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CHAPTERONE
[bookmark: _bookmark9]1.0 	INTRODUCTION
[bookmark: _bookmark10]1.1 	BACKGROUNDTO THESTUDY
	Working environment plays an important role towards the employees ‘performance. Working environment is argued to impact immensely on employees’ performance either towards negative or the positive outcomes (Chandrasekar2001).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 performance (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 employees’ productivity(Carnevale1992,Clements-Croome1997).
	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, 2005). When employees’ are physically and emotionally fit will have the desire to work and their performance outcomes shall be increased. Moreover, a proper workplace environment help sin reducing the number of absenteeism and thus can increase the employees’ performance which leads to increased  productivity at the workplace (Bolesetal.2004).
	As the Economic and Social Council reported in 2007, global economic growth is increasingly failing to create the kinds of new and better jobs that can lead to a reduction in poverty. Despite high and sustained economic growth in many developing countries, unemployment is rising, a large proportion of the labour force is working below poverty level wages, and the majority of non-agricultural employment is situated in the informal economy. It is of little surprise that in recent years there has been a shift of focus from a singular interest in economic growth to an enlarged concern with improving the quality of work. Governments from across Africa have forcefully called for action to overcome these challenges. The African Union Extraordinary Summit on Employment and Poverty Alleviation in Africa (Ouagadougou, September, 2004) overwhelmingly endorsed the ILO’s Decent Work Agenda with an emphasis on the creation of quality jobs. The Government of the Federal Republic of Nigeria supports this pan-African call for the integration of employment growth and improved quality of work, as reflected in its National Strategy for Growth and Reduction of Poverty 2005–2010and its National Employment Policy of 2008.
[bookmark: _bookmark11]1.2 	STATEMENTOFTHERESEARCHPROBLEM
	Noble (2009) states that more attention should be paid in identifying and dealing with working environment because when employee have negative perception to their environment they sometimes suffer from chronic stress. Opperman (2002) stated that, working environment means those processes, systems, structures, tools or conditions in the workplace that impact favorably or unfavorably individual performance.Theworkingenvironmentalsoincludespolicies,rules,culture,resources,workingrelationships, work location, internal and external environmental factors, all of which influence the ways that employee perform their job functions.
	This study is designed to examine the impact of working environment on employee’s performance at the institute of finance management. This is the public institution which operates at the center of Dares Salaam city with about 800 workers. The problem identified which made to undergo this research is based on the physical work environment which mostly affect employees’ performance. The institute is located in an area of 4 acres which is small compared to the number of students and employees. This resulted to lack of enough offices for employees to do their work effectively, noise which cause discomfort depending on the task they are given and the environment of the place they are working.
[bookmark: _bookmark12]1.3 	RESEARCH OBJECTIVES
	This research will be guided by the following study objectives
· [bookmark: _bookmark13]General Objective
	The general objective of this study is to assess the impact of working environment on employees’ performance at the Institute of Finance Management in KWARA STATE WATER CORPORATION, ILORIN.
· [bookmark: _bookmark14]Specific Objectives
i. To determine the contribution of performance feedback on employees performance.
ii. To assess the use of job aid towards employees’ performance.
iii. To determine whether physical work environment has influence on employees’ performance.
iv. To examine whether supervisor support contribute towards employees’ performance.

