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CHAPTER ONE
INTRODUCTION
1.1  BACKGROUND OF THE STUDY
Working environment plays an important role towards the employee’s productivity. Working environment is argued to impact immensely on employee’s productivity either towards negative or the positive outcomes (Chandrasekar 2001).In the world, there are international organizations who debate the rights of employee. Most people spend fifty percent of their lives within indoor environments, which greatly influence their mental status, actions, abilities and productivity (Dorgan, 1994). Better outcomes and increased productivity is assumed to be the result of better workplace environment. Better physical environment of office will boosts the employees and ultimately improve their productivity. Various literature pertain to the study of multiple offices and office buildings indicated that the factors such as dissatisfaction, cluttered workplaces and the physical environment are playing a major role in the loss of employee’s productivity (Carnevale 2012,Clements- Croome 2017).
In the 1990’s, the factors of work environment had changed due to the changes in several factors such as the social environment, information technology and the flexible ways of organizing work processes (Hasun & Makhbul, 2015). When employees are physically and emotionally fit will have the desire to work and their productivity outcomes shall be increased. Moreover, a proper workplace environment helps in reducing the number of absenteeism and thus can increase thee employee’s productivity which leads to increased productivity at the workplace (Boles et al.2014).
Job satisfaction is generally recognize in the organizational behavior field as the most vital and frequent studies attitude the concept of Job Satisfaction has been developed in many different ways by researchers and practitioners. One of the most widely used definitions in organizational research is that of Locke (2017) who define Job satisfaction as “a pleasurable or positive emotional state resulting from the appraisal of one’s Job or job experience. It involves cognitive effective and evaluates reaction on attitude. Although recent theoretical analysis has criticized job satisfaction as been too narrow conceptually.
There are three generally accepted dimensions to job satisfaction. One of them is that Job satisfaction is emotional response to a Job situation as such it cannot be seen but inferred. Secondly, Job satisfaction is often determined by how well outcome meet or exceeds expectation. For example if organizational participant feel that they receive less reward, they may probably have a negative attitude towards their work and even their boss.

On the other hand, if they feel they are been treated fairly they are likely going to put in their best and develop a very positive attitude towards their Job. Thirdly Job satisfaction represents several related attitudes.
In a nuts shell, work environment, supervision and Job satisfaction is simply how content an individual is with his or her Job. Whether he/she likes the Job or not a happy worker is a productive worker. If workers are paid regularly (amount which must be commensurate with their input), given fair supervision, challenging Job, opportunity for training and development policies and procedure security e.t.c. they will be motivated to put in their best which will in turn increase their productivity and efficiency.
1.2  	STATEMENT OF THE PROBLEM

The problem of low performance with work environment, inefficiency and workers dissatisfaction has forced many companies to fall back to work study and other technique of improvement as a solution for the lasting problem. It has been recognized that companies are complex entities that consist of element as well as workers who are affected by many internal and external factors. The satisfaction which workers receive or experience in their job is a large extent the consequence of the extent to which the various aspect of their work situation are relevant to their job valve.
This resulted to enough offices for employees to do their work effectively, silence which cause comfort depending on the task they are given and the environment of the place they are working.
Through this study the employer will get to know how its work environment impacts greatly on the employee’s level of motivation and productivity. A well-designed office signals the values and objectives of the organization and the use of design in office interior communicates an organization values and identity.
1.3  	OBJECTIVE OF THE STUDY

The general objective of this study is to assess the impact of working environment, supervision and job satisfaction on organizational performance at the Nigeria Brewery Plc. To critically examine the impact of Job satisfaction on employee productivity in an organization.  These
can therefore be subdivided into three as follows: 

1. [bookmark: _Hlk166306872]To examine the impact work environment and organizational performance.

2. [bookmark: _Hlk166306918]To determine the relationship between job satisfaction and organizational
 performance
3. 	To investigate the relationship between supervision and organizational performance

1.4 RESEARCH QUESTIONS
This above listed research objectives can only be achieved if the outcome of the investigation is capable of answering the following research questions:
1. Does work environment has any significant impact on organizational performance of Nigerian breweries plc?
2. Is there any significant relationship between supervision and organizational performance of Nigerian breweries plc?
3. Is there any significant relationship between supervision and organizational performance of Nigerian breweries plc?

1.5 RESEARCH HYPOTHESES
In view of the above stated research objectives and research questions, this study therefore hypothesized that
H1: Work environment has significant impact on organizational performance of Nigerian breweries plc?
H2: There is significant relationship between supervision and organizational performance of Nigerian breweries plc.
H3: There is significant relationship between supervision and organizational performance of Nigerian breweries plc.

1.6 SIGNIFICANCE OF THE STUDY

It is anticipated that the findings of the study will pave way for the authorities of the Nigeria Brewery Plc Ikeja Lagos, to accept the variable that affects employee’s working environment and job satisfaction with their productivity at the organization. Such an acceptance could be utilized to improve on the working conditions of employees. It will also visualize that the findings of this study will enable the organization to know how to address issues concerning the employees and its working environment and to consider office design as an important factor in increasing employee’s productivity.
It will therefore serve as a reference material for future researches in this area. Also, the results will throw more light on factors affecting employee’s productivity as far as their environments are concerned. The study is expected to provide knowledge and measures to improve the working environment of employees for better productivity in public institution specifically at the Nigeria Brewery Plc in Ikeja Lagos.

