronbach’s Alpha.

Cronbach's Alpha N of Items
1 Safety Policy 0.744 6
2 Personal Protective Equipment (PPE) 0.771 6
3 | Work Conditions 0.795 6
4 Employee Productivity 0.832 7
Total Average Reliability 0.786 25

Source: Primary Data (2017).

According to the results in table 3.4 above, the alpha value obtained was 0.786 and therefore,
according to Amin (2005) this alpha value is greater than 0.7. In this regard, the tool was deemed

reliable and was effectively used to draw relevant responses to the key questions in this study.

3.7 Data analysis

The quantitative data collected from the field was categorized, entered into the Statistical
Package for Social Sciences (SPSS) software program, and analyzed. The analysis was in form
of frequencies, the correlations and regressions, all done with the aim of answering the three
research objectives and the general purpose of the study. The information from the secondary

literature was mainly used in the literature review section.
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3.7.1 Data Analysis Technique

Data analysis was done mainly using quantitative methods especially in respect of the data
generated from questionnaires got from the respondents. This was mainly done by using a
statistical package, Statistical Package for Social Sciences (SPSS) for quantitative data to edit

code and transform data obtained from questionnaires into tables.

3.8 Ethical Considerations
The following ethical considerations were ensured in order to protect and maintain a good name

of the present and future researchers;

Clarity: The researcher ensured clarity of the research and its purpose and informed consent was
obtained from the respondents before their participation. Confidentiality: The respondents were
also assured confidentiality of their information to protect them. Scope of study: The research
questions were framed objectively so as to widen the scope of the study and maintain confidence

in the research process.

Protection of the respondents: The researcher ensured sensitivity of social and cultural
differences and put into consideration the conflicting interests. For example sensitive and more
personal questions were avoided during the design of data collection instruments as well as

actual data collection.

Acknowledging data sources: Secondary data sources and citations made were acknowledged
by the researcher in the reference section. Respect for the respondents: The researcher as much
as possible maintained a high level of professionalism while conducting the study by maintaining
respect and value for the respondents. Validity and Reliability: Validity and Reliability of the

research instruments was given utmost attention.
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3.9 Limitations of the Study

The researcher faced the following limitations:

Key respondents were reluctant to reveal some information because they felt that they were
accusing their superiors. The researcher had to prove to them that the information gathered will

be strictly confidential and for academic use only.

It was also difficult to make and, or keep appointments with some respondents as they were busy
or unwilling to honor appointments. The researcher overcame this by keeping constant contact
with the respondents until the questionnaires were issued and even collected after answering
them. The researcher ensured that respondents answered the questionnaire the day it was issued

to avoid misplacing it. That’s why all issued questionnaires were collected back.

Resources such as finance, time and ICT gargets was another limitation faced as they were not

enough so the researcher had to work within a very limited budget.
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CHAPTER FOUR

PRESENTATION, ANALYSIS AND DISCUSSION OF THE FINDINGS

4.0 Introduction

This chapter is on presentation, analysis, interpretation and discussion of the findings based on
the objectives and research questions presented in chapter one. The findings involve both
descriptive and inferential statistics. The chapter is organized into eight sections. This first
section (Section 4.1) presents the response rate while section 4.2 presents the demographic
characteristics of the respondents. Section 4.3, 4.4 and 4.5 presents, interprets and discusses
results on descriptive and inferential statistics on safety policy, personal protective equipment
(PPE), work conditions and their effects on Employee productivity. Section 4.6 will close with a
presentation and discussion of inferential statistics on the effect of occupational safety and health

on Employee productivity of Gumutindo Coffee Cooperative Enterprises Ltd (GCCE).

4.1 Response Rate

Out of the 76 issued questionnaires, 76 questionnaires representing 100% of the total
questionnaires distributed were returned fully completed. Based on this the researchers inferred
that the response rate was excellent. Since all the respondents the researcher gave the
questionnaires filled them and were picked, it gives an implication that the findings and
recommendation are validated (Shaughnessy et al, 2006). The results on the response rates are

shown in Table 4.1.
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Table 4.1: Response Rate

Response Frequency Percentage (%0)
Duly Filled and Returned Questionnaires 76 100
Unreturned Questionnaires 0 0

Total 76 100.0

Source: Primary data (2017)
4.2  Demographic Characteristics of the Respondents
The first preliminary procedure in the study involved the presentation and interpretations of
descriptive statistics on the demographic characteristics. These characteristics included the
following: gender, age, marital status, maximum level of education and working period with

GCCE. The results on each of these characteristics are presented in Tables 4.2, 4.3, 4.4, 4.5, and

4.6.
Table 4.2: Gender
Frequency Percent | Valid Percent | Cumulative Percent
Valid Male 39 51.3 51.3 51.3
Female 37 48.7 48.7 100.0]
Total 76 100.0 100.0

Source: Primary data (2017)
The results from Table 4.2 indicate that 39 (51.3%) of the respondents were male and 37 (48.7%)

of the respondents were female. This implies that both sexes were represented, with males being
slightly more represented in the study than females. This perhaps shows the traditional
perception that male employees perform better than their female counterparts in production

related areas. The results show no discriminatory tendencies which may affect employee
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attitudes and behaviour in the workplace (Cianni & Romberger 1995), breeding toxic

environment at work reducing productivity and morale.

Table 4.3: Age
Frequency | Percent | Valid Percent | Cumulative Percent

Valid  Less than 25 years 13 17.1 17.1 17.1

Between 25 - 35 years 36 47.4 47.4 64.5

Between 36 - 45 years 13 17.1 17.1 81.6

Between 46 -55 years 10 13.2 13.2 94.7

Above 55 years 4 53 53 100.0]

Total 76| 100.0 100.0

Source: primary data

From Table 4.3 above, 13 (17.1%) of the respondents are aged less than 25 years of age, 36
(47.4%) are aged between 25 to 35 years of age, 13 (17.1%) of the respondents are aged between
36 to 45 years, 10 (13.2%) are aged between 46 to 55 years and 4 (5.3%) are aged above 55
years. This shows that most of the employees are young and energetic since (81.6%) are 45 years
and below; which can be exploited in long term planning that leads to improved Employee

productivity.
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Table 4.4: Marital Status

Frequency Percent Valid Percent | Cumulative Percent
Valid  Single 20 26.3 26.3 26.3
Married 48 63.2 63.2 89.5
Divorced 2 2.6 2.6 92.1
Separated 6 7.9 7.9 100.0

Total 76 100.0 100.0

Source: primary data

From Table 4.4 above, 20 (26.3%) of the respondents are single, 48 (63.2%) are married, 2
(2.6%) are divorced, 6 (7.9%) are separated. Since in most cases, married people are less mobile

and a little stable in building their career, this means that the Employee productivity may easily

be improved.
Table 4.5: Maximum Level of Education
Frequency Percent | Valid Percent | Cumulative Percent
Valid  Certificate 9 11.8 11.8 11.8
Diploma 28 36.8 36.8 48.7
Degree 27 35.5 35.5 84.2
Masters 7 9.2 9.2 934
Others 5 6.6 6.6 100.0]
Total 76 100.0 100.0

Source: primary data

From Table 4.5 above, 9 (11.8%) of the respondents were certificate holders, 28 (36.8%) were

diploma holders, 27 (35.5%) degree holders, 7 (9.2%) Masters holders and 5 (6.6%) of the
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respondents held other qualifications. These findings suggest that majority of the employees hold
Bachelors’ degree and diplomas. This means that GCCE employs qualified professionals with
skills and mature knowledge that can be used to increase the productivity of the organization.
This agrees with (Maicibi, 2007) who contends that there is a close relationship between
academic qualification and performance as knowledge and skills are vital components while

deciding on the type of human resource to get for the organization.

