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ABSTRACT.
Employees in the different medical fields are exposed to many hazards at their workplace and this is likely to influence their levels of job satisfaction if the correct measures are not put in place by their employers. The most affected employees are those who work in laboratories. The objective of this study was to determine the perceived influence of occupational health and safety practices on job satisfaction among employees of National Drug Authority. The research design was cross-sectional survey and a structured questionnaire was used to collect data which was analyzed using descriptive statistics including percentages and frequencies. Out of the targeted 57 respondents 54 completed their questionnaires representing a response rate of 95%. The research established that occupational health and safety practices influence job satisfaction. Majority of the respondents had a positive perception on the occupational health and safety practices that are in place. They agreed that accident prevention measures in place, wellness programs and health benefits provided by NDA were satisfactory. It established that employees were satisfied with the health benefits, emergency care given to workers injured while on duty. They were satisfied with the wellness programs, health campaigns, health and safety information availed to them, health and safety training and education as well. However, respondents were not as satisfied with the refresher training on health and safety as well as training during change of jobs. With all that, this shows there is a strong relationship between health and safety practices and job satisfaction. It was recommended that NDA facilitate more safety training to equip workers with safety skills which enable reduce accident rates at work and also boost the level of staff job satisfaction so as to keep up with the changing trends in the labor market.
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1.00CHAPTER ONE
[bookmark: _Toc15320]INTRODUCTION
[bookmark: _Toc237]1.01 Background of the study.
Occupational health and safety (OSH) is generally defined as the science of the anticipation, recognition, evaluation and control of hazards arising from the workplace that could impair the health and well being of workers, taking into account the possible impact of the surrounding communities and the general environment. (Bennet, 2016). It is a cross-disciplinary are concerned with protecting the safety, health and welfare of people engaged in the employment or work. According to the world health organization (WHO 1994) and International Labor Organization (ILO 2008), global strategy on occupational health and safety for all, occupational safety is aimed at the promotion and maintenance of the highest degree of physical, mental and social well-being of workers in all occupations; prevention among workers in their employment from risks resulting from factors adverse to their health, placing and maintenance of the worker in an occupational environment adapted to his or her physiological and psychological capabilities and adaptations of work to the person and of each person on their job.
In Africa, studies on human perception and experience of environmental safety management are scarce. These studies tend to focus on behavioral qualities of the workers at the workplaces. (Burton, 2006) and on issues such as occupational hygiene, global equality challenges, health and safety equality in the workplace (Clements-Croome, D. and Kaluarachchi, 2015). The areas covered in most studies in African tends to focus predominantly on disease prevention, psychosocial factors at the workplace, safety concerns at the workplace, workplace politics, workplace spirituality, epileptic medication at the workplaces, safety climate at the workplace, safety management, exposure to chemicals and perceptions of risks (Bamutire, 2014). The current occupational health and safety legislative framework of Uganda is based on the Constitution of 1995 and other laws. The main piece of legislation is the Occupational Safety and Health Act, No. 9, 2006 supported by a number of other laws which include the Workers Compensation Act, Cap 225, Laws of Uganda 2000, the Employment Act No 6, 2006, The National Environment Act Cap 153, and a number of subsidiary regulations. (ILO). Occupational health and safety effects are very important for organizations this because working in safe environments leads to satisfaction of employees and this motivates them to work harder, job commitment, reduced absenteeism among others.
Job satisfaction refers to the level of contentment and fulfillment an individual experiences in their work or job role. Job satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experience, (Locke, 1976).  It is a subjective assessment that reflects an employees’ overall perception and feelings towards various aspects of their job, including the work itself, work environment, relationships with colleagues and supervisors, compensation, opportunities for growth and advancement, and the alignment of their personal values with the organization’s values. Job satisfaction is an important factor in determining an individual’s overall well-being and quality of life. When employees are satisfied with their jobs, they tend to be more engaged, motivated and productive. They are also likely to experience higher levels of job commitment, organizational loyalty and lower levels of absenteeism and turnover.   In general job satisfaction has emotional, cognitive and behavioral components. The indicators of job satisfaction include but are not limited to, low labor turnover, high performance, low absenteeism rates, decreased complaints and accidents. It is important for organizations to understand and address the factors that contribute to the job satisfaction in order to create a positive work environment and promote employee well-being, engagement and productivity. The nature of the job and working environment are the major determinant of job satisfaction (Advisory Group, AG, 2010)
Occupational health and safety (OSH), also known as workplace health and safety is a multidisciplinary field concerned with promoting and ensuring the health, safety and well-being of workers in their work environment. It involves identifying and managing risks and hazards that may arise from work activities to prevent work related injuries, illness and accidents. Some of the objectives of OHS include; prevention of injuries and illnesses by providing safety equipment, implementing safety procedures and training employees on work place safety, compliance with regulations and standards which include relevant laws, regulations and standards related to workplace health and safety; promoting a safety culture, accident investigations among others. According to (Ali, 2013), the achievement of a healthy and safe place of the work is the responsibility of everyone employed in the organization as well as those working under contract. By reducing the rates and severity of occupational accidents, diseases, work-place violence and stress-related illness and by improving the equality of the work life for their employees, organizations can become significantly more effective (Armstrong, 2012).
Health and safety practices and standards refers to a set of guidelines, rules and regulations designed to promote and maintain a safe and healthy working environment. These standards are established by various government bodies, industry organizations and international agencies to protect workers and prevent workplace accidents, injuries and illness.. They relate more to systems of work than work environment. It involves the diagnosis and prevention of health hazards at work. It also deals with ill-health or stress, which occurs in spite of preventative actions, measurements and control of environmental hazards (Armstrong,2012).
Employees working in scientific medical laboratories are exposed to many hazards at their workplace which are likely to influence their way of work, attitudes and perception towards there work hence influencing levels of job satisfaction. Employee work related accidents, injuries and illness are a significant challenge faced in organizations and these create difficulties to both the employer and employee financially, psychologically and physically sometimes.
Therefore, the study will focus on the impact of health and safety practices on job satisfaction of staff at NDA laboratory. The National Drug Authority Quality Control Laboratory is a World Health Organization pre-qualified laboratory with robust equipment, qualified personnel and has a well-established and maintained quality management system. With all the work done and chemicals used, staff working in the lab are exposed to a whole lot of chemicals as they work. Various measures have been put in place to reduce the exposure.

