


The Impact of Employee Relations and Workplace Harmony on Productivity: A Case Study of the Government Hospitals Pharmacists’ Association, Ghana



Abstract: 
This study investigated the impact of employee relations and workplace harmony on productivity, focusing on the Government Hospitals Pharmacists’ Association (GHOSPA) in Ghana. It highlighted the evolution from traditional industrial relations to a collaborative partnership model that emphasizes mutual benefits for both employers and employees. The study underscore the importance of social dialogue, noting that open communication and negotiations help align organizational goals with employee expectations, thereby fostering a harmonious work environment. A case study design was adopted by incorporating a mixed-methods approach, involving 120 pharmacists and 5 hospital heads selected from five government hospitals through stratified random sampling. Data were collected using structured questionnaires and semi-structured interviews. The quantitative data collected were analyzed using appropriate statistical methods, such as descriptive statistics using SPSS and Microsoft excel whereas the qualitative data were analyzed thematically. The study found that effective employee relations, characterized by open communication, mutual respect, and collaboration between management and staff, lead to increased job satisfaction, reduced turnover, and higher overall productivity within the Government Hospitals Pharmacists’ Association (GHOSPA). Additionally, the study revealed that fostering a harmonious work environment through social dialogue, trust-building, and equitable treatment of employees significantly contributes to better service delivery and operational efficiency in public hospitals. The study therefore recommended that healthcare institutions should implement policies and strategies that promote transparent communication, trust, and collaboration between management and staff to strengthen employee relations and enhance overall productivity. 
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1. INTRODUCTION
Employee relations and workplace harmony have emerged as critical determinants of organizational success in both the private and public sectors. In today’s competitive and dynamic work environment, organizations increasingly recognize that fostering healthy employee–employer relationships and maintaining a harmonious workplace culture are essential to sustaining high levels of productivity (Zwain & Noorulhudanabih, 2022). Effective employee relations encompass open communication, mutual respect, equitable treatment, and constructive conflict management, which together foster a sense of belonging and trust among employees. Workplace harmony, on the other hand, reflects the level of cooperation, stability, and positive social interactions within an organization. When these two elements are nurtured, they create an environment that motivates employees to perform optimally, enhances job satisfaction, and minimizes workplace disputes (Nkansa & Quaye, 2022).
Employee relations refer to the relationship that exists between employers and employees at the workplace (Makombo et al., 2024). This relationship goes beyond the formal roles and responsibilities of workers who follow organizational guidelines, extending to employee engagement and well-being, both of which are essential for motivating productivity. Employee relations operate at both individual and collective levels, as employees are often organized into associations or trade unions to engage employers on issues of mutual concern. The state also plays a pivotal role by providing the legal framework necessary to regulate these relationships. As Chanda (2024) note, the “State” refers to the elected government and its agencies that formulate and enforce policies and legislation shaping employer–employee dynamics.
Employer–employee relations function as a system influenced by both economic and institutional factors. According to Kareem et al (2023), economic factors include the structure of ownership (whether capitalist, socialist, individual, corporate, or governmental), capital structure, technology, the composition of the labor force, and the dynamics of labor demand and supply. Institutional factors, on the other hand, involve state policies, labor legislation, workplace regulations, employment contracts, and collective agreements. These factors collectively determine how employee relations are shaped and sustained within different organizational contexts (Lafegha & Osho, 2023).
