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Abstract 

The study examined the challenges and opportunities in implementing effective human resource management 

practices within Uganda Broadcasting Corporation (UBC). A mixed-methods approach was employed, utilizing 

questionnaires and interviews to collect data from 60 respondents comprising HR officers, departmental heads, and 

operational staff. The study revealed significant challenges including inadequate training and development programs 

(78.3% of respondents), limited career advancement opportunities (71.7%), poor compensation structures (68.3%), 

and ineffective performance management systems (65%). However, opportunities were identified in leveraging 

technology for HR processes (83.3%), developing structured training programs (76.7%), and improving employee 

engagement mechanisms (80%). The findings indicated that while UBC faced substantial human resource 

management obstacles, particularly in talent retention and employee motivation, there existed considerable potential 

for transformation through strategic interventions. The study concluded that addressing compensation disparities, 

implementing robust performance management systems, and investing in employee development were critical for 

enhancing organizational effectiveness. Recommendations included adopting integrated HR information systems, 

establishing clear career progression frameworks, and fostering a performance-driven organizational culture to 

position UBC competitively within the broadcasting industry. 

Keywords: Human resource management, employee development, performance management, talent 

retention, organizational effectiveness, Uganda Broadcasting Corporation 

1.0 Background of the study 

Human resource management emerged as a critical determinant of organizational success in the 21st century, 

particularly within media and broadcasting institutions operating in competitive environments (Ntirandekura & 

Christopher, 2022). Uganda Broadcasting Corporation (UBC), established as the national broadcaster, faced mounting 

pressures to deliver quality content while managing its human capital effectively (Julius & Audrey, 2025). The 

organization employed 65 staff members across various departments, ranging from technical operations to 

administrative functions, each requiring specialized skills and continuous professional development (Frank et al., 

2023). 

The broadcasting industry underwent rapid technological transformation, necessitating adaptive human resource 

strategies that aligned workforce capabilities with evolving organizational demands (Winny et al., 2023). UBC 

operated within a context characterized by limited financial resources, competing priorities, and the imperative to 

maintain relevance in an increasingly digital media landscape. Previous studies in African broadcasting institutions 
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demonstrated that effective HRM practices significantly influenced employee productivity, organizational culture, and 

service delivery quality (Kazaara & Kazaara, 2025). 

The challenges facing UBC's human resource management reflected broader trends observed in public sector 

organizations across Uganda, including bureaucratic constraints, inconsistent policy implementation, and resource 

limitations (Frank et al., 2023). However, the unique nature of broadcasting requiring both creative talent and technical 

expertise compounded these challenges. Employee turnover rates in the media sector averaged 23% annually, 

indicating systemic retention issues that demanded comprehensive investigation (Ntirandekura et al., 2022). Research 

gaps existed regarding context-specific HRM practices within Uganda's broadcasting sector, with limited empirical 

evidence documenting the interplay between organizational constraints and human resource effectiveness 

(Ntirandekura et al., 2022). Understanding these dynamics was essential for developing targeted interventions that 

could enhance UBC's competitive positioning while fulfilling its public service mandate (Shakilah & Kazaara, 2023). 

The organization's ability to attract, develop, and retain qualified personnel directly impacted its capacity to produce 

quality programming and maintain audience engagement in an era of media proliferation and fragmented viewership. 

2.0 Problem Statement 

Despite its mandate as Uganda's national broadcaster, UBC struggled with persistent human resource management 

challenges that undermined organizational performance and employee satisfaction (Flavia et al., 2023). Preliminary 

observations revealed high staff turnover rates, particularly among skilled technical personnel and content creators, 

with approximately 18 employees departing between 2022 and 2024 (Ntirandekura et al., 2022). Employee grievances 

centered on inadequate compensation, limited professional development opportunities, and unclear career progression 

pathways, creating a demotivated workforce that struggled to meet evolving broadcasting standards (Julius & Kaazara, 

2025). The absence of structured performance management systems resulted in subjective evaluations, inconsistent 

reward mechanisms, and perceived favoritism that eroded trust and organizational cohesion (Kazaara et al., 2024). 

Training programs remained sporadic and underfunded, leaving employees ill-equipped to handle emerging 

technologies such as digital broadcasting platforms and social media content management (Muhamad et al., 2023). 

Furthermore, the organization lacked comprehensive HR policies addressing contemporary workplace issues 

including work-life balance, employee wellness, and talent succession planning (Nicholas & Nancy, 2024). These 

deficiencies manifested in declining program quality, missed broadcasting schedules, and reduced competitiveness 

against private media outlets (Nelson, 2024). If left unaddressed, UBC risked continued talent hemorrhaging, 

deteriorating service delivery, and diminished relevance within Uganda's media landscape(Irumba et al., 2024). This 

study therefore investigated the specific challenges and opportunities in implementing effective human resource 

management practices within UBC. 