[bookmark: _Toc32174]1.02 Problem statement.
The aim of this research is to analyze the effect of health and safety practices on job satisfaction at NDA. Despite the growing emphasis on workplace well-being and the implementation of health and safety policies, there remains a knowledge gap in understanding the direct impact these practices have on employees’ overall job satisfaction. In Uganda today, there has been a rapid increase in the number of pharmacies, drug shops and new drugs coming on the market which has created a much bigger workload for the NDA staff. This has as well attracted recruitment of new staff so as to catch up with the day today activities of the authority. However, the current NDA premises are not big enough to accommodate the increasing number of staff and also store space for particular documents. This has led to congestion in the office premises, limited furniture and work equipment needed by staff to do their work, limited store space as well. This has led to congestion, sanitation challenges, ergonomic challenges, among others which environment is not conducive for a workplace environment. Hence this study seeks to investigate the relation ship between health and safety measures and job satisfaction, exploring factors such as work environment, employee morale, among others to provide insights for organizations and policy makers to enhance workplace conditions and employee satisfaction.

[bookmark: _Toc21086]1.03 Goal/ Aim.
To examine the impact of occupational health and safety practices on staff job satisfaction of National Drug Authority.
[bookmark: _Toc9894]1.04 Research specific Objectives.
1. To find out how employees perceive health and safety and how their perception influences job satisfaction.
2. To identify the different health and safety culture at the National Drug Authority.
3. To identify the challenges faced by National Drug Authority in offering and enforcing the different health and safety practices.
[bookmark: _Toc22841]1.05 Research questions.
1. What are the different health and safety practices running in place at the National Drug Authority laboratory?
2. What is the staff perception towards occupational health and safety?
3. What is the impact of having a health and safety culture on employee job satisfaction?
4. What are the challenges faced by organizations in offering and implementing health and safety practices at workplaces?
[bookmark: _Toc32750]1.06 Research scope.
The study will focus on the impact of occupational health and safety practices on job satisfaction on staff at National Drug Authority. The study will be conducted at the laboratory and information acquired using survey questioners for selected staff.
[bookmark: _Toc10870]1.07 Geographical scope.
The research will be carried out at National Drug Authority Laboratory and head office.
[bookmark: _Toc282]1.08 Time scope.
The study will take a time frame of three months between July and September. And this time will be used to archive all the research objectives.
[bookmark: _Toc9194]1.09 Conceptual framework.
The research framework will focus on the relationship between the independent variable (occupational health and safety practices) and the dependent variable (job satisfaction). Occupational health and safety practices can be defined as a set of guidelines and procedures designed to promote and maintain a safe and healthy work environment for employees. And on the other hand, job satisfaction is defined as the degree to which a worker/ employee experiences positive affection towards his or her job. (Locke,1969). or furthermore the degree to which people like their job. (Alegre and Chiva, 2008). Examples of the independent variable can include welfare, emergency and workplace environment. Examples of the dependent variable can be measured, job benefits, job value, commitment, attachment to the job, punctuality, reduced absenteeism and reduced turnover rates.

Independent variable                                                        Dependent variable
	Occupational health and safety managerial practices.
· Welfare management practices.
· Workplace environment practices.
· Emergency management practices.



	Job satisfaction.
· Affective
· Cognitive
· Behavioral




Inverting variables
	Psychological factors.
· Monetary
· Rewards
· promotions




[bookmark: _Toc2802]1.10 Hypothesis.
H1: occupational health and safety practices positively affect job satisfaction of staff at National Drug Authority.
H2: promotion of health and safety practices have a direct positive impact on employee performance.
H3: heath and safety training has a significant effect on employee efficiency and job satisfaction.
H4: work place environment has an effect on job satisfaction.
[bookmark: _Toc23649]1.11 Significance of the study.
The study is expected to provide a base for further research in line with occupational health and safety which will bridge the existing gaps on the subject. The study will provide useful information to important individuals such as employees, employers, policy makers and all interested stakeholders. The finding will act as guidelines to the management and policy makers. The study will establish the extent to which health and safety practices influence the way of work of staff and how job satisfaction is achieved. It seeks to find if health and safety practices have a positive impact.
[bookmark: _Toc13745]1.12 Limitations of study.
The study will be limited to only the National Drug Authority laboratory and finding might not necessarily be applicable to other medical laboratories.
Limited access to information because of confidentiality policies running in place. Hence as research all needed information might not be attained as required to present a satisfactory paper.
Being a high risk and hazardous work place access is limited and strict for inexperienced and untrained persons in laboratory workplace etiquette.
The research is carried out on individual basis hence is subject to perception and individual biased opinions.
Limited time attached to the research making it difficult to select the right data, fully analyze the data and also limiting the sample spaces and groups to approach basing on the objectives of the research.













[bookmark: _Toc23899]2.00 CHAPTER TWO.
[bookmark: _Toc13885]LITERATURE REVIEW.
[bookmark: _Toc15336]2.01 Introduction.
This chapter presents the relationship between health and safety of employees and job satisfaction. A vast number of published studies and different publications have suggested a link between job satisfaction levels and occupational health and safety practices. It gives an overview of the relationship between the two.
[bookmark: _Toc14880]2.02 Definition.
Occupational health and safety, it is generally defined as the science of the anticipation, recognition, evaluation and control of hazards arising from the workplace that could impair the health, safety and well-being of workers, taking into account the possible impact on the surrounding communities and the environment (Bennet, 2016). It can as well be defined as a cross-disciplinary area concerned with protecting the safety, health and welfare of people engaged in employment or work.
Job satisfaction refers to the positive emotional state resulting from the appraisal of one’s job or job experiences (Locke, 1976). It is important to note that job satisfaction in general has emotional (affective), cognitive (evaluative) and behavioral components. The emotional behavioral component refers to feelings regarding the job, such as boredom, anxiety, or excitement. The cognitive/ evaluative component refers to beliefs regarding the job take an example that one’s job is mentally demanding and challenging. The behavioral component has to do with people’s actions in relation to their work, which may include being late, absenteeism among others (Achoki, 2016).
[bookmark: _Toc4412]2.03 Theories of job satisfaction.
The study anchors the following theories two factor theory of motivation and the equity theory.
[bookmark: _Toc22604]2.04 Two factor theory.
Among the Herzberg (1968) content theories of motivation, it emphasizes the motivator-hygiene factors sought to explain satisfaction and motivation in an organization. It largely focuses on the outcomes of satisfaction and dissatisfaction. The theory realized that some job aspects cause satisfaction therefore they are motivators and some other aspects cause dissatisfaction hence factors causing that are different. In addition to that he states that the opposite of job satisfaction is not dissatisfaction but rather no satisfaction and the opposite of job dissatisfaction is not satisfaction but no satisfaction (Herzberg, 2003).  The theory further states that satisfaction and dissatisfaction are as a result of two different factors which are motivation and hygiene respectively. Motivation is seen as the inner force that drives people to attain personal and organizational goals. Motivational factors are those aspects of the job that make people want to perform and give people satisfaction. On the other hand, hygiene factors include aspects of working environment like interpersonal relations, work environment, organization policies (Hackman and Oldham, 1976). According to Weir, 1976 there some factors that standout as strong determinants of job satisfaction; achievement, to get this, employees need to be positioned in areas where their talents are fully maximized. Setting goals and regular feedback to the employee and from them helps archive this as well. Recognition is also an indicator, individuals at all levels want to be recognized for their achievements and success on the job hence satisfaction. The work its self where an individual is made to believe and realize that the work, they do is important and meaningful to the organization.