[bookmark: _bookmark15]1.4 	RESEARCHQUESTIONS
i. How does performance feedback improve employees’ performance?
ii. How can job aid enhance employee’s performance?
iii. What are the physical work environments that add towards employees’ performance?
iv. Which contribution does a supervisor has towards employees’ performance?
[bookmark: _bookmark16]1.5 	SIGNIFICANCEOFTHESTUDY
	It is anticipated that the findings of the study will pave way for the authorities of the institute of finance management to accept the variable that affects employees’ working environment and their performance 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 employees’ performance.
[bookmark: _bookmark17]	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 performance 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 performance in public institution specifically at the Institute of Finance Management in KWARA STATE WATER CORPORATION, ILORIN Region.
1.6 	SCOPEOFTHESTUDY
	The study will focus on employees at the Institute of Finance Management. This is the public institution which operates at the city center of KWARA STATE WATER CORPORATION, ILORIN Region with about 9000 students and about 320 employees. This study will find out how working environment has a significant impact upon employee performance and productivity.
[bookmark: _bookmark18]1.7 	ORGANIZATIONOF THESTUDY
	The study will be structured into five 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 and conceptual frame work. Chapter three will contain the research methodology which comprise of the research design, study area, research population, sampling design, and data collection methods. Chapter four will highlight the presentation and interpretation of data as well as discussing of findings. Chapter five will contain the summary of the study, recommendations and conclusions.
[bookmark: _bookmark19]
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CHAPTERTWO
[bookmark: _bookmark20]2.0 	LITERATUREREVIEW
[bookmark: _bookmark21]2.1 	INTRODUCTION
	This literature review attempts to discuss the various literature related to working environment which has impact on employee performance. The discussion also identifies gaps left by other researchers of similar studies. However, this study attempts to fill those gaps so that the write-up can contribute to a new body of knowledge in the academic world. Through this review, literature is re-packaged and analyzed as a way of bringing new insights into the problem studied.
[bookmark: _bookmark22]2.2 	CONCEPTUAL DEFINITIONS
	This subsection provides definitions of key concepts such as working environment and employee performance from various sources.
[bookmark: _bookmark23]2.2.1 	Working environment
	Kohun (1992), defines working environment as an entirely which comprises the totality of forces, actions and other influential factors that are currently and, or potentially contending with the employee’s activities and performance. Working environment is the sum of the interrelationship that exists within the employees and the environment in which the employees work.
	Brenner (2004) was of the opinion that “the ability to share knowledge throughout organizations depends on how the work environment is designed to enable organizations to utilize work environment as if it were an asset. This helps organizations to improve effectiveness and allow employees to benefit from collective knowledge”.
[bookmark: _bookmark24]2.2.2 	Employee Performance
	Sinha (2001) stated that employees’ performance 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 performance.
[bookmark: _bookmark25]2.3 	THEORETICALLITERATUREREVIEW
	Employees' performance has been established to be directly related to employees' motivation. This assertion was corroborated by different management theories since the works of Frederick Taylor on 'The Principle of Scientific Management 'in 1911 and Henry Gantton 'Works, Wages and Profits 'in 1913. Modern employees' motivation management methods have evolved overtime which discredited Taylor's "differential piece rate-work" and Gantt's "task and bonus wage" systems. The modern employees' motivation management methods are employees' oriented and are more effective (Gardner and Lambert 1972).
	Maslow (1943) said that people work to survive and liven 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.
	Taylor (1911) opined that the most important motivator of workers is salary and wages when he said that "non-incentive wage system encourages low productivity". He  said that if employees receive the same wage irrespective of their individual contribution to the goal, they will work less and that employees think working at a higher rate means fewer employees may be needed which discourages employees to work more (Gardner and Lambert 1972).
	Basing on those explanations, this study indicates that the success of any organization largely depends on the motivation of its employees.
[bookmark: _bookmark26][bookmark: _bookmark28][bookmark: _bookmark37][bookmark: _bookmark39]Maslow’s Hierarchy of Needs Theory
	Abraham Maslow defined need a physiological or psychological deficiency that a person feels the compulsion to satisfy. This need can create tension that can influence a person’s work attitude and behaviors. Maslow formed a theory based on his definition of need that proposes that humans are motivated by multiple needs and that these needs exist in a hierarchical order. His premise is that only unsatisfied need can influence behavior, a satisfied need is not a motivator [Ramlall, 2004]
Physiological needs 
Security and safety needs  
Social needs   
Esteem
needs
Self –actuali
zation







	A person starts at the bottom of the hierarchy [pyramid] and will initially seek to satisfy basic needs [ e.g food, shelter ]. Once these physiological needs have been satisfied they are no longer a motivator. The individual moves up to the next level. Safety needs at work could include physical safety [ e.g protective clothing ] as well as protection against unemployment, loss of income through sickness etc) social needs recognize the most people want to belong to a group. These would include the need for love and belonging (e.g. working with colleague who supports you at work teamwork, communication). Esteem needs are bought being given recognition for a job well done. They reflect the exact that many people seek the esteem and respect of others. A promot6ion at work might achieve this self-actualization is about how people think about themselves. This is often measured by the extent of success and/or challenge at work (Ramlall, 2004). One should also take that employees don’t just work for financial incentives.
2.4 	EMPIRICAL ANALYSIS
	This empirical analysis attempts to discuss various studies on working environment which has impact on employee performance. These studies will be categorized as empirical analysis in the world, empirical analysis in Africa.
2.5 	RESEARCH GAP
	In the review of literature, theoretical and empirical studies like Sumra (2005), Brenner (2004), Sekar (2011), (Itarter et al, 2002) have been addressed especially on how working environment relate and affect employee performance as it is practiced in various areas in the world. It is the quality of the employee’s workplace environment that must impacts on their level of motivation and subsequent performance. How well they engaged within their immediate environment. Influences to a great extent their error rate, level of innovation and collaboration with other employees and absenteeism.


