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1.9 Abstract
The study was initiated to investigate the impact of occupational health and safety
hazards on employee performance in the production sector in Uganda. This inspired the
researcher to select Uganda Meat Industries (UMI) as an illustrative example. The
researcher is driven by the quest to find out the main objective of the study, the impact of
occupational health and safety standards on employee performance.

The study employed cross-sectional research design that used both qualitative and
quantitative methods in data collection. The study involved systematic collection of
information, identifying occupational hazards, analyzing their impact on employees’
health and performance, making conclusions and citing areas for further research.
Additionally, purposive sampling was used to select the respondents from different staff
categories in UMI. This method enabled the researcher to select the right cases to
answer the research questions and meet the objectives of the study (Hair et. al, 2003).
Primary data was collected using structured questionnaires that were both open and
closed ended, Questionnaires were both personally and se~administered and this helped
the researcher to collect primary data quickly. In addiiion Statistical Packagefor Social
Scientists (SPSS) was used as a tool in data analysis.

Analysis and interpretation of the findings revealed that employees in UMI are exposed
to physical, ergonomic, social and stress hazards, Social hazards emerged as the
predominant since they affected almost all sections in the plant followed by the rest. In
addition, management has some measures against occupational hazards that are not
enough to prevent and control their impact. However, the studyfailed to get information
on biological and chemical hazards. Conclusively, thefindings revealed that there is high
correlation between independent and dependent variables with sigp~flcance ~F) change of
0.0000.

Additionally, the researcher came out with the following recommendations; the plant
should train employees in ergonomic issues, employ a company doctor onfuiltime basis,
recognize overtime of employees with reasonable payment, allow employees to sign job
contracts, solve employees problems quickly, put in place hearing conservationprograms
and shouldput in place a safety and health policy.

In conclusion therefore, from the major findings, occupational hazards affect
performance greatly by 56.5% and management should address this problem by using the
fore mentioned recommendations, This study cited potential areas for further research
like on chemical and biological hazards where the researcher had no enough skills to
diagonise their impact on performance. On other factors that affect performance other
than occupational hazards, the researcher recommends similar research be conducted in
up country areas in the samefiekl
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1.0 CHAPTER ONE: INTRODUCTION

This chapter covers the following topics, background to the study, statement of the

problem, and purpose of the study, objectives of the study, scope of the study, profile of

Uganda Meat Industries Ltd and justification of the study and spells out the overview of

occupational health and hazards in related working environment.

It is important to differentiate between occupational health and safety hazards. Safety

hazards are the aspects of work environment that have potential of causing immediate

illness and sometimes death. Examples of safety hazards include poorly maintained

equipments, unsafe machinery, and exposure to hazardous chemicals. Potential injuries

include loss of hearing, eyesight or body parts, cuts, sprains, burns, bruises and broken

bones, and electric shock. Whereas health hazards are aspects of work environment, they

slowly and cumulatively lead to deterioration of health. The person may develop chronic

or life threatening illness or become permanently disabled. Typical causes are physical

and biological hazards, toxic and carcinogenic dusts and chemicals, and stressful working

environment that may cause cancer, peptc ulcers, heavy metal, respiratory diseases and

psychological disorders like depression, (Ivancevich, 2001).

According to Koh and Jeyaratnam (2002), hazards in the workplace may be physical,

chemical, biological, ergonomic or psychosocial. Risk is the extent to which hazards

have an impact on a given population, and the degree of risk and its management

determine exposure to hazardous agents. Many workplaces are intrinsically ha7.ardous,

but they do not necessarily need to be risky. The degree of risk and its management are

social phenomena that vary on different occasions, locations and industries.

Further, the relationship between work and health traditionally been understood with

reference to occupational diseases (Koh and Jeyaratnam. 2002). More recently, there has

been widespread recognition that the connection between work and health and disease

goes well beyond specific occupational illnesses and accidents (Marmot et aL, 2003). A

number of factors were considered in the briefing like mortality and morbidity that is

directly attributable to specific hazards and risks in the workplace; positive and negative
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effects on health of the levels and types of self-direction and control in the workplace,

that are not necessarily disease-specific or attributable to hazards but which nonetheless,

affect health. This puts managers to identi1~y the source of problems at work place in

terms of effect hazards.

The current global labour force stands at about 2600 million and is growing continuously.

Approximately 75% of these working people are in developing countries. The officially

registered working population constitutes 60—70% of the world~s adult male and 30—60%

of the world~s adult female population. Each year, another 40million people join the labor

force, most of them in developing countries (WHO, 1997). Workplace environmental

hazards are therefore a threat to a large proportion of the world population (WHO, 1997).

Additionally, in some of the least developed countries up to 80% of the workforce is

employed in agriculture, mining and other types of primary production. Heavy physical

work often combined with heat stress, occupational accidents, pesticide poisonings,

organic dusts and biological hazards are thus the main causes of occupational morbidity

and mortality in these countries. Numerous non-occupational factors such as parasitic and

infectious diseases, poor hygiene and sanitation, poor nutrition, general poverty and

illiteracy aggravate these occupational health effects. Thus, the life of an industrial

worker is full of risks and hazards (Mamoria et al, 2001),

In a related development, about 500 people get killed at work every year and several

hundred thousands get injured or suffer ill health as estimated by Health and Safety

Executives (HSE). Estimates show that apart from the pain and misery caused to those

directly or indirectly concerned, a total cost of British employers of work-related injury

and illness exceed £4 billion a year (Armstrong 2001). This argument was supported by

(Aswathappa, 1999) that “~every twenty seconds of working minute of every hour

throughout world, thousands of employees die as the result of industrial ~~idcuts”. This

is an indicator that the occupational hazards affect both developing and developed

countries world wide though Aswathappa (1999) does not specify the number of

causalities in each country worldwide.

/ 2
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In the beginning of the present century, due to high employee safety and health problem~ --~

at workstations, human resource managers have directed their attention to psychologists,

sociologists and industrial engineers. Psychologists are concerned with the theoretical

consideration of accidents causation and the research into accident control, through

proper selection, training and education, and the social and psychological individual’s

behaviour in general. Engineers and safety officers usually render practical advice on

certain aspects of safety in the industry. They look upon the prevention of accidents as an

engineering problem that can be tackled through proper designing of mechanical safety

devices, In fact, accident prevention and safety are inter-related and therefore require a

multi-dimensional approach. Its importance because of large-scale industrialization in

which human beings are subjected to mechanical, chemical, electrical, biological, stress

and radiation hazards. Besides, modern industry is characterized by complicated

important consequences all of which is increased dangers to human life and reduced

employee has increased performance through accidents (Mamoria et al, 2001).

More still, the ILO’s Constitution recognized that ~the failure of any nation to adopt

human conditions of labour is an obstacle in the way of other nations which desire to

improve the conditions in their own eountri~s” cited as early as 1919. Workplaces that

are unsafe and unhealthy damage the lives of workers and their families. They can

threaten the environment and undennine social and economic development. Thus, unsafe

and unhealthy working conditions have an impact on the marketing of products. Safety

and health is becoming a part of the quality of a product. Evidences at international level

have suggested that the poor occupational safety and health record could also diminish

attraction for foreign investments. Thus, countries, which wish to provide sustainable

benefits of globalization for their people, have to subscribe to the basic principles for

labor rights and improve their safety and health record. Studies have shown that

countries, which follow the ILO’s safety and health standards, are at the same time most

competitive in the world market. Therefore, occupational hazards affect the working

environment ranging from employ~’ health, performance to profits of the organization.
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Li Background of the Study
In. Uganda, the department of safety and health in the Ministry of Gender, Labour and

Social Development is mandated to offer occupation health services in all parts of the

country (Obua and Okimait, 2000). The department of health and safety is supposed to

evaluate and control physical, chemical, physiological, social and technical factors that

affect a person at work environment. The evaluation is supposed to be realized through

factory inspections, publicity and enforcement of law.

In another development, the major problem the country faces is the under diagnosis,

inadequate inspection of work place and general lack of facilitation, According to the

Monitor News Paper, (May 01, 2000), the department of safety and health has only two

vehicles, that are not in good working conditions and were shared among the 36

professional staff for inspection visits. The paper further reports that out of 15000

cmploy~s’ inspections the department is supposed to execute annually, they are able to

inspect and follow up only 1000 causes. Obua and Okimait, (2000) puts the deportment’s

operation capacity at 20% and they observed that its roles and functions are known at

work places, (http://www.monitor.co.ug). Though the factories Act (1964), Chapter 198,

and the constitution of the republic of Uganda (1995) Chapter 4, provides for health and

safety of the workers in factories and others places, enforcement of those laws which lie

in the hands of state rather than the courts of laws have been affected by logistical

problems and others like corruption, Barya (1991).

The problems at national levels have no doubt affected negatively on health and safety in

most organizations rendering it almost obsolete. Many employers as a result do not attach

any importance to Labour laws and consequently the health and safety of their employees

in the country, thus employees work under hazardous health and safety conditions.

L2.0 Proffle of Uganda Meat industries Ltd
Uganda Meat Industries (TJMI) is located along Old Port Bell Road Plot 94 with a

population of 75 employees. It is one of the largest abattoirs in Kampala, Uganda that

was acquired from the former Uganda Meat Packers, a government owned company

through the Public Enterprise and Reform Divestiture (PERD). Over the last three years,

1~
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Uganda Meat Industries has undergone through extensive revolution by replacing old

equipments, upgrading the premises and introducing international accepted hygiene

standards. The management team of the company comprises of highly skilled and

knowledgeable personnel whose contribution is based on their skills in production, meat

processing, marketing and plant management.

The UMI’s business activities consist of third party slaughtering, selling of fresh meat

and processed meat products under the brand name ~Top Cuts”. The range of the

products include Sausages, Hot dogs, Cold cuts, Beef bacon, Primal cuts of beef, Goat

and Lamb among others.

Uganda Meat Industries has a 5300meter-squared abattoir that can slaughter up to 250

heads of cattle per day under the Halaal system. This slaughtering system is the least

cruel among the different means of slaughtering and due to its technique; it enhances the

quality and duration of meat. Uganda Meat Industries is run by over 90 skilled personnel

and is the biggest registered abattoir in Uganda.

The abattoir offers third party slaughtering for finns, butcheries and the public needing

their livestock correctly slaughtered in a hygienic way. The major work of Uganda Meat

Industries trade is in the supply of fresh meat products under the brand name ~Top-Cuts~

and for the last three years has set new quality standards never seen before in Uganda.

Six full time veterinary doctors currently monitor the meat and health of officials. It is

their job to constantly ensure that only the best quality meat is utilized for public

consumptions.

UMT has become a pioneer in the production of Halaal cold processed meat products in

Uganda; it has a full range of meat, Iamb and chicken processed meats. For the first time,

these products are being produced locally and making them to be affordable to the public.

Aged meat and a wide range of vacuum-packed products is produced with the major

advantage of vacuum-packed meat being hygiene as it is sealed in packs for whatever

time it spends in the vacuum.

5



Mwesigye Jimmy MBA/FIRM (KIU-2006)

UMI recently won an ISO 9002 certificate rating that recognized the establishing and

implementing of a quality management system in a period of one year, ISO 9002 quality

system is a model for quality assurance in production, installation and servicing. UMI is

among the first companies in Uganda to win this certification.

Uganda Meat Industries is focusing on capacity building to enhance better product

quality and services through increased investment in training. The company is currently

involved in a training program aimed at introducing good manufacturing practices and

Hazard Analysis Critical Control Points programs (HACCP) in the food industry; this

aims at introducing Standard Operating Procedures (SOP~) and emphasizing on the

aspect of hygiene food processing and this programme is supported by United Nations

Industrial Development Organization (UNIDO) supports the program.

13 Problem Statement
Employees at UMI are exposed to occupational hazards, which cause accidents and

diseases. According to UMI’s Quarterly Medical Report (2003) and Quality management

report, (2004), the actual causes and effects of these hazards have neither been quantified

nor analyzed and the health and safety measures in place do not seem to be sufficient to

address the existing problems. Occupational hazards cause accidents and illnesses, which

may affect the productivity of the worlçer and im~pact negatively on performance. There

was a need therefore to investigate the actual causes and possible effects on the

performance of employees.

IA Purpose of the Study
The study seeks to analyze the causes of occupational hazards, their effects on the health

ofworkers, establish the extent to which the hazards affect the perfonnance of employees

and asses the existence and effectiveness of any health and safety measures in the

industry.

~/o/1
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1.5 Objectives of the Study
The study is designed to achieve the following objectives:

a. To identity the causes of occupational hazards and possible effects on the health of

employees.

b. To asses the existence of effectiveness of any health measures/programs at UMI.

c. To determine the extent to which occupational hazards affects employ~W

performance.

1.6 Research Questions
a, What are the causes of occupational hazards and what possible effects do they have

on the health of employees.

b. What is the effectiveness of existing health and safety hazard measures at UMI?

c. To what extent do occupational hazards affect employees’ performance?

1.7 Significance and Rationale of the Study
The study is expected to enable management at UMI achieve a reasonable picture of the

health and safety situation in the industiy in general and the hazards affecting the workers

in particular~ This is useful in focusing attention and setting up priorities on hazards

affecting the workers in particular.

The study also will help stake holders like Federation of Uganda Employers (FUE), the

National Organization of Trade Union (NOTU) and the department of occupational

health and safety, in the Ministiy of Gender Labour and social development appreciate

the health and safety situation at UMI and similarity production organization. It may also

enable them to re-direct these efforts on health and safety issues particularly in the

production sector.

More still, the study will stimulate further research by other scholars and academicians

into the area of Occupational Health and Safety Hazards. This is based on the premise

7
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that research is built on the existing knowledge. Therefore, the fmdings will act as a

stimulus for thture researchers.

Additionally, by investigating and establishing the causal and effect relationship of

occupational hazards on employees at UMI, it is hoped that recommendations made from

the study may guide UMI to adopt occupational safety and health practices that aim at

developing employees that can perform their duties effectively as well as facing the

challenges that will arise during their work. This will help UMI to maintain good health

and quality performance of its employees.

In connection with the above, the availed information on various existing Health and

Safety Hazards at IJtvfI showed the gaps in existing policies currently in force that need

to be abridged. Further still, it provided information on procedural steps that will guide

the government on occupational health and safety policy adjustment of existing polices

and formulation of new policies and the element that constitute effective policy to meet

the Occupational Health and Safety standards set by Occupational Health and Safety

Association Act (OSHA), 1970, (WHO, 1997).

8
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2~O CHAPTER TWO: LITERATURE REVIEW

2d Introduction

The rationale of this chapter is to review the existing body ofknowledge theoretically and

empirical literature relevant to the study of the occupational health and safety hazards in

meat processing plants with examples from manufacturing sector and other sectors with

related literature to the study. The literature gives an insight into the field of occupational

health and safety in the manufacturing sector. Further, this chapter aims at fmding out the

effects of occupational health and safety hazards on employeW health, performance and

existing measures to control and eliminate the hazards in the production sector.

2~2 Importance of Safety and Health
In favorable circumstances, work contributes to good health and economic achievements.

However, the work enviromnent exposes many workers to health hazards that contribute

to injuries, respiratory diseases, cancer, musculoskeletal disorders, reproductive

disorders, cardiovascular diseases, mental and neurological illnesses, eye damage and

hearing loss, as well as communicable diseases (WHO, 1997).

The current global labor force stands at about 2~6biiiion and is growing continuously.

Approximately 75% of these working people are in developing countries, The officially

registered working population constitutes 60—70% of the world’s adult male and 30—60%

of the world’s adult female population. Each year, another 40 million people join the

labor force, most of them in developing countries. Workplace environmental hazards are

therefore a threat to a large proportion of the world population (WHO, 1997). Prevention

was the most suitable strategy in controlling adverse effects of occupational hazard. This

calls for the inclusion of safety in total qpulity management systems, introduction of risk

assessment, developing health policies, health and safety audits, training in good health

and safety, preventing stress, and organizing safety and health practices (Armstrong,

2001) and other innovative comprehensive programs.

Safety and Health promotes an integrated multidisciplinary approach, which takes into

account the physical, mental and social well-being of employees. Conceiving the working

9
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conditions and working environment as a whole, the prevention and control of work-

related factors and their multiple and cumulative effects are taken into account including

psychosocial and organizational aspects of work. Companies should give special

attention to hazardous sectors, occupations and specific categories ofworkers who maybe

prone in situations of gender, age or those who lack fundamental social and health

protection (ILO, 2003).

23 The Occupational Health and Safety (0511) Act
Occupational safety and health (OSH) Act 1970 was passed by congress to assure as far

as possible every working person and woman in the nation, safe and healthful working

conditions and to preserve our human resources. The only employers not covered by the

Act are self employed persons, firms in which only immediate members of the

emp1oyw~s family are employed and certain work places that are already protected by

other federal agencies or under other statutes (Ivancevich, 2001; Gary Dessler, 2000;

Armstrong, 1988).

Under these provisions, Occupational Safety and Health Administration (OSHA) was

created with the Department of Labour. OSHA’~s basic purpose is to administer the Act,

and to set and enforce safety and health standards that apply to almost all workers in

USA. The Department of labour enforces the standards and OSHA has inspectors

working out of braches throughout the country to ensure compliance.

OSHA operates under the general standards that each employer “shall furnish to each of

his/her employ~s2 employment and place of employment which are free from

occupational hazards that are causing death or serious physical harm to his/her

emp1oy~”. The standards when complete seem to cover just about every conceivable

hazard in detail. For example, OSHA’s hazard communication standard requires

employers to establish hazard communication program to inform employees about

potential chemical, physical, social, stress, and biological hazards. Hazards may be

communicated through training programs, container labels and particularly material data

sheets, which list the nature of treatment for exposure to hazardous substances

(Ivancevich, 200lannd David et al, 1999).

10
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Under OSHA, an employer with 11 or more employees must maintain records of

occupational accidents, illness and injuries. As a requirement, both occupational injuries

and illness must be reported. An occupational illness is any abnonnal condition or

disorder caused by exposure to environmental factors associated with the employment.