[bookmark: _Toc6374]2.05 Equity theory.
This theory as reviewed by Berschied and Walster (1973) shows how a person perceives fairness in regard to social relationships. The theory implies that during a social exchange, an individual pays attention to the among of input gained from a relationship compared to the output, as well as the effort from the other party. According to Adam (1965). Hatfield and miles (1987) further suggest that if an employee thinks there is an inequality between two social groups or individuals, the employee is likely to be dissatisfied because the output and input are not equal. Examples of inputs include time, effort, hard work, commitment, ability, adaptability, flexibility, tolerance, determination, enthusiasm, personal sacrifice, trust in superiors, support from co-workers and colleagues and skills. On the other hand, outputs include, job security, esteem salary, employee benefits, recognition, responsibilities, expenses reputation and sense of achievement. When employees sense that their inputs are fairly rewarded by outputs then they are satisfied, and motivated to do their work. Hence the theory shows the implication of employee morale, efficiency, performance, productivity and turnover. It indicates why individuals see themselves the way they are treated in terms of their surrounding environment, teams, systems etc. collectively and not in isolation. The equity theory also includes behavior response patterns to situations of equity and inequity, these patterns are benevolent (satisfied when underpaid compared to co-workers) equity sensitive (believe everyone should be fairly rewarded) and entitled (employees believe that everything they receive is their just due).
[bookmark: _Toc25833]2.06 Occupational health and safety.
According to Jackson et al (2009) workplace safety and health are the physiological-physical and psychological conditions of a workplace that result from the work environment provided by the organization. Physiological-physical include occupational diseases and accidents like actual loss of life or body part while psychological conditions encompass symptoms of poor mental health and job burnout. According to ILO/WHO (1995), occupational health should aim at promotion and maintenance of the highest degree of physical, mental and social well being of employees in an organization; prevention of departures from work caused by working conditions, protection of workers from risks and the placing and maintenance of the workers in a work environment that is good for their physiological and psychological capabilities. The health and safety of employees is very important and crucial in the satisfaction on job for employees and if managed carefully health and safety can bring substantial benefits to the organization. According to research, health and safety management leads to higher productivity, lower absenteeism, improved staff morale and relations. Hence, it’s because of these benefits that many organizations have now decided to adopt various approaches to manage health and safety in their organizations these include; individual approach, organization approach and engineering approach. The organization approach involves job designs, developing and implementing safety polices, using safety committees and accident investigation. On the other hand, the engineering approach involves designing work settings and equipment, renewing equipment and applying ergonomic principals. Finally, the individual approach focuses on reinforcing safety motivation and attitudes, providing employee safety training and rewarding safety through incentive programs.
According to various studies that have been conducted globally over the years on occupational health and safety, they reveal that most employers have not been in position to put in place effective measures to improve and maintain the health and safety of their staff. Take an example of a study conducted in Guatermalam Sugar Industry by COVERCO and the International labor rights fund in 2005, it was discovered that the activities of the industry have a serious impact and effect on the quality of life of the people living near the fields and in the fields. The employees of the industry were prone to accidents and occupational illnesses since only 61% of the cane cutters hard some form of protective equipment which didn’t meet the standard requirements. 93% of the workers confirmed that there was no emergency evacuation procedure in case of a fire outbreak. Fumigators worked long hours in the field with no protective equipment and they received no raining on dangers associated to the job.
[bookmark: _Toc10714]2.07 Occupational health and safety practices.
Many organizations today have adopted various number of measures to improve and maintain employee safety at the workplace. Occupational health and safety practices include all activities, policies, programs and measures undertaken by employers and organization to protect their employees. The effectiveness of occupational health and safety practices and management at a workplace depends on the nature of work performance systems and organization workplace practices as well as leadership and managerial resilience in seeking continuous improvement of employee health and safety (Armstrong, 2006). Some practices are listed below;
Safety training and education on health and safety. This is important because of acquisition of knowledge, skills and attitudes necessary for completion of any tasks. Training for all levels from to management to staff is very important and vital for the success of a safety program. Worth noting is the fact that safety education aims at building up a favorable attitude towards safety measures and precautions while training is concerned with providing immediate job knowledge, skills and methods of work and creating awareness on the hazards likely to be encountered in the course of work (Mamoria and Gankar, 2001). The process also enables accident investigation, what caused the accident and how to prevent it from happening again.
In addition to that health and safety training gives room for employees to acquire greater competencies to control their work, leading them to perform their jobs more safely. Safety education and training develops safety-consciousness among employees and results in safe handling of equipment (Saleemi, 2009). Training should be continuous to ensure effectiveness.  Piran & Reynolds (1976) found that the response to safety campaigns and training was very good in the short term but later, the safety behavior of employees normalized. Management should therefore ensure regular and frequent refresher courses to produce long term results.
Accident prevention and safety has escalated in the recent past because modern industrial workers are subject to, in the wake of rapid industrial advancement, mechanical, chemical, electrical and radiation hazards. According to Gupta (2009) safety engineering has several elements. These include guarding of those machines that pose danger to workers. They should be fenced or covered to prevent access and protect against unforeseen operational contingencies. Secondly, the flow of materials should be properly planned to eliminate hazards and there should be a well-designed system for detection, prevention and control of fires. In addition, inflammable liquids and materials should be stored and handled with care. Another important element is the provision of safety devices such as safety glasses, hard caps or helmets, gloves, gas masks and safety shoes. This equipment should be easy to wear, comfortable, lightweight and durable. Finally, there is need for regular maintenance of all equipment and machines to ensure that they are kept in perfect working condition.
Almost all large organizations provide a medical unit to service the needs of employees. They deal with illness injuries incurred by workers on the job and provide physical examinations to new employees. Organizations must provide adequate emergency care and hospitalization facilities. Also, there should be a professional physician and nurses who should ensure maintenance of adequate and confidential medical information. Management should show active cooperation with public health agencies as well as maintenance and supervision of satisfactory sanitation and hygiene in the factory or offices. Upon unemployment, all employees must undergo proper medical examination and thereafter annual checkup of those occupational prone diseases.
It is important to make sure that health education and information services are readily provided to all the employees at all times (Gupta, 2009). Apart from health care, the employers must provide adequate and clean drinking water in offices, proper sitting furniture among others. High levels of cleanliness should be maintained throughout and adequate sanitary materials in the washrooms provided.
[bookmark: _Toc10441]2.08 Job satisfaction.
Job satisfaction is simply defined as the affective orientation that an employee has
towards his or her work (Price, 2001). Armstrong (2006) describes job satisfaction as the attitudes and feelings people have about their work. Positive and favorable
attitudes towards the job indicate job satisfaction. The degree of satisfaction obtained by individuals largely depends upon their own needs and expectations, and the working environment. In order for employees to enjoy their jobs, Armstrong (2009) argues that jobs have to be designed /set up to provide maximum degree of intrinsic motivation for those who carry out the jobs with the view of improving performance and productivity.
According to Newstrom (2007), job satisfaction is a set of favorable or unfavorable feelings and emotions with which employees view their work. It’s an affective attitude of relative like or dislike towards something. An employee may have a variety of feelings and attitudes towards different aspects of their job. For instance, one may be highly motivated by the working conditions and highly dissatisfied with the leadership style. The level of job satisfaction across groups is not constant but it’s related to a number of variables. Similarly, job satisfaction is viewed as an affective or emotional response toward various facets of one's job. This implies that it is not a unitary concept; one can relatively satisfied by one aspect of the job and dissatisfied with one or more facets (Kreitner & Kinicki. 2007). On the other hand, Jackson et al (2009) states that employee’s satisfaction is determined by perceptions of whether the rewards received for performance are fair. Satisfied employees are more likely to continue to feel motivated while dissatisfied employees exert less effort, which results in declining performance and a general downward spiral to ineffectiveness. Furthermore, Diaz-Serrano and Vieira (2005) argue that job satisfaction is considered a strong predictor of overall well-being as well as a good predictor of intentions or decisions of employees to leave a job.