2.6 	CONCEPTUAL FRAMEWORK
	Based on the literature review, the relationship between working environment and employee performance can be conceptualized and depicted in figure 2.2 
WORKING ENVIRONMENT FACTORSJob Aid 
Supervisor Support
Physical Work Environment  
Work Incentives  
Performance Feedback 
EMPLOYEE PERFORMANCE  








2.7 	THEORETICAL FRAMEWORK
	Theoretical framework attempts to give explanation of the variables as considered in the conceptual framework. The relationship is defined in such a way that the set of factors impact on an individual, which in turn determine the final outcome in terms of increased or decreased performance of that individual.
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CHAPTERTHREE
[bookmark: _bookmark52]RESEARCHMETHODOLOGY
[bookmark: _bookmark53]3.1 	INTRODUCTION
	This chapter describes the methods that were used to gather the data relevant to the study. It contains the research design, population, sample size and sampling technique, sampling procedure and explains the method and procedures for data collection, analysis and interpretation of the research findings.
[bookmark: _bookmark54]3.2 	RESEARCHDESIGN
	Research design refers to a plan which shows the strategy of an inquiry thought appropriate to the research (Kothari, 2004). For the purpose of this study, descriptive research design was used. The descriptive design describes phenomena as they exist. It issued to identify and obtain information on the characteristics of a particular problem or issue. Descriptive research design was selected because it has the advantage of producing good amount of responses from a wide range of people. Also, this design provides a meaningful and accurate picture of events and seeks to explain people’s perception and behavior on the basis of the data collected. The advantage with this design is that it helps to find views as they are in their natural setting.
[bookmark: _bookmark55]3.3 	STUDYAREA
	The study area of this research was at The Institute of Finance Management in KWARA STATE WATER CORPORATION, ILORIN. This study aimed to target human resource management officers who are responsible on employee’s performance management and the employees. The Institute of Finance Management in Dares Salaam was selected due to its geographic allocation and the existed factors that employees are encounter in attaining their job. Therefore, this study expects to get more useful information for the subject matter to pave a way for the management on how to overcome those challenges so that to enhance employees performance by improving their working environment.
[bookmark: _bookmark56]3.4 	SAMPLE AND POPULATIONOFTHESTUDY
	A population is any group of individuals that has one or more characteristics in common and that are of interest to the researcher (Creswell, 2005).Therefore, the target population of  this study included human resources officers, head of departments, directors who manage human resources and staff members. The total population size at institute of finance management is 320 employees which includes teaching and non-teaching staffs.
[bookmark: _bookmark57][bookmark: _bookmark58]3.4.1 	SAMPLESIZE
	Kothari, (2004) defines sample as small group of respondents drawn from a population about which a researcher is interested in getting the information so as to arrive at a conclusion. This study selected respondents who are responsible on employee’s performance management and employees themselves (staff members). Respondents help the researcher plans and to generalize the findings (Best & Kahn, 2006). In this study, a sample of 50 respondents of both teaching and non-teaching employees were used by answering questionnaires for the purpose of getting the findings of the study. A sample of 50 respondents were selected out of 320 employees because they considered to represents and having vital information for the study by virtue of their positions.
[bookmark: _bookmark59]	Sekaran (2010) stated that, in research investigations involving several hundreds or thousands of elements, it would be practically impossible to collect data from, or test or examine every element. Even if it were possible, it would be prohibitive in terms of time, cost and other human resources. That’s why sampling to make a research feasible. A breakdown of the sample is presented in Table3.1


Table3.1: Sample Composition of the Study
	Participants
	Target Population Size
	Sample Size