In the health sector, employee relations and workplace harmony are particularly critical determinants of organizational productivity, as efficient service delivery directly impacts human lives. In Ghana, the Government Hospitals Pharmacists’ Association (GHOSPA) provides an important context for examining the interplay between employee relations and workplace harmony. Effective practices such as fair communication, participatory decision-making, conflict resolution, and recognition of staff contributions significantly influence the level of harmony and overall performance within the association (Kwarteng, 2023). A harmonious work environment fosters teamwork, motivation, and commitment, thereby enhancing productivity. Conversely, strained employer–employee relations can lead to disharmony, demoralization, absenteeism, and reduced efficiency (Chanda et al., 2025). Despite the acknowledged importance of these dynamics, challenges such as disputes over conditions of service and recurring conflicts continue to affect GHOSPA’s operations, highlighting the need for stronger mechanisms to sustain positive employee relations and workplace harmony.
Globally, there has been a growing recognition of the role of employee relations in ensuring not only organizational efficiency but also the well-being of workers. Studies from both developed and developing countries show that organizations with robust employee relations policies and harmonious workplace cultures report higher productivity, reduced turnover, and improved service delivery (Badi & Al-Zubaidi, 2024). However, the dynamics of employee relations often differ across sectors, particularly in labor-intensive and service-oriented industries like health care. In contexts where human resources are the primary drivers of service provision, weak employee relations or workplace disharmony can have far-reaching consequences for both employees and service recipients (Eldaghashy et al., 2022).
In Ghana, and Africa more broadly, limited empirical research has examined how employee relations and workplace harmony influence productivity within the health sector (Okyere et al., 2022). Much of the existing literature has focused on industrial relations in manufacturing and education, leaving a gap in the understanding of how these dynamics affect professional associations like GHOSPA. Given the critical role pharmacists play in healthcare delivery, it becomes essential to explore how the quality of employee relations and the level of workplace harmony affect their productivity and service outcomes. This study therefore sought to fill this gap by investigating the impact of employee relations and workplace harmony on productivity in GHOSPA, thereby providing insights that can inform policy, strengthen labor relations, and ultimately improve healthcare service delivery in Ghana.
1.2 Statement of the Problem
The Government and Hospital Pharmacists Association (GHOSPA) in Ghana faces significant challenges in employee relations and workplace harmony, which are undermining productivity and service delivery. As of May 2025, 599 newly qualified pharmacist house officers remained un-deployed due to delayed financial clearance, while 333 pharmacist house officers were due to complete their service (GHOSPA, 2025). This staffing vacuum overstretches the existing workforce, heightening stress levels, weakening morale, and increasing the risk of medication errors, thereby compromising patient safety. Nationally, 65% of formal-sector workers in Ghana report experiencing workplace stress, which is linked to reduced productivity and higher absenteeism (Gavua, 2023). Evidence from healthcare institutions further confirms that poor occupational health and safety practices significantly correlate with lower performance (Baidoo et al., 2025). Within GHOSPA, ineffective employee relations characterized by unresolved disputes, inadequate communication, and poor conflict resolution have intensified workplace disharmony and hindered pharmacists’ ability to perform optimally. Despite the critical implications, there is limited empirical research on how structured employee relations practices and enhanced workplace harmony can improve productivity in this sector, highlighting a pressing gap that this study sought to address.
1.3 Study Objectives
· To examine the impact of employee engagement on the employment relationship in the public health service.
· To examine the relationship between organizational support and employee loyalty in the public health service.	
· To identify the dispute resolution mechanisms applied to promote workplace harmony in the public health service
1.4 Theoretical Framework