Lnchtded her are cute and chronic illness that may be caused by inhalation, absorption,

ingestion, or direct contact with toxic substances or agents. In addition, the injuries

recorded may result from medical treatment, loss of consciousness, restriction of work

and motion or transfer to another job.

In addition, OSHA standards are enforced through inspection and citations. OSHA has a

list of inspection priorities. Imminent danger situations get top priority. These conditions

can immediately cause death or serious physical harm. Second priority goes to

catastrophes, fatalities, and accidents that have already occurred. Such situations be

reported with in 48 hours. The third priority goes to valid employee complaints of alleged

violation of standards; the next priority tackles periodic speciai~ emphasis inspections

aimed at high hazard industries, occupations and substances.

Finally, random inspections and reinsertions generally have the last priority. Most

inspections result from employee complaints. After the inspection report is submitted to

the OSHA office, the area director determines citation, if any, will be issued. These

citations inform the employer and employees of the regulations and standards that have

been violated and the time set for rectifying the problem. The citation is posted at or near

the area where the violation occurred (Ivancevich, 2001). The penalties given for

violation of standards are;

I a) Any employer who willfiully or repeatedly violates the requirements of section 5 of

this Act, any standard, rule, or order promulgated pursuant to section 6 of this Act, or

regulations prescribed pursuant to this Act, may be assessed a civil penalty of not more

than $70,000 for each violation, but not less than $5,000 for each willful violation.

11



Mwesigye Jimmy MBA/FIRM (KIU-2006)

b) Any employer who has received a citation for a serious violation of the requirements

of section 5 of this Act, of any standard, rule, or order promulgated pursuant to section 6

of this Act, or of any regulations prescribed pursuant to this Act, shall be assessed a civil

penalty of up to $7,000 for each such violation.

c) Any employer who has received a citation for a violation of the requirements of

section 5 of this Act, of any standard, rule, or order promulgated pursuant to section 6 of

this Act, or of regulations prescribed pursuant to this Act, and such violation is

specifically determined not to be of a serious nature, may be assessed a civil penalty of

up to $7,000 for each violation.

d) Any employer who fails to correct a violation for which a citation has been issued

under section 9(a) within the period pennitted for its correction (which period shall not

begin to run until the date of the final order of the Commission in the case of any review

proceeding under section 10 initiated by the employer in good faith and not solely for

delay or avoidance of penalties), may be assessed a civil penalty of not more than $7,000

for each day during which such failure or violation continues.

e) Any employer who wififitily violates any standard, rule, or order promulgated pursuant

to section 6 of this Act, or of any regulations prescribed pursuant to this Act, and that

violation caused death to any employee, shall, upon conviction, be punished by a fine of

not more than $10,000 or by imprisonment for not more than six months, or by both;

except that if the conviction is for a violation committed after a first conviction of such

person, punishment shall be by a fine of not more than $20,000 or by imprisonment for

whoever knowingly makes any false statement, representation, or certification in any

application, record, report, plan, or other document filed or required to be maintained

pursuant to this Act shall, upon conviction, be punished by a fine of not more than

$10,000 or by imprisonment for not more than six months, or by both.
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f) Any person who gives advance notice of any inspection to be conducted under this Act,

without authority from the Secretary or his designees, shall, upon conviction, be punished

by a fme of not more than $1,000 or by imprisonment for not more than six months or by

both.

h) Section 1114 of title 18, United States Code, is hereby amended by striking out

“designated by the Secretary of Health and Human Services to conduct investigations, or

inspections under the Federal Food, Drug, and Cosmetic Act” and inserting in lieu thereof

“or of the Department of Labour assigned to perform investigative, inspection, or law

enforcement function

k) For purposes of this section, a serious violation shall be deemed to exist in a place of

employment if there is a substantial probability that death or serious physical harm could

result from a condition which exists, or from one or more practices, means, methods,

operations, or processes which have been adopted or are in use, in such place of

employment unless the employer did not, and could not with the exercise of reasonable

diligence, know of the presence of the violation.

2) Notwithstanding the provisions of sections 1111 and 1114 of title 18, United States

Code, whoever, in violation of the provisions of section 1114 of such title, kills a person

while engaged in or on account of the perfonnance of investigative, inspection, or law

enforcement functions added to such section 1114 by paragraph (1) of this subsection,

and who would otherwise be subject to the penalty provisions of such section 1111, shall

be punished by imprisomnent for any term of years or for life.

i) Any employer who violates any of the posting requirements, as prescribed under the

provisions of this Act, shall be assessed a civil penalty of up to $7,000 for each violation.

j) The Commission shall have authority to assess all civil penalties provided in this

section, giving due consideration to the appropriateness of the penalty with respect to the

13
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size of the business of the employer being charged, the gravity of the violation, the good

faith of the employer, and the history of previous violations.

(k) Civil penalties owed under this Act shall be paid to the Secretary for deposit into the

Treasury of the United States and shall accrue to the United States and may be recovered

in a civil action in the name of the United States brought in the United States district

court for the district where the violation is alleged to have occurred or where the

employer has its principal office.

2A Management Health and Safety Policy (MBSP)
In order to comply with standards set by OSHA, companies must come out with

Management Health and Safety Policy (MHSP). hi addition, the gage dictionary defmes

“policy” as “a plan of action; a course or method of action that has been deliberately

chosen and that guides or influences future decision~” By stating principles and rules, an

occupational health and safety policy guides actions. A policy statement indicates the

degree of an employer’s commitment to health and safety. The statement of the

employers’ obligation should be more than an outline of legal duties

~Up:J/www~oshagov!pls/oshaweb/owadispshow)~

More still, the company policy regards the promotion of industrial safety and hygiene

with its business as an essential part of its responsibilities. It further regards the

promotion of safety and health matters as mutual objective of all management and

employees, (Armstrong, 1977).

It is therefore the company’s policy to all, that it is reasonably practical to prevent

personal injury and damage to property and protect every one from foreseeable hazards,

including public insofar as they meet the company or its products. The companies wili

(Armstrong1977).

1. Provide and maintain health and safety working conditions at each of its locations, in

accordance with statutory requirements.

14
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2. Provide integrated safety, job training, and instruction for all employees, and

additional safety training where necessary.

3 * Provide all safety devices and protective equipment required by statute and supervises

their use.

4. Ensure that the particles and sustenance purchase for use at work have been so

designed and constructed as to be safe and without risks to health; full information be

made available by suppliers and additional safety precautions are required.

5, Maintain a constant and continuing attention to all aspects of safety in particular by:

a. Making regular location safety inspections

b. Seeking and stimulating consultations and contributions from employees on

safety matters.

c. Ensuring that all means of access or egress are known to persons either on or

using the premises.

d. Ensuring that each location is given adequate health and safety cover by a person

well versed in safety requirements relating to company’s activities.

e. To meet regularly with safety committee

f. To provide and maintain a place of work that is, so far as is reasonably practical,

safe, without risk to health, and has adequate facilities for welfare of all

employees.

6. In particular, every employee has responsibility:

a. Take a reasonable care for the health and safety of him and of all other persons

he comes into contact with at work.

b. Cooperate with the management to enable them to carry out their statutory duties

with the objective ofraising and maintaining high standard of safety and health at

work.

c. To report all accidents that have led, or may lead to injury.
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d. To cooperate in the investigation of accidents with the objective of introducing

measures to prevent recurrence.

UMI leaves a lot to be desired because it has no single well-designed MHSP statement in

place. This is because the researcher failed to see a MHSP in UMI’s quarterly reports and

manuals, The researcher was strongly touched after failing to see MHSP statement of the

industry. According to the res~iwher’s view, the blame is put on the whole country due

to its weak labour laws as cited by, (NOTU, 1996). More so, penalties for death of an

employee are very low, for example, death of a worker due to carelessness of an

employer is fined 2,000 Ugandan shillings only or sentenced three months in jail (Vastina

et al, 2000) compared to S 70,000 in USA (Ivancevich, 200i). Therefore, most

manufacturing industries find it not necessary to design MHSP since there is no reaction

from the government. Nevertheless, UMI should design a MHSP for its own good in

order to maintain good health and steady performance of its employees.

2.5 Causes and Effects of Occupational Hazards on Employc&s Health

(Research question (a) revisited),
Hazards in the workplace can be found in a variety of fonns, including chemical,

physical, social, biological, psychological stress and ergonomic. Because of the multitude

of hazards in most workplaces and the overall lack of attention given to health and safety

by many employers, work-related accidents and diseases continue to be serious problems

in all parts of the world. Therefore, employees must insist that employers control hazards

at the source and not force workers to adapt to unsafe conditions as they affect their

health, performance and income (ILO, 2003).

2,4~1 Ergonomic Hazards

This is concerned with mental adjustment between people and their work. It regards work

as part of human/machine production unit, which should behave in proper sequence. The

process should be fitted to a person (Bhambra, 1999). Body size, working conditions and

cultural habits are critical factors in ergonomics that must be taken into consideration to

ensure smooth production process (ILO, 2002).
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The demand force, exertion, repetition, monotony, excessive bending, boredom or

assuming postures for prolonged periods places stress on human physical systems which

is inherently un natural thus leading to musculoskeletal injuries like, wrists, frngers and

upper and lower back neck, shoulders upper and lower arm, injuries (Andrew et al,

2004). Burdorf A and Sorock, 1997 established that lifting whole body vibration and

frequent bending or twisting were found to be consistently associated with work related

disorders; they also noted that decision latitude was important but not consistent across

similar studies, They argued that confounding factors like age, smoking, gender, weight

among others were consistently not associated with back disorders as supported by

(Alcouffe, 1998). However, the added incidences and severity of lower hack pain was

higher in female than male employees were.

Another study carried out by (Voss Floderous and Didesrhen, 2001) to determine the

causes of sickness and absence among Swedish Post workers established that complaints

about lifting heavy loads and monotonous movements were associated with increased

risk of sickness among employees. Courtney et al (2001) carried out similar smdies of the

lower injury and monotonous fixed position revealed musculoskeletal problems of back,

neck and shoulder region. More still, (Bjorksten et al 2001) also discovered that 11% of

individual factors and 25% of work related were responsible for lower back injuries.

In another development, Meyer-Hamer et al (2002) examined effort-reward imbalance,

over commitment, physical job demands and musculoskeletal pain in a sample of 316

employees aged 35-60. After adjusting for age, gender, socioeconomic status, shift work

and negative affectivity, elevated odds ratios (indicated increasing likelihood ofreporting

musculoskeletal problems) were observed amongst individuals who were classified as

overcommitted or who experienced high physical job demands, and to a lesser degree

amongst those reporting high effort and low reward. In a related study of 105 male dental

technicians,. Tsutsumi et al (2001) found a significant association between high levels of

intrinsic effort and musculoskeletal problems such as pain or stiffness in the neck,

shoulders, upper and lower arm, wrists, fingers and upper aii4~4ower bacic
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Studies regarding biomechanical factors like repetitiveness of movemen effort, un

comfortable seats and angular postures considered to be the main risk factors for

musculoskeletal diseases were carried out by (Silvini 2000). They discovered that wrist

of meat industry operators involved in deboning and preparing meat suffers much high

strain than normal hand movements.

The fmdings from the above studies reveal that forcefulness; monotonous movement,

repetitive work, building and twisting are main causes ofmusculoskeletal problems of the

back and other parts of the body. These studies however still leave some gaps and

therefore inconclusive for example (Sorock et al, 1997) carried out various studies and

established that lifting, frequent bending and twisting were consistently associated with

back upper limbs, wrists and neck disorders but they do not mention the population they

sampled and their nature of work. Confounding factors like gender, height, weight were

ruled out by (Burdof and Sorock 1997) and yet (Alcoutte et al l999~ observes that

incidences and severity of lower back pain were higher in women than in men. This is

(Bjorksten et al, 2001) who adds that 11 %of individual factors are responsible for lower

back injmy and (Bhambrara, 1999) notes that body size and cultural habits are critical

factors in ergonomics.

Findings on studies involved post workers involved in lifting heavy loads and

monotonous movements were made by (Voss and Didesrschen, 2001) the weights of the

loads are not mentioned neither are specific tasks, which cause the monotonous

movement specified. Similar findings are reported by (Bjorksten et al 200 land Courtney

et al 2001) The research carried out by (Silvin 2001) on workers involved in deboning

meat dwells on a technology which most likely differs from one worker handling in a

factor of third world country. The above studies therefore leave gaps to be filled by

further research. There is no written document at UMI indicating causes of

musculoskeletal problems due to lack of accident and injury records and reports. Though

there is existence of such incidences since work involved require long standing period,

twisting, bending when deboning meat, and meat packing as cited by (Silivin 2000) in his

research similar to the illustrative example of this research (UMI)
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2,4~2 Physical Hazards
Physical hazard at work place include dust, vibration, poor lighting, noise, micro-climatic

conditions, heat, poor ventilation, cold, uneven or slippery floors, dangerous tools and

unsafe structures (Lebeer et al, 2003, Bhambra, 1999, WHO 1997) established for the

first time that very young workers are highly susceptible to occupational hazards.

A study carried out by (Carasco, 1993) to establish the effect ofheat, noise, poor lighting,

poor ventilation and dusty conditions on workers in four industries in Uganda established

that workers exposed to the above conditions reported eye problems, headache, body

pains, backache and respiratory problems. Workers exposed to very hot conditions

suffered excess heart pulsation, which could be detrimental to health (Martinet et al,

1999) and this is supported by (Granville ci al, 1999) who adds that exposure to a lot of

heat exhaustion and cramps which may cause other health problems.

Several studies established that many manufacturing processes are accompanied by noise

that is capable of impairing the hearing of a worker, making him irritable and inefficient,

making it difficult if not impossible for him to hear any warning cries of impending

danger. Excessive noise accelerated the normal loss of hearing which occurs as we grow

older, and that every one is affected if exposed to noise long enough and at sufficient

intensity (if the noise level is above 80 decibels, that is 1200 cycles per second (Mamoria

et al, 2001; Bhambra 1999 and Granville 1999).

More still, vibration and shock may cause nerve injury and inflammation of tissues of

joint of opertitor’s hands. A very low vibration less than one cycle per second is often

encountered in ships, lifts, vehicles and this often causes motion sickness (Mamoria et al,

2001).

Other studies established that poor lighting was hazardous to health, (Armstrong, 2001;

ILO, 1996; ILO, 1999) because it made seeing difficult and induced stressful postures

that could cause safety problems. The hazardous effects of dust were noted by (NOTU,

1996, ILO, 1999) who established that dust entering the respiratory system can damage

lungs and that some dust can be absorbed through skin. The effect of dust on workers in a
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blanket factory was studied by (Mugishal977, Carsco, 1993); he established that a

prevalence rate of 54% of obstructive airborne disease was common among workers.

Slips, trips and falls as well as cuts are other hazards that are very common in catering

and beef industry because of the nature of the work in such places (ItO, 1999 and Lebeer

et al, 2003). They add that trips falls are also common in work places, which are not

orderly and were wastes, scrap and slippery floors (as a result of cleaning products,

climatic conditions), naturally slippery surfaces (tiled or marble floors), irregular or

uneven surfaces (step, pavement; inclined surface), damaged surfaces (hole, loose

fiagstones, among others). Thus, the injuries caused by falls, slips and trips may vary

from fractures, pains, trauma, sprains to contusions.

Exposure to heat and micro climatic conditions can also be hazardous to health.

Employees who work in open and subjected to different weather conditions may suffer

headaches, dizziness, dehydration, heat stroke, cold flu and even insect bites that may

cause other health problems, (Granville, 1999, 1LO, 1996).

The study by (Carsco, 1993) based on industries where working conditions are quiet

similar from those of the reseawher’s area of interest. Noise, heat, dust and working

conditions may be siniilar to noise other than hazardous physical conditions in

manufacturing industries.

In another related development, the findings of (Martinet and Meyer, 1993) apply to

employees in the r~sei1rQh~r’s area of study because the intensity of heat in running

machines is too much in the industry. Problems of light may be paramount in the

situation where there is load shading and generator break down, night shifts or go—down

and other areas that are poorly lit and therefore require sufficient light for smooth running

of the operations. This maybe the case with the organization in question and the problems

faced are more less the same because the production rooms are confined in the middle of

the building, cold rooms have no windows and ventilators, In case of electricity load

~
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shedding, nobody is able to see one another in both production and cold rooms until a

generator is switched on~.

Slips, trips, falls and cuts are the problems at UMI that were researched on because it has

smooth floors in all offices, production, display and cold rooms. Therefore, all the

hazardous conditions common in production industry can be found in UMI and it is

therefore necessary to establish seriousness of this hazard.

Exposure to dust as found by (Mugisha, 1997; Carasco, 1993), to the exposure to blanket

particles that is almost the same in store of raw materials and lailage in the area being

researched. Therefore, (ILOl999; ILOl 996 and NOTU 1996) talk about dust in general

terms, The level of exposure and type of dust is not discussed at alt The workers in the

e~ir~th~r’s area of interest are involved in cleaning and related activities that may

generate a lot of dust as they sweep stores of raw materials, kraals/ lailage, slaughtering

floor, parking yard and selling area roonx Motors also reverse dust to operate and

therefore affect the operator. It has therefore to be established whether this type of dust

affect this category of employees.

2~43 Chemical Hazards
Chemical substances include carbon monoxide, carbon dioxide, nitrogen dioxide, sulphur

dioxide, hydrocarbons, ozone; suiphiric acid, acetic acid, fumeric acid and tannic acid,

limes and alkalis that cause injury when they are absorbed by the skin or when they are

inhaled. The results are often disastrous. The diseases or sickness maybe chronic or cute

and it may appear after long dominant period, when it may be impossible to treat it

effectively (Mamoria et al, 2001), Acidic chemicals may cause irritation, skin bums,

respiratory irritation and others, ILO (1996). He adds that such chemicals may have

chronic effects ifexposures are high and chemical strong. Chemicals are used virtually all

types of work-including non-industrial activities such as hospital, office work and

cleaning (WHO, 1995). The harmful effects ofchemicals may endanger life, affect health

adversary or cause severe discomfort or may produce long-term respiratory diseases, skin

diseases, allergy, heart disease, cancer and neurological disorders (ILO 1996).
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High levels of physical or emotional stress or exposure to chemicals such as carbon

disuffide may disrupt the balance between the brain, pituitary, and ovaries. This

disruption can result in an imbalance of estrogen and progesterone, and lead to changes in

menstrual cycle length and regularity and ovulation. Because these sex hormones have

effects throughout a woman~s body, severe or long-lasting hormone imbalances may

affect a womants overall health.