[bookmark: _Toc10410]2.09 Influence of health and safety practices on job satisfaction.
The link between job satisfaction and organizational safety climate relates to the fact that the degree of an employee's job satisfaction derives from meaningful organizational values, norms, beliefs, practices and procedures operational at the workplace. If workers perceive that their organizations are supportive and that they provide safety structures, they are more likely to be satisfied. Furthermore, when employees' basic needs are met consistently, they express job satisfaction and display greater emotional attachment as well as loyalty to their organization (Rhodes 2002). According to Guastello and Guastello (1998), employees who perceive their workplace as safe report lower levels of job-related anxiety and stress as well as lower levels of exposure to fewer environmental hazards. It is also argued that a strong safety climate is associated with performance (Diaz et al 1997, Glendon et al 1995). Workplaces with active, visible safety leadership have fewer injuries and are often rated as better places to work, and have more satisfied, more productive employees who are less likely to change jobs (OSHA 2002).
A good occupational health and safety program fosters a sense of security and comfort and increases job satisfaction (Ria et al 2012). Furthermore, Mamoria and Gankar (2011) argue that a comprehensive health program not only ensures good health of employees but also leads to a lowering rate of absenteeism and health insurance costs resulting in higher productivity and improved morale. For instance, a wellness program boosts employee morale and increases job satisfaction since it promotes employee health by providing education on health issues and healthy lifestyles.
Safety training programs are developed with an aim of enabling workers acquire
attitudes, knowledge and skills which helps them reduce the perceived risk of them
jobs. Most workplace hazards are caused by incomplete or absent training and if an employee is not trained to their job properly in order to avoid falling victim to hazards, they are likely to become frustrated. When trained correctly on health and safety measures, an employee is likely to feel much less stress and more satisfied with their job. Sieben-Thomas (2005) found that job satisfaction tended to be higher were there was access to workplace training. studies conducted in different sectors on the influence of health and safety practices on job satisfaction reported a positive relationship between the variables. For instance, Gyekye (2005) found a positive association between job satisfaction and safety climate. Workers who expressed more satisfaction at their posts had positive perceptions of safety climate and displayed greater emotional attachment, involvement and expressed stronger feelings of allegiance and loyalty to the organization.
A survey among employees and human resource professionals on factors affecting overall employee job satisfaction by the Society for Human Resource Management (SHRM) in 2009 revealed that 54% of employees and 52% of human resource professionals interviewed indicated that feeling safe in the work environment was very important to employee job satisfaction. Similarly, Otieno (2010) reported that 57% of the respondents in study on the influence of work-life balance on job satisfaction agreed that work-life balance programs improve job satisfaction and employee performance while 69% thought that work environment played a big role in influencing job satisfaction.
[bookmark: _Toc16685]2.10 Welfare management practices.
Welfare practices in organizations refer to various services offered to employees by the employer. It includes services like benefits and facilities offered to employees, not necessarily monetary but in any kind. This includes drinking water outlets, adequate toilet facilities, and adequate parking space and canteen services (Myers, 2009). This fringe benefit by the employer makes life better for the employees and motivates them for better performance. Welfare activities are categorized into two, Intramural and Extramural. Intramural activities are facilities provided by the organization such as medical benefits, clean water, clean toilet facilities, adequate parking space, canteens and compensation for accidents. Extramural activities include housing, sports and Educational facilities, for both parents and children (Bamutire, 2007). Studies done on impact of employee welfare facilities and job satisfaction in South Central Railway, India have shown that proper welfare management of employees leads to job satisfaction (Oklahoma, 2001).