Table 4.6: Working Period with GCCE

Frequency Percent | Valid Percent | Cumulative Percent
Valid Below 2 years 10 13.2 13.2 13.2
2-4 years 30 39.5 39.5 52.6
5-7 years 22 28.9 28.9 81.6
8-10 years 5 6.6 6.6 88.2
Over 10 years 9 11.8 11.8 100.0]
Total 76 100.0 100.0

Source: primary data

From Table 4.6 above, 10 (13.2%) of the respondents had worked less than 2 years, 30 (39.5%)
of the respondents had worked for a period of 2 to 4 years at Gumutindo, 22 (28.9%) of the
respondents had worked for a period of 5 to 7 years at Gumutindo, 5 (6.6%) of the respondents
had worked for a period of 8 to 10 years and 9 (11.8%) had worked more than 10 years at GCCE.
This implies that the majority of the respondents had spent between 2 years and 7 years at
Gumutindo. The acquired experience aids the employees in making expert decisions which leads

to productivity and can enable management to identify gaps that need training. Since a majority
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of the employees have not overstayed at Gumutindo, it implies that they are trainable in order to

improve on the Employee productivity.

4.3 Descriptive Statistics

For the researcher to establish the effect of Occupational Safety, Health and Environment (Safety

policy, PPE & Work Conditions) on Employee Productivity (production volumes, quality of

output, maximum plant utilization), descriptive statistics were computed and presented in sub-

sections 4.3.1, 4.3.2 and 4.3.3.

4.3.1 Effect of Safety Policy on Employee productivity

This was the first concept under Occupational Safety and Health (OSH). The results of the

descriptive statistics on safety policy are presented in Table 4.7.

Table 4.7 Showing responses on Safety Policy at GCCE

No| Strongly |Disagree|[Neutral| Agree |Strongl| Mean Std.
Disagree y Agree Deviation
Therf_a IS a written _safety 76 5 6 35 4 26 353 1997
policy at Gumutindo (6.6%) | (7.9%) |(46.1%)] (5.3%) |(34.2%)
Gumutindo Safety policy is
X 2 14 16 23 21
always accessible to the |76 2.6%) | (18.4%) | (21.1%) | (30.3%) | (27 .6%) 3.62 1.154
Employees
There are reporting
. 10 8 25 15 18
procedures as far as safety is| 76 (13.2%) | (10.5%) |(32.9%) | (19.79%) | (23.79%) 3.30 1.307
concerned
Safety signs are clearly 76 2 14 6 44 10 361 1021
displayed at my work place (2.6%) | (18.4%) | (7.9%) |(57.9%)|(13.2%) ' '
Only trained and authorized
2 7 29 26 12
people are aIIO\_/ved to 76 2.6%) | ©.2%) |(38.20)|(32.2%)| (15.8%) 3.51 959
operate machinery
Visitors are always guided 76 1 13 19 33 10 350 973
by an authorized person (1.3%) | (17.1%) |(25.0%) |(43.4%)(13.2%) ' '
Overall Mean & Standard Deviation 3.512 1.107

Source: Primary Data 2017
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As to whether there is a written safety policy at Gumutindo, the findings in Table 4.7 show that
6.6% strongly disagreed, 7.9 % disagreed, 35 respondents representing 46.1% were neutral and
that 39.5% (5.3% plus 34.2%) of the respondents agreed and strongly agreed to the statement.
Indeed one of the respondents said that there are written safety procedures on walls of various
areas, which is good since section 14 of Uganda’s occupational safety act 2006 requires such.
These findings fairly suggest that Gumutindo has put in place a written safety policy. Using
observation method, the researcher moved around the factory and confirmed what one of the

respondents indicated about safety precautions being displayed.

As to whether Gumutindo safety policy is always accessible to employees, the frequency
distribution in Table 4.7 show that 44 respondents representing 57.9%, (30.3% plus 27.6%) of
the respondents agreed and strongly agreed that Gumutindo safety policy is always accessible to
the employees. With a mean of 3.62 and a standard deviation of 1.154, this means that most of
the respondents agreed to the statement which means that Gumutindo employees can access a
safety policy. This has a positive implication on the Employee productivity. These findings are
consistent with (Lim, 2012) who said that when workers understand the health and safety rules
and procedures of their job and the tools used for working, it helps them to work effectively and

efficiently resulting in better performance of employees

On whether there are reporting procedures as far as safety is concerned, the findings in Table 4.7
show that 23.7% (13.2%+10.5%) disagree, 25 respondents representing 32.9%, are neutral and
that 43.4% (19.7% plus 23.7%) of the respondents agreed and strongly agreed that there are

reporting procedures as far as safety is concerned. Looking at a mean of 3.30 and a standard
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deviation of 1.307, this means that the bigger percentage agreed to the statement. This shows that

there is effort to address safety issues that may arise during the course of production.

As to whether safety signs are clearly displayed at my workplace, the findings from the Table 4.7
above, 21.2% (2.6%+18.6%) disagreed, 7.9% were neutral and it is clearly seen that 71.1%
(57.9% plus 13.2%) of the respondents agreed and strongly agreed that safety signs are clearly
displayed at Gumutindo work place. From a mean of 3.61 and a standard deviation of 1.021, it
means that there is alertness as far as safety is concerned since visual information sticks in
memory very much. It is well aligned with Occupational safety act 2006, section 25 of

displaying safety precautions.

As to whether only trained and authorized people are allowed to operate machinery, the findings
shown in Table 4.7 indicate that 11.8% (2.6%+9.2%) disagreed, 29 (38.2%) were neutral
whereas 50% (34.2%+15.8%) of the respondents agreed and strongly agreed that only trained
and authorized people are allowed to operate machinery. With a mean of 3.51 and a standard
deviation of 0.959, this means that most of the respondents agreed to the statement and their
responses never deviated so much from each other. This implies that safety hazards that are a
result of unskilled operators are greatly minimized at Gumutindo coffee cooperative enterprises.
Indeed one of the respondents said that ‘there are some workers who were penalized for

attempting to operate machines when they were not authorized’.

On whether visitors are always guided by an authorized person, it is seen from the Table 4.7
above that 18.4% (1.3%+17.1%) disagreed, 25.0% were neutral while 56.6 % i.e. (43.4% +
13.2%) agree and strongly agree that visitors are always guided by an authorized person at
GCCE. With a mean of 3.50 and a standard deviation of 0.973, it means that the view range of

the respondents was not wide and most of them were in agreement with the statement. Such
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adherence is very important in minimizing production interference and accidents caused by

ignorant people walking around the production areas.

The overall Mean and Standard Deviation of the effect of Safety Policy on Employee

productivity is 3.512 and 1.107 respectively which indicates that most employees agree that there

is Safety policy in Gumutindo Coffee Cooperative Enterprise Ltd.

4.3.2 Effect of personal protective equipment (PPE) on Employee productivity

The effect of PPE in this study was ascertained by getting responses from Gumutindo

employees. Below are the descriptive findings that were obtained.