Solvents are widely used in many types of work and most affected occupations are

painting, mechanics and dry cleaning (ILO 1999). The bulk or research in this area dwells

on agriculture and health care. Literature directly related to the effects of chemicals on

production occupations like work done by employees in UMI, cleaning and disinfecting

was not seen. It is therefore, necessary to establish whether chemicals used pose any

hazards to them.

2AA Biological Hazards
Occupational infection is human diseases caused by work associated with exposure to

microbial agents like bacteria~ virus, fluigi, parasites and other factors like emotional

stress, excessive drinking among others (Mamoria et al~ 2001). An infection may be

distinguished as occupational by some aspects of work that involves contacts biological

active organisms (Granville et al, 1999) and health care workers and those involved in

contact with animals or animal products and ground breaking are at high risk. Poor

hygiene, sanitation and nutritional problems may also aggravate occupational infections.

Among the target population of the researcher are employees who may at times work

without gloves and yet clean areas like toilets, drainage channel and lailage. It was

necessary to establish the extent to which this work is hazardous and what effects it has

on health of employees in UMI because the literature is directly related to biological

hazards in the researcher’s area of study was relatively limited.

2~4~5 Social Hazards
Several social aspects of work raise health concerns (Armstrong, 1999; Jeyaratnam et al

2002), for example, social relation, segregation of job, unemployment, and sexual

22

j\I



~
Mwesigye Jimmy MBAIHRM (KIU-2006)

—; 1~~
V0

harassment at workplace, social support from co-workers, gender and distribution

type of work say vocational and professional status may also have a profound impact on

social status and social wellbeing of employees, (Bruce, 1998) noted that problems linked

with job security and unemployment may have serious effects on the health of workers

because they fear to raise work-related discomforts and even ill health.

A study carried out by Swedish Post Office Employees, revealed that overtime of more

than 50 hours a year, bulling at work place were linked with incidences of sickness

among employees (Voss Floderous et a!, 2000; Jeffrey et al, 2002).

Sheraton Kampala Hotel, (FUE, 2002) tried to motivate its employees in many ways in

order to promote an accommodative an open-minded attitude and pleasant personality.

Among other things, they encourage their workers to join trade unions, recognize

exceIIenc~ of the industry, shnre 5% sorvice foo ~h~irgod on opc~nttions to ~ill stiiffmonths~

salary and transparency on financial stand of the organization, company’s profit and loss

statements are shown to the staff. Rubenstein, (1988), who adds that healthy companies

are open, trusting, predictable, flexible and supportive and these characteristics to

manager-employer and co-worker relationships, supports this. Healthy work relationships

can buffer the negative effects of stress that lead to iirtess and reduce productivity.

More so, employers ought to know one of the effects of social hazard, which is

demoralization that in tuni affects employee loyalty and productivity (Armstrong, 1999).

The provision ofsocial conducive working environment is a moral responsibility of every

employer because employees are entitled to more than they pay. They are entitled to

consideration as human beings because many of their personal problems arise in the

context ofwork, (Lloyds et a!, 2000; Jeffery et a!, 1999).

Additionally, one of emerging risk fiLctor is sexual harassment in most organisations. And

generally accepted view (shared by the European Commission, among others) is that

sexual harassment means unwanted conduct ofa sexual nature, or other conduct based on

sex affecting the dignity and well-being of women (and men) at work The essential
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character of sexual harassment is that it is unwanted and unwelcome by the recipient. The

distinction between sexual harassment and friendly sexual behaviour or flirtation is that

sexual harassment is not mutual or welcome, and it offends, and threatens individuals.

Sexually unwelcome behaviour makes the affected person feel uncomfortable and uneasy

at work (Rubenstein, 1988).

Sexual harassment happens to men as well as women, but rarely (Gruber et al., 1996),

Most surveys have found that men against women predominantly perpetrate harassment.

Gutek, (1985) estimates that perhaps one to two per cent of men experience sexual

harassment in their working lives, which observation accords with the results found in the

Nordic studies. Most vulnerable males are young men working in female-dominated

work groups, for ~x~tmplo tis nursos or dt~ye~we workers (I ~ioppin~o ~i)

More so, sexual harassment can take many forms in different organisations, It may

involve physical contact as when you hold someone pat, stroke against his or her will.

Being pinched, squeezed, grabbed, groped, and more serious sexual assaults all constitute

physical sexual harassment, It may be verbal or psychological: staring, leering, standing

too close for comfort, being followed, threatening body postures, sexual remarks or

taunting, obscene gestures or jokes, explicit conversations about sex that cause offence,

as well as subtle or explicit pressure for sexual activity. Non-verbal harassment refers to

the display of sexually suggestive pictures, sexist calendars, objects or written materials,

whistling, looking ~elevator 1ook~ or making suggestive gestures (Wilson, 1995).

According to the same surveys conducted by European countries, the victims of sexual

harassment tend to have certain demographic, social and occupational characteristics.

Young people (between the ages of 20 and 40), female, single or divorced with a low

educational attainment are more likely to report acts of sexual harassment. As for the

social and occupational factors, workers with seniority of less than five years, employed

in organizations with a staff of more than 50 and with a contract for a limited period of

time are more likely to be subjected to sexual harassment (Lebeer et al, 2003).
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The consequences of unchallenged sexual harassment on employe&s health is that

psychologically, sexual harassment results in stress, anxiety, irritability, depression, a

state of nervousness, feelings of despair, impotence, anger and physical effects of sexual

harassment involve sleeping and eating disorders, headaches, nausea, hypertension,

inability to concentrate, in fact, the symptoms commonly associated with stress, (Wilson,

1995). There is also growing evidence to suggest that women experience guilt and self-

blame over harassment (Nicolson 1996), Well-documented research has shown that

sexual harassment results in damaging emotional, physical and work-performance stress;

it leads to absenteeism, sick leave, being less efficient at work, or leaving the job to seek

work elsewhere (Commission of the European Communities, 1993).

In addition, economic and health impacts of unemployment are considerable on the

health of employees (Bartley et aL, 1999) Unemployment affects psychological

wellbeing, social participation and physical health (Bartley et al, 1994) The impact

varies with career stage, later in a career there is increased mental and physical health

problems associated with unemployment; but there are also considerable negative health

outcomes of unemployment in the early years of potential employment that can have a

considerable impact over the remainder of the life course (Bartley et al, 1999).

Unsafe and unhealthy working conditions have an impact on the marketing of products

and health of employees too. Because poor working conditions cause stress, fatigue,

anxiety among others. Safety and health is becoming a part of the quality of a product.

Evidences at international level have suggested that the poor occupational safety and

health record could also diminish attraction for foreign investments, Thus, countries,

which wish to provide sustainable benefits of globalization for their people, have to

subscribe to the basic principles for labor rights and to improve their safety and health

record. Studies have shown that countries, which follow the ILO’s safety and health

standards, are at the same time most competitive in the world market although the

research focuses more on how occupational hazards affect health of employees, there is a

gap for further research.
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The employees in UMI like any other employees in other organization have their worries

or dissatisfaction arising from work, working conditions and environment. Where efforts

have been made, individuals behave differently and each individual has personal

problems that maybe accelerated by working conditions. It was therefore important that

social hazards affecting the employees in UMI be identified.

14.6 Stress Hazards
Stress is a work-related disease of muiticausal origin and is a physical or physiological

stimulus that produces strain or disruption of the individuaPs normal physiological

equilibrium. The most frequent disorders range from chronic fatigue to depression by

way of insomnia, anxiety, migraine, emotional upsets, stomach ulcers, allergies, skin

disorders, lumbago and rheumatic attacks, tobacco and alcohol abuse, heart attacks and

even suicide (Karasek et al, 1990),

One of the major causes of stress is fear of unknown situations and lack of control over

the duties to that lay ahead and over the organization of work. Occupational stress affects

those workers whose duties are to be changed or phased out by the introduction of new

technologies; those deprived of personal initiative and doomed to monotonous and

repetitive tasks. Stress can be aggravated by excessive bending, frequent rests, fear of

losing a job, relationship problems, sexual harassment, discrimination, or other non-

occupational factors, such as family problems, multiple roles, health anxieties,

commuting and financial worries (Karasek et al, 1990). Below are job conditions that

may give rise to stress as summarized in Appendix IX.

Since stress is the outcome from most occupational hazards, its causes and effects on

employee health can be explained using Job Demand-Control-Support Model (JDCS) and

Effort Imbalance Reward Model (ERI)

2.4~6~1 The Jab Demand-Control-Support Model (JDCS)
The Job Demand-Control model (Karasek et al, 1990) is perhaps the most influential

model of the relationship between the psychosocial work environment and health. This
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model proposes that psychological strain is a product of the combination of the work

situation an individual is exposed to and the amount of freedom available to make

decisions at work. This strain, if present, can then propagate poor health, The Job

Demand-Control model (Karasek et al, 1990) is perhaps the most influential model of the

relationship between the psychosocial work environment and health. This model

proposes that psychological strain is a product of the combination of the work situation

an individual may be exposed to and the amount of freedom available to make decisions

at work, This strain, if present, can then propagate poor health,

In the model, ~Job Demands’ refers to aspects of the work environment (fore example,

how fast does the individual have to work?) that influence how demanding that work is

perceived to be. 4Job Control’ refers to the individual’s authority to make decisions and

the discretionary use of their skills (fore example, how much control does one have over

how they do their work each day?). ~Job Strain’ refers to the state that occurs when both

demands are high and when control is low. This is premised as the most negative and

potentially damaging scenario. When job demands and job control are both high the

model premises that the job is ~active’ and this can have beneficial, protective effects on

the iudividual’s health. When demands are low and control is high a job is described as

~passive’, the job activity levels decrease as do general problem solving activities. Thus,

demand and control are premised as interacting. Researchers in the I 980s added a third

dimension to the model, ~Woik Social Support’, which led to an adaptation of Karasek’s

model called the Job Demand-Control-Support model (Johnson and Hall, 1988). This

adapted model introduced the concept of ~Iso-Strain’, where demands are high, control is

low and social support is low. This Job-Demand-Control-Support model partly helped the

researcher to identify causes and effects of stress on health of employees in UMI. Thus,

association between the model and occupational health is described in Figure 1 below.

I
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Figure 1: The Job Demand-Control Model

Source: Combined Effects ofOccupational Health hazards report (Andrew Smith et at (2004) page 18,

2~4.62 Effort Imbalance Reward Model (ERI):
The Effort-Reward Imbalance (ERI) model was proposed as an alternative to the Job

Demand- Contiol-Support model (Karasek et al, 1990) and the Person-Environment-Fit

model (French et al, 1982) to assess the negative impact ofwork demands on health. The

theoretical concept behind the model states that the degree of reciprocity between the

individual and their work environment is the crucial factor in determining potential

negative health outcomes; an imbalance between the amount of perceived effort and

rewards received is premisised to result into reduced well-being.

The ERI model distinguishes between two types ofeffort: intrinsic and extrinsic. Intrinsic

effort is defined as the level of motivation experienced by an individual in a demanding

situation and their need for control, whereas extrinsic effort refers to the actual demands

of the job~ Three types of reward are defined by the model; financial gains, ~esteemt (as

measured by recognition of achievements and support from colleagues and superiors) and

tstatus control~ (that is threats to self-regulatory flmctions such as job insecurity or lack of

promotion pro~pccts)~ With regards the definition of control, the ERI model differs from

the Job Demand-Control-Support model (Karasek et al, 1990; Johnson and Hall, 1998) in

that the former incoiporates the issue ofjob insecurity which, given current labour market

forces, may in some instances be of more significance than level of control over the task.

Figure 2 below outlines the modeL
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Figure 2: Effort Imbalance Reward Model (~ ~ ~‘

1~A1

Hi

Extrinsic Intrinsic (coping money esteem

(Demands e~g. need for status control.

Obligations) control)
Source: Combined Effects of Occupational Health hazards report (Andrew Smith et al (2004) page 33.

According to Ferguson et al (1990), the Strain premises suggests that employees working

in high strain jobs experience the lowest well-being; this is demonstrated where demand,

control and support have strong independent effects. This is relatively undisputed; job

demands, job control and social support all have strong independent effects on a range of

health related outcomes. The Buffer premise states that job control (and social support)

can moderate the negative effects of high demand and is demonstrated when there is an

interaction between the job strain dimensions, where high demand is moderated by

control and/or social support. For example, high control was found to moderate the

effects of high demands leading to decreased blood pressure. Evidence for this premise is

therefore more equivocal.

Other researchers conducted number of studies have examined the relationship between

ERI and cardiovascular disease and associated risk factors. Siegrist (1996) conducted two

studies looking at associations between ERI and cardiovascular risk factors such as

hypertension, fibrinogen levels, atherogenic lipids and smoking. The first study was a

prospective 6~5-year cohort of 416 male blue-collar workers who had no symptoms of

coronary heart disease at baseline measuremenL (Follow up data was collected at three

separate periods). The second study was a cross sectional survey of the relationship

between effort-reward imbalance and coronary heart disease risk factors in a sample of

179 middle managers. Results from the prospective study indicate that low status control

(a sub-component of low reward) and high effort (either intrinsic or extrinsic)
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independently predicted acute myocardial infarction and/or sudden cardiac death. In

addition, cross-sectional data indicates an association between high effort and low

reward, and cardiovascular risk factors like hypertension. Peter et al, (1997) conducted a

siniilar study of 189 middle-aged, male middle managers and found those experiencing

high effort and low reward (temied active coping) were more likely to be hypertensive

leading to health problems as explained below.

2~3~63 Physical Health
Low job control has been reported to have a significant association with ill health (Foppa

and Noack, 1996) and when combined with high job demands, ifi health could become

more severe (Braun and Hollauder, 1987). Research findings for some specific and

important physical health outcomes are described below.

2.4.6A Cardiovascular Health
Cardiovascular health researched on shows jobs characterized by high job strain have

been found to be associated with cardiovascular risk factors (Karasek et al, 1990) and

more specifically with the following outcomes; increased risk of myocardial infarction

(Karasek et al 1988); increased blood pressure and increased risk of cardiovascular

disease.

Kawakaiui and Haratani (1999) conducted a review of the research findings over the

previous fifteen years with reference to the assessment and relation of job stress to

physical health, mental health and the effects of stress reduction activities in the working

environment in Japan~ The literature provided evidence that job strain was associated

with increased levels of blood pressure and serum lipids in the Japanese working

population. These stressors were reported to affect fibrinolytic activity, blood glucose

levels, immune functions and medical consultation rates.

Vahtera et al, (2000) found a significant relationship between high job strain and

cardiovascular mortality risk in a prospective cohort study of 812 industrial employees in

Finland. Bartley et al (2001) found no association between job strain and doctor

diagnosed heart disease in the data from 4350 British working men; but there were
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independent associations between job strain and coronary heart disease measures that,

taken together, suggested job strain may 4have etiological significance for heart disease’.

Aside from the demand, control and support characteristics of a job, wider categories of

work, such as occupational class, may influence coronary heart disease risk. Wamala et al

(2000) observed an ~inversely graded association’ between occupational class and

coronary heart disease risk in a population-based case-control study of 292 case and 292

control female workers in Sweden. The study could not be explained in the context of

differences in levels ofjob demand or control between occupational classes.

2.44.5 Museuloskelctal Health
A smaller number of research papers that looked at the demand-control-support

characteristics of work and musculoskeletal health. Job strain was found to characterise

the psychosocial work environment of certain professions (fore example, musicians,

video terminal display operators, forestry workers) where musculoskeletal problems were

common job-strain was also found to have influenced musculoskeletal discomfort

(Vahtera et al, (2000).

High demands were found to relate to neck and shoulder symptoms; low social support to

back pain and low control to neck symptoms (Skov et al 1996). The authors concluded

that both psychosocial and physical factors were associated with musculoskeletal

symptoms in their sample of 1306 sales people. High demands, over commitment and

self-reported psychosocial work stress proved to be associated with musculoskeletal pain

(Joksimovic et al, 2002) in 316 public transport employees. They found strong

relationships between high demands, low control, high psychological distress and

musculoskeletal pain in the lower back, shoulders, wrist/forearm and knees.

Vegcbel et al (2002) examined the potential link between ERI and self-reported

musculoskeletal problems experienced within the previous 6 months in a population of

167 employees, namely pains in the necklshoulders, middle back, lower back and limbs

(arms or legs). Increased risk ofreporting these symptoms can observed amongst the high

effort/high salary group of those reporting high effort and low esteem and high effort and

4Si~
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low job security (Peter et aL 1997) also reported a link between FRI and musculoskeletal

problems in a large cross-sectional sample 1337 of bus and subway drivers.

2.3.6.6 Sickness Absence
An alternative method used to assess the effects ofjob demand-control-support on health,

is to infer poor physical health from the levels of sickness absence at work. Low job

control reported in the literature to be a risk thctor associated with sickness absence

(Bodeker, 2000). However a longitudinal investigation into the effects of ~stable and

changing demand-control histories’ on worker health found no relationship between the

exposure to demands and/or control and the duration or frequency of recorded sickness

absence, though they were associated with both job satisfaction and depression (Tans et

al, 2002).

However, other authors did demonstrate an association found that lowered job control

caused an increase in sickness absence, as did decreased social support and increased job

demands in a longitudinal study of 530 municipal workers in Finland. In a 3-year follow-

up study of 856 municipal workers, the job strain premises were supported (Vahtera et al,

1996): passive jobs predicted high levels of sickness absence and active jobs predicted

low levels of sickness absence. Sickness absence ofmore than three days over the past 12

months was associated with higher job strain in a study of 233 nurses and 134

accountants (Evans and Steptoe, 2002).