The study was grounded in Human Relations Theory, which emphasizes the importance of social interactions, teamwork, and employee satisfaction in enhancing productivity. Pioneered by Elton Mayo, this theory posits that employees are motivated not only by financial incentives but also by a supportive work environment and positive interpersonal relationships (Mayo, 1933; Roethlisberger & Dickson, 1939). In the context of GHOSPA, fostering effective communication and collaboration among pharmacists can improve workplace harmony, reduce conflicts, and create an environment conducive to higher productivity. This theory provides a foundation for understanding how harmonious employee relations contribute to organizational efficiency. Social Exchange Theory complements this perspective by highlighting the role of reciprocal relationships between employees and the organization. According to this theory, employees are more likely to exhibit commitment and higher performance when they perceive that their efforts are recognized and rewarded appropriately (Blau, 1964; Cropanzano & Mitchell, 2005). Within GHOSPA, practices such as acknowledging pharmacists’ contributions, fair treatment, and equitable resource allocation can strengthen trust and loyalty, which in turn reinforces workplace harmony and enhances productivity. This framework allows the study to examine how mutually beneficial exchanges shape the attitudes and behaviors of pharmacists. Finally, Herzberg’s Two-Factor Theory offers insight into the specific factors that drive job satisfaction and prevent dissatisfaction. Herzberg distinguishes between motivators, which enhance job satisfaction, and hygiene factors, which prevent dissatisfaction (Herzberg, Mausner, & Snyderman, 1959). In GHOSPA, effective employee relations practices—such as recognition, career development opportunities, and supportive leadership—serve as motivators, while a harmonious and safe work environment acts as a hygiene factor. Together, these elements can create optimal conditions for pharmacists to perform efficiently, providing a practical lens for analyzing the link between employee relations, workplace harmony, and productivity.
1.5 Significance of the Study
The study is significant as it addresses a gap in existing research, as there is limited focus on pharmacists in government hospitals in Ghana and how employee relations and workplace harmony influence their productivity. Pharmacists are critical to the healthcare delivery system, and understanding these dynamics can inform policies and practices that enhance service delivery in public health institutions. Empirical evidence suggests that effective employee relations and harmonious workplaces improve job satisfaction and performance, making this study timely and relevant. Additionally, the findings can guide policymakers and healthcare administrators in implementing strategies that foster positive employee relations and workplace harmony, ultimately boosting productivity and healthcare outcomes. Furthermore, this research contributes to the broader literature on human resource management in Ghana’s healthcare sector and provides a foundation for future studies and interventions aimed at enhancing employee performance through improved workplace relationships.
2. METHODOLOGY
[bookmark: _Toc58493522][bookmark: _GoBack]The study adopted a case study design which incorporated a mixed methods approach, combining of quantitative and qualitative data. The study was conducted in ten regional capitals of Ghana and was limited to unionized Pharmacists working in Government Hospitals associated to Government Hospitals Pharmacists Association of Ghana (GHOSPA), a registered trade union of Pharmacists. The target population for the study was 1250 participants whit a sample size of 125; 10% of the target population.  The sample size for the study was 120 pharmacists and 5 hospital heads selected from five government hospitals through stratified random sampling. Stratified random sampling used ensured representation from various regions and hospital types. This method has been effectively used in similar studies within Ghana's healthcare sector. The data collection process involved distributing the study’s generated questionnaires from the study objectives to the hospital heads and individual semi-interviews were conducted on the pharmacists. The quantitative data collected through the questionnaires were analyzed using appropriate statistical methods, such as descriptive statistics using SPSS (Statistical Package for Social Sciences) and excel whereas the qualitastive data from semi structured interviews were analyzed thematically. The study upheld research ethical considerations such as voluntary participation of the respondents, confidentiality, honesty, and right of privacy.