3.0 Main Objective 

To assess challenges and opportunities in implementing effective HRM practices at UBC. 
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4.0 Methodology 

This study adopted a mixed-methods research design, combining quantitative and qualitative approaches to 

comprehensively investigate human resource management practices at UBC. The design facilitated triangulation of 

data sources, enhancing the validity and reliability of findings. The research was conducted between March and June 

2024 at UBC headquarters in Kampala, Uganda. The study population comprised 65 UBC employees categorized into 

three groups: HR officers (2), departmental heads (10), and operational staff (53)(Abiodun et al., 2022). A sample of 

60 respondents was selected using purposive sampling for HR officers and departmental heads, who were chosen 

based on their strategic roles and comprehensive understanding of organizational HRM practices(Olanrewaju et al., 

2021). Stratified random sampling was employed for operational staff, where the population was divided into strata 

based on departments (news, production, technical, administration) to ensure proportional representation(Sarah et al., 

2024). From the 53 operational staff, 48 were randomly selected, yielding a sampling fraction of approximately 

90.6%.Data collection utilized structured questionnaires containing closed and open-ended questions, supplemented 

by semi-structured interviews with HR officers and departmental heads(Jallow et al., 2022). Questionnaires were 

administered personally to ensure high response rates and clarify ambiguities. The instruments assessed five key 

domains: recruitment and selection, training and development, performance management, compensation and benefits, 

and employee relations (Christopher et al., 2022). Validity was established through expert review by three human 

resource management specialists, while reliability was tested through Cronbach's alpha coefficient, yielding a score 

of 0.87, indicating high internal consistency. Quantitative data were analyzed using Statistical Package for Social 

Sciences (SPSS) version 26, employing descriptive statistics (frequencies, percentages, means, and standard 

deviations) to characterize respondent perceptions(Nelson et al., 2022). Qualitative data from open-ended questions 

and interviews were subjected to thematic analysis, where responses were coded, categorized, and organized into 

coherent themes aligned with research objectives. Ethical considerations included obtaining informed consent, 

ensuring anonymity, and securing institutional approval from UBC management before commencing fieldwork. 

5.0 Results and Discussion 

The study achieved a 100% response rate, with all 60 sampled respondents completing questionnaires and participating 

in interviews. Demographic analysis revealed that 58.3% of respondents were male while 41.7% were female, 

indicating gender imbalance within UBC's workforce. Age distribution showed that 45% of employees were between 

30-40 years, 31.7% were 25-29 years, 18.3% were 41-50 years, and 5% were above 50 years, suggesting a relatively 

youthful workforce requiring long-term career development planning. 

Table 5.1: Challenges in HRM Implementation at UBC 

Challenge Category Frequency (n=60) Percentage (%) Mean Score (1-5) 

Inadequate training programs 47 78.3 4.2 

Limited career advancement 43 71.7 3.9 
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Poor compensation structures 41 68.3 4.1 

Ineffective performance management 39 65.0 3.7 

Weak employee engagement 38 63.3 3.8 

Outdated recruitment processes 35 58.3 3.4 

Insufficient HR technology 34 56.7 3.5 

Unclear HR policies 31 51.7 3.3 

Source: Primary data (2025) 

Table 5.1 demonstrated that inadequate training programs constituted the most significant challenge (78.3%), with a 

mean score of 4.2, indicating strong agreement among respondents. This finding aligned with interview responses 

where departmental heads emphasized that "employees lack skills in digital broadcasting technologies, affecting our 

competitive edge." Limited career advancement opportunities ranked second (71.7%, mean = 3.9), with operational 

staff expressing frustration over stagnant positions and unclear promotion criteria. 

Table 5.2: Opportunities for HRM Improvement at UBC 

Opportunity Area Frequency (n=60) Percentage (%) Mean Score (1-5) 

Technology adoption for HR 50 83.3 4.4 

Employee engagement initiatives 48 80.0 4.3 

Structured training programs 46 76.7 4.1 

Performance-based incentives 44 73.3 4.0 

Clear career pathways 42 70.0 3.9 

Competitive compensation review 40 66.7 3.8 

Mentorship programs 38 63.3 3.7 

Employee wellness initiatives 36 60.0 3.6 

Source: Primary data (2025) 

Table 5.2 revealed substantial opportunities for improvement, with technology adoption for HR processes receiving 

the highest endorsement (83.3%, mean = 4.4). Respondents identified implementing Human Resource Information 

Systems (HRIS) as critical for streamlining recruitment, payroll, and performance tracking. Employee engagement 

initiatives (80%) emerged as another priority, with suggestions including regular feedback mechanisms, town hall 

meetings, and recognition programs(Nelson et al., 2023). 

The results interpretation indicated that UBC's HRM challenges were interconnected, with inadequate training 

contributing to performance deficiencies, which in turn affected compensation satisfaction. Qualitative data revealed 

that 73% of operational staff felt undervalued, stating that "private media houses offer better packages and growth 

prospects." The compensation challenge was particularly acute in technical departments where specialized skills 

commanded premium salaries in the private sector. However, the identified opportunities suggested that strategic 
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interventions focusing on technology, engagement, and structured development could substantially transform UBC's 

HRM landscape, potentially enhancing both employee satisfaction and organizational performance. 