In a different scenario, Peter et al, (1997) examined the impact of EIU on sickness

absence rates in a population of 189 and found that low effort and low reward (indicative

of a passive coping style) were significantly associated with high rates of sickness

absence. Specifically, three measures of low rewards demonstrated significant

associations with short-term sickness absence, with the largest of the odds ratios observed

for tforced job changet). However, just one measure of low reward predicted longer-term

sickness absence (status incongruence) and two measures of low reward were

significantly associated with number of absence episodes. High effort was not found to

prediot any measure of sickness absence.
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2.4.6~7 Mental Health ~ /
‘

The link between effort-reward imbalance and mental distress is relatively well

establishei Vegcbel et aL (2002) studied mental exhaustion as a possible outcome of

ERI in population ofl67 workers and found the risk of exhaustion to be more than 7

times higher for those reporting high effort and low salary than for those reporting low

effort and high salary. Exhaustion was also significantly more likely under conditions of

high effort and low esteem than where effort was low and esteem high. Where effort were

reported to be high and job security low, mental exhaustion was nearly 11 limes as likely

to be reported as when effort was low and job security high. Peter et al. (1997) studied

ER! and fatigue and sleep disturbance as possible indicators of poor mental health in a

population of 1337 employees, and found a significant association between high

effort/low reward occupations and frequency of sleep disturbance and self-reported

fatigue.

Burnout often considered to result from stress at work is a symptom of severe

psychological distress. Siegrist et al (2002) studied ER! and itst possible association with

burnout amongst a sample of204 nurses. Analysis ofvariance revealed a significant main

effect of ER! on burnout in other words, nurses who felt their level of reward did not

reflect their efforts at work reported a greater degree of emotional exhaustion than those

who did not. A significant effect of intrinsic effort on emotional exhaustion was reported.

2.4.6.8.0 Hcalth~Re1ated Behaviours
There is a substantial literature on the associations between job demands-control support

and health related behaviours, although the types of behaviours tend to be limited to

alcohol consumption and smoking habits (Watanabe et al, 1996). Much of the research on

cardiovascular risk thctors controlled for the influence of potential confounders such as

smoking and alcohol use.

2.4.6.6.1 Alcohol Abuse
Low job control was found to be associated with alcohol dependence in women, there is

evidence in the Japanese literature that low control, and high demands are associated with

drinking problems in Japanese workers (Kawakam.i and Haratini, 1999). Low control,

33



Mwesigye Jimmy MBA/I{RM (KIU-2006)

low demands and low support have been associated with later alcoholism in blue-collar

men, there was also evidence that psychiatric alcoholism diagnoses are more common in

~passive’ jobs, where control is high and demands are low, Anthony et al, (1999) have

also found the specific combination of high job demands and low job control to be

important in predicting the occurrence of alcohol problems. High strain occupations were

associated with alcohol abuse dependence.

2.4~6~62 Smoking
Jeffeiy et al, (1999) found high job demands were positively associated with smoking,

smoking intensity and high fat intake in men. High demands showed a positive

correlation with Body Mass Index (BMI) and smoking intensity in women. It was again

found that high strain male smokers smoked more than other smokers and high strain

women had a higher BMI than other women. However not all evidence supported an

association between job strain and smoking behaviour (Bosma et al, 1999). The

combination of high job demands and low job control was not related to smoking

behaviour in both sexes, but job control was found to be associated with smoking in men

only.

2.4~6~63 Drng Abuse
High job stress linked to increased non-medical drug use in a study of 2375 full-time

nurses in the USA (Storr et al, 1999). Substance abusing employees are not safe

employees. Depending on the type ofwork employees do, substance abuse problems can

begin manifesting themselves in employee safety records, Substance abusing employees

are involved in more accidents than other workers are, even though they are often not the

ones who are injured. They also tend to display carelessness in the operation and

maintenance of potentially hazardous materials or dangerous equipment in an

organization (Armstrong, 2001).

2~5 Occupational health measures in an organization~ (Research question b

revisited)

Measures to magnitude of the effects of occupational hazards can be put in place if,

health and safety of workers is to be realized. According to Lloyds et al, (2000),
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employer of more than 11 or more people must maintain records of occupational injuries

and illness regardless of severity. Occupational injuries and illness resulting in death, one

or more lost workdays, restriction of work, loss of commission, transfer to another job or

medical treatment other than first aid should be recorded. This enables the management

to identi~r the problem areas and unsatisfactory trends (Anustrong, 1999, WHO, 1995,

ILO, 1996, Dessler, 2000, Andrew et al, 2004)

In addition, protecting workplace health and safety is a fundamental duty for all

organizations and their employees. This shared goal could best be achieved if

organizations implement a structured approach to the identification of hazards and

evaluation and control of work related risks. The most effective approach is where

organizations attach the same importance to achieving high standards of occupational

health and safety (OHS) management as they do to other key aspects of their business

activities. Many features of effective OHS management are indistinguishable from those

practices and measures used to achieve quality and business excellence~ The safety

measures include safety engineering, education and training, safety committees,

~uparvisor~ roles among others (http://www.icsca.org.au; Armstrong, 1999 and Beach

1985).

2~5i. Safety Engineering
According to Mamoria et al, 2001, adoption of proper engineering procedures to

minimize and if possible, eliminate work hazards is the fundamental to any organized

safety programme~. New processes and machines are designed and full attention is paid to

safety engineering in design, layout and installation. The most important of safety

engineering is to eliminate the risks posed by operation of machines, by process of the

manufacture of the products and by the structure and layout of plants and equipment.

This was supported by Beach (1985) who said that the most foolproof of engineering for

safety and health is simply to eliminate the hazard from machines or the structures at

work place.

Safety equipment is made available to an employee at subsidized price or free of charge.

The machinery that poses danger to the employee working on it is generally covered or
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fenced carefully when it is in operation. Safety measures include glasses or plastic eye—

shields to protect the eyes from the hazard of fire, glare, dust and fumes, hard protective

caps to prevent head injuries, gas masks to prevent the inhalation of poisonous fumes,

gloves to protect hands against acids and explosive materials, safety shoes, overalls, skin

guards and safety apparel for protection of the body and all these provided for use of

workers (Dales. Beach 1985, Mamoria et al, 2001)

Further, material handling is the most prolific source of accidents. The flow of materials

at all stages ofmanufacture has to be properly planned to eliminate the hazards. The flow

of work between machines and departments should be facilitated by provision of proper

equipment, and there should be well designed and well marked storage spaces, aisles and

roadways to ensure risk free performance of work, (Mamoria et al, 2001). In addition,

there should be a welbdesigned system of detection, prevention and control of fire. For

this pu1~pose, adequate fire fighting equipments including foam, vapour, cathon dioxide,

dry chemical fire extinguishers, bigh~pressure water lines, sprinklers, fire pads, sand and

axes be maintained (Beach 1985; Armstrong, 1999 and Dessler, 2000).

Inflammable liquids and materials expose workers to a variety of risks during their

handling and storage of them, it is necessary, therefore, to exercise at most care in

handling and storage of such materials, preferably in underground tanks or in places

which are at some distance from the place of work, or in safety containers with

automatically closing lids. More still, fire fighting equipment and devices can be installed

to prevent the outbreak of fire. The science of ergonomics should be used the outbreak to

develop safer working conditions for employees. This science deals with the

physiological and anatomical aspect of man and his interaction with the environment that

he works in (Beach, 1985).

As an aid safety, colours are used to identi~r and mark out the dangerous parts of

machine. According to Jucius, yellow or orange colours are used to indicate dangerous

materials or parts of the equipments,, green, white, gray or black for safe materials or part

of materials or part of machine,, blue for protective materials and red for fire fighting
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and fire protection materials. The British Standards Institute has recommended a three-

colour code: Red to indicate that a person should stop, Orange, giving a warning of

danger and green to identify safety equipment, escape routes and first aid boxes. The

Institute has also recommended should be square chequered with white except on fire

fighting equipments and stop buttons,, the orange colour should be contrasted with white

save on fire equipments and stop buttons and orange colour should be contrasted with

black colour in alternate diagonal stripes. As an aid to those who are, colour blind, red

may indicated with a circle round it, the orange with in equilateral triangle and green with

in a rectangle.

2~5.2 Safety Education and Training

Safety and health training usually is a part of orientation program. It also takes place at

different points during the emp1oyco~’ career. Safety training can also reduce accidents at

the place of work. Such training is especially appropriate for new employees. Employees

should be trained in safe practices and procedures, warn them of potential hazards and

work on their predisposition toward safety and health (Dessler, 2000; Ivancevich, 2001).

Training is more concerned with immediate job knowledge, skills and work methods.

Further more, safety education for all levels ofmanagement personnel and employees is a

vital ingredient for any successful safety and health program. Education in this context

concerns the development of proper perspective and attitude towards s~-fety and health

(Beach 1985; Mamoria et al, 2001).

Top and middle management require education in the fundamentals of safety and health,

and a need for effective accident preventive measure. The costs of accidents both human

and cash costs must be brought to the attention of line management. Top management in

large and medium-sized companies does not need to concern it self with detailed

mechanics of accident prevention, but must acquire a sufficient awareness of safety

fundamentals so that it will actively support the work of the safety and health department,

and of middle and lower management in executing health and safety measures at work

station.
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Safety director and his staff must undertake to provide extensive education and training

for the first line supervisors. Supervisors must understand their key role in safety and

health effort, namely, that they are primaty responsible for preventing accidents

(assuming they have adequate support from the above). Each supervisor must conduct his

own safety and health training for his employees. This takes the lbnn of both individual

and on-the~job training and periodic safety and health meetings held in the department.

At employee level, there are two principal objectives to put in minds when training and

educating the employees, that is, to develop safety and health consciousness and

favorable attitudes and achieve safe work performance from each employee on the job.

To achieve these goals, a number of things be done. At the time a person is hired,

orientation by both personnel manager and the person’s supervisor should cover such

areas as the need for safe work performance, the hazards in his own department and job,

the necessity for prompt reporting of any personal injuries, desirability of reporting

unsafe conditions to the supervisor, and the general causes of the accidents. Each new

worker be taught how to perform his job safely. This frequently takes a form of on~the~

job training. The instruction in the working procedures must be integrated with

instruction designed to achieve acceptable output and quality performance as summarized

in Appendix X (Mamoria et al, 2001; Beach, 1985 and Herbert et al, 2000).

2,5.3 Top management commitment
Top management in the organization is the one responsible for success or failure of any

company~-wide program, whether it is safety, health, training, research, or maintenance,

the emphasis is given to program by Top Management (Beach, 1985). Therefore, active,

visible, direct and consistent top4evel management commitment and leadership is crucial

to successful management of occupational health and safety. Top m~iniigemcnt’s role

includes establishing policy, approving objectives, providing resources, and regularly

reviewing performance. Management review to regularly evaluate health and safety

performance, the adequacy and effectiveness of the arrangements for the management of

OHS and identi~r opportunities for improvement is particularly important. Top

management is directly responsible for providing a safe workplace and promoting a

safety culture (Mamoria et al, 2001) /~c7cTTö~NN\
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Top management should establish a policy that includes commitments to prevent and

reduce workplace related injuries and ill health, comply with legal requirements,

recognize OHS as an integral pan of its business performance and continually improve

performance. This policy should be communicated to all employees and be implemented

through appropriate arrangements.

More so, responsibilities, authorities, and accountabilities for implementing

arrangements for the management of health and safety should be clearly identified,

documented and conununicated throughout the organization. Though health and safety

flmctions can (and should) be delegated, top management is ultimately accountable for

OHS. Employees responsibility for their own safety and that of others with whom they

work should be established, in the context of arrangements that provide them with the

resources, tools, training, ability and opportunities to work safely (WHO, 1995).

The organization should make effective arrangements for communicating between all

levels and ~unctions on health and safety at work issues as well as for employee

involvement and consultation where appropriate. Employees should have an appropriate

role in the design and implementation ofhealth and safety programs.

The organization should implement a risk assessment procedure for identiMng

workplace and process hazards that pose potential or actual risks of injury or ill health.

Hazards and risks should be prioritised so that they can be managed and controlled in a

planned manner. The assessment should include risks to visitors or the public,

emergencies and the impact of work by contractors, though contractors remain ultimately

responsible for the safety of their own employees Arrangements be made to provide

specialist advice and services relevant to the nature of the organizations activities

The first goal in controlling hazards/risks identified by the assessments should be

elimination of the hazards/risks by design. Application of the hierarchy of controls during

design will lead to reduced risk in the workpla’~e. The goal is to avoid bringing hazards
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into the workplace by defining requirements and working with suppliers. Training,

warnings and personal protective equipment are the last option used to control residual

risk (Aswathappa, 1999).

The organization should make effective arrangements to ensure the identification and

application of up to date legal, contractual and other requirements applicable to health

and safety at work. The requirements are translated into practical instructions so that

affected personnel can assess the implications for compliance.

The organization should establish measurable OHS objectives to control reduce and,

where practicable, eliminate workplace hazards and risks. Key performance indicators

should be identified and monitored for each objective. The objectives should implement

the organization’s policy commitments (that is, to prevent, comply and improve), be

feasible and consider other business objectives (http://www.icsca.org.au).

The organization should develop and implement programs describing whom, how, and

when objectives can be achieved. These should include appropriate programs to control

and, where practical, eliminate, risk in the workplace. Proactive leadership will promote a

strong health and safety culture and safe behavior on the job.

The organization should take OHS into account when designing or changing processes

and organizations, using new materials, tools or equipment, or making other changes. To

reduce or eliminate existing hazards and prevent new hazards from entering the

workplace changes be designed and implemented.

Finally yet importantly, top management should assess contractors with respect to their

health and safety competencies, training and performance, Where appropriate,

arrangements to address multi-employer workplaces may be agreed on. Implementing

these arrangements should not change the legal relationship between the organization and

its contractors. Contractors should themselves consider designing and implementing
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arrangements consistent with this best measure to address the health and safety of their

employees and those around them at the work site (http:J/vw.icsc&org~au).

According to what has been discussed above, Top Management is like a control room for

an industry because every program to address the problem of occupational hazard must

be approved by the Top Management before it is implemented in any organization.

2~5.4 Proper Selection and Placement of employees

Reducing unsafe acts is one of the best measures, and to do this is to screen accident-

prone persons before they are hired or recruited. Accidents are similar to other types of

poor performance and psychologists have had success in screening out individuals who

might be accident prone for some specific jobs. The basic technique is to identify the

human trait (such as visual skill) that may be related to the job and the human traits

screened include emotional and personality stability, visual skills, muscular coordination,

employee reliability and genetics among others (Dessler, 2000).

According to studies carried out by, (Dessler, 2000), psychological test-especially test of

emotional stability have been used to screen out accident-prone taxi cars drivers. Here the

test was especially effective when administered disturbing and distracting conditions. In

this case, researchers found that taxi drivers who made five or more errors in such tests

averaged three accidents, while those who made less than five errors were averaged only

1.3 accidents.

Measures of muscular coordination- we also know that coordination is a predictor of

safety for certain johs~ In one study, more than 600 employees were divided into two

groups according to t~st scores on coordination tests, Results showed that the poorest

quarter had 51% more accidents than those in better three quarter.

In addition to the above, good vision plays a part in preventing accidents in many

occupations, including driving and operating machines. In a study (in paper sawmill) 52
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accident free employees were compared with 52 accident-prone employees and the

researcher found that 63% of non-accident group passed vision tests while 33% of

accident-prone passed the test.

Several studies suggest that a test such as employee reliability inventory can help

employer reduce unsafe acts at work place. The employee reliability inventory

purportedly measures the dimensions such as emotional maturity, consciousness, safe job

performance and courteous performance. The fmdings from this study were not

definitive; the addition of the inventory to selection process did seem to be associated

with reductions in work related accidents.

Last but not least, in the face of considerable ethical concerns, some have proposed

genetic screening for reducing injuries and diseases at work place. This approach uses

genetic tests which are based on the belief that individual differences in susceptibility to

toxic exposures exists, in other words, some people are genetically more susceptible to,

say, chemicals pollutants than others. Genetic tests might provide information that is

predictive of an individnal~s health status on the job.

Of great practical importance is the fact that there is a definite relationship between these

accident proneness tests and proficiency on the job. By selecting employees who do well,

that is, score low on accident proneness tests, managers can reduce accidents and

improve performance and the caliber of employees at the same time (Dessler, 2000)

2,5,5 Occupational Health Services
Employees are generally uniform about the hazards to which they maybe exposed to and

this inhibits the identification or recognition of the disease as occupational (Bruce, 1998).

This is why only professional occupational health personnel (Rempel et al, 1997) may do

protecting workers against any health and safety hazard that may arise out of work or

conditions in which work is carried out. Off-services focus on the employees in i~elation

to work and environment. Such services are aiming at promoting activities that prevent

any adverse effects of work, working environment as mental and social wellbeing of a

worker, the human resource essentials for economic and social development (Jeyaratnam,
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1991; Bruce, 1998). Health professionals should seek frequent opportunities to tour work

areas and evaluate job procedures, equipments and working conditions.

However, the type and extent of health services provided in many enterprises in Africa

leave much to be desired (AiJi, 1991). He adds that emphasis is placed on the desire,

accident prevention, and medical care while areas like occupational environmental

monitoring, ergonomics and rehabilitation are totally neglected and is supported by

(Obua et al, 2002 and Bruce, 1998).

2~5~ Tlw Sopervisors’ Role
The supervisor is a crucial link in the management chain and can therefore exert great

influence on the health and safety in the organization because they are immediate control.

They are the ones to keep constant watch for unsafe conditions or practices (Armstrong,

1999). Employees should be convinced that safety is mainly on the question of attitude

and that safety awareness be constantly kept in their minds during work (Andrew et al,

2004). Supervisors can play an important role on social aspects because workers feel

comfortable with considerate supervisor, the one who will show concern for their

problems (Bhambra, 1999).