	Human resources officers
	4
	4

	Head of departments
	40
	10

	Directors
	15
	5

	Staff members
	261
	31

	TOTAL
	320
	50


Source: Researcher’s field survey, 2024
[bookmark: _bookmark60][bookmark: _bookmark61]3.5	DATACOLLECTION METHODS
	In this study both primary and secondary data were used as methods of data collection. Primary data are those data which have been collected for the first time such as questionnaire while secondary data are those data that has been collected by someone else and exist somewhere (Kothari 2004).
· [bookmark: _bookmark62]Primary Data
	Primary data is original and collected for the first time by the researcher. It is gathered through questionnaire and interviews. By using primary data as the method, we collect data during the course of doing experiment.
· [bookmark: _bookmark63]Secondary Data
	Secondary data are those data that are already available and were collected from secondary sources of data such as journals, books, newspapers, websites, publications and other documents available in libraries including research reports from distinguished academicians (Kothari 2004).
[bookmark: _bookmark64][bookmark: _bookmark68][bookmark: _bookmark69]3.6	DATA ANALYSIS
[bookmark: _bookmark70]	Data from the answered questionnaires in this study was analyzed by using percentages. The collected data was checked for consistency and then frequencies and percentages used to show responses of the distribution. The results were presented in tables and chart form. The software used for analysis of the findings was Statistical Package for Social Sciences (SPSS).
3.7 	RELIABILITY AND VALIDITY OF DATA
	Best and Kahn (2006) define validity as the quality of a data gathering instruments or procedure that enables it to measures what is supposed to measure. In justifying the validity of this study, number of steps was taken first, the use of random sample and convenience sample provided the study with rich information that enabled the generalization of finding to wider populations.
	Reliability on the other hand, is the degree of consistency that the instrument or procedure demonstrates (Best and Kahn 2006). In this study reliability was achieved by measuring consistent results from the respondents.
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CHAPTERFOUR
[bookmark: _bookmark71]PRESENTATION OF FINDINGS, ANALYSIS AND DISCUSSION
[bookmark: _bookmark72]4.0 	INTRODUCTION
[bookmark: _bookmark73]	This chapter covers the analysis and interpretation of the various data collected through the use of questionnaires and interview as per objectives of the study. The overall number of employees at Institute of Finance Management is three hundred and twenty (320). The sample of 50 employees was taken and fifty (50) questionnaires were printed and distributed to respondents/employees for the purpose of collecting data. The total number of questions was 23and below is the analysis of the collected data.
4.1	HISTORICAL BACKGROUND OF ILORIN WEST LOCAL GOVERNMENT 
Ilorin advert local government which was part of the head quarter of Ilorin native  authority under  Ilorin province  in the  old Northern region of Nigeria  with creation of state in 1967, Ilorin west local government came to being there were twelve (12) local government area as at that time in 1976, two other local government areas were however carried cut of the formal Ilorin local government area with the creation of additional state by babarinde administration in 1991, Ilorin  local government area was further divided into Ilorin  were and test Ilorin west local government area Ilorin west local government is vested with responsibilities to enable it provide the must needed local services. 
Organization structure and staffing of local government strictly in line with the federal military of government guide line on the forms, all our local government councils, directly responsible  to the councils is the chief executive or secretary of the local government who is appointed under section 84 of the edict. In 1991, section 84 of the edit was amended to allow the chairman appoint his own secretary who will equally go with him/her or completing his term of office in edition to being the chief executive. The secretary is also the most sensor member of the staff. The local government headquarter is subdivided into six functional department each consisting of a suitable number of a related units as follow, administration department finance department national resources department medical department. 
Politically, we have reformed the age long system of district administration. This involves the division of each local government are into a suitable member of descried are divided into village need. Each village area is further sub-divided into health or in rural areas and wards in urban area 
A hamlet or wards consist of a group of households or amenities the objective of most effectives administrative structure at the grass root must be ensured through staffing of each local area. 
4.2 	FINDINGS AND DATA ANALYSIS
[bookmark: _bookmark74]4.2.1 	Gender of Respondents
	The study involved gender distribution of respondents in order to answer the questionnaires provided as shown on the table.
[bookmark: _bookmark75]Table4.1:Gender of Respondents
	Respondents
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Female
	24
	48.0
	48.0
	48.0

	Male
	26
	52.0
	52.0
	100.0

	Total
	50
	100.0
	
	


Source: Researcher’s field survey, 2024
	Table4.1abovedepictsthat52%and48%ofrespondentsofmaleandfemalerespectivelyanswered the questionnaires distributed.
[bookmark: _bookmark76]
4.2.2 	Rank of Respondents
	The rank of respondents in this study was used in order to answer the distributed questionnaires.
[bookmark: _bookmark77]Table4.2:Rank of Respondents
	Respondents
	Frequency
	Percent
	Valid Percent
	Cumulative percent