3. FINDINGS AND DISCUSSIONS
3.1 Impact of Employee Engagement on the Employment Relationship in the Public Health Service
The main findings of this research are the core results, data, conclusions, and insights discovered and presented empirically to answer the research questions and support the study's purpose based on the various factors examined. According to the findings, the study identified 8 key factors that showed the impact of employee engagement on the employment relationship in the public health. Motivation and Job Satisfaction was at 25%, Improved Trust and Cooperation at 20%, Increased Productivity and Service Delivery at 20%, Commitment and Loyalty at 10%, Retention and Stability at 10%, Mutual Respect and Recognition at 10%, Enhanced Communication and Feedback at 5%. Figure1 below summarized these findings;
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Figure1: Impact of Employee Engagement on the Employment Relationship in the Public Health Service
The study findings revealed that commitment and loyalty are central to fostering a positive employment relationship in the public health service. Many participants noted that being committed to their work motivates them to go the extra mile for patients, even when faced with limited resources, thereby strengthening their loyalty to their organization. This agrees with Sawada et al (2021) who highlighted that loyalty is nurtured when management recognizes their efforts, involves them in decision-making, and demonstrates concern for their welfare and professional growth. Several respondents explained that a sense of duty to serve the community reinforces their commitment, which in turn enhances their dedication to organizational goals. Overall, participants indicated that the interplay of commitment and loyalty not only sustains their engagement but also promotes adherence to policies, collaboration with colleagues, and a more stable and productive workforce.
Based on the research participants’ responses, enhanced communication and feedback emerged as a critical factor influencing employee engagement and the overall employment relationship in the Public Health Service. Participants indicated that when management consistently provides clear, timely, and transparent communication regarding organizational goals, policies, and expectations, employees feel more informed, valued, and connected to the workplace. Regular feedback—both constructive and appreciative—was highlighted as reinforcing employees’ sense of competence and motivating them to improve performance (Tripp, 2023). One of the pharmacists added that:
“Many respondents emphasized that open communication channels foster trust and mutual respect, reduce misunderstandings, and encourage employees to voice concerns or suggestions without fear of reprisal”.
As a result, such practices not only strengthen engagement but also contribute to a positive and collaborative employment relationship, enhancing morale and overall service delivery within the health sector.
Building on enhanced communication and feedback, participants also noted that these practices significantly improve trust and cooperation between employees and management in the Public Health Service. Tsuno et al (2022) in their study observed that when employees receive regular updates and constructive feedback, they perceive the organization as transparent and supportive, which fosters confidence in leadership decisions. This trust encourages staff to collaborate more effectively, share knowledge, and support one another in achieving organizational goals (Xu et al., 2024). Respondents highlighted that improved cooperation reduces workplace conflicts, enhances teamwork, and creates a sense of collective responsibility, ultimately strengthening the employment relationship. Consequently, the combination of open communication, timely feedback, and mutual trust contributes to a more harmonious and productive work environment within the public health sector (Zhang & Liu, 2022).
Participants further emphasized that enhanced communication and feedback lead to improved mutual respect and recognition within the Public Health Service. When employees’ contributions are acknowledged through regular feedback, appreciation, or formal recognition, they feel valued and respected by both peers and management. Ojeleye & Mustapha (2024) say that this recognition fosters a culture of respect, where employees are more willing to listen, consider diverse perspectives, and engage constructively in workplace interactions. Respondents noted that mutual respect strengthens professional relationships, reduces friction, and motivates staff to maintain high performance levels. As such, the practice of recognizing and valuing employees’ efforts not only reinforces engagement but also cultivates a positive and respectful employment relationship, enhancing overall organizational effectiveness in the health sector (Odunukwe et al., 2023).
Participants also reported that enhanced communication and feedback contribute to a noticeable reduction in workplace conflict within the Public Health Service. When expectations, responsibilities, and performance standards are clearly communicated, misunderstandings and misinterpretations are minimized, reducing the likelihood of disputes among staff or between employees and management. One of participants highlighted that:
“Open channels for feedback allow employees to address concerns promptly and constructively, preventing minor issues from escalating into major conflicts. This proactive approach fosters a more peaceful and cooperative work environment, strengthening professional relationships and promoting a sense of stability and fairness”.
Ultimately, reduced workplace conflict as a result of effective communication and feedback enhances employee engagement and supports a healthier, more productive employment relationship.
Participants further highlighted that enhanced communication and feedback play a critical role in promoting employee retention and organizational stability within the Public Health Service. Mustapha et al (2024) added that employees who consistently feel informed about organizational developments, involved in decision-making processes, and recognized for their contributions are more likely to develop a strong sense of loyalty and commitment to the organization. Respondents further emphasized that regular, constructive feedback not only reinforces professional growth but also demonstrates that management values and invests in their workforce, which directly contributes to higher job satisfaction. Jovanovic & Lugonjic (2022) say that such practices reduce feelings of neglect or undervaluation, which are often key drivers of staff turnover. A stable and committed workforce, in turn, minimizes disruptions in service delivery, maintains institutional knowledge, and ensures continuity in patient care. Furthermore, respondents indicated that when employees perceive stability and fair treatment within the workplace, morale improves, teamwork strengthens, and the organization is better positioned to achieve its objectives. Thus, effective communication and feedback are essential not only for enhancing engagement but also for fostering long-term retention and overall organizational stability (Chanda et al., 2025).
Moreover, participants also indicated that enhanced communication and feedback significantly contribute to increased productivity and improved service delivery within the Public Health Service. When employees receive clear instructions, regular updates, and constructive feedback, they are better equipped to perform their duties efficiently and accurately (Akunne & Osita, 2023). Respondents noted that timely communication helps staff prioritize tasks, reduce errors, and respond proactively to emerging challenges, leading to smoother workflow and operational efficiency. Moreover, when employees feel valued and supported through recognition and constructive feedback, their motivation and commitment to achieving organizational goals increase. This heightened engagement translates into higher levels of productivity and a more responsive, patient-centered service delivery (Ojeleye & Jada, 2022). Participants emphasized that the combined effect of effective communication, feedback, and employee engagement ultimately strengthens the overall performance of the health sector, ensuring that public health services are delivered reliably and efficiently to the community.