2.6.0 Research question (c) revisited. (Effects of occupational hazards on employee
performance)
Many studies have shown that ergonomic influence human performance, Ergonomic

problems are important causes of poor quality deficiencies in terms of adverse work

environmental conditions in appropriate design of technology and unsuitable work

organization (AIcoutte et al, 1999) supports this. Investment in workers in terms of

health and safety is a means of improving productivity because a safe work environment

creates willingness and interest in the work (Armstrong, 1999) and is supported by

(Dessler, 2000). Example of ergonomic solution in the hotel industry where employees

move up and down several times a day and where staff had had a serious musculoskeletal

symptoms, productivity was low and absentee rater was 12% as ~ven by ~odeker,

2000). The hotel industry was carefully observed and the work analyzed to identif~’

frequent and repetitive movements and heavy lifting. Heavy porcelain plates were
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replaced with plastic plates. Changes were also made in the method ofplate lifting so that

items were lifted with trolleys.

The changes alleviated stressful work postures and repetitive movements and thus had a

positive effect because absence and a number of workers in the hotel were reporting

reduced musculoskeletal problems. Similar changes made in the hotel industry with

similar work problems resulted in decreased rate of absenteeism from 13-10% and a 40%

reduction in number ofpeople who reported musculoskeletal (Bodeker, 2000),

Sheraton Kampala hotel (FUE) emphasizes good relationship between hotel employees.

They have discovered that this leads to increased productivity because the staff always

reflects pleasant personality quality and dedication as this keeps customer royalty.

Another study was carried by Lipold, 2001), established that employees elevator

company suffered many sprains because of lifting heavy elevator components on to the

elevators counter weight frame. To ease the strains, special magnets were developed to

help in lifting and installing elevator components. This led to increased productivity

because what used to take two workers a full hour took only fifteen minutes after the

changes and this saved many of ~mpIoy©~cs’ hours a year. The risk of injuries and

absenteeism also reduced drastically.

Sexual harassment has a direct impact on a company’s profitability and economic

efficiency when the employees’ productivity and motivation are reduced by having to

work in a climate in which the individual workers’ integrity is not respected. Additional

expenses are the costs of investigating and defending complaints, legal costs, as well as

the business cost of losing public goodwill after negative publicity. Reports indicate that

sexual harassment costs a typical Fortune 500 company approximately USS 6.7 million

each year because of lowered productivity, low morale, and increased absenteeism and

turnover (Wilson, 1995). Further still, sexual harassment results in damaging emotional,

physical and work-performance stress; it leads to absenteeism, sick leave, being less

efficient at work, or leaving the job to seek work elsewhere (Wilson and Walker, 1993)
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Additionally, stress hazards affect employee performance both positively and negatively

as forwarded by different researchers. Research evidence on the relationship between

demand-control-support and performance at work is extremely limited. Focus has been

more on associations between demand-control support and health/well-being. However,

there is some evidence to suggest that different levels of job demands in combination

with job control can have an effect on performance (Sargent and Terry, 1998). Two

recent studies (Searie et a!, 2001) have examined the impact of demands, control and

support on a mail-sorting task. These studies suggested performance was poorer in

conditions of high demand and low control although this was not influenced by social

support. Further, a linear approach was used in assessment of workplace hazards effect

on performance. This indicated a cumulative effect in tenms of deficits on tasks

measuring speed of response to a target. Similarly, noise and night work in combination

tended to produce greater deficits in terms of mood and performance than the experience

of either stressor in isolation. This approach was also able to predict fluctuations in

performance over the course of a testing session, the working day and the working week,

allowing assessment of longer-term effects of exposure (Johnson and Hall, 1988).

In connection to the above, though most stress is probably harmful from the physical

health standpoint, not all stress is deleterious to human performance. Indeed, a certain

tolerable level of stress can incite employees to action and generate good performance

(Beach, 1985). This is supported by studies conducted by (Dessler~ 2000), which indicate

that some people, for example, work well only when under little stress and find they are

more productive as deadline approaches. Others find that stress may result in a search

that that leads to a better job or to a career that makes more sense, given more aptitudes.

A modest level of stress may even lead to more creativity if competitive situation results

and new ideas are generated at workstation.

The employees in UMI are involved in tasks that involve lifting, stressful postures and

repetitive movements, According to UMI reports 2003 and 2004, reveal musculoskeletal

problems as being high and the cases of workers affected not identified. It was therefore
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important that the actual causes of occupational hazards identified and solutions to

alleviate the problems be recommended because the studies confirmed that occupational

health and safety measures have positive effects on employee performance. Generally,

the researcher faced the problem of limited literature about the impact of occupational

hazards on employee performance in production sectors due limited time and financial

resources.

2.7 Conclusion
It can be observed from the review of the literature above that occupational health and

safety hazards have an effect on the performance of employees. The studies carried out

in developed countries have more or less pointed to it. This makes it important to

establish the occupational and safety standards in Uganda.

Additionally, existing theory and research studies have established relationships between

employee perfàrmance and occupational health and safety hazards. However, these

conclusive results have mostly been established overseas and there is need to carry out

similar studies on domestic industries operating in the local settings for example in

Kampala district, Practical findings would differ from earlier fmdings due to differences

such as level of development and environment hence the need for this study.

More so, this study has highlighted several serious causes for concern and has shown the

need for further study of how occupational health and safety standards has been carried

out in industries and what the effects of this practice will be on the performance of an

organization’s employees.
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3.0 CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter describes the research methods used in this dissertation and examines the

appropriate methodology used during the research. The chapter also considers the

research design, population scope, sampling scope, the research problem., research

questions and types of empirical data collected. The chapter also specifies the sources of

empirical data and techniques used in analyzing the data and fmally the study looks at the

limitations of the study.

3.2 Research Problem (Restated)
Employees in UMI are exposed to occupational hazards, which cause accidents and

diseases. According to UMI’s Quarterly Medical Report (2003) and Report on Quality

management, (2004), the actual cause and effects of these hazards have neither been

quantified nor analyzed and the health and safety measures in the place do not seem to be

sufficient to address the existing problems. Occupational hazards cause, accidents and

illness, which may affect the productivity of the worker and impact negatively on the

perfonnance. There was a need therefore to investigate the actual causes and possible

effects on the performance of employees. Additionally, evidence was further collected to

answer the following research questions below.

a) What are the causes ofoccupational hazard and what are possible effects do they have

on the health of the employees?

b) What is the effectiveness of existing health and safety measures in the industry?

c) What is the extent to which occupational hazards tiffeet enuploye~s’ performance?

33 Research Design
This study was a cross-sectional survey one that employed both qualitative and

quantitative methods. The study involved a systematic collection of information;

identifying occupational hazards and analyzing their effects on the wnployeW health,

performance and making conclusions and citing areas of improvement. This method was

identified as the most appropriate approach as observed by (Hair et at, 2003). Surveys are

designed to collect data from the population ofvaried interest. This is done mainly using

interviews and questionnaires as a means to solicit data from the area under study. And

Mwesigye Jimmy MBA/HRM (KIU -2006)
-1 ~

47



Mwesigye Jimmy MBA/HRM (KIIJ-2006)

the researcher concentrated on questionnaires to collect data despite other methods used

in data collection.

In addition, as noted by (Perreaut et al, 2002), the survey method describes the nature of

existing conditions and outcomes in order to determine the relationship that exists

between variables. Beside, the method allows close and direct contact between a

Researcher and respondents through face- to- face interaction, and hence this further

helps to promote firm basis for generalization of findings regarding the research problem.

This approach thus, provides basis for drawing logical conclusions that can be relied

upon drawing strong recommendations as a way forward. Hence, in the light of the

above, survey approach was sought to be the best design to use for the study of the

analysis of causes and effects of occupational hazards on wmp1oy~est health and

performance.

3.4 Selection ofRespondents
Purposive random sampling was used to select the respondents from different categories

of staff members in UMI. According to Saunders et al, 2003 purposive sampling or

judgmental sampling enables the research to select cases that will enable him to answer

research questions to meet his research objectives. They said that this form of sampling

is suitable when a researcher has a small sample. This inspired the author to use this

method of sampling since the sample size is small with 50 respondents. See table I.

This technique ensured representation of each group providing samples to participate in

the study. This also provided a greater opportunity in ascertaining a high degree of

accuracy and generation of the results. More so, the investigation based on varied

respondents with in an illustrative example ((JM1) helped the Researcher to save time and

cost ofdata collection

In connection with the above, two key informants from senior mangers and supervisors

were selected using the same method of purposive sampling. Thus, the author used this

technique because he deliberately intended to get clarification and supplementary
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information from key leaders of the plant (UMI). The researcher then assumed that these

leaders have a comprehensive picture on how occupational hazards affect the workers’

health and their performance from various departments in UML

On this basis, the researcher sought the key informants from UMI in cross-examining the

already collected information from respondents as an opportunity of increasing the

degree of accuracy and the reliability of findings. Ideally, this approach would thrther

ensure minimization of costs through quick gathering of information with in reasonable

vicinity as well as minimization of standard errors.

3.5 Population Scope
The population included UMI’s staff in categories of senior managers, supervisors,

employees who occupy offices and other employees from all departments. The researcher

wanted to include in company doctor/nurse who was important to this study but

unfortunately, the company had none and used hire one whenever the need arises. The

total population of UMI is 75 employees as categorized in correct figures as shown in

table one.

3.6 Sampling scope

Table 1: Sampling scope _________ ___________ ______________

~pes of respondents Population Sample size Acmal response
Senior managers 7 5 3
Supervisors 6 5 5
Workers that occupy offices 15 10 8
Group employees 47 30 25
Total 75 (100%) 50 (66.7%) 41 (82%)
Appendix V and 5PSS output one

The researcher used Purposive type of sampling to determine which staff to interview,

with intention of maximizing the number of respondents. Purposive sampling was used

because there were four significant categories that a researcher was interested in getting

primary data from.

These were senior managers, supervisors, employees who occupy offices and group

employees in UMI. Out of a population of75 employees, the researcher decided to select

49



Mwesigye Jimmy MBAJIIRM (KIU~2OO6)

a sample size of 50 respondents for quick and easy analysis. For that matter, the

researcher distributed structured questionnaires to 5 managers, 5 supervisors, 10

employees who occupy offices and 30 other employees and unfortunately, 3 out 5

managers responded, 8 out of 10 employees who occupy offices responded and save

supervisors who responded all, Thus 41 out 50 participated in the study as shown in the

above table one.

3,7 Procedures Applied in Data Collection

Here, before the researcher interviewed prospective respondents, a letter of introduction

from the course director KJU was served. This was to support the res©tinther’s verbal

explanation to respondents on why the survey was being carried out and respondents tried

to sacrifice their time to participate in the study. This was done to create natural courtesy

with the intension to establish good working relationship with the respondents. Filling the

questionnaires with each employee who was not well versed with the language lasted for

10 minutes that saved time for the researcher.

As a strategy to create support between researcher and respondents, prior information on

subjects to be interviewed upon was sent in advance to the interviewees. This was

intended to give respondents enough time to think about the topic as this helped the

respondents to pick more interest in the topic and prepare to give well thought answers.

Further more, before meeting the respondents, appointments were sought and granted by

the general manager of UML Personal administration of questionnaires took place during

working hours at the plant. However, some informal interactions continued whenever the

chance arose. This helped the Researcher to supplement on information from official

version~

More so, besides using formatted instrument guides, the informal reports created between

the researcher and respondents helped to generate a number of other key issues that

facilitated the study to be more objective in analyzing the fmdings.
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3.8 Sources of Data
There are two general sources of data, which include both primary and secondary sources

(Hair et al, 2003). In addition, the researcher applied both primary and secondary sources

to get literature for the research study.

3,8,1 Primary Sources of Data
Primary data are raw data and structure of variables that have been specifically collected

and assembled for a current information research problem or opportunity situation (Hair

et al, 2003). Therefore, primary sources of data provide first hand information that

produce output in both chapter four and five. Thus, primary data was obtained using the

following instruments of data collection

3.8.2 Person Administered Questionnaires
Person administered survey is the one that is characterized by the presence of trained

interviewer who asks questions and records the subject answers (Hair et a1~ 2003) as see

in appendix I. Further more, this method was used because the information was known

from the out set (Sekaran, 2000). This instrument (Appendix I) was administered to

group employees, mainly because the respondents were not well versed with language

(Hair et al, 2003). Some were illiterate and the Researcher had to employee services of a

translator. In addition, the information on causes and effects of different occupational

hazards was collected from this group.

3.8.3 SelfAdministered Questionnaires
Self-administered survey method refers to a technique in which respondents read the very

questions and records his or her response without the presence of trained interviewer

(Hair et al, 2003). This is advantageous due to its low costs and less interview bias (Hair

et al, 2003). Thus, that is why the Researcher resorted to the fore mentioned method to

collect primary data. See Appendices ll-IV.

Additionally, these instruments (Appendices I-IV) were administered to the rest of

respondents because they were well versed with English, literate and were in position to

analyze complex issues (Hair et al, 2003) and because the survey was confined in one

processing plant (UMI). It was easy for the Researcher to collect the complete response
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with in short time and any problem regarding the questions was clarified on spot

(Sekaran, 2000). See Appendices fi-IY.

18.4 Senior Managers
Information regarding the existence and effectiveness of occupational health and safety

measures/services in the plant was gathered from this group because it consists the policy

makers and implementers of some key issues in the plant about safety and health of

employees. See appendix IL

18.5 Supervisors of employees
This group provided the information quality and timeliness of services of employees.

They also gave information on the existence and effectiveness of occupational health and

safety rneasures/ services in the plant because they are implementers of management’s

decisions (Prasad, 2001) and therefore were in position to give information where

possible. See appendix ilL

18~6 Staff Occupying Offices in UMI
The information regarding quality and timeliness of services of employees was collected

from these respondents; because they are regular users of services from group employees

in the plant (UMI). See appendix IV.

3.7.6 Secondary Data Sources
Secondary data are historical data structures of variables previously collected and

assembled for some research problem or opportunity situation other than the current

situation (Hair et al, 2003). This type of data is reflected mainly in chapter one and two of

this research, The secondary sources of data are classified into two groups, that is,

external and internal sources of the data.

18,7 Internal and External Sources of Secondary Data
The logical starting point for this type of source is the company’s own internal

information. These include health quarterly reports, company’s memos, and manuals
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among others. Secondary data was also collected usmg the library sources, jou1~~

textbooks, reports and Internet articles and newsletters.

3.9 Research instruments
The research instruments used for collection of primary data from TJMI staff were

structured questionnaires. They were both close and open ended. The open-ended

questions were advantageous in that they presented no response options to respondents.

That is the respondents were instructed to respond in their own words (Boyd et al, 2000).

This gave the respondents full participation in the study. Additionally, a multiple

category of closed ended questions were used in order to give respondents a variety of

options to those that had little time to attend to my questionnaires. This type of questions

eased the exercise since it took few minutes to fill the questionnaire.

3.9J. Questionnaire
Questionnaires were administered to all respondents so the question type used was

mainly structured. The researcher opted for this research instrument to allow easy

quantitative analysis in consideration of busy schedules that the respondents had, A five

point likert scale was used to ease quantitative analysis (Saunders et al, 2003). All

respondents were briefed before the administration of the questionnaires, to establish

rapport with respondents while introducing the survey. This gave the researcher an

opportunity to provide clarifications sought by respondents on the spot, and to collect the

questionnaires immediately after they were completed. This facilitated high response rate

of 82%

3.10 Measurement of variables
The variables of the study included the occupational hazards as independent variables.

Occupational hazards were measured against performance, which constituted the

dependent variables of the study. Occupational health and safety measures were

intervening variables of the study.

3.11 Data Analysis
Response pattern as indicated before the production ofquantitative and qualitative type of

data. Qualitative data were collected in order to clarify on some of quantitative data

collected as seen from the primary data collection. While qualitative data was of
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continuous process applied in the study and during data collection, all the analysis based

on the identification of research problem (Hair et al, 2003) as discussed in chapter one.

Presentation of the findings was done in tables to show descriptive statistical and cross

tabulation of the data.

The quantitative data was entered, edited, coded and analyzed using the Statistical

Package for Social Sciences (SPSS). This analysis was mainly descriptive and cross

tabulation, regression analysis, and R-square tests were used in order to realize the

different objectives of the study. Mean on all variables were run to examine the existing

patterns and trends. Significance (F) change was less than 0.05 that showed the

significance of the research problem. This package is useful because it eased the burden

of analyzing the data manually that would have consumed a lot of time of the

Researcher. Additionally, the package is user friendly. Thus, all the data (both

quantitative and qualitative) were used to examine and interpret and examine how

occupational hazards ~ff~ct ~mpIoy~es’ health and their performance in UMI.

3,12 Limitations of the Research
The researcher-employed person administered survey to employees who were not well

versed with English and the researcher provided the services of interpreting the language

for them. During data collection, whenever the Researcher could read them the

statements under assessment in the study, some employees refused deliberately to

identi~r the correct response because they thought to receive heavy punishments from the

supervisors and administrators however much the researcher tried to the importance of

the questionnaires used. This problem was common in processing section. This problem

can as well affect the final findings of this study. The researcher was also constrained by

time as the study run for approximately four months.

3.13 Conclusion
The chapter reviews in depth the appropriate methodology in this research work taking

into consideration of the first two chapters that is introduction and literature review. The

chapter describes the research problem and questions, the purposive research strategy, the
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procedure used in data collection and analysis, the population and sampling scope, the

deductive research approach, the research setting and limitations of the study. The

chapter further analyzes the choice of data collection and the suitability of data collection

medium and finally the chapter looks at the strategy for data processing and analysis

especially the use of statistical package for social sciences (SPSS).
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4.0 CHAPTER FOUR: PRESENTATION, ANALYSIS AND DISCUSSION OF
FINDINGS

4~1 Introduction

This chapter deals with presentation, analysis and discussion of findings under the

objectives and research questions of the study. Thus, collected data is intended to answer

the research questions and enable the researcher draw a reasonable conclusion on the

study basing on the findings as discussed below

4.2 Causes and effects of occupational hazards on employees in UMI

Descriptive analysis was used to review the nature of hazards and possible effects of

these hazards on the health of employees at Uganda Meat Industries. According to this

method, the means from 1.0-2.4 indicate strongly agree and agree, 2.5-3.4 indicates not

sure and means from 3.5 to 5 indicate strongly disagree and disagree respectively.