1.7  	SCOPE OF THE STUDY

This study will focus on employees at the Nigeria Brewery Plc. The researcher cantered on the impact of work environment and supervision that could enhance job satisfaction of employees in an organization and also impediments that are likely to hamper employees’ job satisfaction. Considering fund and other limiting factors, the researcher will like to limit his findings on Nigeria Brewery Plc, as a case study.
In this sample analysis, different categories of Nigeria Brewery Plc staffs will be issued questionnaires so as to ascertain the impact of work environment that cause them dissatisfaction while carrying out their different duties as well as possible solution that ameliorate the ugly trend.
It will also visualize that the findings of this study will enable the organization to know how to address issues concerning the employees and its working environment and to consider office design as an important factor in increasing employee’s productivity.
        It will therefore serve as a reference material for future researches in this area. Also, the results will throw more light on factors affecting employee’s productivity as far as their environments are concerned. The study is expected to provide knowledge and measures to improve the working environment of employees for better productivity in public institution specifically at the Nigeria Brewery Plc.
1.8  	ORGANIZATION OF THE STUDY

The study will be structured into ten chapters. Chapter one will deal with introduction, statement of research problem, research objectives and significance of the study. Chapter two will consist of literature review Which Will Comprise of Conceptual Definitions, Theoretical Review, Empirical Analysis, Conceptual Frame Work and review of some other related study. Chapter three will contain the research methodology with include the research design, population of the study, the sample and sampling technique. Chapter four will consists the data presentation, data analysis and the interpretation of the data as well as discussing of findings. Chapter five will contain the summary of the study, recommendations and conclusions.
1.9  	OPERATIONAL DEFINITION OF TERMS

Working environment: this is the setting, social features and physical conditions in which you perform your job. These elements can impact feelings of wellbeing, workplace relationships, collaboration with efficiency and employee health.
Job: Job is that smallest unit of responsibility given to an individual through which he or she contribute his or her own quota to the, achievement of organizational objective and goal
Organization: Organization is a group of people who form a business club etc in order to achieve a particular goal and objective.
Employer: One who hire people (employees) to work for him for the purpose of achieving his stated aims and objectives.
Fringe Benefit: These are productivity inducing Valve given to a worker which is not part of his basic pay. The purpose is to motivate the worker to put in his best in the organization.
Business: Business is any legal activities engage by man which is aimed at providing goods to make profit that will earn him a living.
Promotion: Promotion is an opportunity given to an employee to advance from lower position to larger position in an organization.
Performance: This is the end result of a task performed by a worker.
Job Satisfaction: Job satisfaction is the joy and happiness derived for performing a given task. Productivity: Productivity is the rate at which a worker performs the task given to him with the resources available.
Efficiency: This is the ability to perform Job given to a worker using a lesser time without wastage or error.
Effectiveness: The ability of a worker to perform an assigned task according to the, standard set by the organization.
Job Analysis: This is the process of gathering much information about the content of a particular job for the purpose of understanding the duties of the person who is to perform the job.
Responsibility: An assignment or task which a worker is held responsible for.
Motivation: This is an encouragement which is given to a worker that enable him to work harder. .
Position: Position is the authority which the task and duty of a person bestowed on him or her.
Supervision: This is a direct assistance given by a supervisor to his subordinate which enable the subordinate to be effective and efficient in his Job.

CHAPTER TWO
LITERATURE REVIEW
2.1 INTRODUCTION
Many businesses fail to understand the importance of working environment for employee job satisfaction and thus face a lot of difficulties during their work. Such organizations are internally weak therefore unable to introduce innovative products into the market to outshine their competitors. Employee is an essential component in the process of achieving the mission and vision of a business. Employees should meet the performance criteria set by the organization to ensure the quality of their work. To meet the standards of organization, employees need a working environment that allows them to work freely without problems that may restrain them from performing upto the level of their full potential. The objective of this research paper is to analyse the impact of working environment on employee job satisfaction
Work has been done to understand the relationship between work environment and job satisfaction all around the world in different contexts over the years. The study is gaining more and more importance with the passage of time because of its nature and impact on the society. The findings of a Danish study suggest that a firm can increase its productivity through the improvement of physical dimensions of work environment (internal climate) and may have a positive impact on firms’ productivity (Buhai, Cottini, & Nielseny, 2018).
2.2 CONCEPTUAL FRAMEWORK

Herzberg et al. (1959) developed motivational model for job satisfaction and through research he found that the job related factors can be divided into two categories, Hygiene factors and motivation factors. Hygiene factors can not cause satisfaction but they can change dissatisfaction into no dissatisfaction or short term motivation, whereas motivational factors have long lasting effect as they raise positive feelings towards job and convert no dissatisfaction into satisfaction. In the absence of hygiene factors (that are working conditions, supervision quality and level, the company policy and administration, interpersonal   relations,   job security, and salary) the employees chances of getting dissatisfied increase.
Baah and Amoako (2011) described that the motivational factors (the nature of work, the sense of achievement from their work, the recognition, the responsibility that is granted to them, and opportunities for personal growth and advancement) helps employees to find their worth with respect to value given to them by organization. Further, this can increase motivational level of employees which will ultimately raise internal happiness of employees and that the internal happiness will cause satisfaction.
Hygeine factor can only cause external happiness but they are not powerful enough to convert dissatisfaction into satisfaction but still its presence is too much important. According to them the Herzberg Two Factor Theory, both Hygiene and Motivation factors are linked with each other, as Hygiene factors move employee from Job dissatisfaction to No Job dissatisfaction, whereas motivation factors moves employees from no job dissatisfaction to job satisfaction (Herzberg et al., 2019).
Sell and Cleal (2011) developed a model on job satisfaction by integrating economic variables and work environment variables to study the reaction of employees in hazardous work environment with high monetary benefits and non-hazardous work environment and low monetary benefits. The study showed that different psychosocial and work environment variables like work place, social support has direct impact on job satisfaction and that increase in rewards does not improve the dissatisfaction level among employees.
The supervisors’ availability at time of need, ability to interlink employees, stimulate creative thinking and knowledge of worth of open mindedness in view of workers, and ability to communicate with employees, are the basic supervision traits. Results revealed that with good and effective supervision, employees’ satisfaction level was high whereas with poorer communication ability, dissatisfaction level among employees was high (Schroffel, 2019). Another study by Catillo & Cano (2014) on the job satisfaction level among faculty members of colleges showed that if proper attention is given towards interpersonal relationships, recognition and supervision, the level of job satisfaction would rise.
Bakotic & Babic (2013) found that for the workers who work under   difficult working conditions, working condition is an important factor for job satisfaction, so workers under difficult working conditions are dissatisfied through this factor. To improve satisfaction of employees working under difficult working conditions, it is necessary fo r the management to improve the working conditions. This will make them equally satisfied with those who work under normal working condition and in return overall performance will increase.
A study in telecom sector by Tariq et al (2013) revealed that there are different variables like workload, salary, stress at work place and conflicts with family due to job leads   an employee towards dissatisfaction that further results in turnover. At final stage these independent factors impacts negatively on organizational performance which is negatively influenced by these factors.
Chandrasekar (2011) argue that an organization needs to pay attention to create a work environment that enhances the ability of employees to become more productive in order to increase profits for organization. He also argued that Human to human interactions and relations are playing more dominant role in the overall job satisfaction rather than money whereas management skills, time and energy, all are needed for improving the overall performance of the organization in current era.
Based on the above literature, the independent variable in this research is the working environment in which the employees are working within an organization and the dependent variable is the Job satisfaction of employees. Working environment includes the working hours, job safety, job security, relationship   among   employees,   esteem   needs   of   employees   and   the influence of top management on the work of employees.
2.2.1 WORKING ENVIRONMENT