[bookmark: _Toc17568]2.11 Emergency management practices.
Emergency management is the managerial function charged with creating the framework within which communities reduce vulnerability to hazards and cope with disasters. Emergency promotion programs and practices are important in the promotion of safety in both private and public universities. It has led to the concept of motivation; individual monetary incentives example, cash awards, promotions recognition and recommendation letters as well as praises and feedback like congratulatory notes (Oracle & Paper, 2011). NDA uses safety campaigns that focus on employee attention on specific accidents that are frequent in the organizations. Safety training, seminars and workshops whose main focus is on safety issues, posters and drawings, written emergency plan that covers emergency situations, first aid equipment, mechanism for alerting staff in case of an emergency, evacuations procedures, possible threats at workplace and a trained officer on disaster management. This is intended to raise safety awareness among employees, and senior management to make safety an integral feature in job performance, hence less accidents and therefore increase in productivity.
Communication on emergency procedures is key in promotion of safety at the NDA workplace examples include sensitization on how to use personal protective equipment anti-smoking campaigns, pictures and drawings on safety issues. Safety messages are used to evoke a high level of concern among employees and stress positive benefits of safety prevention activities, guidelines for risk deduction and response, use of statistics or risk data should be specific to the workplace (Smith, 2014)
A study conducted in the aftermath of a natural disaster, discovered that "tangible support, aimed at primary post-disaster needs are food, transportation, and housing this may help reduce employees' health-related strains. In this way, relief efforts may serve to control absenteeism and workers' compensation costs, which will likely increase when a disaster has affected most of the workforce (Romanyuk, 2010).
[bookmark: _Toc21249]2.12 Workplace environment.
Work environment is the location where a task is performed. It involves the physical location as well as the immediate surroundings of a place such as a construction site or office building. It involves factors relating to the place of employment such as noise level, quality of air and adequate parking space. There is a link between employee health, lost work time and productivity. Government authorities are now making their workplace environment more conducive to its employees. Organizations with most effective work environment have shown profitable returns, higher market premiums and report more profits per employee (ILO, 2007) Employees with more conducive and safer workplace environment have low turnover rates as compared to companies or institutions with risky and unsafe workplace environment. Safe workplace environment leads to positive behavior among employees and better performance. Employees working in dangerous environment (Guthrie, 2001) perform poorly in their jobs and have low intentions to stay with the same employer. Healthy workplace leads to a healthy business matrix.
[bookmark: _Toc7837]2.13 Physical working environment.
This is the working environment that deals with the physical or tangibles at the setting where job is performed. It includes things like machinery, office layout, temperature, ventilation and lighting. It also includes noise level and space. Aspects of work such as heat, noise, and lighting have been shown to affect a number of psychological processes in both direct and indirect ways. Noise, for example, may impair the cognitive performance of certain kinds of tasks (Adair, 2002).
The physical work environment setting can impact on the level and nature of social interaction between co-workers. The design of open plan offices, for example, and other aspects of the physical lay-out may determine the kinds of interactions that can take place. The physical environment may offer more or less physical safety. A study by Barry, P. Haynes (2008) found that whenever there is an improvement in the physical design of office building, productivity through employee performances is increased by about 5-10 percent. Similarly, the researcher concluded that the type and quality of lighting system at the workplace promotes working experience of employees which then results to increased productivity. Concerns about accidents or injury are also likely to have some effect on psychological well-being (Baas, Studies, Pakalns, Ph and Marketing, 2006).


[bookmark: _Toc21697]3.00 CHAPTER THREE.
[bookmark: _Toc12254]RESEARCH METHODOLOGY.
[bookmark: _Toc3224]3.01 Introduction.
This chapter includes methods and procedures that were be used in data collection and analysis. They include research design, population of the study, the sample size and design, data collection procedure and data analysis.
[bookmark: _Toc14372]3.02 Research design.
According to cooper and Schindler (2000) a good descriptive design is concurred with finding out the who, what, where, when and how much. This research was conducted at National Drug Authority. The research methods used are both qualitative and quantitative. And instruments used are interviews and questioners. Cross sectional design was used to establish of the variables in the study and their relationship using different individual respondents. This method enabled the researcher to collect data in a short period of time.
[bookmark: _Toc3204]3.03Quantitative data.
This entirely depended on the numbers acquired from the survey. The number of staff that provided feedback and percentages provided.
[bookmark: _Toc30154]3.04 Population of the study.
The target population consisted of employees of National Drug Authority, temporary and those on contract. Information was collected from the selected employees through questioners and interviews.
Sample size and sampling techniques.
[bookmark: _Toc1147]3.05 Sampling design.
The researcher used simple random sampling method and systematic sampling. Randomly selected employees were interviewed and other selected ones given questioners during data collection in the Authority.
[bookmark: _Toc16328]3.06 Sample size.
A sample of 57 people was used. 17 of which will be from the laboratory and 40 from the head office were considered to collect and analyze data and final results verified based on the samples.
N = elements of sample size
M = total population of the study
E= error tolerance.
Formular.
n = 
n= N / 1+ (Ne2)
n=57 /1+(0.05 2)
n=57 / (1+0.025)
n= 56.5
n=57.