Table 4.8 Showing responses on Personal Protective Equipment at GCCE

No Strongly Strongly Mean S.td'.
: : Deviation
Disagree | Disagree | Neutral | Agree | Agree
The Organization gives| 76 3.33 1.136
its employees Personal 5 14 19 27 11
Protective Equipment (6.6%) | (18.4%) |(25.0%) | (35.5%) | (14.5%)
Workers are trained on| 76 3 14 17 21 21 3.57 1.193
how to use Safety wears 3.9%) | (18.4%) |(22.4%)|(27.6%) | (27.6%)
Visitors are provided with| 76 9 3 32 7 o5 3.47 1.311
PPE during factory tours (11.8%) | (3.9%) |(42.1%)| (9.2%) |(32.9%)
Gumutindo has| 76 3.54 1.012
appropriate Protective 2 11 19 32 12
wear in good condition (2.6%) | (14.5%) |(25.0%) |(42.1%) | (15.8%)
There is annual stock| 76 3.51 973
taking to ascertain the 2 8 27 27 12
PPE availability (2.6%) [(10.5%) |(35.5%)](35.5%)|(15.8%)
There is sharing of some| 76 4 13 11 32 16 3.57 1.159
protective wears (5.3%) | (17.1%) | (14.5%) | (42.19%) | (21.1%)
Overall Mean & Standard Deviation 3.498 1.131

As to whether the organization gives its employees personal protective equipment (PPE) it is

illustrated in Table 4.8 above, (25%) = 5 (6.6%) plus 14(18.4%) strongly disagreed and
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disagreed respectively; 19 respondents representing 25.0% had neutral views, 27 respondents
representing 35.5% agreed while 11 respondents representing 14.5% strongly agreed with the
statement. With a mean of 3.33 and a standard deviation of 1.136, this shows that respondents
were agreeing with the statement much as specific deviation seems to be much. This is consistent
with section 19 of the occupational safety act 2006 which stipulates that an employer should
provide protective gear to its workers. The conclusion drawn basing on this statement was that
the organization gives its employees Personal Protective Equipment (PPE) since half of the

respondents (50.0%) agreed.

On whether workers are trained on how to use safety wear, As illustrated in Table 4.8 above,
22.3% i.e. 3(3.9%) strongly disagreed, 14(18.4%) disagreed, 17 respondents representing 22.4%
had neutral views on the statement as whether workers are trained on how to use Safety wears,
55.2% i.e. 21 respondents representing 27.6% agreed while 21 respondents representing 27.6%
strongly agreed. From the mean 3.57 and standard deviation of 1.193 a conclusion drawn basing
on the responses is that workers are trained on how to use safety wear. This will bring about
increase in Employee productivity because it is consistent with Gennard and Judge (2005) who

indicated a clear link between Safety and Health and employee commitment and productivity

About whether visitors are provided with PPE during factory tour, from the Table 4.8 above, the
findings show that 15.7% (11.8%+3.9%) disagreed, 32 respondents representing 42.1% had
neutral views, 42.1% i.e. 7 respondents representing 9.2% agreed while 25 respondents
representing 32.9% strongly agreed with the statement as whether visitors are provided with PPE
during factory tours. Basing on the above responses, it can be concluded that the organization

provides its visitors with PPE during factory tours, however there was a wide range of the views
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looking at a mean of 3.47 and a standard deviation of 1.311. The response shows an area that

needs improvement.

About whether Gumutindo has appropriate protective wear in good condition, the findings
shown in Table 4.8 above, indicate that 17.1% (2.6%+14.5%) disagreed, 25.0% were neutral
while 44 respondents representing 57.9% (42.1%+15.8%) agreed and strongly agreed with the
statement that Gumutindo has appropriate Protective wear in good condition. From this, it can be
concluded that the protective wear given is appropriate to meet the desired need. However this is
in contrast to one of the respondents who said that they get new wear when the old ones have
indeed worn out properly; no wonder the mean is 3.54 but a standard deviation of 1.012 was got

on this statement.

As to whether there is annual stock taking to ascertain the PPE availability, results in Table 4.8
above show that, 13.1% (2.6%+10.5%) disagreed, 27 respondents representing 35.5% had
neutral views, 51.3% i.e. 27 respondents representing 35.5% agreed and 12 respondents
representing 15.8% strongly agreed with the statement as whether there is annual stock taking to
ascertain the PPE availability. With a mean of 3.51 and a standard deviation of 0.973, this means
that most of the respondents agreed with the above statement; however their responses show that
there was no significant deviation. The implication drawn basing on this statement was that there

is annual stock taking to ascertain the PPE availability.

Finally, on whether there is sharing of some protective wears, Table 4.8 above shows that, 22.4%
i.e. 4 respondents representing 5.3% strongly disagreed, 13(17.1%) disagreed, 11 respondents
representing 14.5% had neutral views, and 63.2% i.e. 32 respondents representing 42.1% agreed
and 16 respondents representing 21.1%. strongly agreed with the statement. The implication

drawn basing on this statement was that the organization needs to improve in this area since it is
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neither healthy nor safe for such conditions in a production environment much as the mean is

3.57 and standard deviation is 1.159.

The overall Mean & Standard Deviation of 3.498 & 1.131 respectively was got which implies

that generally the respondents agreed that there was provision and training on the use of Personal

Protective Equipment in Gumutindo Coffee Cooperative Enterprise Ltd.

4.3.3 Effect of work conditions on Employee productivity

Below are the descriptive findings obtained from the respondents on the effect of work

conditions on Employee productivity.

Table 4.9 Showing responses on Work Conditions at GCCE

NO | strongly Strongly | Mean|  Std.
- . Deviation

Disagree | Disagree | Neutral | Agree | Agree
| feel safe in my working| 76 4 9 18 o5 20 3.63 1.153
environment (5.3%) | (11.8%) |(23.7%)|(32.9%)] (26.3%)
The Management is keen| 76 3.45 1.331
at keeping my work place 10 2 33 6 25
conducive (13.2%) | (2.6%) |(43.4%)] (7.9%) | (32.9%)
Management trains us on| 76 3.29 1.273
how to maintain a safe 11 4 29 16 16
environment (14.5%) | (5.3%) |(38.2%)[(21.1%)]| (21.1%)
There is periodic rotation| 76 3.49 902
of casual workers to avoid
overstaying in the same 1 7 33 24 11
workstation for long (1.3%) | (9.2%) |(43.4%)](31.6%)| (14.5%)
Employees care about each| 76 1 16 5 a4 10 3.61 1.008
other's safety 1.3%) |(21.1%) | (6.6%) |(57.9%)| (13.2%)
There is no dust nor fumes| 76 3.49 1.000
that is directly released 2 12 19 33 10
during production (2.6%) | (15.8%) [(25.0%) |(43.4%)| (13.2%)
Overall Mean & Standard Deviation 3.493 1.111
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About the statement on whether ‘I feel safe in my working environment’, results from Table 4.9
above show that, 17.1% i.e. 4(5.3%) strongly disagreed, 9 (11.8%) disagreed, 18 respondents
representing 23.7% had neutral views while 59.2% i.e. 25 respondents representing 32.9%
agreed while 20 respondents representing 26.3% strongly agreed on the statement as whether
workers feel safe in their working environment. With a mean of 3.63 and a standard deviation of
1.153, this means that most of the respondents were agreeing to the statement. The implication
drawn basing on the responses was that workers feel safe in their working environment since

more than half of the respondents (59.2%) agreed.