The working environment consists of two broader dimensions such as work and context. Work includes all the different characteristics of the job like the way job is carried out and completed, involving the tasks like task activities training, control on one’s own job related activities, a sense of achievement from work, variety in tasks and the intrinsic value for a task. Many research papers have focused on the intrinsic aspect of the job satisfaction. Results have shown that there is a positive link between work environment and intrinsic aspect of the
job satisfaction. Further they described the second dimension of job satisfaction known as context comprises of the physical working conditions and the social working conditions (Theodossiou, & Vasileiou, 2018).

Spector (2017) observed that most businesses ignore the working environment within their organization resulting in an adverse effect on the performance of their employees. According to him, working environment consists of safety to employees, job security, good relations with co- workers, recognition for good performance, motivation for performing well and participation in the decision making process of the firm. He further elaborated that once employees realize that the firm considers them important, they will have high level of commitment and a sense of ownership for their organization.
Different factors within the working environment such as wages, working hours, autonomy given to employees, organizational structure and communication between employees & management may affect job satisfaction (Lane, Esser, Holte, & Anne, 2010). Arnetz (2019) argue that in organizations, can be observed that mostly employees have problems with their supervisor who is not giving them the respect they deserve. Supervisors also show harsh behaviours to employees due to which they are not comfortable to share good and innovative ideas with their supervisors. Furthermore, he describes that   top   management limits employees to their tasks rather than creating a sense of responsibility in employees by making them work in teams to attain high performance. Petterson (2018) argues that the interaction between employees within a business is crucial for accomplishing the organizational goals. Further he describes that the communication of information must be properly done in a timely manner so that the operations of the business are running smoothly. If there is a clash between co-workers then it is difficult to achieve the objectives of organization. Based on the above discussion, the objective of this paper is to determine the relationship between the working environment and employee job satisfaction.
2.2.2 THE CONCEPT OF JOB SATISFACTION

According to Vroom (2014) Job satisfaction is an orientation of emotions that employees possess towards role they are performing at the work place. Job Satisfaction is the essential component for employee motivation and encouragement towards better performance .Many people have defined job satisfaction over the years. Hoppok & Spielgler (2013) defines job satisfaction as the integrated set of psychological, physiological and environmental conditions that encourage employees to admit that they are satisfied or happy with their jobs . Further, the role of employees at workplace is emphasized as there is
an influence of various elements on an employee within the organization. Clark (2017) argue that if employees are
Robie, Ryan, Schmieder, Parra, and Smith (2018) reported on two studies related to job satisfaction. The first was a meta-analysis on the relationship between job level and job satisfaction using 35 published papers.
According to Slocum &Woodman (2015) overall job satisfaction is a collection of numerous attitude toward various aspects of the job, represents a general attitude (Slocum &Woodman, 2015; George and Jones, 2016). Thus, when this attitude is positive, employees are said to be satisfied and dissatisfied exists when the attitude is negative (Moorhead & Griffin, 1989). Streers and Black
(2014) viewed job satisfaction as a pleasure or positive emotional state resulting from the appraisal of one’s job or job experience. It results from the perception that an employee’s job actually provides what staffs values in the work situation (Streers & Black, 2014).
2.2.4 SUPERVISOR SUPPORT

[image: ]A supervisor is also known as a person with an experience leader, a person who can solve problem and also the role model at the first level of organizational management (Adair, 1988; Nijman, 2002). Therefore, as an experience leader, the supervisors had always being involved in conducting a training program. The training program that is being conducted are such as establishing the objectives, selecting the trainer, developing a lesson plans, selecting the program method and techniques that is being used, preparing the materials, scheduling the program and also conduct a training needs analysis (Adair, 1988; Elangovan & Karakowsky 2019). Rabey, (2017) stated that, a supervisor could be a trainer to the employees, as the trainer will assist the employees in getting their job done by guiding employees on the operational process especially when it comes to a new operational procedure. A supervisor support could lead to the employees’ productivity but there is a case that the supervisor had failed in supporting their employees. For example, the miscommunication between employees and the supervisor in term of delivering the information or process on the job to the employees (Harris et. al., 2000). In order to gain the employees productivity, both party in between the employees and supervisor needs to play their part which is to commit with the relationship. If full commitment is given, it will leads to positive result to the performance from the employees (Blau, 2014).
Good relation between the supervisors and the co-workers is unique interpersonal relationships with important implications for the individuals in those relationships, and the organizations in which the relationships exist and develop. Studies show that workplace relationships directly affect a worker's ability to succeed. Because workers are spending on average
50 hours a week in the workplace, these long work hours are resulting in the formation of workplace friendships. These connections can be both positive, and have the potential to become harmful.

Training and development basically deals with the acquisition of understanding, know-how, techniques and practices. In fact, training and development is one of the imperatives of human resource management as it can improve productivity at individual, collegial and organizational levels. As the process of ‘increasing one’s capacity to take action, organizations are now increasingly becoming particular with organizational learning and therefore collective development. Organizational learning, on the other hand, refers to the “efficient procedure to process, interpret and respond to both internal and external information of a predominantly explicit nature. According to Easterby-Smith (2019), the emergence of the concept of organizational learning is central on the hitherto idea that prior advocacies of learning are tended to its commercial significance and are lacking of empirical information on learning processes.
2.2.5 EMPLOYEE PRODUCTIVITY