Table showing sample sizes;
	Respondents
	Frequency

	Microbiology laboratory
	7

	Medical devices
	5

	Quality management
	5

	Head office
	40

	Total
	57



[bookmark: _Toc17135]3.06 The sampling methods.
The researcher used Simple random sampling technique and systematic random sampling where a number of employees were randomly selected from the population to get data. Selective, strata and simple sampling techniques were used to collect data during the research.
[bookmark: _Toc6341]3.07 Data sources.
The researcher used both primary and secondary data sources to collect data. The primary sources included the interviews conducted on the staff. These provided firsthand information about the employee experience. Secondary sources of data used and these included previous research papers written, annual organization reports about health and safety at the organization.
[bookmark: _Toc15895]3.08 Data collection methods.
Primary data was collected directly from the field using structured questioners.
Primary data was collected from directly from the field using a structured questionnaire. A structured questionnaire was used where respondents were given a set of statements on occupational health and safety practices. The questionnaire had two sections; the first section captured demographic data while the second section captured information employees’ perceptions on influence of occupational health and safety practices on job satisfaction. The questionnaires were administered to the selected respondents.
[bookmark: _Toc19349]3.09 Structured questioners.
This was used where respondents were given a set of statements on occupational health and safety practices. The questionnaire had two sections, the first section captured demographic data while the second section captured information employees’ perceptions on influence of occupational health and safety practices on job satisfaction. The questionnaires will be administered to selected respondents.
[bookmark: _Toc5357]3.10 Interviews.
The interview was designed to ascertain the organizations approach on occupational health and safety management. The interview will be structured to allow comparisons to be made across the organization but comprehensive enough to capture the diversity of the occupational health and safety challenges faced the different employees in the organization and the organizations attempt to meet them.
[bookmark: _Toc25823]3.11 Data Analysis and presentation.
After data was collected, it was edited for completeness and consistency. It was then analyzed using descriptive statistics including percentages and frequencies was used to determine and establish the relationship between job satisfaction and occupational health and safety practices.



















[bookmark: _Toc11465]4.00 CHAPTER FOUR
[bookmark: _Toc15039]DATA ANALYSIS, RESULTS AND DISCUSSION
[bookmark: _Toc30957]4.01 Introduction.
This chapter presents the findings of perceived influence of occupational health and safety practices on job satisfaction among employees of National Drug Authority. It presents the data collected, analysis and its interpretation. The main objectives of this study being to find out the effect of health and safety practices on employee job satisfaction, identify the different health and safety practices at the National Drug Authority identify the challenges faced by National Drug Authority in offering and enforcing the different health and safety practices. Hence below is the data finding from the research carried out.

	Gender
	Frequency
	Percentage %

	Males
	35
	61

	Females
	22
	39

	TOTAL
	57
	100

	Age Groups
	
	

	18-30 yrs.
	9
	16

	33-40 yrs.
	20
	35

	40-50 yrs.
	16
	28

	50- above
	12
	21

	TOTAL
	57
	100

	Academic Qualifications
	
	

	Diploma
	8
	14

	Bachelors
	25
	43.8

	Masters
	14
	24.6

	PHD
	10
	17.6

	TOTAL
	57
	100

	Experience
	
	

	1-5yrs
	9
	15

	6-10yrs
	13
	23

	11-15
	26
	46

	15yrs and above
	9
	16

	TOTAL
	57
	100



[bookmark: _Toc31388]4.02 Response Rate
Out of 57 questionnaires that were sent out to the respondents, 54of them completed and returned their questionnaires. This represented 94% response rate against the targeted sample population.
[bookmark: _Toc9109]4.03 Demographic Data.
Findings on demographic data are discussed below.
[bookmark: _Toc13964]4.04 Gender.
Majority (61%) of the respondents were male, whereas 39% were female. This shows that majority of employees in National Drug Authority are male.
This is shown in Figure 1 below.

Figure 1. Gender Of Respondents.


[bookmark: _Toc19510]4.05 Age of the Respondents.
The study revealed that majority of respondents (35%) were on the 31-40 years age bracket, followed by 28% of the respondents on the 41-50 years bracket. 21% are 50 years and above while 16% of the respondents are 30 and below years of age. This shows that the bulk of employees (63%) fall within the category of ages 31-50.



[bookmark: _Toc30457]4.06 Length of Service.
The study results revealed that majority (46%) of the respondents had worked for over 10 years, whereas a few (15%) of the respondents had worked in the company for less than 5 years. 23% of the respondents had worked in the company for a period of 5-10 years. This could be attributed to high levels of job satisfaction among employees.

Figure2. length of service.



[bookmark: _Toc27930]4.07 level of education of the respondents.
Majority of the employees at NDA are bachelors’ holders represented with a percentage of 43.8%. those having diplomas add up to 14%, masters’ holders are up to 25% and 17% of the respondents are PHD holders. This is evidence that the education levels of NDA staff are good.

[bookmark: _Toc14957]4.08 Respondents’ Department.
For the purpose of this study and the sample size chosen much attention was put on staff in administration, finance, corporate services, procurement and human resource which comprised 70% of the sample size. Followed by 12% from the microbiology laboratory then 9% from the quality management and medical devices respectively.
[bookmark: _Toc19067]4.09 Respondents’ Job title
From findings, the respondents were working as head of departments, managers, supervisors, staff and casuals. This implies that the information collected on perceived influence of occupational health and safety practices on job satisfaction was from relevant respondents who understand the practices in the company.
[bookmark: _Toc23722]4.10 Employees’ Perception on Occupational Health and Safety Practices
Table 1. Occupational health and safety.
	Condition
	Yes
	No

	Provision of first aid equipment
	90%
	10%

	Knowledgeable about emergency procedures.
	95%
	5%

	Favorable office setup in regard to health and safety.
	89%
	11%

	supervision in respect to the health and safety practices at NDA.
	75%
	25%

	Existing standard operating procedures when using chemicals and hazardous substances,
	100%
	0

	
	
	

	Maintenance of health and safety equipment.
	98%
	2%

	Good security system.
	98%
	2%


Source: research data 2023. (primary)
The findings on safety training and education provided by the company revealed that majority of respondents had a positive perception. This is confirmed by a high percentage responded on safety training and education. The respondents agreed that there is refresher training on safety. They also agreed that training is provided during change of jobs or transfer to a new job or position. The relatively high percentage in all responses implies a positive perception of the respondents about the safety training and education provided by the Authority. According to the numbers, 93% of the respondents strongly agreed that the training and education on safety is satisfactory, 6% agreed and only 1% were neutral about it. This implies that work is being put in and this will in future bring 100% agreement on the matter among all the employees of the authority.
From the findings, the greater percentage of the employees agreed that the organization adequately provides first aid equipment, with 90% of the employees used in the sample size agreeing to it. 10% of them were not satisfied with the adequacy on provision of the first aid equipment at office. A higher yes percentage implies that the employees agree and have a positive perception on provision of first aid equipment to them. In addition to that, 98% agreed that the health and safety equipment are available and properly maintained.