4.2.1 Physical Hazards
Respondents indicated that, they are actually exposed to very minimal amounts of dust

with a (Mean = 3.800). However, they pointed out that they are exposed to a lot of noise

(Mean 2.12) and this could impair one’s sense of hearing. This implies that there is a

possibility of failing to hear warning cries from the counter parts of the impending danger

as put forward by Mamoria et al, 2001. Therefore, this increases the rate of accidents in

the plant that in turn reduces the performance of employees. It is further argued that noise

accelerates the normal loss of hearing that occurs, as we grow older, and that every one is

affected if exposed to noise long enough and at high intensity, this poses a great danger

on the health of employees in UMI.

Additionally, the researcher also noted that UMI’s management has tried to protect its

employees from calamities that could befall them because of heat, fire and electricity.

This is because employees disagreed with the fact that, they were being exposed to

electric live wires (mean = 4.2000), reported that they are not at a high risk of fire at their

work place (Mean = 3.56) and are free from extreme heat levels (Mean = 3.880) as

shown in table 2.
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Table 2: Causes of Physical Hazards

Descriptive table for various physical oupational Hazards

Physical Hazards Minimum Maximum Mean

I always use improperly guarded machines 1,00 5,00 3.4800
I risk tripping and falling because of my work ~s.oo 2,8261
envirojunent
I’m exposed to dangerous machines and tools 1,00 5~00 3,0833
Vm exposed to a lot of coldness 1.00 5.00 2,6800
I’m exposed to a lot of dust 1,00 5.00 3.8000
I’m exposed to a lot of noise 1,00 5.00 2,1200
I’m exposed to electric live wires 1,00 5,00 4.2000
My work environment is at high risk of fire 1,00 5,00 3.5600
My work environment is poorly ventilated 1.00 5~00 2.5000
My work expose me to a lot of coldness 1,00 5,00 2.7083
My work exposes me to a lot of heat 1,00 5.00 3,8800
My work exposes me to a lot of vibrations 1,00 5,00 2,7200
My work involves a lot of heavy lifting 1,00 5,00 2,9167
My work involves a lot of standing 1.00 4,00 2,0000
My work surface is always wet and I risk slipping 1.00 5.00 2,9583
There is a lot of insufficient light in my work 2,00 5,00 3.0400
environment
There is inadequate safety devices at work place 1.00 5,00 3,0000

Source: primary data

4.2.2 Ergonomic Hazards
According to this research, employees revealed that they are exposed to poor seats as

they disagreed with presence of comfortable seats (mean = 3.7917), excessive bending

(mean = 2.4583), repetition (mean = 2.0000) and standing for long hours in angular

postures (mean = 2.3333) respectively. This implies that employees in UMI are exposed

to ergonomic hazards as shown in table 3. Therefore, different scholars like Andrew et al,

(2004) and Silvin, (2000) argued that, exposure to fore mentioned ergonomic hazards is

associated with musculoskeletal problems like back pain, injuries like, wrists, fingers and

upper and lower back neck, shoulders upper and lower arm, injuries among others. Thus,
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the ergonomic hazards as seen are not the best ally with health and the performance of

employees in the plant, special attention should be given to address this problem.

In connection with the above, the plant has relatively tried to control causes of ergonomic

hazards because employees disagreed with presence of boredom (mean = 3.5000) and

monotony in performing work (mean = 3.5000). This indicates that the management in

the plant is at least concerned with the health of its employees.

Table 3: Ergonomic Hazards

Ergonomic Hazards Minimum Maximum Mean

I always bend a lot in order to perform my work 1,00 5,00 2,4583
I have to stretch a lot in order to perform my work 1,00 5.00 3M000
I have to work in the same position for long time 1.00 5,00 2.6087
I’m assigned one task for a year without changing 1,00 5,00 3,5000
I’m ever bored at my place of work 1~Q0 5.00 3.7917
My job is too demanding 1,00 5,00 3.16€17
My job is highly repetitive 1.00 4,00 2,0000
My work involves standing for long hours i~ angular 1.00 5,00 2,3333
postures
I am comfortable with seats in my office 2.00 5,00 3.79 17
My job involves a. lot of movements 1,00 5~00 2,5000

Source: primary data

4.2.3 Chemical Hazards
From this research, the researcher observed that nothing was reflected in the findings as

the causes and effects of chemical hazards in the plant because, most employees

disagreed with the presence of such a problem and others were not sure about it as

reflected in table 4. However, in the researcher’s view, this does not mean that, chemical

hazards do not surface in UMI but the skills of the researcher could not let him diagnose

the whole matter, as it required medical experts. Thus, this would be the best area for

further research in public health fields.
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Table 4: Chemical Hazards

Chemical~ Minimum Maximum Mean

Does generator produce a lot of fumes in your section? 1 ~00 5 MO 3.7917
Do machines in production rooms produce a lot of funws? 1,00 5.00 3.7917
Have you ever been affected by chemicals used in 1.00 5.00 3.3750
production process?
Is the proper control of poison for killing rodents and ~ 2,8696
other msects?
Source: primary data

4.2.4 Stress Hazards
Stress is a work-related disease of multicausal origin and is a physical or physiological

stimulus that produces strain or dismption of the individual’s normal physiological

equilibrium. From this research, it was observed that, employees in UMI are exposed to

stress hazards because employees agreed that, there is existence of poor communication

(mean = 2.3750), job insecurity (mean = 2.4250), pressure on employees (mean =

2.2500) and excessive bending when performing the work (mean = 2.4417) as shown in

table 5. Poor communication in an organization brings a lot of confusion and

misunderstanding among employees like conflicts that in turn result in stress as cited at

http://www.cdc.gov/niosh/stresswk.htm. Additionally, when employees are exposed to

job insecurity, they are ever on tension since they aren’t certain of their future and fear

for unemployment is created which is the main cause of stress. in the presence of fore

mentioned stress causes, employees experience musculoskeletal problems like job-strain

and discomfort as supported by Vahtera et al, (2000).

In a related development, the researcher observed that supervisors do not perform their

duties because employees agreed with the existence of their little control (mean =

3.4348). This implies that there is poor working environment in TiME since the group

employees do not recognise the work of supervisors. Moreover, these are implementers

of policies formulated by top management. Thus, leading to overworking and poor

coordination among the group employees that rise into stress as cited at

http://www.cdc.gov/nioshlstresswk.htm. However, the management also tried to control
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frequent rests since the respondents disagreed with its existence (mean = 3.7826). This

means the plant was aiming at reducing monotonous rest that is a source of stress as put

forward by Karasek et al, (1990).

Table 5: Stress Hazards

Stress Ha~ards Minimum Maxinium Mean
There arc dangerous physical conditions like crowding, ,~ 5,00 2.6667
noise, air pollution in your section
t always bend a lot in order to perform my work 1.00 ~ .00 2.4417
Have you ever been put on pressure to complete a given 1,00 5,00 2,2500
task in your section?
I am always facilitated by the management after assigning ~ ,~ 4.00 2,~583
a task to do,
My job is insecure. 1,00 5.00 2,4250
Management always promote employee on melt. 1,00 5.00 3,1739
There is poor social environment and lack of support or 1 00 ~ 00 3 4000
help from coworkers and supervisors in my section,
Top management always encourages me to take part in 1.00 5.00 2,9167
decision-making in my section,
There is poor communication in the whole plant, 1,00 5.00 2.3750
There is lack of family friendly policies at my place of 100 5,00 0000
work
My supervisors provide little sense of control in my 1.00 5,00 3.4348
section
I always carry heavy loads in my section, 1,00 5.00 2.9 167
I am always given frequent rests everyday in my section, 1,00 5,00 3,7826
Source: primary data

4.2~5 Social Hazards
From the fmdings of the research, it was noticed that employees in UMI are exposed to

social hazards, This is because; respondents reported that they work for over time

(2.4083) and payment for overtime is not enough (mean = 4.1667) and, this is evidenced

by, working during weekends (mean = 1.7391) as shown in table 6. This implies that

employees are not contented with rewarding system of the company and this leads to

various health problems. According to Peter et al, (1997), high effort with little rewards is
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associated with cardiovascular risk factors like hypertension, high blood pressure, and ~
smoking among others.

in addition, the researcher found out that there is good relationship in the plant. This is

evidenced by, cooperative workers (mean = 2.2174) and willingness of their bosses to

listen to their problems (mean = 2.0870) as shown in Appendix VI. This shows the

management tried to control some of social problems in the plant, which is important as it

maintains good health of workers and their performance. Additionally, workers disagreed

with irregular working hours (mean 3.7826) and supervisors could comment (mean =

2.4783) on the work done as revealed in table 6. This indicated the element of good

working environment and cooperation in the plant.

More still, the research findings revealed that employees in UMI are exposed to job

insecurity. This is because none of them signed contract with the company (mean =

4.1667) as shown in Appendix VI. This indicates that everyone is worried about his or

her future with the company since they cannot foresee what will happen next. That is why

employees force themselves to work when they are sick (mean = 3.8750) and cannot

refuse hazardous work (mean 3.5833) as indicted still in Appendix VT. Thus in case of

a simple mistake, they think of getting expelled from their existing jobs. According to

Bartley et al, (1994), unemployment affects psychological well-being, social participation

and physical health of employees. Worse still, considerable negative health outcomes of

unemployment are in the early years of potential employment that can have a

considerable impact over the remainder of the life course as put forward by Bartley et al.,

(1999). Thus, the plant should try to solve that problem in order to maintain good health

and performance of employees.

Finally yet important, employees in UMI are exposed to sexual harassment. This is

because from the findings, respondents reported that they are fond of talking explicit

conversations about sex in sections in UMI. This implies that, verbal sexual harassment,

is being exercised in the plant as put forward by Wilson, 1995. According to Lebeer et al,

(2003), young people between the ages of 20 and 40 years are more likely to report acts
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of sexual harassment. Indeed, from the fmdings, the respondents’ demographic features

(Appendix V) indicate that employees who are affected, are in range 20-40 years

constitute 73.2% actual sample size. Sexual harassment is a bad vice among employees

as it can lead to anxiety, tension, irritability, depression, inability to concentrate,

sleeplessness, fatigue, headaches, and other manifestations of stress at work (Wilson,

1995)

Table 6 Soci~1 Hazards

‘1Soci~1 Hii~grds Minimum jM~iximum~J Menn
JI nIw~ys work for long hours without resting 1,00 ~$.O0 i2.6818
~1 niwnys work for overtime ~it my work phice [~0 5.00 2.4083
II ~m satisfied with the romunerntion for overtime, 13.00 15,00 14.1667
IL~m ~1w~iys given too much responsibility in my section 1.00 5.00 12.8261
jI n1w~iys work for long hours without rest 1.00 15.00 13.0435
~1hnve to work i~t irregulnr hours (nt night ~nd lunch 3.7826

jI work during weekends 1.00 jS.00 ] 1.7391
II’m niwnys very exhnusted nt the end of the dny 11.00 15.00
jI receive my sithiry promptly - J 1.00 15.00 113.50001
ji’m s~tistied with whnt I e~irn — 12.00 jS.00 13.1500
IjI’m niwnys p~iid overtime 11.00 5.00 13.5000

II’m hiippy with nmount pnkt for overtime 1,00 15,00 13.8636
~ I’m satisfied with mimngement concern for my health nnd 1.00

I’m effectively represented in the decision=m~king orgiins 1 00 — 5 00 - — 2 9565
jofihephint

Source: primary data

4.2.6 Effects of Physical, Ergonomic Hazards
From the fmdings, the researcher observed that employees are affected by physical

hazards in the plant. This is because employees reported that they are exposed to injuries

like cuts (mean 2.3333), falls (mean = 2.2083) and other health complications like

backache (mean = 2.0435), chest pain (mean = 2.3333) and headache (mean = 2.2083) as
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shown in Appendix VII This is supported by other research findings by different

researchers like Lebeer et al (2003)

Additionally, employees in UMI are affected by ergonomic hazards due to presence of

backache, chest pain, and headache because of standing for long hours while performing

their duties, lifting heavy loads. These findings therefore, are supported by other

researchers like Andrew et al, (2004); Dessler (2000) among others.

42.7 Effects of Social and Stress hazards
From the fmdings, it is observed that employees in UMI are affected by social hazards

due identified cases of fear (mean 2.0833), anger (mean = 1.7391), fatigue (mean =

2.1667), headache (mean = 1.8750) and tension (mean = 2.2273) in the plant as shown in

table 7. The effects of social hazards almost affected all sections in the plant. This implies

that social hazards are predominant in the plant.

Further more, according to the findings, the researcher found that employees in UMI are

also affected by stress hazards since some of its causes and effects like fear, tension,

anger and headache with their respective means were revealed in table 7 below.

Table 7: Effects of Social and Stress hazards

Conditions ever suffered ~is ~i result of working j~{j{j~g Minimum Mnxinwm Mean

Anger 1,00 5.00 1,7391
F~ir 1,00 5,00 2,0833
Frustr~ttion 1.00 5.00 2,6087
H~itred 1.00 5,00 3,0870
F~itigu~ 1,00 5.00 2,1667
He~id~w1ws 1.00 4,00 1,8750
D~pr~ssion 1,00 5.00 3.0000
Tension 1.00 5.00 2.2273
V~ilid N (1j~twi~e)
Source: primary data
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4~3 Existence of Effective Health and Safety Measures/Programs in UMI
From the findings, it was revealed that, UMI has limited measures in place because the

supervisors reported that, the plant has no safety committee (mean = 3.6667), proper

records of all accidents, injuries and illness from all employees (mean = 3.5333), safety

equipments are not available to all employees (mean = 4.0000) as shown in table 9.

Therefore, this implies that, life of employees in UMI is on God’s mercy and poor

working conditions in the plant cannot be ruled out. According to OSH Act 1970, every

USA’s organisation with more than 11 employees must have MSHP and is supposed to

keep accidents, injuries and illness records of all employees (Dessler, 2000). UMI should

have bench marked such policies to create healthy working environment and increase

performance of employees in the long run.

Additionally, senior managers also disagreed with provision of PPE to all workers (mean

= 3.6667) and reported that employees do not perform their duties in the right manner

(mean = 4.0000) as shown in Appendix VII. This means that the plant is careless in

putting and implementing health and safety measures in place. Weak labour laws in

Uganda as cited by NOTU, (1996), further gear this bad culture in manufacturing sector.

However, managers tried to implement some of existing policies on health and safety in

all areas in the plant (mean = 2.0000) as shown in Appendix VII.
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Table 8: Existence and effectiveness of health and safety measures in UMI

Existence and effectiveness of health and safety measures Minimum Maximum Mean
in UMI

The plant has health and safety committee to ~1’o~ 2,00 5,0(~ 3.6667
occupational hazards
The plant has proper reporting mechanism in place in 3,6667
case of any accident
Safety coordinators assist the plant with safety seminars 4~Q
and training
The plant keeps proper records of all accidents and 300 4,00 3.5333
injuries from all employees.
The industry conducts regular employees~ training o~ 2,00 4,00 3,0000
occupational hazards
Management hold regular meeting meetings with the 2 ~ 4 00 2 6667
specific categories staff and listen to their problems
The plant provides health services to employees 2,00 4,00 2,6667
Safety equipment is made available to an employee at 2 00 ~ 00 4 ~
subsidized price or free of charge
Source: primary data

4~3,1 Health Services
From table 9 below, the researcher found that the plant is characterized by giving poor

health services to employees because most senior managers were not sure of providing

such services. However, some senior mangers agreed that employees were being

provided with curative services (mean = 2.0000) as shown in table 9. This implies that

regardless of the presence of limited measures to address problems created by

occupational hazards in the plant, at least the plant has tried to solve some of the health

problems though it has no qualified doctor or nurse. Generally, poor services provided by

the management are as the result ineffective safety and health measures in the plant.
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Table 9: Health Service

Health rvices Minimum Maximum Mean

Plant promotes health and safety 3,00 4,00 3,3333

Plant provides curative iic~ 2,00 2,00 2.0000

The plant provides first aid 2.00 5.00 3,0000

Plant cariyout routine medical examination from all
2,00 5,00 3,333~

employees

Plant provides counseling services to workers with
3.00 3.00 3.0000

related problems

Plant is familiar with working conditions of all
2,00 3.00 2.6~67

employees

Plant carries out regular supervision of all working
2,00 3.00 2,6667

environnwnt

Source: primaTy data

4.4 The Extent to which Occupational Hazards Affect Employces~ Performance
The researcher used regression analysis to determine the extent of which occupational

hazards affect employees’ performance in UMI. Thus, regression analysis results

revealed that occupational hazard effects account for 56.5% of the variance in

employees’ performance (Adjusted R Square .565). In other words, if UMI failed to

produce 100 tones of beef products with in a week, according to our model, the company

will have failed to produce 56.5 tones because of the effects of the occupational hazards

that employees are exposed to. The researcher’s regression model was significant (Sig. F

Change = .000). That is, there is high correlation between occupational hazards and

performance as illustrated in table 10
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4.5 Conclusion

From the fmdings, it is that employees in UIVII are exposed to a variety of occupational

hazards that included physical, ergonomics, social and stress hazards. Out of these

hazards, social hazards emerged as the predominant one since all sections in the plant are

affected by it. Additionally, the plant has minimal measures in place to address the causes

and effects since the senior managers and supervisors are not aware of different methods

to control hazard as evidenced from the research findings above. Therefore, the

performance of employees is strongly affected by occupational hazards since they

accounted for the variance 56.5% in total performance of all employees in the plant.