Sinha (2011) stated that employees’ productivity is depending on the willingness and also the openness of the employees itself on doing their job. He also stated that by having this willingness and openness of the employees in doing their job, it could increase the employees’ productivity which also leads to the productivity.
Stup (2013) also explained that to have a standard productivity, employers have to get the employees task to be done on track as to achieve the organization goal or target. By having the work or job done on track, employers could be able to monitor their employees and help them to improve their productivity. Furthermore, a reward system should be implemented based on the productivity of the employees. This is to motivate the employees in order to perform more on their task.
There are several factors that being described by Stup (2013) towards the success of the employees’ productivity. The factors are such as physical work environment, equipment, meaningful work, productivity expectation, and feedback on productivity, reward for good or bad system, standard operating procedures, knowledge, skills and attitudes.
Franco et al (2012) defined productivity that relies on internal motivation but presence of internal factors such as necessary skills, intellectual capacity and resources to do the job clearly have an impact. As a consequence employers are supposed to provide appropriate working conditions in order to make sure the productivity of employees meet the required standards.
2.3 THEORETICAL FRAMEWORK

The theoretical framework will fully discuss theories of job satisfaction that relates to this study. Locke goal theory and Maslow hierarchy of needs will be discoed. Employees' productivity has been established to be directly related to employees' motivation.

GOAL-SETTING THEORY

[image: ]The goal-setting theory had been proposed by Edwin Locke in the year 1968. This theory suggests that the individual goals established by an employee play an important role in motivating him for superior productivity. Skills required include the ability to engage employees in mutual goal setting clarify role expectations and provide regular performance feedback. Time and energy will also need to be given to providing relevant performance incentives, managing processes, providing adequate resources and workplace training. It also advice that in order to drive the organization to peak performance managers and supervisors must put out front the human face of their organization.
Edwin A. Locke’s goal theory describes setting more specific goals to elicit higher performance and setting more difficult goals to increase effort. He also believed that through employee participation in goal setting the employee will be more likely to accept the goals and have a greater job satisfaction. The goal theory’s underlying assumption is that employee who participates in goal setting will set more difficult goals for themselves and yield superior performance. The theory is logical because employees are going to set more difficult goals but the goals will be attainable with increased effort. Sometimes organizations set goals that their employees will rarely, if ever be able to meet. If the goals are always unattainable, there is no motivation to try accomplishing them.
MASLOW’S NEED HIERARCHY THEORY:

Maslow (1943) said that people work to survive and live through financial compensation, to make new friends, to have job security, for a sense of achievement and to feel important in the society, to have a sense of identity, and most especially to have job satisfaction. All employees that have job satisfaction are high performers in their respective workplaces
It is probably safe to say that the most well-known theory of motivation is Maslow’s need hierarchy theory Maslow’s theory is based on the human needs. Drawing chiefly on his clinical experience, he classified all human needs into a hierarchical manner from the lower to the higher order. In essence, he believed that once a given level of need is satisfied, it no longer serves to motivate man. Then, the next higher level of need has to be activated in order to motivate the man.
EXPECTANCY THEORY
The most widely accepted explanations of motivation have been propounded by Victor Vroom. His theory is commonly known as expectancy theory. The theory argues that the strength of a tendency to act in a specific way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual to make this simple. Expectancy theory says that an employee can be motivated to perform better when there is a belief that the better productivity will lead to good productivity appraisal and shall result into realization of personal goal in form of some reward future events.
The theory focuses on three things efforts and performance relationship, performance and reward relationship, rewards and personal goal relationship (Salaman et al, 2015).
This theory is based on the hypothesis that individuals adjust their behavior in the organization on the basis of anticipated satisfaction of valued goals set by them. In order for employees to perform in this theory is by making sure each employee's workplace goals and values are aligned with the organization's mission and vision is important for creating and maintaining a high level of motivation. That can lead to higher productivity, improve employee performance, reduce the chances of low employee morale, encourage teamwork and instill a positive attitude during challenging times (Salaman et al, 2015).
2.4	WORKING	ENVIRONMENT	FACTORS	THAT	AFFECT	EMPLOYEES  PRODUCTIVITY
An attractive and supportive working environment provide conditions that enable employees to perform effectively, making best use of their knowledge, skills and competences and the available resources in order to provide high-quality of organization service. Basing on this study the factors are explained below.
A. Workplace Incentives And Recognitions Plane

The organization determines what motivates its employees and sets up formal and informal structures for rewarding employees behaving in the way required. Rewards may consist of a mix of internal rewards, such as challenging assignments, and external rewards, such as higher compensation and peer recognition (Chandrasekar, 2011). Productivity of professional employees is poor not only due to working environment factors but also due to lack of human resource management aspect such as recognition of employees who performs well, poor working condition, absence of productivity appraisal system and poor feedback on productivity outcome .Therefore significant changes in promotions, compensation and benefits helps in keeping employees satisfied and in turn increases production.
B. Adequate Workload

Adequate workload distribution which is crafted to enable the employees to achieve optimal productivity and productivity levels. A balanced distribution of workload helps the management of an organization to enhance the productivity of their existing workforce. With the ever increasing workload the employees become more susceptible to stress and burnouts which impacts the productivity of the organization.
C. Job Security and Workplace Safety

Job security is a concept that refers to the real or perceived probability that an individual will keep his or her job. An employee’s job security can be impacted by the terms of work that are described in the employment contract, by legislation governing labor termination in the jurisdiction he or she works in, by labor organizations such as unions, and by economic conditions. Employees may also feel more or less secure depending on the behavior of their employer.
The protection of employee job security is an important aspect of occupational health and safety regulation enforcement. Bidyanath in the Naini unite, as well as the regulations of governmental health and safety organizations in many other jurisdictions, protect the job security of employees who report injuries, illnesses, or problems with workplace safety. These regulations do not allow employers to discourage workers from reporting health and safety issues, and they also prohibit retaliation against workers for doing so.
D. Employees Welfare
Employee welfare defines as “efforts to make life worth living for workmen”. “Employee welfare is a comprehensive term including various services, benefits and facilities offered to employees & by the employers. Through such generous fringe benefits the employer makes life worth living for employees.”
The very logic behind providing welfare schemes is to create efficient, healthy, loyal and satisfied labor force for the organization. The purpose of providing such facilities is to make their work life better and also to raise their standard of living.
E. Performance Feedback
Performance feedback is an information exchange and conflict resolution process between the employee and supervisor. This consists of both positive feedback on what the employee is doing right as well as feedback on what requires improvement. Managers and supervisors will need to be comfortable with working with the whole range of workplace factors that influence employee performance. While the supervisor gives his/her feedback and requirements, the employee enables to give his her feedback regarding his/her requirements. Although this process is formal, it could be managed informally by gaining closer relations for two sides (Chandrasekar, 2011).
2.5	EMPIRICAL REVIEW