Table2.  (Occupational health and safety)
	Question
	strongly agree
	agree
	Neutral
	disagree
	Strongly disagree

	Comfort of work environment.
	65%
	15%
	10%
	5%
	5%

	Existing Supervisor employee relationship.
	50%
	28%
	16%
	2%
	4%

	NDA values health and safety at the workplace.
	97%
	3%
	-
	-
	-

	Health and safety Information is provided to satisfaction.
	86%
	10%
	4%
	-
	-

	NDA does health and safety training.
	93%
	6%
	1%
	-
	-

	NDA has a health and safety policy
	83%
	10%
	2%
	3%
	2%

	Emergency system present at the NDA office
	90%
	6%
	2%
	2%
	1%

	The housekeeping and office layout at NDA is satisfactory.
	98%
	2%
	-
	-
	-

	Risk assessment is carried out for the hazardous substances.
	100%
	0
	-
	-
	-


Source: research data 2023. (primary)

The findings show that the respondents had a positive perception on accident prevention measures in the organization. First, accident prevention has to do with provision of personal protective equipment to the staff, according to the findings 98% strongly agree that these are fully provided to them for work. Only 2% disagreed and the reason for their negative response was because the equipment is sometimes delayed.
The response from the respondents shows a positive perception towards the organizations’ attention towards making sure the safety from the chemicals and substances is met. This is indicated by the 100% agreement from the respondents. With a big percentage of over 98% of the respondents agreeing to the fact that there is a good security system available at work proves that people feel safe at work. Hence meaning they have a positive perception to towards the security and are mostly satisfied with it despite a whopping 2% failing to agree to the matter.


	Statement
	Strongly agree
	
	Agree
	
	Neutral
	
	Disagree
	
	Strongly Disagree
	

	Occupational health and safety.
	frequency
	%
	frequency
	%
	frequency
	%
	frequency
	%
	Frequency
	%

	Provision of resources and tools for work.
	37
	65
	8
	15
	6
	10
	3
	5
	3
	5

	Employee well-being.
	29
	50
	16
	28
	9
	16
	1
	2
	2
	4

	Importance of health and safety knowledge
	55
	97
	2
	3
	0
	0
	0
	0
	0
	0

	information provided by management about health and safety at the workplace.
	49
	86
	6
	10
	2
	4
	0
	0
	0
	0

	Health and safety training provide d at NDA.
	53
	93
	3
	6
	1
	1
	0
	0
	0
	0

	Health and safety policy at NDA.
	47
	83
	6
	10
	1
	2
	2
	3
	0
	0

	Emergency system present at the NDA office.
	35
	58
	15
	25
	
	
	3
	5
	2
	3

	Housekeeping and office layout.
	28
	46
	30
	50
	
	
	2
	3
	0
	0


Source: research data 2023. (primary)
From the findings, 95% 0f the respondents are in agreement and are satisfied with the available emergency procedures in case of an accident occurs at the office premises. 5% of the respondents are not fully satisfied with the available emergency procedures. They have a negative perception towards the available system and feel that better can be provided and done by the Authority to guarantee satisfaction. In addition to that 90% of the respondents strongly agreed that they are satisfied with the emergency procedures meaning the Authority has put in work to ensure that this is achieved but despite that 6% just agreed and some neutral while 1% were in strong disagreement with this. On average there is appositive perception about the emergency system but that doesn’t rule out the fact that there are loopholes in the emergency system and these are actually experienced by some individuals in the organization. With all that the respondents agreed that there is an emergency system and procedures available in case of an emergency.

Table 3. Job satisfaction.

	Question
	Strongly agree
	
	Agree
	
	Neutral
	
	Disagree
	
	Strongly disagree
	

	Job satisfaction
	Frequency
	%
	Frequency
	%
	Frequency
	%
	Frequency
	%
	Frequency
	%

	Resource provision.
	49
	86
	6
	10
	2
	4
	0
	0
	0
	0

	Clearly defined quality goals.
	52
	91
	5
	9
	0
	0
	0
	0
	0
	0

	NDA does an excellent job of keeping employees informed about matters affecting them.
	49
	86
	6
	10
	2
	3
	1
	1
	0
	0

	relevant skills for the job
	30
	52
	11
	20
	5
	8
	9
	15
	3
	5

	Involvement in decisions that affect your work
	42
	75%
	6
	10%
	6
	10%
	3
	5%
	0
	0

	professional relationship with my supervisor.
	51
	90
	6
	10
	0
	0
	0
	0
	0
	0

	Job satisfaction
	56
	98
	1
	2
	0
	0
	0
	0
	0
	0


Source: research data 2023. (primary)
From the findings of the study, it is evident that the respondents were fairly satisfied with the wellness programs. This is confirmed by a percentage of 88%. Furthermore, they were fairly satisfied with health information and services provided during the wellness outreaches. This concurs with the views of Gupta (2009) who argues that wellness programs promote employee health by providing education on health issues and healthy lifestyles which in turn boosts employee morale and increases job satisfaction. Findings on the health services provided by the organization revealed a positive perception of the respondents as shown by an average percentage of 93%. Respondents strongly agreed that all new employees undergo proper medical checkup. They also agreed that there are quality health care services provided by the different hospitals insured to which they have full-time access to with a percentage of 96% and high levels of sanitation in the workplace with a percentage of 98%. Respondents were undecided on whether the time easy access were being given, whereas they disagreed that there is an annual medical checkup for all employees.