Mwesigye Jimmy MBAJHRM (KIU-2006)

Table 10: The Extent to which Occupational Hazards Affect Employees’
Performance

Coefficients (e) Upstend~irdized gtond~ffdi~ed Dependent

Coefficients Coefficients Vnrinblo;

~ ~ Employees

Model $td, Error Pe~fonnnnce

Adjusted
(Constant) .792 ~539 L468 164

R Square

Sig. F
Occupational Hazards .583 129 371 4.525 MOO

Change

Source; primaiy data

~565

.000
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5.0 CHAPTER 5: SUMMARY OF FINDINGS, CONCLUSION AND
RECOMMENDATIONS

5.1 Introduction
This presents summary of findings, conclusion, recommendations and areas for further

research that were generated out of research findings from area of study. Additionally,

the findings were produced from existing literature and findings of other scholars cited in

the literature review.

&2 Summary of Findings

Analysis and interpretation of the findings revealed that employees are exposed to

physical, ergonomic, stress and social hazards. Additionally, the findings further revealed

that fore mentioned hazards affect the well being of employees because they reported

health problems like fear, anger, fatigue, tension, headache, falls, backache, and chest

pain. This is a manifestation of musculosketal discomfort as supported by Vehtera et al,

(2000).

Social hazards are predominant because they affect all employees almost in all sections

of the plant. This is because they reported problems of fear, tension, anger, fatigue and

headache that are the major effects of social hazards, Therefore, this situation reflects

poor relationship between employees and their immediate bosses and their fellow

workers though they reported good cooperation in the plant. Additionally, the fore

mentioned health problems could be because of poor communication in the plant. This

environment creates weak avenues of employees to air out their views that in turn create

social problems among employees.

Comparably, research findings revealed that physical hazards also pose another pressing

health problems in Ulvil. This is because most employees reported cases of chest pain,

cuts, falls, and headache among others. This reflects slippery and wet floors, lack

protective gears like gum boots, helmets, hard gloves and absence of health and safety

policy in the plant. Thus, management is risking health of employees at the expense of

profits that is unrealistic in Human Resource Management.
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in a related development, the management has some strategic measures against

occupational hazards that are not enough to address problems created by occupational

hazards. For example, the company has a health and safety policy, safety committee,

safety coordinator and company doctor in place as revealed by research findings. This is

because both senior mangers and supervisors were not sure of the existence of such

measures in the plant. Ideally, these are policy makers and implementers of new ideas in

the plant. For that matter, failure to recognize the fore mentioned key measures to control

and prevent effects ofoccupational hazards mean they do not exist in UMI, which is a big

problem in the pant.

5.3 Conclusion
From the research findings, performance of employees has greatly been affected in the

company due to a multiplicity of occupational hazards and their effects that are partially

addressed by management as revealed by the findings above. This explains why the

effects of occupational hazards account for the variance of 56.5% in the performance of

employee as revealed by research findings.

More still, the plant has ineffective measures to address the negative impact posed by

occupational hazards in the plant. This is explained poor health and safety services

provided to employees by the management, for example, the plant managed to provide

only curative services out of arrange of services as revealed in table 9. Generally, there is

a high possibility ofpoor health and safety conditions at work that affect both health and

performance of employees in the plant

Last but not least, from the research findings, social hazards pose a great danger in the

plant. This is because, employees reported fear, anger, fatigue, headache and tension

whicth the effects of social hazards as shown in table 7. This means that the affected

employees cannot perform well their work as expected by the management and thus

leaving a big gap between desired and actual output of the plant

Mwesigye Jimmy MBA/HRM (KIU-2006)
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5,4 Recommendations
The plant should conduct training of employees in ergonomic issues. This is because

many workers suffer from injuries and diseases that result from manual work and the

increased mechanization of work. Thus, training employees is important as an ergonomist

looks at ways to make the job fit the worker, instead of forcing the worker to fit the job.

Additionally, training can be used to improve poor working conditions, prevent bad

design from being built into a job if applied when a job, tools or workstations are being

set up. Therefore, without the application of ergonomic principles, workers are often

forced to adapt themselves to poor a working condition that is costly reduced

performance, poor health of workers and heavy expenditure on the side of the plant.

More still, the plant should recognize overtime of employees and should be accompanied

by reasonable payment. This intern creates peace of minds of the employees as well as

improving their well-being, which in turn, lead to increased productivity. This is because

grievances arising due to inequality in payments are controlled in order to avoid negative

effects such as strain, tension and depression. Additionally, the plant should allow

employees to sign contracts, this will guarantee security of their jobs. This reduces the

worries of future unemployment and controls its side effects like damaging emotional,

physical and work-performance stress.

In relation to the above, the management should meet employees regularly to listen and

solve their problems. This also reduces the problem of social hazard in the plant.

Management should allow ~mpI~y~s~ participation as it involves making systematic

provision for consultation with those involved in the program; their suggestions,

recommendations and advice, This creates a sense of involvement and commitment. This

is especially applicable when determining the priorities of the objectives, which should

be tackled first in establishing the program for solving ~mpIoye~s~ social problems in the

plant.

Departments with employees who are subjected to; occupational noise exposure in excess

of the limits; should implement ‘~Hearing Conservation Program~ to control side effects
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of noise. Employees covered under this requirement should be provided with protection

against the effects of noise exposure.

The plant should employ a doctor on full-time basis who should make regular visits to

different sections in order to understand working conditions. This would enable to

provide proper treatment and counseling services. Additionally, routine medical

examination should be done so that simple ailments are handled before they become

permanent problems in the plant.

More still, the company should put in place safety and health policy~ Ideally, a policy is a

plan of action; a course or method of action that has been deliberately chosen and that

guides or influences future decision. This addresses issues like individual responsibilities,

legal responsibilities, accountability systems, promotion of safety awareness, education

and training needs, reporting and correcting safety and health problems, and injury and

illness control information in the plant. Once health and safety policy is place, then it

means problems of UMI concerning limited measures to address occupational hazards

will be over. This explains why most American industries are successful because they all

follow OSH Act’s regulations.

5~ 5 Areas ofFurther Research
This research was conducted in Kampala city and there is a need to carryout similar

research in rural areas like small abattoirs from the rest of the country. This would help in

comparison purposes of research fmdings. Thus creating avenues for further research

since the research findings would look the same due to different environments and

locations.

Additionally, this research failed to get valid results about biological and chemical

hazards due to lack of skills. This calls for people with medical skills to conduct research

on those two variables.
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Lastly, the researcher suggests that future should also be conducted on how other factors

affect ~mp1oyees’ performance other than occupational hazards like employee rewarding

system, labour turnover, and recruitment and placement systems among others.
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7.0 APPENDICES

Appendix I

Questionnaire for group employees

Dear Sir/Madam,

This interview guide is intended to quantify and analyze the causes and effects of occupational hazards on
employees in UMI. The information obtained will be strictly confidential and for purely academic purposes
leading to the award of a Masters Degree in Business Administration (MBA-Human Resource
Management), your cooperation in achieving this objective will be highly appreciated.

Hoping for positive response
Mwesigye Jimmy, a researcher
Contact number 0772 978 142

PART I
Causes and effects ofoccupational hazards
Instructions:

Say whether you strongly agree, agree, not sure or disagree, strongly disagree with given statements by
ticking the most appropriate box.

Strongly agree Agree Not sure Disagree Strongly disagree
1 2 3 4 5

I) Physical hazards

Research statements provided under assessment 1 2 3 4 5
I I always use improperly guarded machines — — — —

2 I risk tripping and falling because of my work environment — — — —

3 I’m exposed to dangerous machines and tools — — — — —

4 I’m exposed to ii lot of coldness — — — — —

3 I’m oxposed to o lot of dust — — — —

6 I’m cxposcd to ~ lot of noise
7 I’m exposed to electric live wires
8 My work environment is at high risk of fire
9 My work environment is poorly ventilated — — — — —

10 My work expose me to a tot ofcoldness — — — — —

11 My work exposes me to a lot ofheat — — — —

12 My work exposes me to a lot ofvibrations
13 My work involves a lot of heavy lifting
14 My work involves a lot of standing
15 My work surface is always wet and I risk slipping — — — — —

16 There is a lot of insufficient light in my work environment
17 There is inadequate safety devices at work place

Others, please specify

2.
3

2) Ergonomic hazards:
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Research statements provided under assessment 1 2 3 4 5
I I always bend in order to perform my work — — —

2 1 have to stretch a lot in order to perform my work
3 1 have to work in the same position for long time — —

4 l’rp tissign~d on~ hisk f~r Ii yet~r withtrnt chflnging — — —

5 1’rnev~rboredatmyp1Iw~ofwork — — — — —

6 My job is too demanding — — — —

7 My job is highly repetitive — — — —

8 My work involves standing for long hours — — — —

9 1 am comfortable with seats my office — — —

10 My job involves a lot ofmovements — — —

Others, please specifS’

2
3

3) Chemical hazards

~ Research statements provided under assessment 1 2 3 4 I 5
I Does generator produce a lot of fumes in your section?

rnathines in production rooms produce a lot of fumes?
~ 3 Have you ever been affected by chemicals used in production process?

4 is the proper control of poison for killing rodents and other insects? I
Others, please specif~’

2
3

~hazards
Research statements provided under assessment 1 2 3 4 [s

1 There are dangerous physical conditions like crowding, noise, air pollution in
yoursection — —

2 1 always bend a lot in order to perform my work — — —

3 Have you ever been put on pressure to complete a given task in your section? — — — —

4 I am always facilitated by the management after assigning a task to do. — — — —

5 My job is insecure. — — — — —

6 Management always promote employee on melt, — — —

7 There is poor social environment and lack of support or help from coworkers
and supervisors in my section, —

8 Top management always encourages me to take part in decision-making in my
section.

9 There is poor communication in the whole plant.
111 There is lack of flimily friendly ~Iicies at my place ofwork — — — — —

11 My supervisors provide little sense of control in my section — — I — — —

12 1 always carry heavy loads in my section.
13 1 am always given frequent rests everyday in my section. — — — —

14 1 always work for long hours without resting — — — — —

15 1 always work for overtime at my work place — — — —

16 1 am satisfied with the remuneration for overtime,
17 I am always given too much responsibility in my section — — — ] — —

1”
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Others, please specify

2
3 _,

5) Social hazards:

j~ [ Research statements provided under assessment 1 2 3 4 5
j_ I I always work for long hours without rest — — — —

2 [ I have to work at irregular hours (at night and lunch hours)
3 1 work during weekends — — — —

4 I’m alw~iys very ~xh~istnd ~t tlw cod of the doy — — — —

5 1 receive my salary promptly — — —

6 I’m s~tiaficd with what I jeorn
7 I’m alwny~ poid overtimc — — — — —

8 I’m hoppy with omount poid for ovcrtimc — — — —

9 I’m soti~ticrI wIth monogoment o~pccrn for my health ond sofety — — — —

10 j~p~effeetivclrc resented in the deeision-mnkin~fg softhelopt_ — — —

Others, please specify

2
3

(ii) Relatiortehips:

Research statements provided under assessment [ 1 2 3 j 4 5
al My boss allocates the work fairy I — — —

bi My boss is understanding when I have the problem —

ci My boss is always willing to listen —

dl My co-workers are cooperative — —

el My boss is always with us and listen to our problems — —

fl My boss always talks to about the quality ofmy work —

(iii) Job security:

Research statements provided under assessment 1 2 3 4 5
a2 I’m snti~flcd the security I hove for my job
b2 I can stay home to rest when I’m not feeling well without fearing of

c2 I can refuse hazardous work without fear of my job
e2 I can rely on my boss to defend my job when I have a problem
12 1 signed contract with UMI

Others, please specify

3
3

(iv)Sexual harassment:

Research statements provided under assessment 1 2 3 ~ 5
a3 My co-workers always talk explicit conversations about sex in my

section
b3 My boss is found of making sexual remarks I I I
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c3 My boss is found of staring at me with a romantic smile
d3 My co-workers are fotmd of standing too close to me for comfort

with threatening body postures.
e3 There are sexist calendars and romantic written materials in our

office.
13 My boss always touch on my sensitive parts

Others, please specify

2
3

Effects of occupational hazards

I~(i) I I have ever suffered the following injuries while performing my work 1 2 3 4 5
A4 Bruises — —

B4 Burns
C4 Cuts
1)4 Electric shock — — — —

F4 Falls
H4 Fracture 1_ — — —

J4 Sprains j — —

Others, please specify

2
3

~jj)~ I have ever suffered the following health problems as a result ofmy work. l[ 2 3 4 5
AS Backache
B5 Chestpain — — — —

CS Cough
D5 Eye strains
ES Flu
F5 Headache
135 Hearing difficulties — — — —

H5 Muscular pain — — — —

15 Heart attacks
J5 Emotional upsets — — — —

KS Stomach ulcers
L5 Allergy

Others, please specify

2
3

Social hazards:

[~[ I have ever suffered from the following because ofworking conditions. 1 2 3 4 5
~ Anger
jj~ Fear

~ Frustration
L4~ Hatred I
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I e6 Fatigue

~ f6 Headaches j~-~[ g6 Depr~sion
I h6 I Tension

Others, please specif~j

2
3

PART II
Profile of the respondent

Instructions:

Tick the most appropriate box

PART H
Profile of the respondent

Instructions:

Tick the most appropriate box

A) sex: male U; Female U

I~) Ag~ (Years): less thrni 20 y~iirs U; 2 1-30 1; 3 1-40 Ui; above 41 years L

C) Mtirittil status: single , married U; widowed ; separated U; divorced

Remarried

D) Highest Education level attained:

(i) Primaiy 11; (ii) Ordin y level I ; (iii) Advanced level F , (iv) Tertially [1; v) others U

E) Job Title

F) Section for example, processing section, stores section, administration section,

Purchasing section among others

0) Duration of service

I-~ss tlinn ~ne y~nr Ui; 1 -5 Ui; 6— 10 1; 11 — 15 Ui; 16 and above U

H) Number of full time employees in this organimtion

L~s~ thtui 50 [1; 50-60 11; 61-70 U; 7land above [1

Thank you for your cooperation

c
4
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Appendix II

Questionnaire for senior managers

Dear Sir/Madam,

This interview guide is intended to quantify and analyze the causes and effects of occupational hazards on
employees in UMI. The information obtained will be strictly confidential and for purely academic purposes
leading to the award of a Masters Degree in Business Administration (MBA-Human Resource
Management), your cooperation in achieving this objective will be highly appreciated.

Hoping for positive response
Mwesigye Jimmy a researcher
Contact number 0772 978 142

Existence and effectiveness of health and safety measures in UMI

Part I
Instructions:
Say whether you strongly agree, agree, not sure or disagree, strongly disagree with given statements by

ticking in appropriate box.

Instructions: please indicate the most appropriate response to the statement by ticking corresponding boxes

using given categories.

Strongly agree Agree Not sure Disagree Strongly disagree

I 2 3 4 5

Research statements provided under assessment [ T T T T ~
T The plant has health and safety committee to report occupational hazards

2 The plant has proper reporting mechanism in place in case of any accident

Safety coordinators assist the plant with safety seminars and training

3 The plant keeps proper records of all accidents and injuries from all employees. — — —

4 The industry conducts regular employees’ training on occupational hazards —

I Management hold regular meeting meetings with the specific categories staff —

and listen to their problems

6 The plant provides health services to employees

7 Safety equipment is made available to an employee at suinidized price or free — — — — —

of charge

8)Health services:

a7 Plant promotes

85
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9

10

11

12

The plant provides PPE to all workers who require them

The plant has installed firefighting equipments in the building

The plant has drilled all supervisors in firefighting techniques

All categories of ~vorkers are effectively represented in decision-making

organs in the plant

- - - -~

13 Safety officers advise management and employees on legal requirements
affecting safety, health and welfare in the plant — — —

14 Employees carry out woric in a manner so as not to create a health and safety
hazard to yourself or others —~ — —

15 Do employees assist in the reduction and controlling of accident and illness
producing conditions — — — —

15 Both workers and supervisors co-operate with health and safety committee
members and representatives

17 Managers provide a statement of policy relating to the safety program. — —

18 Managers understand and enforce the accident prevention policy as well as
the occupational health and safety legislation — — — —

19 Managers provide ongoing health and safety education programs and
approved first aid training courses as required. — — —

20 Do managers ensure that all established safety policies are administered and
enforced in all areas? — —

Others, please specif~’
21
22
23
24 List measures /programs that you know which are used to maintain good health and safety of employees

in the plant.

PART II
Profile of the respondent

Instructions:

Tick the most appropriate box

A) SQx: m~l~ [1; Female ~

Mwesigye Jimmy MBAIIIRM (KIU-2006)

A
~~ri

c7 The plant provides first aid

d7 Plant ca~out routine medical examination from all employees — — —

e7 Plant provides counseling services to workers with related problems — —

±7 Plant is familiar with working conditions ofall employees

±7 Plant carries out regular supervision of all working environment

g7 Safety and health director advises the management on safety and health — — —

conditions in the plant

~“1
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~) Age (Ye~gs); k~s than 20 y~nr~ r; 21-30 El; 31-40 1; above 41 years r

CE) Mt~rital stneus; single LI, married LI; widowed [1; separated ~; divorced 1; Remarried r
D) Highest Education level attained:

(i) Primnry [ ;(ii) Ordinary level I]; (iii) Advanced level r, (iv) Tertially ri; v) others I.

E)JobTitle

F) Section for example, processing section, stores section, administration section,

Purchasing section among nthers

0) Durntion Qf~erviee! Lersitinin ~ yenr LI; 1 -5 LI; 6— 10 LI; 11 15 Li; 16 and above U

1-I) Number of full time employees in this orgnniznlion Less thnn 50 U; 50-60 U; 61-70 U; 7land above

Thank you for your cooperation.
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APPENDIX III

Questionnaire for supervisors

Dear Sir/Madam,

This interview guide is intended to quantif~’ and analyze the causes and effects of occupational hazards on
employees in UMI. The information obtained will be strictly confidential and for purely academic purposes
leading to the award of a Masters Degree in Business Administration (MBA-Human Resource
Management), your cooperation in achieving this objective will be highly appreciated.