This empirical study attempts to discuss various studies on working environment which has impact on employee productivity. These studies will be categorized as empirical analysis in the world, empirical analysis in Africa and empirical analysis in Nigeria.
Historically, the job satisfaction-productivity linkage has been primarily discussed by theorists from the Sociotechnical and Human Relations schools of thought. According to the Socio- technical approach (Emery & Trist, 2016), organizational productivity depends on congruence between the technical and social structures of the organization. Building on this notion, the Human Relations perspective posits that satisfied workers are productive workers (Likert, 2016; McGregor, 2019). Thus, organizational productivity and efficiency is achieved through employee satisfaction and attention to employees’ physical as well as socio-emotional needs.
Human relations researchers further argue that employee satisfaction sentiments are best achieved through maintaining a positive social organizational environment, such as by providing autonomy, participation, and mutual trust (Likert, 2016). Based on this logic, employee satisfaction is believed to influence the development of routine patterns of interaction within organizations. Through mutual interactions, employees develop relationships with co-workers that also prescribe behavioral expectations and influence behaviors (e.g. norms or informal standards of acceptable behavior).
For example, an unhappy employee could be prevented from lowering their productivity by control mechanisms (e.g., standards of measurement, supervisory influence); however, widespread dissatisfaction among employees could lead to a strike or sabotage that might hinder an organization’s effectiveness. Alternatively, dissatisfied employees might choose to maintain productivity levels (due to control mechanisms) but neglect to inform supervisors of important information that, over time, would result in lower organizational effectiveness or efficiency. Thus, employees’ job satisfaction sentiments are important because they can determine collaborative effort (Harter et al., 2012).Brenner (2012) asserted that the ability of employees within an organization to share knowledge throughout the system depends on the conditions of their work environment. Some employees tend to be more productive in a well facilitated work environment. More so, the quality of comfort variable from work environment determines the level of satisfaction and productivity of workers. Workers productivity cannot be optimal, if the conditions of work environment are not favourable. Improved work environment enhances employee’s productivity.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1 INTRODUCTION

The research methodology on this topic intend to use both secondary and primary sources of gathering information, the primary source includes the materials from internet, material from related past project and research works and also academic textbooks.
The method of analyzing, interpreting and presenting the information covered and descriptive and also internal statistical analysis.
3.2 RESEARCH DESIGN

[image: ]This deals with the method and process through which data are collected and how the various method assisted in the data analysis of this research work.
Basically, there are two method of data collection that are used for this project, there are primary and secondary data. The primary data is by personal interview or the use of questionnaire (which could be administrative and inducted randomly among the assumers of the organization that cut across various nature of employment).
The secondary data is from relevant literature obtained from the Nigeria Brewery Plc, Ikeja Lagos, the secondary data also include materials from other bottling company in Nigeria and other related material from the internet.
3.3 POPULATION OF THE STUDY

According to Nasama (2012) “The term population is social research that defines all the members of the target group within a geographical areas specified by the aims and objective of the study being conducted, therefore, any given population must be defined in terms of contents extent and time”. For the purpose of this study, one hundred (100) people was selected out of over one and hundred fifty (150) population of the staff the case study for this reseach work which comprise of the staff of Nigeria Brewery Plc, Ikeja Lagos, its customer, and the residence of the community.
3.4 SOURCES OF DATA COLLECTION
`In the course of conducting this research study, two sources of data were adopted, they are.
1. Primary Data
2. Secondary Data

1. PRIMARY DATA

These are data collected for the first time from the source to solve specific and current problem data from primary source constitute raw data
2. SECONDARY DATA

[image: ]These are previously collected data which are used for some other purpose other than that which it was originally meant for this type of data were collected from textbook, magazine and journals. Secondary data has the advantage of economy. It saves time, effort and money. I provide information which could not be obtained by researcher and the data collected from secondary sources are less subject to bias that may occur.
Therefore, the relevant data is collected from the primary source specifically through self- administered questionnaires. The questionnaire is designed in such a way as to provide the respondents the opportunity to provide first hand data relating to the objectives of the study.
3.5 SAMPLE SIZE AND SAMPLING TECHNIQUE

The sampling technique should be use of random sampling method. Sample used was restricted to the banking industry. The sampling technique is random sampling by receiving sample from Nigeria Brewery Plc, Ikeja Lagos, its customers and students.
From the population a total number of one hundred (100) people were selected from the entire population in Nigeria Brewery Plc in total. The sampling technique used for this research is quota sampling technique. The questionnaires were given to the staff of Nigeria Brewery Plc in which some copies were distributed among its customer.
Out of one hundred (100) questionnaire distributed among the staff of Nigeria Brewery Plc, ninety (90) questionnaires was answered accordingly and was successfully return, therefore, our sample size was drawn from ninety (90) questionnaires that was complete and return.

3.6 INSTRUMENT OF DATA COLLECTION

The instrument that is used in this study is a questionnaire form, which consists of questions intended to generate information relating to the variables of the study. The questionnaire form is divided in to two (2) sections (A and B). Sections A contain questions about the personal characteristics of the respondents while Sections B contains questions relating to finding answers to the research objectives.
Both the primary and the secondary source of data were used as the instrument of collection of data in this research work. Primary data was collected using questionnaire while the secondary source was from journals, textbook, internet and write up which are related to this research topic.

3.7 METHODS OF DATA ANALYSIS

[image: ]The researcher collected the data and analyzed it, using table, percentage and the statistical methods. For better understanding of this research project the researcher make used of simple percentage and tabulations method in the course of data presentation and analysis. These statistical techniques were the means by which the raw that collected during the course of investigation were processed and the research questions answered accordingly.






















CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.1 INTRODUCTION

This chapter basically is meant to present analysis on answering the researcher questions. The response given to the questions by the respondent which the questionnaires are given to has been represented on data using tabular presentation and simple percentages. However, all the questionnaires administered, was successfully answered, returned and was considered adequately for this survey.
4.2 PRESENTATION OF DATA

A total number of ninety (90) questionnaires were distributed among respondent and were fully filled and returned. The analysis is based on these responses.
SECTION A: PERSONAL DATA

TABLE 1: Sex Distribution of the Respondents

	Variable
	No of respondents
	Percentage of respondents

	Male
	58
	64%

	Female
	32
	35%

	Total
	90
	100%


Source: Research Survey, 2025

From the above table, it could be inferred that 58 (64%) of the respondents were males while female respondent were 32 (35%) making a total of 90 respondents.
TABLE 2: Distribution Of Respondents Age

	Variable
	No of Respondent
	Percentage

	Less than 20 years
	30
	33

	25 years but below 30 years
	32
	35

	30 years but below 40 years
	18
	20

	40 yeasr but below 50 years
	10
	11

	Total
	90
	100%


Source: Research Survey, 2025
Table 2 above shows that 33% of the respondents are 25 years but blow 30 years, 35% are 30 but below 40 year, 20% are 40 years and above. This implies that majority of the respondents are 25 years but below 30 years.
TABLE 3: Distribution Of Respondents By Marital Status

	Variable
	No of respondents
	Percentage of respondents

	Single
	61
	67%

	Married
	29
	32%

	Total
	90
	100%


Source: Research Survey, 2025

From the table 3 above it shows that 67% of the respondents are single while 32% are married. This implies that majority of the respondents are single.
TABLE 4: Distribution Of Respondents By Educational Level

	Variable
	No of Respondent
	Percentage

	SCHOOL CERTIFICATE
	2
	2

	ND OR EQUIVALENT
	25
	27

	FIRST DEGREE
	40
	44

	MASTERS
	23
	25

	Total
	90
	100%


Source: Research Survey, 2025

From table 4, 27% have OND or equivalent, 44% have First Degree or equivalent while 25% has Masters Degree. This indicate that majority of the respondents have First Degree or equivalent.

TABLE 5: Length Of Working Experience

	Variable
	No of Respondent
	Percentage

	Less than 5 years
	54
	60

	5 Years But Below 10 Years
	21
	23

	10 Years But Below 15 Years
	15
	16

	Total
	90
	100%


Source: Research Survey, 2025

From table 5 above, 60% of the respondents have spent less than 5 years in the organization, 23% claimed 5 years but less than 10 years while 16% claimed 10 years but less than 15 years. This indicate that majority of the respondents has spent less than 5 years in the organization.

TABLE 6: Religious of Respondent.

	Variable
	Frequency
	Percentages

	Muslim
	50
	50

	Christian
	30
	25

	Others
	10
	15

	Total
	90
	100


Source: Research Survey, 2025

In the table above, 50 respondent representing 50% were Muslims, while 30 respondent representing 25% were Christians, and others are 15% of the respondents. This shows that Muslims have the highest attendance

SECTION B: QUESTIONS RELATED TO SUBJECT MATTER

TABLE 7: Respondents View On Commitment

	Variable
	No of Respondent
	Percentage

	Excellent
	40
	44

	Good
	25
	27

	Fair
	15
	20

	Poor
	10
	15

	Total
	90
	100%


Source: Research Survey, 2025

Table 7 reveals that majority of the respondents feel that this organization problems are theirs with excellent respond of 44%, while some of the respondents of 25 (27%) have good commitment with the organization, while 15 (20%) of the respondents has fair commitment with the organization. In conclusion, this analysis indicate that majority of the respondents are 
committed to the organization
.TABLE 8: Do You Have Maximum Job Satisfactions

	Variable
	No of Respondents
	Percentage

	Strongly Agree
	20
	16%

	Agree
	30
	25%

	Strongly Disagree
	20
	16%

	Disagree
	20
	16%

	Total
	90
	100%


Source: Research Survey, 2025

From the table 8 above, it shows that 20 (16%) of the respondent strongly agreed that there is maximum job satisfaction in their organization and 30 (25%) of the respondents also agree with the statement while 20 (16%) of the respondent strongly disagreed and disagreed that there is no maximum job satisfaction in the organization respectively.

TABLE 9: Respondent Showing Factors Influencing The Brewery Product
	Variable
	No of Respondents
	Percentage 

	Quality
	20
	16%

	Price
	30
	25%

	Availability
	20
	16%

	Brand Name
	20
	16%

	Total
	90
	100%


Source: Research Survey, 2025
This table shows that 20 (16%) of the respondent shows quality of Nigeria Brewery plc Product, 30 (25%) showing price, while 16% shows availability, 16% shows brand name and shows the durability as what attracted the product.

TABLE 10: View Of Respondent On The Awareness Of Nigeria Brewery Plc Existence.

	Responses
	Frequency
	Percentage

	Sales promotion
	25
	30%

	Friends/Neighbourhood
	10
	12%

	Personal observation
	20
	24%

	Advertising
	35
	35%

	Total
	90
	100%


Source: Research Survey, 2025

This table shows how the consumers of Nigeria Brewery’s product became aware through advertising with view of 35% of the respondents and 24% by personal observation, while 12% through friends and 30% of the respondents through sales production.
TABLE 11: Do You Satisfied With The Supervision Procedures In Your Organization

	Variable
	No of respondents
	Percentage of respondents

	Yes
	61
	67%

	No
	29
	32%

	Total
	90
	100%


Source: Research Survey, 2025
According to the table 11 above, it shows that the majority of the staff of Nigeria Brewery Plc with 67% of respondent satisfied with the way they are been supervised during their respective task while the respondents of 32% does not satisfied with the supervision procedure in the organization.

TABLE 12: Does the environmental hazard affect the performance of the workers

	Variable
	No of Respondent
	Percentage

	Yes
	55
	60%

	No
	30
	25%

	No idea
	5
	15%

	Total
	90
	100%


Source: Research Survey 2025

According to the table 12 above, it shows that 55 (60%) of the respondent agree that the environmental hazard affect the performance of the workers while 20 (25%) of the respondents said the environmental hazard doesn’t affect the performance of the workers and the remaining 15% of the respondent has no idea of the effect of the environmental hazards on the performance of the workers.