As to whether management is keen at keeping the workplace conducive, it is seen from Table 4.9
above that, 15.8% (13.2%+2.6%) of the respondents agreed, 33 respondents representing 43.4%
had neutral views whereas 40.8% i.e. 6 respondents representing 7.9% agreed while 25
respondents representing 32.9% strongly agreed with the above statement. According to the
responses on this statement, it can be believed that management is fairly keen at keeping the
work place conducive since only 40.8% (7.9% + 32.9%) agreed and strongly agreed. There is
thus need for seriously improvement in this area reflecting from a mean of 3.45 and standard
deviation of 1.331 which is a wide range. One of the respondents however said that it was due to
the legal requirements from the certification bodies of the organization that the organization tries
to keep the work place conducive. This is in agreement with (Annan, 2011) who acknowledged
that a successful safety policy should firstly change the perception of both employees and
employers that safety refers to the elimination of injury, instead of the prevention of illness,

property damages and the promotion of healthy life styles.

As to whether ‘management trains us on how to maintain a safe environment’, results from table

4.9 above show that, 19.8% i.e. 11(14.5%), 4 (5.3%) strongly disagree and disagree respectively,
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29 (38.2%) were neutral while an equal number of 42.2% i.e. (21.1%+21.1%) agreed and
strongly agreed to the statement that ‘management trains us on how to maintain a safe
environment’. This gave a mean of 3.29 and standard deviation of 1.273 which showed a

divergent view from the respondents most of which are in agreement.

About whether there is a periodic rotation of casual workers to avoid over staying in the same
workstation for long, the findings from Table 4.9 above show, 10.5% i.e. (1.3%+9.2%) disagree,
33 respondents representing 43.4% had neutral views, 46.1% i.e. 24 respondents representing
31.6% agreed while 11 respondents representing 14.5% strongly agreed on the statement as to
whether there is periodic rotation of casual workers to avoid overstaying in the same workstation
for long. With a mean of 3.49 and a standard deviation of 0.902, this shows that their views were
not very divergent. This therefore is another area that needs more attention since even section 20

of Uganda’s occupational safety act 2006 requires it.

About whether employees care about each other’s safety, Table 4.9 above shows, 22.4%
(1.3%+21.1%) disagreed, 6.6% were neutral, and 71.1% i.e. 57.9% and 13.2% of the respondents
agreed and strongly agreed respectively on the above statement. Since the mean is 3.61 and
standard deviation is 1.008 which indicates a narrow range of views, this may be attributed to a

strong safety culture which is very key in the productivity of the organization.

As to whether there is neither dust nor fumes that is directly released during production, it is
observed from the table that 18.4% i.e. 2 (2.6%) strongly disagreed, 12 (15.8%) disagreed, 19
(25.0%) were neutral, 56.6% i.e. 33 (43.4%) and 10 (13.2%) of the respondents agreed and
strongly agreed respectively on the statement that there is no dust or fumes that is directly
released during production. With a mean of 3.49 and a standard deviation of 1.000, this means

that averagely the respondents were in agreement with the statement above and their views were
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not divergent. This is very good because it is even consistent with section 18 of the 2006 safety

act of the republic of Uganda. Thus the quality of output will be high once this is maintained.

The general response on work conditions was in agreement since the overall mean and standard

deviation was 3.493 & 1.111 respectively.

4.3.4 Employee Productivity

The very last descriptive performed was on Employee productivity (the dependent variable).

Table 4.10 Showing responses on Employee Productivity at GCCE

NO | strongly Strongly| Mean | Std.

Disagree | Disagree | Neutral | Agree | Agree Deviation
Use of trained employees| 76 3.39 1.008
has increased production 4 8 27 28 9
volumes (5.3%) | (10.5%) |(35.5%)|(36.8%)](11.8%)
Guiding  visitors  has| 76 3.47 1.341
helped in  redeeming 9 4 32 4 27
production time (11.8%) | (5.3%) [(42.1%)| (5.3%) |(35.5%)
The plant machinery is| 76 3.37 1.187
always available for use 8 5 29 19 15
whenever needed (10.5%) | (6.6%) [(38.2%)|(25.0%)](19.7%)
The use of appropriate| 76 3.54 1.148
safety wear has reduced 4 9 24 20 19
plant down time (5.3%) | (11.8%) |(31.6%)](26.3%)|(25.0%)
Indvidual ownership of| 76 3.55 1.025
PPE has increased the 2 15 7 43 9
quantity produced (2.6%) | (19.7%)| (9.2%) |(56.6%) | (11.8%)
Clean working| 76 3.49 959
environment has
improved the quality of 1 13 19 34 9
coffee produced (2.3%) | (17.1%) |(25.0%) | (44.7%)](11.8%)
Rotation of workers has 3.50 .856
led to increased plant 0 8 32 26 10
utilization (0.0%) | (10.5%) [(42.1%)|(34.2%)](13.2%)
Overall Mean & Standard Deviation 3.473 1.075
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On whether the use of trained employees has increased production volumes, the findings from
Table 4.10 above show, 15.8% i.e. 4 & 8 respondents representing 5.3% & 10.5% strongly
disagreed and disagreed respectively, 27 respondents representing 35.5% had neutral views, and
48.6% i.e. 28 respondents representing 36.8% agreed while 9 respondents representing 11.8%
strongly agreed on the statement as to whether use of trained employees has increased production
volumes. With a mean of 3.39 and a standard deviation of 1.008, this indicates that averagely the
respondents were in agreement with the above statement. Basing on this, a conclusion can be
drawn that the use of trained employees has increased production volumes because findings are
consistent with literature provided by the Australian National Commission for Health and Safety
(2002) on the benefit of promoting health and safety in organizations indicated that when
employees are provided with safe working environment through the use of effective occupational
health and safety management systems, it reduces employees absenteeism and this has direct
effect on increase in productivity which the end result will be increase in profitability for the
organization.

As to whether guiding visitors has helped in redeeming production time, the findings from Table
4.10 above show that, 17.1% i.e. 9 (11.8%) strongly disagreed, 4 (5.3%) disagreed, 32
respondents representing 42.1% had neutral views, and 40.8% i.e. 4 respondents representing
5.3% agreed while 27 respondents representing 35.5% strongly agreed on the statement as to
whether guiding visitors has helped in redeeming production time. Basing on the mean of 3.47
and standard deviation of 1.342, this implies that guiding visitors has helped in redeeming
production time. Indeed one of the respondents said if visitors were not properly guided, there

would be a lot of time spent in answering questions and thus loss of production time.
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On whether the plant machinery is always available for use whenever needed, it can be seen
from Table 4.10 above that, 17.1% i.e. (10.5%+6.6%) disagreed, 29 respondents representing
38.2% had neutral views, 44.7% i.e. 19 respondents representing 25.0% agreed while 15
respondents representing 19.7% strongly agreed on the above statement. With a mean of 3.47
and standard deviation of 1.187 it shows that the plant machinery is always available for use

whenever needed.