Bottom of Form3.2. The Relationship between Organizational Support and Employee Loyalty in the Public Health Service
[bookmark: _Hlk208877352]Table 1: The Relationship between Organizational Support and Employee Loyalty in the Public Health Service
	
FACTOR
	% RECORDED
	% VARIANCE
	
EFFECT

	Organizational Recognition
	74
	26
	A powerful tool for improving productivity because employees feel valued and that their efforts are appreciated and thus serves as a driver for hard work.

	Employee Loyalty
	78
	22
	Crucial in the workplace; it fosters a sense of stability, trust, and mutual benefit between employees and the organization.

	Organizational Support
	68
	32
	Essential for employee well-being	and performance, leads to increased job satisfaction, commitment, and reduced turnover.

	Organizational Commitment
	65
	35
	Committed employees add value to the organization, they are determined, offer proactive support, that facilitates high
Productivity and quality awareness.

	Employee Engagement
	81
	19
	High engagement reduce turnover, saves costs and retains and attracts top talent, boosts	customer satisfaction through improved		quality service and quality. It builds trust creates an open environment where employees feel belonged and empowered.










According to the data collected, organizational recognition emerged as a significant factor influencing employee loyalty in the public health service. Study participants highlighted that acknowledgment of their efforts, both formally through awards and promotions and informally through verbal appreciation, greatly enhanced their sense of value within the organization. Many employees noted that when their contributions were recognized, they felt more committed to their roles and motivated to maintain high performance standards. Conversely, the absence of recognition often led to feelings of neglect and disengagement, undermining their loyalty to the organization (Ojeleye & Bakare, 2020). Overall, the findings indicate that consistent and meaningful recognition strengthens the psychological contract between employees and the public health service, fostering greater loyalty and encouraging sustained commitment to organizational goals.
Employee loyalty was identified as a central factor in shaping the dynamics of the employment relationship within the public health service. Participants in the study emphasized that loyal employees demonstrated a strong sense of commitment, reliability, and willingness to go beyond their formal job responsibilities to support organizational objectives. Loyalty was often reinforced by positive organizational practices, including fair treatment, opportunities for professional growth, and a supportive work environment. Employees reported that their attachment to the organization increased when they perceived that the institution valued their contributions and invested in their well-being. Peng (2023) added that a lack of support and recognition negatively affected loyalty, leading to higher intentions to leave and reduced engagement. These findings underscore that fostering employee loyalty is crucial for maintaining workforce stability, enhancing service delivery, and achieving the long-term goals of the public health service.
Additionally, organizational support was identified as a pivotal factor influencing employee loyalty within the public health service. Study participants reported that when the organization provided adequate resources, guidance, and emotional backing, they felt valued and motivated to perform their duties effectively. Supportive practices, such as mentorship programs, professional development opportunities, and responsive management, were highlighted as key contributors to employees’ sense of security and belonging. Employees indicated that perceiving the organization as genuinely concerned about their welfare strengthened their commitment and reduced turnover intentions. On the other hand, inadequate support, including lack of necessary tools, unclear communication, or minimal managerial engagement, led to frustration and disengagement. Overall, the findings suggest that organizational support serves as a foundation for building trust, enhancing morale, and fostering loyalty among public health service employees (Lakhani et al., 2024).
Organizational commitment was also identified as a key factor affecting employee loyalty in the public health service. Kura & Alkashami (2021) in their study noted that employees with a strong sense of attachment and responsibility toward their organization were more likely to stay motivated, perform consistently, and contribute positively to organizational goals. This commitment is strengthened when employees experienced clear career development opportunities, receive recognition for their efforts, and shared values aligned with the organization (Ismail et al., 2022). One of the participants expressed that:
“Perceiving the organization as supportive and invested in their growth enhanced their loyalty. Conversely, unclear organizational direction, limited advancement prospects, or perceived inequities weakened commitment, increasing the risk of disengagement or turnover”.
These findings underscore that promoting organizational commitment is vital for sustaining employee loyalty and improving overall service delivery in the public health sector.
Employee engagement was further identified as a critical factor influencing employee loyalty in the public health service, closely intertwined with other organizational dynamics such as recognition, support, and commitment. Participants highlighted that engaged employees were not only motivated and enthusiastic about their work but also actively involved in achieving organizational objectives, demonstrating higher levels of dedication and responsibility. Engagement was fostered through opportunities for meaningful participation in decision-making, recognition of contributions, mentorship, and a supportive work environment that encouraged collaboration, learning, and innovation. Employees reported that when they felt their efforts were acknowledged and the organization invested in their professional growth, their loyalty and willingness to go above and beyond increased significantly. Conversely, low engagement—often resulting from insufficient support, lack of recognition, limited career development, or weak organizational commitment—led to decreased morale, reduced productivity, and a higher risk of turnover (Hashemiamin & Ramezani, 2022). These findings underscore that promoting employee engagement, alongside fostering organizational support, recognition, and commitment, is essential for enhancing loyalty, sustaining workforce stability, and improving overall service delivery in the public health sector.
Bottom of Form3.3. Dispute Resolution Mechanisms Applied to Promote Workplace Harmony in the Public Health Service
[bookmark: _Hlk208877865]Table2: Dispute Resolution Mechanisms Applied to Promote Workplace Harmony in the Public Health Service
	Dispute Resolution Mechanism
	Effectiveness (%)
	Interpretation