	Junior staffs
	25
	50.0
	50.0
	50.0

	Senior staffs
	25
	50.0
	50.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	From the table4.2, the junior staff of the organization makes up 50% of the employees who responded the distributed questionnaires. The remaining 50% make up the senior staff.
[bookmark: _bookmark78]4.2.3 	Age of Respondents
[bookmark: _bookmark79]	In this study, age of the respondents was considered to be important in finding the impact of working environment on employees’ performance at institute of finance management.
Table4.3: Age of Respondents
	Respondents
	Frequency
	Percent
	Valid percent
	Cumulative percent

	20-30years
	14
	28.0
	28.0
	28.0

	31-40years
	20
	40.0
	40.0
	68.0

	41-50years
	13
	26.0
	26.0
	94.0

	50andabove
	3
	6.0
	6.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	The 31-40 year group constituted 40% of respondents and was highest number of respondents followed by20-30 with 28% and then  the 40-50 which made up 26% of the respondents. The lowest number of respondents was within the 50 and above whichmade6% of employees.
[bookmark: _bookmark80][bookmark: _bookmark81]Table4.4: Physical Working Environment
	Responses
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Very bad
	11
	22.0
	22.0
	22.0

	Bad
	10
	20.0
	20.0
	46.0

	Moderate
	13
	26.0
	26.0
	68.0

	Good
	8
	16.0
	16.0
	52.0

	Very good
	8
	16.0
	16.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	Majority of the employees from the table 4.4 which constitute 26% described their physical working environment towards performance as moderate to influence them to stay in the office and work comfortable 22% of the employees said the physical working environments very bad for them stay in the office and work comfortable 20% of the employees describe the physical working environment towards performance as bad for them stay in the office and work comfortable while 16%of employees said their physical working environment is good and the remaining 16% of employees was very good for them and work comfortable. Majority of employees agree that there exists a strong relation between physical working environment and motivation for them to perform. This shows that it is the responsibilities of the organization to provide friendly working environment which will influence employees to work comfortable and perform their job.
[bookmark: _bookmark82][bookmark: _bookmark83]

Table4.5: Workplace Noise Distraction
	Responses
	Frequency
	Percent
	Valid
percent
	Cumulative
percent

	Strongly disagree
	5
	10.0
	10.0
	20.0

	Disagree
	15
	30.0
	30.0
	30.0

	Agree
	11
	22.0
	22.0
	52.0

	Strongly agree
	19
	38.0
	38.0
	100.0

	TOTAL
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	From the table 4.5 38% of employees are strongly agree that presence of noise distractions at the working place affects their performance negatively while 30% of the employees disagree that the noise at their workplace distracts them. 22% of employees agree that the noise distractions at the working place affect their performance. The remaining 10% of employees strongly disagree that noise at their work place distracts them. Workplace noise distraction has impact on employees’ performance as resulted to uncomfortable and loosing employees’ concentration in performing their task.
[bookmark: _bookmark84][bookmark: _bookmark85]Table4.6: Employee Performance Feedback
	Responses
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Always
	8
	16.0
	16.0
	16.0

	Usually
	10
	20.0
	20.0
	40.0

	Sometimes
	16
	32.0
	32.0
	68.0

	Rarely
	8
	16.0
	16.0
	32.00

	Never
	7
	14.0
	14.0
	100.0

	Not sure
	1
	2.0
	2.0
	

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	As shown from the table 4.6, 32% of the employees said they are sometimes receiving performance feedback from their supervisor, followed by 20% who said they are usually get performance feedback from their supervisor. 16% of the employees said they are rarely getting performance feedback from supervisor and another 16% said they are always receive performance feedback whereas 14% said they are never receive their performance feedback and  lastly 2% not sure on receiving performance feedback from the supervisor. Employee performance feedback contributes on employee performance because it consists of both positive feedback on what the employee is doing right as well as feedback on what requires improvement.
[bookmark: _bookmark86]Communication of Organization Goals and Strategies
	The table 4.7 described the importance of communication of organization goals and strategies towards employees’ performance.
[bookmark: _bookmark87]Table4.7: Communication of Organization Goals and Strategies
	Responses
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Strongly disagree
	6
	12.0
	12.0
	50.0