About whether the use of appropriate safety wear has reduced plant down time, it is seen from
Table 4.10 above that, 17.1% i.e. 4(5.3%) and 9 (11.8%) disagreed, 24 respondents representing
31.6% had neutral views, and 51.3% i.e. 20 respondents representing 26.3% agreed while 19
respondents representing 25.0% strongly agreed on the above statement. From the table it is
indicated that a mean of 3.54 and a standard deviation of 1.148 was got. Basing on this, it is

implied that the use of appropriate safety wear has reduced plant down time.

On whether individual ownership of PPE has increased the quantity produced, findings in the
Table 4.10 above show that, 22.3% i.e. 2 (2.6%) strongly disagreed, 15 (19.7%) disagreed, 7
respondents representing 9.2% had neutral views and 68.4% i.e. 43 respondents representing
56.6% agreed while 9 respondents representing 11.8% strongly agreed on the above statement.
This produced a mean of 3.55 and a standard deviation of 1.025. Basing on the responses it is
implied that individual ownership of PPE has increased the quantity produced. Indeed one of the
respondents said the fact that safety wear is for an individual employee, it saves time from

running around borrowing what to use thus increased volumes.

As to whether clean working environment has improved the quality of coffee produced, it is

shown from Table 4.10 above that, 18.4% i.e. 1(1.3%) & 13 (17.1%) disagreed, 19 respondents
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representing 25.0% had neutral views and 56.5% i.e. 34 respondents representing 44.7% agreed
while 9 respondents representing 11.8% strongly agreed on the statement as to whether clean
working environment has improved the quality of coffee produced. The range of views from the
respondents was narrow since a standard deviation of 0.959 was got on this statement. Basing on
these results it is implied that clean working environment has improved the quality of coffee
produced because there is consistence with literature from Akinyele Samuel Taiwo (2009), who
said that about 86% of productivity problems reside in the work environment of organizations.

The work environment has effect on the performance of employees.

Lastly on whether rotation of workers has led to increased plant utilization, results from Table
4.10 above show that, there was no respondent who strongly disagreed with this statement while
on 8 (10.5%) disagreed, 32 respondents representing 42.1% had neutral views and 47.4% i.e. 26
respondents representing 34.2% agreed while 10 respondents representing 13.2% strongly agreed
on the statement. Having realized a mean of 3.50 and a standard deviation of 0.856, this means
that most of the respondents were positive to this statement. Basing on the responses to this
statement the implication drawn was that rotation of workers has led to increased plant

utilization.
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4.4 Correlations

Correlations were run to establish the degree of relatedness between the variables under study,
results are shown in Table 4.11 below. A Person product moment correlation coefficients were
used to assess association between the dependent variable and each of the independent variable
parameters i.e. safety policy, personal protective equipment, work conditions, and Employee
productivity. The Independent variable was considered significant if its P-Value was less than

0.01. Results of the Pearson correlation tests are reported in Tables 4.11, 4.12 and 4.13 below.

4.4.1 Safety Policy and Employee productivity

Table 4.11 Correlation between safety policy and Employee productivity

Correlations

SAFETY EMPLOYEE
POLICY | PRODUCTIVITY
SAFETY POLICY Pearson Correlation 1 966"
Sig. (2-tailed) .000
N 76 76
EMPLOYEE Pearson Correlation 966" 1
PRODUCTIVITY Sig. (2-tailed) .000
N 76 76

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Primary data (SPSS v. 23.0, 2018)

The results in Table 4.11 above indicate that there is a significant strong positive relationship
between safety policy and Employee productivity in Gumutindo Coffee cooperative Enterprises
Itd at r= 0.966 (96.6%) with a level of significance P=0.000 (2-tailed) given by Pearson
Correlation. This implies that if safety policy is emphasized, there will be a positive change in

Employee productivity. Therefore the management of GCCE should improve on its safety policy
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if Employee productivity is to be greatly improved. This is because the above findings are in

agreement with literature of Lim (2012) that indicated that when workers understand the health

and safety rules and procedures of their job and the tools used for working, it helps them to work

effectively and efficiently resulting in better productivity of employees. This is also consistent

with literature that safety measures promote safe and healthy work environment and also makes

employees enjoy good health in order to be socially and economically productive (Ezzedine,

2008).

4.4.2 Personal Protective Equipment (PPE) and Employee Productivity

Table 4.12 Correlation between PPE and Employee productivity

Correlations

PERSONAL
PROTECTIVE EMPLOYEE
EQUIPMENT PRODUCTIVITY
PERSONAL Pearson Correlation 1 969"
PROTECTIVE Sig. (2-tailed) .000
EQUIPMENT N = -
EMPLOYEE Pearson Correlation 9697 1
PRODUCTIVITY Sig. (2-tailed) .000
N 76 76

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Primary data (SPSS v. 23.0, 2018)

Findings in Table 4.12 above indicated that there is a significant strong positive relationship

between personal protective equipment and Employee productivity at GCCE at r = 0.969 with a

level of significance P=0.000 (2-tailed) given by the Pearson correlation. This implies that any

improvement in personal protective equipment leads to 96.9% improvement in Employee

productivity at Gumutindo Coffee Cooperative Enterprise Ltd.



4.4.3 Work Conditions and Employee Productivity

Table 4.13 Correlation between Work Conditions and Employee productivity

Correlations

WORK EMPLOYEE
CONDITIONS PRODUCTIVITY
WORK Pearson Correlation 1 965"
CONDITIONS Sig. (2-tailed) .000
N 76 76
EMPLOYEE Pearson Correlation 965 1
PRODUCTIVITY Sig. (2-tailed) .000
N 76 76

**_Correlation is significant at the 0.01 level (2-tailed).

Source: Primary data (SPSS v. 23.0, 2018)

Findings in Table 4.13 above indicated that there is a significant positive relationship between

work conditions and Employee productivity at GCCE at r = 0.965 at a level of significance

P=0.000 (2-tailed) given by the Pearson correlation. This means that work conditions is highly

related to Employee productivity. This implies that if work conditions are improved, there will

be a huge positive change in Employee productivity. This was consistent with the findings from

Cooper (2002) that safety in an organization is also known as safety culture. Safety culture is

loosely used to describe an atmosphere in which safety is understood to be, and accepted as, the

top priority in an organization. Good safety culture brings about improvement in the productivity

of an organization.
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4.5 Regression

4.5.1 The effect of Safety Policy on the Employee Productivity of GCCE

The main aim of this first objective was to find out the effect of safety policy on Employee
productivity of GCCE. In order to achieve this objective, a simple linear regression analysis was
performed. The responses on the correlation coefficient and the coefficient of determination

regarding this first objective are shown in Table 4.14.

Table 4.14: Model Summary

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

1 .966° 934 933 1.37095

a. Predictors: (Constant), SAFETY POLICY

Table 4.14 shows a correlation coefficient (R) of 0.966 implying a strong relationship between
safety policy and Employee productivity. The R square of 0.934 was obtained meaning that
safety policy accounts for 93.4 % (0.934*100) variation in Employee productivity at Gumutindo.
The adjusted R square value of 0.933 was obtained after adjusting for the degrees of freedom
which meant that 93.3% of the changes in Employee productivity at Gumutindo coffee
cooperative enterprise Itd can be attributed to safety policy, and that the remaining 6.7% of the

variations in Employee productivity is explained by other factors.
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Table 4.15 Coefficients

Standardized

Unstandardized Coefficients| Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 1.530 723 2.116 .038
SAFETY POLICY 1.082 034 .966| 32.287 .000

a. Dependent Variable: EMPLOYEE PRODUCTIVITY

As observed in the coefficients table (Table 4:15) a standardized Beta coefficient of 0.966, with a
P less than 0.01 (P = 0.000) was obtained implying that safety policy is significantly associated
with Employee productivity. The meaning of this is that a 1% increase in safety policy leads to
an increase in Employee productivity by 0.966% and that a 100% increase in safety policy is

likely to increase Employee productivity by 96.6%.