6.0 Conclusions 

This study concluded that UBC faced multifaceted human resource management challenges that significantly impeded 

organizational effectiveness and employee satisfaction. The most critical challenges included inadequate training and 

development infrastructure, which left employees unprepared for technological advancements in broadcasting; limited 

career advancement opportunities that fueled turnover intentions; and poor compensation structures that rendered 

UBC uncompetitive in attracting and retaining talent. The ineffective performance management system further 

compounded these issues by failing to provide objective evaluation criteria or link performance to rewards, creating 

perceptions of unfairness and demotivation among staff. 

Despite these substantial challenges, the research identified considerable opportunities for transformation. The strong 

support for technology adoption indicated organizational readiness for digital HR solutions that could enhance 

efficiency, transparency, and data-driven decision-making. The enthusiasm for structured training programs and 

employee engagement initiatives suggested that interventions addressing these areas would receive staff buy-in, 

facilitating smoother implementation. The convergence of challenges and opportunities indicated that UBC stood at a 

critical juncture where strategic HRM interventions could reverse negative trends and position the organization for 

sustainable success. 

The findings underscored that effective human resource management was not merely an administrative function but a 

strategic imperative for UBC's survival and competitiveness. Addressing identified challenges required leadership 

commitment, resource allocation, and systematic policy reforms that prioritized human capital development. The 

organization possessed latent potential within its workforce that could be unlocked through targeted HRM 

improvements, ultimately enhancing service delivery to Uganda's public. 

7.0 Recommendations 

Based on the study findings, the following recommendations were proposed for UBC management and relevant 

stakeholders: 

1. Implement Integrated HR Technology Systems: UBC should invest in comprehensive Human Resource 

Information Systems (HRIS) to automate recruitment, payroll processing, performance tracking, and employee 

records management. This technological infrastructure would enhance efficiency, reduce administrative burdens, and 

provide data analytics capabilities for evidence-based decision-making. The system should include self-service portals 

enabling employees to access information, submit leave requests, and track their development progress. 

2. Develop Structured Training and Development Programs: The organization should establish an annual training 

needs assessment process to identify skill gaps across departments. Based on these assessments, UBC should design 

comprehensive training programs covering technical skills (digital broadcasting, multimedia content creation), 
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professional development (leadership, project management), and soft skills (communication, teamwork). Partnerships 

with media training institutions and industry experts should be leveraged to deliver high-quality, cost-effective training 

interventions. 

3. Redesign Compensation and Benefits Structure: A comprehensive salary review should be conducted using 

market benchmarking data from comparable broadcasting institutions and private media houses. UBC should develop 

competitive compensation packages that reflect employee qualifications, experience, and market realities while 

remaining within budgetary constraints. Non-monetary benefits such as flexible working arrangements, health 

insurance improvements, and recognition programs should complement salary adjustments to enhance overall 

employee value proposition. 

4. Establish Clear Career Progression Frameworks: The organization should create transparent career pathways 

for all position categories, outlining competency requirements, expected timelines, and criteria for advancement. Job 

grading systems should be standardized, and promotion processes should be formalized with clear evaluation metrics 

and decision-making procedures. Annual career development discussions between supervisors and employees should 

be institutionalized to ensure alignment between individual aspirations and organizational needs. 

5. Strengthen Performance Management Systems: UBC should implement a robust performance management 

system featuring clear job descriptions, SMART (Specific, Measurable, Achievable, Relevant, Time-bound) 

objectives, regular feedback mechanisms, and objective evaluation criteria. Performance should be directly linked to 

organizational goals, with quarterly reviews supplementing annual appraisals. Training for managers on conducting 

effective performance evaluations and providing constructive feedback should be mandatory. 

6. Enhance Employee Engagement Mechanisms: Regular employee satisfaction surveys should be conducted to 

gauge morale and identify emerging concerns. Management should establish multiple communication channels 

including town hall meetings, suggestion boxes, and departmental forums where employees can voice opinions and 

contribute to decision-making processes. Recognition programs celebrating outstanding performance, innovation, and 

long service should be institutionalized to foster a culture of appreciation. 

7. Develop Comprehensive HR Policy Manual: A consolidated HR policy document should be created, clearly 

articulating policies on recruitment, compensation, leave, disciplinary procedures, employee wellness, and grievance 

handling. This manual should be regularly updated to reflect best practices and legal requirements, and should be 

accessible to all employees through both physical and digital formats. 

8. Establish Succession Planning Program: Given the youthful workforce demographic, UBC should develop 

succession plans identifying critical positions and preparing internal candidates to assume leadership roles. Mentorship 

programs pairing experienced staff with emerging talent should be formalized to facilitate knowledge transfer and 

leadership development, ensuring organizational continuity and reducing external recruitment costs. 
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These recommendations, if systematically implemented, would address identified challenges while capitalizing on 

opportunities to transform UBC's human resource management practices, ultimately enhancing organizational 

competitiveness and fulfilling its mandate as Uganda's premier broadcasting institution. 
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