	Grievance Handling Procedures & Mediation
	25%
	Most effective; structured, fair avenues for resolving conflicts

	Labor Union Engagement & Collective Bargaining
	20%
	Highly effective; ensures accountability, fairness, and protection of employee rights

	Open Communication Channels & Management Intervention
	15%
	Moderately effective; addresses issues early but neutrality may vary

	Workplace Counseling & Team-Building Initiatives
	15%
	Supportive mechanisms; effective for interpersonal conflicts, less so for serious disputes

	Arbitration
	10%
	Less effective; used as last resort, may leave parties dissatisfied

	Conflict Management Training
	15%
	Preventive mechanism; strengthens long-term capacity but less immediate impact



The study findings indicated that grievance handling procedures and mediation significantly contribute to promoting workplace harmony in the public health service. Participants reported that formal grievance procedures provided a clear and structured avenue for raising concerns, which increased their confidence that issues would be addressed fairly and transparently. Additionally, mediation was highlighted as an effective mechanism, with employees noting that the involvement of neutral third parties facilitated open communication and encouraged mutually acceptable resolutions. Guo et al (2020) added that consistent and impartial application of these mechanisms led to improved trust in management, enhanced morale, and a stronger sense of organizational justice among staff. Overall, the findings suggest that grievance handling and mediation are critical factors in reducing workplace tension, preventing prolonged disputes, and fostering a harmonious and productive work environment in the public health sector (Boateng et al., 2021).
The study further revealed that labor union engagement and collective bargaining serve as key mechanisms for promoting workplace harmony in the public health service. Findings indicated that active involvement of labor unions in workplace matters provided employees with a formal platform to voice concerns, negotiate terms, and influence decision-making processes. Adams & Zanzi (2020) added  that collective bargaining enable management and staff representatives to reach mutually beneficial agreements on issues such as working conditions, remuneration, and staff welfare, which help prevent misunderstandings and potential conflicts. One of the participants noted that:
“Where unions were effectively engaged, there was a notable improvement in employee satisfaction, trust in organizational processes, and overall cooperation between management and staff”.
These findings underscore the importance of labor unions and collective bargaining as instrumental factors in maintaining harmonious labor relations and fostering a stable and productive work environment.
The findings of the study also underscore the importance of open communication channels and proactive management intervention in promoting workplace harmony within the public health service. Employees reported that when management established clear and accessible avenues for sharing concerns, suggestions, and feedback, it fostered transparency and reduced misunderstandings that could escalate into disputes. One of the participants indicated that:
“Timely intervention by management in addressing emerging conflicts, coupled with consistent follow-ups, helped to resolve issues before they became major sources of tension”.
The study findings also revealed that organizations that prioritized open communication and active management engagement experienced higher levels of trust, cooperation, and employee morale. These findings highlight that effective communication channels, supported by responsive management, are critical in preventing conflict, strengthening workplace relationships, and sustaining a harmonious and productive work environment (Agyapong, 2022).
The study findings further highlighted workplace counseling and team-building initiatives as effective mechanisms for enhancing workplace harmony in the public health service. Participants reported that access to counseling services allowed employees to address personal and professional challenges in a confidential and supportive environment, which helped reduce stress, frustration, and interpersonal conflicts. Additionally, team-building initiatives were identified as instrumental in fostering collaboration, mutual understanding, and trust among staff members. Asare (2023) added that structured team activities and workshops improve communication, strengthen relationships, and promote a sense of collective responsibility. The research revealed that organizations implementing workplace counseling and team-building programs experienced higher employee morale, better cooperation, and a more cohesive work environment. These findings suggest that integrating counseling services and team-building initiatives into organizational practices is vital for sustaining harmony, reducing conflicts, and enhancing overall productivity in the public health sector (Owusu & Badu, 2020).