[bookmark: _Toc8133]5.00 CHAPTER FIVE
[bookmark: _Toc26478]SUMMARY, CONCLUSION AND RECOMMENDATION
[bookmark: _Toc9136]5.01 Introduction
This chapter provides an overview of the research findings emanating from the study. In order to conceptualize the research, comparisons are drawn with the available literature on occupational health and safety practices on job satisfaction. The chapter provides a summary, and conclusions that can be drawn from the research and offers suggestions/ recommendations for future research on occupational health and safety practices and job satisfaction.
[bookmark: _Toc8870]5.02 Summary of the findings.
This study sought to establish the perceived influence of occupational health and safety practices on job satisfaction among employees of National Drug Authority. It was established that occupational health and safety practices such as wellness programs, safety training and education, accident prevention measures, according to findings 98% strongly agree that these are fully provided to them for work. Only 2% disagreed and provision of health care such as health insurance influences job satisfaction. Furthermore, the results of this study are consistent with the findings of the study by Rhoades& Eisenberger (2002) which revealed that employees who perceive and eel the work environment to be adequate, safe and healthy will feel valued and work with satisfaction. Employers therefore should strive to invest in health and safety practices to ensure the employees feel secure, safe and healthy which will in turn increase their levels of job satisfaction.
From the findings of this research, it is evident that employees felt that the company management had put in place a number of health and safety practices to ensure they worked in safe and healthy environment. Most respondents agreed that there are wellness programs in place, adequate accident prevention measures with over 98% of the respondents agreeing to the fact that there is a good security system, provision of health care and safety training. They were satisfied with the wellness programs, accident prevention measures and the health services provided to employees. The respondents were dissatisfied with safety training and education. Job satisfaction is affective and by a series of factors including employee health and safety. This study revealed that occupational health and safety practices should be effective and efficient to influence employee satisfaction positively.
[bookmark: _Toc582]5.03 Conclusion.
From the findings of this research, it is evident that employees felt that the company management had put in place a number of health and safety practices to ensure they worked in safe and healthy environment. Most respondents agreed that there are wellness programs in place, adequate accident prevention measures, provision of health care and safety training. They were satisfied with the wellness programs, accident prevention measures and the health services provided to employees at the health facility. The respondents were dissatisfied with safety training and education. Job satisfaction is affective and by a series of factors including employee health and safety. This study revealed that occupational health and safety practices should be effective and efficient to influence employee satisfaction positively


[bookmark: _Toc9937]5.04 Recommendations.
From the findings of the study, it is recommended that the management of the company improves the frequency of refresher training on safety to equip employees with necessary skills and knowledge in line with the changing technology and the work environment. The training should be customized to meet the needs and requirements of different jobs in different departments of the organization. The study also recommends that all employees undergo an annual medical checkup to ensure that all employees with medical issues are assisted. The government should enforce the safety laws as stipulated in Occupational Health and Safety Act by taking legal action against all employers who do not abide by the safety laws and standards.
[bookmark: _Toc9244]5.05 Limitations of the study.
There were a number of limitations that affected the outcome of the study. For instance, data was collected from a sample population from one organization, National Drug Authority. The findings of the study may therefore not be used to generalize the perception of employees on occupational health and safety practices and its influence on job satisfaction in all the other related medical government and private organizations. The other limitation was response rate factor as it was not possible to get all questionnaires returned; some were incomplete and therefore some information might have been missed. Furthermore, the results from the survey are employees’ perceptions and hence subject to possible biases. For instance, respondents who work in top administration feel safer than those who don’t have such high positions.
[bookmark: _Toc3045]5.06 Suggestions for further studies.
This study was based on National Drug Authority, future researchers should investigate other organizations in a similar sector and in other countries in order to establish whether the same results would be replicated.  Organizational commitment on health and safety of employees can be studied in the same organization with a bigger sample size. Alternative methods of data collection like interviews can yield more in-depth information on the influence of occupational health safety practices on job satisfaction
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[bookmark: _Toc24566]APPENDIX
Questionnaire
I am Nerima Emily, a Human Resource Student in my final year at Uganda Christian University doing my research.
This information will help management establish the impact of the health and safety practices to particular individuals. And in case of need of any additional information to better the system, management will still be in position to contact you so as to improve where need be. Please answer each question as accurate as possible. Your answers will be kept confidential and will not affect your status of employment in the organization.
Please indicate the directorate to which you belong.
………………………………………………………………….
Years worked with NDA ………………………………………
Nature of employment………………………………………
Education level
Diploma:               Bachelors:               Masters:            PHD: …….
Age; ………….
Contact information.
Title……………………………
Email Address…………………………….
Tel. number………………………………



Table. (Please tick most appropriate answer)
Occupational health and safety.
	Condition
	Yes
	No

	Are the first aid equipment adequate
	
	

	Are there emergency procedures available and made known to all staff?
	
	

	Is the office set up to guarantee occupational health and safety?
	
	

	Is there close supervision in respect to the health and safety practices at NDA?
	
	

	If hazardous substances and chemicals are in use, is there a standard safe operating procedure during use?
	
	

	Has a risk assessment been carried out for the hazardous substances?
	
	

	Are the health and safety equipment available properly maintained?
	
	

	Good security system in place?
	
	




Table (occupational health and safety)
	Question
	strongly agree
	agree
	Neutral
	disagree
	Strongly disagree

	The safe environment at work gives me a feeling of accomplishment with my job.
	
	
	
	
	

	My supervisor does a good job in making sure my workplace is conducive for me to accomplish my tasks.
	
	
	
	
	

	I understand why it is so important for NDA to value health and safety at the workplace.
	
	
	
	
	

	I am satisfied with information you receive from management about health and safety at the workplace.
	
	
	
	
	

	I am satisfied with the health and safety training provided at NDA?
	
	
	
	
	

	How satisfied are you with the health and safety policy at NDA?
	
	
	
	
	

	I am satisfied with emergency system present at the NDA office?
	
	
	
	
	

	I am satisfied with the house keeping at NDA, i.e., floor condition, lighting, furniture, cleanliness, water supply, utility supply and office spacing and layout?
	
	
	
	
	






Job satisfaction.

	Question
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	I have the tools and resources to do my job well.
	
	
	
	
	

	In my job I have clearly defined quality goals.
	
	
	
	
	

	NDA does an excellent job of keeping employees informed about matters affecting them.
	
	
	
	
	

	My job makes good use of my skills and abilities.
	
	
	
	
	

	I am satisfied with my involvement in decisions that affect your work?
	
	
	
	
	

	I have a great professional relationship with my supervisor.
	
	
	
	
	

	Considering everything, how satisfied are you with your job?
	
	
	
	
	





gender	male	female	0.61	3.2	

Age of respondents.

Diploma	Bachelors	Masters 	PHD 	8	25	14	10	
Diploma	Bachelors	Masters 	PHD 	14	43.8	24.6	17.6	

number of years worked with NDA.

Diploma	Bachelors	Masters 	PHD 	8	25	14	10	
Diploma	Bachelors	Masters 	PHD 	14	43.8	24.6	17.6	

LEVEL OF EDUCATION OF STAFF.

Diploma	Bachelors	Masters 	PHD 	8	25	14	10	
Diploma	Bachelors	Masters 	PHD 	14	43.8	24.6	17.6	