45.2  The Effect of PPE on Employee productivity in GCCE

The second objective of the study was on the effect of personal protective equipment (PPE) on
Employee productivity of Gumutindo Coffee cooperative Enterprise Ltd (GCCE). This was

achieved by performing a simple linear regression and the results of this analysis are as follows;

Table 4.16: Model Summary

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

1 .969° 939 938 1.31814

a. Predictors: (Constant), PERSONAL PROTECTIVE EQUIPMENT
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The model summary of regression revealed a correlation coefficient (R) of 0.969, which implied
that Personal protective equipment (PPE) had a high positive relationship with Employee
productivity at GCCE. Secondly, an Adjusted R Square of 0.938 was also obtained which meant
that PPE alone contributed about 93.8% to Employee productivity in GCCE and that the

remaining 6.2% of the variations in Employee productivity is explained by other factors.

Table 4.17: Coefficients®

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 2.081 677 3.072 .003
PERSONAL 1.059 .031 969 33.671 .000
PROTECTIVE
EQUIPMENT

a. Dependent Variable: EMPLOYEE PRODUCTIVITY

Results from the coefficients table (Table 4:17) a standardized Beta coefficient of 0.969, with a P
less than 0.01 (P = 0.000) was obtained showing that personal protective equipment is
significantly associated with Employee productivity. The meaning of this is that a 1% increase in
PPE leads to an increase in Employee productivity by 0.969% and that a 100% increase in PPE
management is likely to increase Employee productivity by 96.9%. 3.1% On this basis therefore
the researcher believes that the management of GCCE should strengthen their PPE management
if they want to see an improvement in their Employee productivity because workers safety and

health is very necessary in every business undertaking according to Gennard and Judge (2005)
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because of a clear link between safety and health and employee commitment and productivity.
Therefore providing personal protective equipment brings about a positive health and safety

culture on the workplace whose positive results are enormous.

45.3  The Effect of Work Conditions on Employee Productivity of GCCE

This objective dedicated on establishing the effect of work conditions on the Employee
productivity of GCCE. In order to establish the effect of work conditions on Employee
productivity of Gumutindo a simple linear regression test was carried out. The following sections
will therefore focus on generating answers related to this third objective by interpreting the

results of the model summary of regression and the coefficients table.

Table 4.18: Model Summary

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

1 .965° 931 930 1.40109]

a. Predictors: (Constant), WORK CONDITIONS

To begin with, the results from Table 4.18 yielded a correlation coefficient of 0.965, which
meant that a very strong positive relationship existed between work conditions and Employee
productivity. The results from the model summary for regression also exhibited an adjusted R
square of 0.930, which ordinarily meant that work conditions contribute about 93.0% to
Employee productivity in GCCE. The remaining 7.0% was contributed by other factors beyond

the scope of this study.
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Table 4.19: Coefficients®

Unstandardized Coefficients

Standardized
Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 2.322 .716 3.246 .002
WORKING 1.050 .033 .965| 31.543 .000]
CONDITIONS

a. Dependent Variable: EMPLOYEE PRODUCTIVITY

As illustrated in the coefficients table (Table 4.19) a standardized Beta coefficient of 0.965, with

a P value less than 0.01 (P = 0.000) was obtained which means that work conditions are

significantly associated with Employee productivity. The meaning of this is that a 1% increase in

work conditions leads to an increase in Employee productivity by 0.965%.

454

Occupational safety and health and Employee Productivity

This was the major objective of the study and focused on finding out the effect of occupational

safety and health (OSH) on Employee productivity. The analysis was carried out using

multivariate linear regression analysis (MLRA) and the findings are presented in Table 4.20, and

4.21.
Table 4.20: Model Summary
Std. Error
Model R R Square | Adjusted R Square of the Estimate
1 974° 948 946 1.22805

a. Predictors: (Constant), SAFETY POLICY, PERSONAL PROTECTIVE EQUIPMENT,
WORK CONDITIONS
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From the model summary of regression (Table 4.20) a correlation coefficient of 0.974 was
obtained. The meaning of this is that there was a strong positive relationship between
occupational safety and health-OSH (safety policy, personal protective equipment and work

conditions) and Employee productivity in Gumutindo coffee cooperative enterprise Itd.

The results from the model summary for regression further revealed an adjusted R square of
0.946, implying that OSH contributes 94.6% to Employee productivity in GCCE. The remaining
5.4% was contributed by other factors beyond the scope of this study.

Table 4.21: Coefficients®

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
(Constant) 1.590 .651 2.444 017
SAFETY 437 .168 391 2.607 .011
POLICY,
PERSONAL 540 .165 494 3.268 .002
PROTECTIVE
EQUIPMENT,
WORKING 104 195 .095 533 .596
CONDITIONS

a. Dependent Variable: EMPLOYEE PRODUCTIVITY

From the coefficients table (Table 4.21) it can be observed that safety policy has no statistical
significance in explaining Employee productivity since the P-value=0.011 was got which is

greater than 0.01.

Secondly, Personal protective equipment yielded a standardized Beta coefficient of 0.494, with a

P value less than 0.01 (P = 0.002) implying that PPE is statistically significant in explaining
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Employee productivity. From the above table, it can be seen that a unit increase in personal

protective equipment (PPE) will increase Employee productivity by 0.494 times.

Thirdly, work conditions yielded a standardized Beta coefficient of 0.095; but with a P value
greater than 0.01 (P = 0.596) it means that work conditions have no significance in explaining

Employee productivity in the presence of the other above factors.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.0 Introduction

This chapter presents a summary of major findings of this study, sets out the relevant conclusions
arrived at, makes policy recommendations for practice, and proposes suggestions for future
research based on the findings. The study sought to find out the effect of Occupational Safety
and Health (OSH) on Employee Productivity focusing on Gumutindo Coffee Cooperative

Enterprise Ltd (GCCE) as a case study.

5.1  Summary

The study sought to examine the effect of occupational safety and health (OSH) on Employee
productivity focusing on Gumutindo coffee cooperative enterprises as a case study. Specifically
the study was guided by the following three objectives: to examine the effect of safety policy on
Employee productivity of Gumutindo Coffee Cooperative Enterprise Ltd (GCCE), to examine
effect of PPE on Employee productivity of GCCE, and to examine the effect work conditions on
Employee productivity of GCCE. The following sub-section is a concise discussion of the
findings of the study with special attention paid to answering the above three research questions

and the primary objective of the study.

5.1.1 The Effect of Safety Policy on Employee Productivity of GCCE

The results from the model summary of regression produced a correlation coefficient of 0.966
and an adjusted R square of 0.933, which meant that there is a strong positive relationship
between safety policy and Employee productivity, and that the safety policy contributed 93.3%

to Employee productivity in GGCE. Furthermore, the t-test results from the coefficients table
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yielded a beta (B) of 0.966 with a P-value less than 0.01 indicating that there is a significant
relationship between safety policy and Employee productivity in Gumutindo coffee cooperative
enterprise (GCCE).