TABLE 13: Does Job Satisfaction Influence The Behaviour And Attitude Of Employee’s Towards Their Job Responsibilities?
	Variable
	No of respondents
	Percentage of respondents

	Yes
	60
	65%

	No
	20
	25%

	No Idea
	10
	10%

	Total
	90
	100%


Source: Research Survey, 2025

According to the table 13 above, it shows that the majority of the staff of Nigeria Brewery Plc with 65% of respondent agree that job satisfaction influence the behaviour and attitude of employee’s towards their responsibility while the respondents of 20 (25%) does not agree with the statement and 10% of the respondent has no idea of the statement.
TABLE 14: Does Job satisfaction motivate employees in an organization?

	Variable
	No of respondents
	Percentage of respondents

	Yes
	61
	67%

	No
	29
	32%

	Total
	90
	100%


Source: Research Survey, 2025

From the table 14 above, it shows that the majority of the staff of Nigeria Brewery Plc with 67% of respondent agreed that job satisfaction motivate employees in an organization while the respondents of 32% does not agree that job satisfaction motivate employee’s in an organization.
TABLE 15: Does supervisor’s support contribute towards employee’s productivity?

	Variable
	No of Respondent
	Percentage

	Yes
	60
	60%

	No
	20
	25%

	No idea
	10
	15%

	Total
	90
	100%


Source: Research Survey 2025.

According to the table 15 above, it shows that 60% of the respondent agree that the supervisor’s support contribute towards employees’ productivity while 20 (25%) of the respondents said that the supervisor’s support doesn’t contribute to the employee’s productivity and the remaining 10 (15%) of the respondent has no idea of the support of the supervisor towards employee’s productivity.

4.3 DISCUSSION OF FINDINGS


From the findings according to the responds from the respondents it shows that working environment can result a person to fit or misfit to the environment of the workplace. A work environment can also be known as an ergonomic workplace. Researches on the workplace environment need to be done in order to get an ergonomic workplace for every each of the employees. By having this ergonomic physical workplace at their workplace, it will help employees from not getting the nerve injury (Cooper & Dewe, 2014).
Furthermore, according to table 12 the elements of working environment need to be proper so that the employees would not be stressed while getting their job done. In their article, they also stated that the physical element plays an important role in developing the network and relationship at workplace. Result of the employees’ productivity can be increased from five to ten percent depending on the improvement of the physical workplace design at their workplace (Brill, 2018).

From the table 13 to table 15 it revealed that performance feedback is an information exchange and conflict resolution process between the employee and supervisor. This consists of both positive feedback on what the employee is doing right as well as feedback on what requires improvement. Employees and supervisors will need to be comfortable with working with the whole range of workplace factors that influence employee performance. While the supervisor gives his/her feedback and requirements, the employee enables to give his her feedback regarding his/her requirements. Although this process is formal, it could be managed informally by gaining closer relations for two sides.

CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 SUMMARY OF FINDINGS
[image: ]The results of the study have shown a positive relationship between working environment and job satisfaction. The employees working in various sectors have agreed that working environment plays a vital role in attaining job satisfaction. As the competition has increased and business environment is dynamic and challenging, so different organizations in order to operate up to their maximum   potential, have to ensure that their employees are working in a conducive and friendly environment. Employees are becoming concerned about the working environment which includes working hours, job safety & security, relationship with co-worker, esteem needs and top management as mentioned in this study. The regression analysis result showed that working environment has positive impact on job satisfaction, therefore organizations must pay attention towards this element of the job.
The results are supported by Lee and Brand (2005) as their study also had shown that job satisfaction is increased by conducive working environment. Whereas the results of this study contradicted with the study results of Tokuda et al. (2009) and Rafiq et al. (2012) that working environment is negatively associated with employees’ job satisfaction whereas extrinsic rewards are the best motivator to cause job satisfaction.
The study showed that top management support is positively related to job satisfaction, however relationship with co-workers doesn’t turn out to have significant relationship with the job satisfaction. In the modern era, management of workforce has become more difficult because employees are highly qualified and aware of their rights while working in an organization. Therefore, it is imperative that the organizations identify the needs of their employees and satisfy them to ensure effective accomplishment of its goals and objectives. Good working environment increases employee loyalty, level of commitment, efficiency & effectiveness, productivity, and also develops a sense of ownership among employees which ultimately increases organizational effectiveness as well as reduces prohibit cost emerging as a result of dissatisfied employees.
5.2 CONCLUSION

[image: ]Working environment has a positive impact on the Job satisfaction of employees. Bad working conditions restrict employees to portray their capabilities and attain full potential, so it is imperative that the businesses realize the importance of good working environment. This research paper contributes towards the welfare of society as the results   create awareness about the importance of good working environment for 
employee job satisfaction.
The study impacts upon the future performance of businesses by taking working environment more seriously within their organizations to increase the motivation and commitment level of their employees, this way their work force can achieve better results.
It also ensures that the employees of the organization will have the ease of working in a relaxed and free environment without burden or pressure that would cause their performance to decline. The progress that will be achieved in the business will directly help the economy of a country as developmental efforts will increase. In such conditions, the country will be able to handle the minor problems prevailing as it will be in a strong state to deal   with   them. The benefits of providing a good working environment to the employees are tremendous for both the organization and its employees. During the   research   certain limitations were there, such as the availability of time to conduct research for obtaining the required data. Time was one of the limitations faced which has restricted us to add more information about the importance of this topic. Another limitation was the access to data that was to be collected from various organizations.
The information gathered was difficult to acquire since the employees of some organizations were hesitant to share their true opinions. We took special care of the ethical aspect related to the research by ensuring the respondents that their responses will be anonymous and confidential to which no one will have access. The issue has not been considered previously therefore, now firms have an opportunity to utilize the information from this research paper to design their future line of action that can help them ensure their long-term success. Such working environments where employees are made a part of the overall decision making process, being given flexible working hours, less work load, a team work approach and a supportive top management have positive impact on the performance of employees. This leads to high level of employee job satisfaction thus making the employees more committed towards their business, more motivated to work hard and more inclined to get high productivity for their firms benefiting their respective businesses in the long run.
5.3 RECOMMENDATIONS