The study findings also identified arbitration as a significant mechanism for promoting workplace harmony in the public health service. Participants indicated that arbitration provided a formal and impartial process for resolving disputes that could not be settled through grievance handling or mediation. By involving a neutral arbitrator to review the facts and render binding decisions, arbitration helped ensure fairness and transparency in conflict resolution. This finding agrees with the work done by Ofori et al (2021) who noted in their study that this mechanism reduce prolonged disagreements and minimizes the risk of favoritism or biased outcomes, thereby strengthening trust in organizational processes. The research further revealed that when arbitration was effectively applied, it contributed to maintaining a stable work environment, preventing escalation of conflicts, and reinforcing a culture of accountability and respect. These findings underscore the role of arbitration as a critical dispute resolution tool that complements other mechanisms in fostering workplace harmony and organizational productivity in the public health sector (Abdullah et al., 2021).
The study findings further highlighted conflict management training as a key factor in promoting workplace harmony within the public health service. Participants reported that training programs equipped employees and managers with essential skills to recognize, prevent, and resolve conflicts constructively. One of the hospital heads pointed out that:
“Learning techniques such as active listening, negotiation, and problem-solving enabled them to address disagreements professionally, reducing the likelihood of escalation”.
The research revealed that organizations that invested in conflict management training experienced improved interpersonal relationships, enhanced communication, and greater collaboration among employees. Adejuwon et al (2024) added that increased confidence in handling workplace disputes contribute to higher morale and overall organizational effectiveness. These findings suggest that conflict management training is a critical preventive strategy for fostering a harmonious, productive, and resilient work environment in the public health sector.
In summary, the study’s findings indicated that a combination of structured dispute resolution mechanisms significantly contributes to workplace harmony in the public health service. Grievance handling procedures and mediation provide formal and collaborative avenues for addressing conflicts, while labor union engagement and collective bargaining ensure employees have a voice in organizational decisions (Huang et al., 2023). Open communication channels and proactive management intervention foster transparency and timely conflict resolution, and workplace counseling alongside team-building initiatives strengthen relationships, morale, and cooperation among staff. Arbitration offers an impartial method for resolving complex disputes, and conflict management training equips employees with the skills to prevent and address disagreements effectively. Collectively, these mechanisms create a work environment characterized by trust, fairness, and collaboration, ultimately enhancing employee satisfaction, productivity, and overall organizational stability (Issah & Bawah, 2024).
4. RECOMMENDATIONS
The following are actions that should be taken on the basis of the findings of this study; 
1. Strengthen Communication and Conflict Management Systems:
· The Human Resource Office should implement a formal grievance handling system with clear procedures and timelines for resolution.
2. Enhance Employee Engagement through Team-Building and Recognition Programs: 
· The Human Resource Office/ Head of Administration should organize quarterly team-building workshops to strengthen collaboration and morale.
3. Promote Active Labor Union Collaboration and Mediation Practices: 
· The hospital Director and Labor Relations Office should schedule regular meetings between management and labor unions to address employee concerns and organizational priorities.
5. CONCLUSION
The study established that positive employee–employer relations are fundamental to organizational performance, particularly in the healthcare sector. The findings highlighted that open communication, mutual respect, effective conflict resolution, and supportive management practices foster a harmonious workplace environment that enhances employee motivation, reduces turnover, and drives higher productivity. Furthermore, mechanisms such as grievance handling, mediation, union participation, and team-building initiatives were shown to strengthen trust, collaboration, and a sense of belonging among staff, enabling challenges to be addressed more effectively. Promoting strong employee relations and workplace harmony, therefore, emerges not only as a strategy for improving staff well-being but also as a critical driver of efficiency, innovation, and sustainable service delivery.
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