This is in agreement to (Kyko, 2005) that, appropriate work conditions give pleasurable
experience to employees and enable them to actualize their abilities and behavior which in turn
impact on the employees’ productivity. According to Heinrich’s theory, favorable-work

conditions are achieved by the involvement of both employees and management.

5.1.2 The Effect of PPE on Employee Productivity of GCCE

The results from the model summary of regression produced a correlation coefficient of 0.969
and an adjusted R square of 0.938, which meant that there is a strong positive relationship
between personal protective equipment (PPE) and Employee productivity; and that PPE
contributed 93.8% to Employee productivity in GGCE. When the t-test results from the
coefficients table yielded a beta (B) of 0.969 with a P-value less than 0.01 indicating that there is
a significant relationship between PPE and Employee productivity in Gumutindo coffee

cooperative enterprise (GCCE).

5.1.3 The Effect of Work Conditions on Employee Productivity of GCCE

The results from the model summary of regression produced a correlation coefficient of 0.965
and an adjusted R square of 0.930, which meant that there is a strong positive relationship
between work conditions and Employee productivity, and that work conditions contributed
93.0% to Employee productivity in GGCE. When the t-test results from the coefficients table
yielded a beta (B) of 0.965 with a P-value less than 0.01 indicating that there is a significant
relationship between work conditions and Employee productivity in Gumutindo coffee

cooperative enterprise (GCCE).
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5.1.4 OSH on Employee Productivity of GCCE

In order to provide answers to the main objective of this study, a multivariate linear regression
analysis was executed. The results from the model summary of regression firstly and foremost
revealed a correlation coefficient of 0.974 implying that a positive relationship existed between
Occupational Safety and Health (OSH) and Employee Productivity in Gumutindo Coffee
Cooperative Enterprise Ltd (GCCE). Secondly, the model summary of regression also produced
an adjusted R square of 0.946, which translated into 94.6%. The model therefore proved that

Occupational Safety and Health (OSH) contributed 94.6% to Employee productivity in GCCE.

This is in agreement with Maslow’s theory (Maslow, 1954). It also shows that when workers
believe that the level of risk has been minimized and that good health and safety practices are
judiciously enforced and monitored by management, they feel more comfortable and are less

distracted from performing their tasks and interacting with others (Storey, 1992).

5.2 Conclusion

The main objective of this study was to examine the effect of occupational safety and health on

Employee productivity in Gumutindo Coffee Cooperative Enterprise Ltd (GCCE).
5.2.1 Safety Policy

It was found out that, there was a very strong positive relationship between safety policy and
Employee productivity, since the model summary of regression produced a correlation
coefficient of 0.966 and an adjusted R square of 0.933, meaning that safety policy contributed

96.6% to Employee productivity in GCCE.
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5.2.2 Personal Protective Equipment

Secondly, it was also noted that a very strong positive relationship existed between PPE and
Employee productivity, since the model summary of regression produced a correlation
coefficient of 0.969 and an adjusted R square of 0.938, thus PPE contributed 96.9% to Employee

productivity in GCCE.
5.2.3 Work Conditions

Lastly, there was a strong positive relationship noted between work conditions and Employee
productivity, because the model summary of regression produced a correlation coefficient of
0.965 and an adjusted R square of 0.930, and this shows that work conditions contributed 96.5%

to Employee productivity in GCCE.
5.2.4 Occupational Safety and Health

Basing on the above, it can be generally concluded that Occupational Safety and Health (OSH)
strongly affect Employee productivity in Gumutindo Coffee Cooperative Enterprises Itd. This is
evident from the model summary of regression which produced a correlation coefficient of 0.974

and an adjusted R square of 0.946.

5.3 Recommendations

The following recommendations were derived from the results, findings and conclusions of the

study.

First, the management of Gumutindo Coffee Cooperative Enterprises Itd (GCCE) should
continuously avail the written organization’s safety policy to all employees in order to increase

the Employee productivity.
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Secondly, PPE should continuously be availed to all workers and then sensitized on how to

adequately use them while on the Organization’s premises.

Thirdly, the researcher recommends that the management of Gumutindo should continuously
improve the work conditions if they are to register a great improvement in the Employee

productivity.

Lastly, the management of Gumutindo Coffee Cooperative Enterprises ltd (GCCE) should
explore and implement sustainable policies inclined towards improving work conditions, PPE

usage and adhering to safety policy as a means of enhancing its Employee productivity.

5.4  Suggestions for Future Research
The following are a few aspects to be considered by future researchers as far as the effect of

Occupational Safety and Health (OSH) on Employee productivity is concerned.

Firstly, the propositions put forward in this study emphasize the importance of having a well-
organized Occupational Safety and Health (OSH). Future studies should therefore focus on
carrying on the same study using a number of production organizations in order to ascertain if

the same picture exists in other organizations.

Secondly, there are many safety and health factors that have been left out by the current study.

Future studies should focus on the role of these factors in Employee productivity.

Thirdly, future research should consider replicating this study in the public sector in Uganda in

order to establish the effect of Occupational Safety and Health (OSH) in the public sector.
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APPENDICES
Appendix I-Questionnaire
UGANDA MARTRYS UNIVERSITY
FACULTY OF BUSINESS ADMINISTRATION AND MANAGEMENT

QUESTIONNAIRE

Dear Respondent,

| am a student of Uganda Martyrs University undertaking a research on the topic: Occupational
Safety and Health (OSH) on Employee Productivity a case study of Gumutindo Coffee
Cooperative Enterprise (GCCE). This is entirely an academic research in partial fulfillment of
the requirements for the award of a Master’s degree in Business Administration.

| therefore request you to provide information which is entirely for academic purposes only and
shall be treated with utmost confidentiality.

| will be grateful for your co-operation in this regard.

Thank you

Yours Truly

Agaba Myres Muganga
Student/Researcher
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Section A: Background Information

Please tick () the box that represents or clearly write your response in the provided space on
the following statements.

Kindly provide the following information about yourself

1. Gender
Male |:|
Female |:|
2. Age

Less than 25 years [ |
Between 25-35 years [ |
Between 36-45 years [ ]
Between 46-55 years [ ]

Above 55 years []

3. Marital Status

Single [ ] Married [ ] Divorced [ ] Separated []

4. What is your maximum level of education?

Certificate [ | Diploma [] Degree [ |Masters [ | Others (specify)............. []
5. Working Period with Gumutindo Coffee Cooperative Enterprise (GCCE).
Below 2yrs.[ ] 2-4yrs. [ ] 5-7yrs. [ ] 8-10yrs. [ ] Over10yrs. [ |

Section B: To assess OSH and Employee Productivity

Strongly Disagree | Disagree Neutral Agree Strongly Agree
S/D D N A SIA
1 2 3 4 5

Please use the above scale to tick your appropriate view /opinion in sections C-F below.
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Section C: Safety Policy

S/D

SIA

There is a written Safety policy at Gumutindo

Gumutindo Safety policy is always accessible to the employees

There are Reporting procedures as far as safety is concerned.

Safety signs are clearly displayed at my workplace

Only trained and authorized people are allowed to operate machinery

OO B WIN -

Visitors are always guided by an authorized person

Do you have any other comment (s) you would like to advance on the effect of Safety Policy on

Employee Productivity of Gumutindo Coffee Cooperative Enterprise? Please specify.