There are several leading explanations in the literature. The first is that the economist’s assumption of perfect information may not hold in developing countries. It is fairly well-known that developing countries do not usually use the most recent or “cutting edge” production techniques. Alvarez and Robertson (2004), for example, show that Mexican and Chilean firms are most likely to use older production technologies.
Since more innovation takes place in developed countries, it takes some time for new techniques to spread to the rest of the world.
With the findings made in the course of this study some suggestions that might help Nigeria Brewery Plc to improve the performance and decrease the feeling of employee perception of job satisfaction are as follows;
1. Organization should promote sense of job security of workers by adopting policies that enhance job security. In order to reduce the feeling of intentions to quit among workers.
2. Conduct studies on the feeling of work alienation among employees and the reasons for this feeling, for the importance and effects of work alienation on the satisfaction of employees.
3. Organizations should ensure that they provide some other job security elements like participation indecision making. Employee empower and a fair reward system
REFRENCES

Abraham, K. G., & Taylor, S. K. 2(016). Firm’s use of outside contractors: 
Theory and evidence. Journal of Labor Economics, 3: 394-424.

Aiken, L., Clarke, S., & Sloane, D. (2012). Hospital staffing, organizational support and quality of care: cross-national findings. International Journal for Quality in Health Care,, 50(5), 87-94.

Arnetz, B. (2019). Staff perception of the impact of health care transformation on 
quality of care. In ternational Journal for Quality in Health Care, 11(4), 345-51.

Baah, K., & Amoako, G. K. (2011). Application of Frederick Herzberg’s Two-Factor Theory in Assessing and Understanding Employee Motivation at Work: a Ghanaian Perspective. European Journal of Business and Management, 3(9), 1-8.

Babin, J. B., & Boles, J. S. (2016). The Effects of Perceived Co-Worker Involvement and Supervisor Support on Service Provider Role Stress, Performance and job Satisfaction. Journal of Retailing, , 72(1), 57-75.

Bakotic, & Babic, T. B. (2013, February). Relationship between Working Conditions and Job Satisfaction: The Case of Croatian Shipbuilding Company. International Journal of Business and Social Science, 4(2), 206-213.

Buglear, J. (2015). Quantitative Methods for Business The A-Z of QM. Burlington: 
Elsevier.

Buhai, S. & Nielseny, N. (2018). The impact of Workplace Conditions on Firm Performance (Working Paper Number 08-13). Retrieved from http://www.hha.dk/nat/wper/08-13_sebu.pdf.

Castillo, J. X., & Cano, J. (2014). Factors Explaining Job Satisfaction Among Faculty. Journal of Agricultural Education, 45(3), 65-74.

Chandrasekar, K. (2011, January). Workplace Environment and Its Impact Organizational Performance in Public Sector organizations. International Journal of Enterprise Computing and Business Systems, 1(1), 1-19.

Clark, A. E. (2017). Job satisfaction and gender: Why are women so happy at work? Labour economics, 4(4), 341-372.

Gazioglu, S., & Tanselb, A. (2016). Job Satisfaction in Britain: Individual and Job 
Related Factors. Applied Economics, 38(10), 1163-1171.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Exploratory Factor Analysis. In Multivariate Analysis (7th ed., pp. 90-151). Pearson Prentice Hall.

Lederer, & Benzer, A. (2015). Influence of working conditions on job satisfaction 
in anaesthetists. British Journal of Anaesthesia , 94(2), 211-215.

Mowday, R, Porter, L & Steers, R. (2018). The psychology of commitment, absenteeism and turnover, New York: Academy Press.
Mowday, R. T., Steers, & Porter, L. (2017). The measurement of 
organizational commitment, Journal of Vocational Behavior, 14: 224-247.

Snyderman, B. (2019). The Motivation to Work and Job Satisfaction. Occupations: The Vocational Guidance Journal, 16(7), 636-643.

APPENDIX I
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KWARA STATE POLYTECHNIC, ILORIN

INSTITUTE OF FINANCE AND MANAGEMENT STUDIES (IFMS)

BUSINESS ADMINISTRATION DEPARTMENT


                                            QUESTIONNAIRE

Dear respondent,

Am a student of Business Administration Department, Kwara State Polytechnic, Ilorin, conducting research on the topic: “IMPACT OF WORK ENVIRONMENT, SUPERVISION AND JOB SATISFACTION ON EMPLOYEES’ PRODUCTIVITY (A Case Study Of Nigeria
Brewery Plc, Ikeja Lagos)’’.
I hereby request that you help me answer the following questions as honestly as possible and I assure you that all Information supplied by you shall be used only for academic purpose and shall be kept confidential.
Thanks. 
               Yours Faithfully, 
HND/23BAM/FT/712

                                                      APPENDIX II
INSTRUCTION: Please mark (✓) the answer you consider appropriate. The questionnaire will be in two parts. Section A and Section B.
SECTION A
1. Distribution of Respondents by Sex: (a) Male (b) Female
2. Distribution of Respondents by Age: (a) 20-25 (b) 26-30 (c) 31-40 (d) 41 and above
3. Marital status: (a) Single (b) Married (c) Divorce (d) Widow
4. Education qualification: (a) OND/NCE (b) HND/B.SC (c) Post Graduate
5. Length of experience: (a) 0-5 Years (b) 6-10 Years (c) 10 -15 Years and above
6. Distribution of respondent by religion: Islam ( ), Christian ( ), Others ( )
SECTION B
7. Respondents view on commitment (a) Excelled (b) Good (c) Fair (d) Poor
8. Do you have maximum job satisfactions? SA ( ) A ( ) NS ( ) D ( ) SD ( )
9. Respondent Showing Factors Influencing The Brewery Product (a) Quality (b) Price (c) Availability (d) Brand name
10. View of respondent on the awareness of Nigeria brewery plc existence. (a) Sales Promotion (b) Friends/Neighbourhood (c) Personal observation (d) Advertising
11. Do you satisfied with the supervision procedures in your organization Yes ( ), No ( )
12. Does the environmental hazard affect the performance of the workers Yes ( ), No ( ), No Idea (  )
13. Does job satisfaction influence the behaviour and attitude of employee’s towards their job responsibilities? Yes ( ), No ( ), No Idea ( )
14. Does Job satisfaction motivate employees in an organization? Yes ( ), No ( )
15. Does supervisor’s support contribute towards employee’s productivity? 
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