Hoping for positive response
Mwesigye Jimmy a researcher
Contact number 0772 978 142

Part I.

Performance (Quality and quantity)

Instructions:
Say whether you strongly agree, agree not sure undecided or disagree, strongly disagree with given

statements by ticking in appropriate box.

Instructions: please indicate the most appropriate response to the statement by ticking corresponding boxes

using given categories.

Strongly agree Agree Not sure Disagree Strongly disagree

1 2 3 4 5

(a) Performance:

Research statements provided under assessment T T TI~
a Workers always complete their work assigned to them

b They complete work to my satisfaction

c I sometimes make them re-do the work

d They always complete the work assigned to them on time

e Sonic workers complain a lot because of the work assigned to them

f Some work may not be completed because of the absence of other employees — — — — —

g Some work maybe carried forward because it is beyond work~r~’ capacity

h The working conditions hinder the performance of employees ] — — — — —

(b) Health and safety measures:

~ My section has flrefighting equipments 1 1 —

a I am drilled in fire fighting techniques —

b There is a provision of reporting all related accidents and injuries in my section j —

*

~ ~
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[ c I have a record of all work-related accidents of my worker in the section — — I —

d I have a record of all related illness of my workers in my section for the — —

management

e Management always act promptly on the reports of work related accidents and

illness

f I have proper storage facilities for materials and equipments in my section — — —

g Workers in my section have to carry heavy loads because there is no devices — —

for moving heavy ohjcctc

h J have waste containers in my section

i I always talk to my employees in my section about quality of their work

j Workers in my section always put on PPE

k I always ensure the use ofPPE by workers under roy supervision

I I always talk about the importance of PPE

rn Workers in my section are aware of the importance of PPE —

n Workers in my section are not safety minded

a I always caution the employees in my section about the hazardous works — —

p 1 always hold regular meetings with my workers and listen t’~ their problems

q I always serve as an example for others by always directing and performing — —

work in a safe manner.

r 1 always arrange for medical treatment as required, including transportation to

a doctor or hospital as necessary.

s I always conduct regular inspections for unsafe practices and conditions and — — —

ensure prompt corrective action.

Others, please specify

I_i

w) List measures /programs that you know which are used to maintain good health and safety of employees

in the plant.

PART II
Profile of the respondent

Instructions:

Tick the most appropriate box

A (i) Sex: male 11; Female Li

(j~) Age (Y~rs): less thEm 2Q y~rs Fl; 21-30 [1; 31-40 Li; above 41 years Li

(iii) Mqrital stEltus: single L, married Li; widowed u; separated Ii; divorced ~;

/~TlONl~

≥~9
(~ ~G~’
~
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Remarried -

B Highest Education level attained:

(ti) Primtiry Li; (b) Ordinary level Li; (c) Advanced level , (d) Tertially ; others I

ii) Section for example, processing section, stores section, administration section,

Purchasing section among cther~

D. Duration of service

Less thim o’w y~tir Li; 1 -5 LI; 6— 10 LI; 11 — 15 LI; 16 and above Li

F. Number of full time employees in this organization

Less thqn SQ LI; 50-60 Z; 61-70 LI; 7land above

Thank you for your cooperation

Appendix IV

Questionnaire for employees who occupy offices in UMI

Dear Sir/Madam,

This interview guide is intended to quanti1~y and analyze the causes and effects of occupational hazards on
employees in UMI. The information obtained will be strictly confidential and for purely academic purposes
leading to the award of a Masters Degree in Business Administration (MBA-Human Resource
Management), your cooperation in achieving this objective will be highly appreciated.

Hoping for positive response
Mwesigye Jimmy a researcher
Contactnumber 0772 978 142

Instructions:
Say whether you strongly agree, agree, not sure or disagree, strongly disagree with given statements by

ticking the most appropriate box.

Instructions: please indicate the most appropriate response to the statement by ticking corresponding boxes

using given categories.

Strongly agree Agree Not sure Disagree Strongly disagree

I 2 3 4 5

Performance measurement

To be filled by staff who occupy offices

Research statements previded under assessment 1 2

My office is always cleaned

KF~’
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b It is cleaned to my satisfaction

c My office is always cleaned on time

d Cleaning does not interrupt my work

e I sonietimcs have to make cleaner repeat the work

f The toilets are always cleaned

g I am satisfied with level of cleanliness of toilets

h Toilets are cleaned on timc — —

i Tea is always prepared on time

I The tea girl is always available when I need tea

k I am satisfied with the services of a tea girl

Others, please specif~’

Tn
11

PART!!
Profile of the respondent

instructions:

Tick the most appropriate box

A (~) sex; male F]; Female I

(ji) A~e (Veers): less then 20 yeers I; 21-30 F; 31-40 I; above 41 years

(lii) Merits! stetus: single El, married El; widowed 2; separated El; divorced El;

Remarried L

B Highest Education level attained:

(e) Primery Li; (b) Ordinary level [1; (c) Advanced level F, (d) Tertially ii; others F]

C(i)JobTitle

ii) Section fbi- example, processing section, stores section, administration section,

Purchasing section among others

D. Duration of service

Less then one yeer LI; 1 -5 LI; 6— 10 El; 11— 15 El; 16 and above LI

F. Number of full time employees in this organization

Less then 50 El; 50-60 El; 61-70 El; 7land above El

Thank you for your cooperation.
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Appendix V (Demographic Characteristics- SPSS out put one)

Toblo 1; Stotus Fly Qend~r Crosst~ib mt ion

G~n4~r

Mob Femole

‘)ATIj:

L1L~/~,

T~t~1

Count 16 9 25

Employees Row % 64.0% 36~O% 100.0%

Column% 59,3% 64.3% 61.0%

Count 3 3

Sonior Monoger Row % 100.0% 100.0%

Co}ujnn% 11.1% 7.3%
Count 5 5

Suporvisors Row % 100.0% 100.0%

Column% 18.5% 12.2%

Count 3 5

UMJ 0000pilfltS Row % 37.5% 62.5% 100.0%

Column% 11.1% 35.7% 19.5%

Count 27 14 41

Row% 65.9% 34.1% 100.0%

Column % 100.0% 100.0% 100.0%

TornI

Storm ~ Highest Educotion Cross tobulotion

Higlwst Eduontion

Primory 0 Lovol A L~ve1 Tertiory Others T~tg1

Status Count 1 6 10 7 1 25

EnWloyoes Row % 4.0% 24.0% 4Q~0% 28.0% 4.0% 100.0%!

Column % 100.0% 75.0% 62.5% 50.0% 50.0% 61.0%

Count 1 2 3

Senior Monager Row % 33.3% 66.7% 100,0%~

Column % 6.3% 14.3% 7.3%

Count 2 1 2 5

Supervisors Row % 40.0% 20.0% 40.0% 100.0%~

Cojrtmn% 25.9% 6.3% 143% 12.2%
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UMI Oct~uponts

Totol

Count 4 3 1 8

Row% 500% 37.5% 12.5% 10O.0%~

Column% 25.0% 21.4% 50.9% 195%

Count 1 8 16 14 2 41

Row % 2.4% 19.5% 39.0% 34.1% 4,9% 100.0%~

Column% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

Age * Marital Status Crosstabulation

Moijiol Stt~tus
Totol

~ing1e Marriod Seporoted

Count 3 3

Lets thou 20 yrs Row % 100,0% ~

Column % 27.3% 7.3%

Count 8 7 15

21-30 YIS Row % 53.3% 46.7% 100.0%

Column % 72.7% 25.0% 36.6%
Age

Count 14 1 15

31-40 yrs Row % 93.3% 6.7% 100.0%

Column % 50.0% 50.0% 36.6%

Count 7 1 8

Above 41 yrs Row% 87.5% 12.5% 100.0%

Column % 25.0% 50.0% 19.5%

Count 11 28 2 41

Totol Row % 26.8% 68.3% 4.9% 100.0%

Colrimn % 100,0% 100.0% 100.0% 100,0%

Durotion of~orvim ~“ No of full time employoos in this Orgonisation Crosslohulotion

No of full time employees in this Qrgoni~otion

71 our! obove Tohd

Durotion of S~rvie~ Count

Less thou I yr Row %

Column %

Count

1-5 yrs Row %

Column %

6-10 yrs Count

I~ess thon 50 50-60 6 1-70

1 1 2 1 5

20.0% 20.9% 40.0% 20.0% 100.0%

25.0% 11.1% 9.5% 14.3% 12.2%

2 7 11 3 23

8.7% 30.4% 47.8% 13.0% 100,0%

50.0% 77.8% 52.4% 42.9% 56.1%

1 1 5 3 10
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Row % 10.0% 10,0% 50.0% 30,0% 100.0%

Column% 25.0% 11.1% 23.8% 42,9% 24,4%

Count 1 1

11-15 yrs Row% 100.0% 100.0%

Column % 4,8% 2,4%

Count 2 2

16 yrs & Above 1~ow % 100.0% 100,0%

Column % 9.5% 4,9%

Count 4 9 21 7 41

Totai Row% 9,8% 22,0% 51.2% 17.1% 100.0%

Column % 100.0% 100.0% 100.0% 100.0% 100.9%

Appendix VI (SPSS file I out put one)

Relationships Minimum Maximum Mean

My boss allocates the work fairy 1.00 5,00 2.9 130

My boss js understanding when I have the problem 1.00 5.00 2.52 17

My boss is always wi11in~ to listen 1,00 4.00 2.0870

My co-workers ore cooperative 1,00 5.00 2.2 174

My boss is always with us and listen to our problems 1.90 5.00 2.6087

My boss always talks to about the quality of my work 1.00 5.00 2.4783

Job $eeurity Minimum Maximum Mean

Pm satisfied the security I have for my job 1.00 5,00 3.1667

I can stay home to rest when Tm not feeling well without 2,00 5.00 3.8750
fearing of my job

I can refuse hazardous work without fear of my job 1.00 5.00 3.5833

I can rely on my boss t~ defend my job when I have a problem 1,00 5.00 2,9167

I signed contract with UMI 1.00 5.00 4.1667

sexual Harassment Minimum Maximum Mean
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My c w~rk~rs ~i1w~ys ft~Ik ~p1iQit coi1v~rsatmns ~bca~t s~x in ~
seoticm

My boss is fQufld of m~ijcii~g scxu~i1 r~m~irks 1.00 5.00 3.0000

My boss is found of storing nt m~ with ~i rornnnti~ smile l~00 5.00 3.434S

My oo-worlwrs aro found of standing too closo to ‘no for oomfo~ 3.5000
with throotonirig body posturos.

Thero ore soxjst ooiondors and romantic writton materials in our 2.00 4.0435
offioe.

My boss always torwh on my sensitive parts 2.00 5.00 4.U04
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Effmt~ of physicol, ~rgoi ~ ond stresms hazords Minimum Moximurn Mean

Bruises 1.00 5.00 3.2917 \ -~
Burns 1.00 5.00 4.0435

7~1
IMO S.OO 2.3333

Electric shock 2.00 5.00 4.1818

Falls 1.00 5,00 2.2083

Fracture 1,00 5.00 3.7391

Sprnins 1.00 5.00 2.7917

1.00 5,00 2.0435

Chest poiri 1.00 5.00 2,3333

Cough 1.00 5.00 3,0952

Eye stroins 1.00 22.00 3,8750

1,00 5.00 2.5217

Hendoche 1,00 5.00 2,2Q83

Henring difficulties 2.00 5.00 3.8696

Musculur poin 1.00 5.00 2.8696

He~irt ottocks 1.00 5,00 3,6087

fimotionol upsets 1.00 5.00 2.9565

Stornoch ulcers 1.00 5.00 3.39 13

Allergy 1,00 5.00 3.5833

Effects of physical, ergonomic coil stresses hazords Minimum Moximum Moon

1.00 5.00 3.2917

1.00 5.00 4,043 5

Cuts 1.00 5.00 2.3333

Electric shock 2.00 5.00 4.18 18

Fells 1,00 ~.00 2,2083

Frocture 1.00 5.00 3,7391

Sproins 1,00 5.00 2.7917

B~ck~ch~ 1.00 5.00 2,0435

Chest polo 1.00 5.00 2,3333

Cough 1,00 5.00 3.0952

Eye str~jn~ 1.00 22,00 3.8750

Flu 1,00 5,00 2.5217

Hoadocho 1.00 5,00 2.2083

Hearing difficulties 2.00 5.00 3.8696

Musculor poin 1.00 5.00 2.8696

HornEt ottocks 1,00 5.00 3,60 87

firnotionol upsets 1.00 5.00 2.9565

Stomoch ulcçrs 1.00 5.00 3.3913
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Appendix VII (spss file2 out put 2)

Employees carry out work in a manner so as not to create a health and
safety haxarrl to yourself or others

Do employees assist in the reduction and controlling of accident and illness 2 ~
producing conditions

l~oth workers and supervisors co-operate with health and safety committee 2 ~
members and representatives

Managers provide a statenient of policy relating to the safaty program.

Managers understand and enforce the accident prevention policy as well as 2 00
the occupational health and safety legislation
Managers provide ongoing health and safety education programs and 2 ~
approved first aid training courses as required,

Do managers ensure that all established safety policies are administered and 2 0
enforced in all areas9

Existence and effectiveness of health and safety measures in 1JMI Minimum MaNimum Mean

The plant provides PPE to all workers who require them 3,00 5,00 3.6667

The plant has installed firefighting equipments in the building 2.00 4.00 ~.0000

The plant has drilled all supervisors in firefighting techniques 3.00 4.00 3.6667

All categories of workers are effectively represented in decision-making 1.00 4.00 2,6667
organs in th© plant
safety officers advise management and employees on legal requirements 2 00 4 ~ 3 3333
affecting safety, health and welfare in the plant

4.00 4.0000

5.00 3.3333

3.00 2,6667

3.00 4.00 3.3333

4.00 3.0000

4.00 3.0000

2.00 2.0000
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* ~

Appendix VIII

Job safety and health protection requirements per OSH Act 1970 -

JOB SAFETY AND HEALTH PROTECTION REQUIREMENTS PER OSHA
The Organizational Safety and Health Act of 1970 provide job safety and health protection for workers
through the protection of safe and healthful working conditions throughout the nation.

The requirements of the Act include the following:
Employers:
Each employer must furnish to each employee employment and place of employment free from recognized
hazards that are causing or likely to cause death or serious harm to employees; and shall comply with
Occupational Safety and Health Standards (OSHS) issued under the Act.

Employees:
Each employee shall comply with OSHS, rules, regulation, and orders issued under the Act that apply to
his/her own actions and conduct on the job. The OSHA of department of labour has primary responsibility
of administering the Act. OSHA issues OSHS and compliance safety and health officers conduct jobsite
inspection to ensure compliance with the Act.

Inspection:
The Act requires representative of the employer and representative authorized by the employees be given
an opportunity to accompany the OSHA inspector for aiding the inspection. Where there is no employee-
authorized representative, the OSHA compliance officer must consult with reasonable number of
employees concerning health and safety conditions in the work place.

Complaint:
Employees or their representatives have the right to file complaint with nearest OSHA office registering an
inspection if they believe unsafe or unhealthful conditions exist in their work place. OSHA will withhold,
on request names of employees complaining. The Act provides that employees may be not discharged or
discriminated against in any way for filling safety and health complaints or otherwise exercising their
eights under the Act. An employee who believes he/she has been discriminated against complaint may file
a complaint with the nearest OSHA. office with in 30 days of the alleged discrimination.

Citation:
If upon inspection OSHA believes an employer has violated the Act, a citation alleging such violation will
be issued to the employer. Each citation will specify a time with in which the alleged violation must be
corrected. The OSHA citation must be prominently displayed at or near the place of alleged violation with
three days, or until it is corrected, whichever is later, to warn employees of dangers that may exist there.

Proposed penalty:
The Act provides for mandatory penalties against employers up to $ 1,000 for each non-serious violation.
Penalties up to $1,000 per day may be proposed for failure to correct violations with the proposed period.
In addition, any employer who will fully or repeatedly violates the Act maybe penalties up to $ 70,000 for
each violation. Criminal penalties are also provided in the Act. Any willful violation resulting in death of
an employee, upon conviction, is punishable by a fine of not more than $10,000 or for imprisonment for not
more than six months, or both. Conviction of the employer after the first conviction doubles these
maximum penalties.

Voluntary activity:
While providing penalties for violation, the Act also encourages effects by labour and management, before
OSHA inspection, to reduce injuries and illness arising out of employment. The Department of Labour
encourages employers and employees to reduce work place hazards voluntarily and to develop and improve
safety and health programs in all work places and industries. Such cooperative action would initially focus
on identification and elimination of the hazards that could cause death, injury and illness to employees and
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Appendix Xl

Introduction letter

*lA KAMPALAINtERNAtIONAL UN1VER$ITY

Pu.dt.iA iUuijb
KAMPALA. tJGANOk
lEt. .O.2~aI3

OFFICE OF THE ASSOCIATE DIRECTOR
SCHOOL OF POST-GRADUATE STUDIES

The General Manager
Uganda Meat Industries LTD
KAMPALA

Deat Sir.

September, 2006

RE: INTRODJJCIZORY LETTFR FOR MR. MWERtE~YF JIMMi(
(M~A-Pt44~fliO~

Ih~ above mentioned is our student in (ho School of Post Gra~uele Studies He is
doing a Masto~o in ~usinoss AdministratIon (MBA).

Jimm~, is currently do ng his ros~orch on ‘~Tho enusos and Effects of
Occupational Hatards ott Employees’ Poi1orttianco in Ugandd Moat
lndu~trio~ Ltd.” as a mat requirement for the a*ard of Masters ill gusiness
Administration of Kampala International University

Any assistdnee accorded to han will be highty appreciated

tflan~’~ou very much for your sorvtces.

~ ~

Dt~ A~~% ADERO CANENE
As’~aG~~!~,SPGS

LIBRARy ~

~-4~ o~

~OJ

““1€ -~4’As~c~

~ c~fr~ 6

\fl~(1GfJ~fcf

C~~ØO19
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