Section D: Personal protective Equipment (PPE)

The organization gives its employees Personal Protective Equipment

Workers are trained on how to use safety wears

Visitors are provided with PPE during factory tour

Gumutindo has appropriate Protective wear in good condition

There is annual stock taking to ascertain the PPE availability

OO bW DN

There is sharing of some protective wears

Do you have any other comment (s) you would like to advance on the effect of Personal
protective Equipment on Employee Productivity of Gumutindo Coffee Cooperative Enterprise?

Please specify.
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Section E: Work Conditions

S/ID | D

w

SIA

| feel safe in my working environment

The management is keen at keeping my work place conducive

Management trains us on how to maintain a safe environment

A WIN| -

There is periodic rotation of casual workers to avoid overstaying in
the same workstation for long.

Employees care about each other’s safety

o O

There is no dust nor fumes that is directly released during production

Do you have any other comment (s) you would like to advance on the effect of Work Conditions

on Employee Productivity of Gumutindo Coffee Cooperative Enterprise? Please specify.

Section F: Employee Productivity

Use of trained employees has increased production volumes

Guiding visitors has helped in redeeming production time

The plant machinery is always available for use whenever needed

The use of appropriate safety wear has reduced plant down time

Individual ownership of PPE has increased the quantity produced

OO B W DN

produced

Clean working environment has improved the quality of Coffee

Rotation of workers has led to increased plant utilization

Do you have any other comment (s) you would like to advance on the level or state of Employee
Productivity of Gumutindo Coffee Cooperative Enterprise? Please specify.

98




Appendix 11

Krejcie & Morgan (1970) Table of Sample size (S) determination for the given Population
sizes (N)

N |S N S N S N S N S

10 |10 | 100 |80 280 | 162 | 800 260 2800 338

15 |14 | 110 |86 290 | 165 | 850 256 300 341

20 |19 |120 |92 300 |169 | 900 269 3500 346

25 (24 130 |97 320 | 175 | 950 274 4000 351

30 (28 | 140 |103 | 340 |181 | 1000 | 278 4500 354

35 |32 | 150 |108 | 360 |186 | 1100 | 285 5000 357

40 |36 | 160 |113 | 380 |191 | 1200 | 291 6000 361

45 140 | 170 |118 | 400 |196 | 1300 | 297 7000 364

50 |44 180 |123 | 420 | 201 | 1400 | 302 8000 367

55 |48 | 190 |127 | 440 |205 | 1500 | 306 9000 368

60 (52 | 200 |132 |460 |210 | 1600 | 310 10000 370

65 |56 |210 |136 |480 |214 | 1700 | 313 15000 375

70 [59 | 220 |140 |500 |217 | 1800 | 317 20000 377

75 |63 | 230 | 144 |550 |226 | 1900 | 320 30000 379

80 (66 | 240 |148 | 600 |234 | 2000 |322 40000 380

85 |70 | 250 |152 | 650 |242 | 2200 |327 50000 381

90 |73 | 260 | 155 | 700 |248 | 2400 | 331 75000 382

95 |76 | 270 | 159 | 750 |254 | 2600 | 335 100000 | 384
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Appendix I11- Proposed Work Plan

Item | Activity Dec 16-Jan | Feb 17-Mar | April 17- June 17-July

17 17 May 17 17

1 Finding out a

Research Topic

2 Confirming my
supervisor

3 Writing a
Proposal

4 Consulting my

supervisor

5 Gathering
primary and

secondary data

6 Analyzing the
data

7 Writing a
dissertation

8 Defending my

dissertation

9 Submitting the
dissertation

10 | Editing and
Printing
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Appendix V- Proposed Budget

Item | Activity Cost (UGX)
1 Finding out a Research Topic Nil

2 Confirming my supervisor Nil

3 Writing a Proposal 200,000
4 Consulting my supervisor Nil

5 Gathering primary and secondary data | 150,000

6 Analyzing the data 400,000

7 Writing a dissertation 150,000

8 Defending my dissertation Nil

9 Submitting the dissertation Nil

10 Editing and Printing 100,000
11 Transport 250,000
12 Internet 100,000
13 Lunch 190,000
14 Airtime 120,000

Total 1,660,000

101




Appendix V- SPSS OUTPUT FOR RELIABILITY TEST (PILOT STUDY)

Reliability

Scale: SAFETY POLICY

Case Processing Summary

N %
Cases  Valid 20 100.0]
Excluded? 0 .0}
Total 20 100.0]

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

(44 6

Reliability

Scale: PERSONAL PROTECTIVE EQUIPMENT

Case Processing Summary

N %
Cases Valid 20 100.0}
Excluded? 0 .0}
Total 20 100.0|

a. Listwise deletion based on all variables in the procedure.
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Reliability Statistics

Cronbach's Alpha N of Items

71 6

Reliability

Scale: WORK CONDITIONS

Case Processing Summary

N %
Cases  Valid 20 100.0}
Excluded? 0 .0}
Total 20 100.0]

a. Listwise deletion based on all variables in
the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

795 6
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Reliability

Scale: EMPLOYEE PRODUCTIVITY

Case Processing Summary

N %
Cases  Valid 20 100.0}
Excluded? 0 .0}
Total 20 100.0]

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

832 7
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Appendix VI- University authorization Letter

a ganda
ARTYRS
Universicy

making a difference

Office of the Dean
Faculty of Business Administration and Management

Nkozi, 30th March 2017

To whom it may Concern

Dear Sir/Madam,

Re: Assistance for Research:

Greetings and best wishes from Uganda Martyrs University.

This is to introduce to you___Aziaen MR ET MUGANGA who is a student at Uganda
Martyrs University. As part of the requirements for the award of A Masters Degree of Business
Administration, the student is required to submit a dissertation which involves a field research on

a selected case study such as a firm, governmental or nongovernmental organization, financial or
other institutions.

The purpose of this letter is to request you permit and facilitate the student in this survey.
Your support will be greatly appreciated.

Thank you in advance.

Yours Sincerely,

Kiizah Pastor
For. Dean

Uganda Martyrs University P. O. Box 5498 - Kampala - Uganda
Tel: (+256)038-410611 Fax: (+256)038-410100 E-mail: umu@umu.ac.ug
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Appendix VII- Gumutindo authorization Letter

uTy
é‘}&“’e Gumutindo Coffee Co-operative Enterprise Ltd
o © * Registered as a co-operative in Uganda, No. 6875
PO Box 283, Mbale, Uganda

info@gumutindocoffee.co.ug

WASHED ARABICA +256-45-34415 (Tel)
UGANDA +256-45-35103 (Fax)
15" May 2017

Mr. Agaba Myres Muganga
Dear Sir,

Re: Permission to carry out Academic Research.

Following your request dated 10® May 2017, I'm pleased to inform you that you have been
allowed to carry out your research on Occupational Safety, Health and Environment on
Organizational Productivity in this organisation.

You will be placed in the Production department and you will work under the supervision of our
Production Manager Ms. Rachel Namarome, here on copy.

The Gumutindo team will give you all the support you will need during your time with us and I
promise you to find this interaction very informative.

Yours faithfully

Phiona Florence Nakusi
General Manager
GCCE Ltd

CC: Production Manager
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