	Disagree
	6
	12.0
	12.0
	38.0

	Agree
	18
	36.0
	36.0
	86.0

	Strongly agree
	20
	40.0
	40.0
	100.0

	Total
	50
	100.0
	
	


Source: Researcher’s field survey, 2024
	From the table 4.7, 40% of the employees said they strongly agree the organization communicates its goals and strategies to them. 36% of the employees also said they agree that, the organization’s goals and strategies are communicated to them. Also 12% of the employees disagree that goals and strategies of organization are communicated to them. Another 12% of the employees said they strongly disagree that the organization’s goals and strategies are communicated to them. Communication of organization goals and strategies helps the employees to achieve what the organization is in business for and fulfill its organization mission and vision.
[bookmark: _bookmark88][bookmark: _bookmark89]Table4.8: Job Aid
	Response
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Strongly disagree
	5
	10.0
	10.0
	20.0

	Disagree
	5
	10.0
	10.0
	36.0

	Agree
	15
	30.0
	30.0
	52.0

	Strongly agree
	25
	50.0
	50.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	The table 4.8 defines that, 50% of the employees are strongly agree that the presence of job aid at the organization will contribute much in their job performance.30% of the employees agree on the presence of job aid at the organization will contribute their job performance while 10% of the employees are disagree on the use of job aid to enhance performance. Another 10% of the employees strongly disagree on the presence of job aid being the factor of their performance. The presence of job aid at the organization supports employees to perform and plan for the development, made their work to be easier and help to minimize error rates.
[bookmark: _bookmark90]4.2.9 	Employee Recognition as Individual
[bookmark: _bookmark91]Employee recognition as individual was considered to be important factor towards employee performance. The following were the response.



Table4.9: Employee Recognition as Individual
	Response
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Always
	8
	16.0
	16.0
	16.0

	Usually
	10
	20.0
	20.0
	36.0

	Sometimes
	16
	32.0
	32.0
	68.0

	Rarely
	8
	16.0
	16.0
	84.0

	Never
	7
	14.0
	14.0
	98.0

	Not sure
	1
	2.0
	2.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	As shown from table 4.9 that, 32% of the employees said they are sometimes recognized as individuals in the organization. 16% of the employees said they are rarely recognized as individuals and another 16% said they are always recognized as individuals whereas 14% said they are never recognized as individuals by the organization. 2% said they not sure if they are recognized as individuals in the organization or not. Being not recognized as individual has negative impact on employees performance because of no feeling exist between them and the organization which occasionally demoralize them as they cannot air their views.
4.2.10 	Communication between Employees
	The responses from the table 4.10 described how employees are given opportunity to interact with other employees on a formal level towards their job performance.




Table4.10: Communication between Employees 
	Response
	Frequency
	Percent
	Valid percent
	Cumulative percent

	Strongly disagree
	6
	12.0
	12.0
	12.0

	Disagree
	4
	8.0
	8.0
	20.0

	Neither agree
	2
	4.0
	4.0
	24.0

	Agree
	17
	34.0
	34.0
	58.0

	Strongly agree
	21
	42.0
	42.0
	100.0

	Total
	50
	100.0
	100.0
	


Source: Researcher’s field survey, 2024
	From the table 4.10, 42% of the employees strongly agree that they receive enough opportunity to interact with other employees on a formal level. On the other hand, 34% of the employees said they agree that the organization gives them the opportunity to interact with other employees while 12% said they strongly disagree that they are allowed to interact with their fellow colleagues on a formal level. 8% of employees and they disagree that the organization allow them to interact with other employees 
[bookmark: _bookmark119]4.3 	DISCUSSION OF THE FINDINGS
[bookmark: _bookmark120]	Findings show that almost 50% of employees agreed that there exists a strong relation between physical working environment and motivation for them to perform. This shows that it is the responsibilities of the organization to provide friendly working environment which will influence employees to work comfortable and perform their job. By having a good environment, the employees could apply their energy and their full attention to perform work Vischer.
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CHAPTERFIVE
[bookmark: _bookmark121]SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _bookmark122]5.1 	INTRODUCTION
	This section contains the major findings that came out of the study and the conclusion drawn. It covers conclusion and recommendations are as for further study.
[bookmark: _bookmark123]	The study investigated the impact of working environment on employees’ performance at Institute of Finance Management in KWARA STATE WATER CORPORATION, ILORIN region. It sought to find out whether working environment can influence employee’s performance at the institute Descriptive sample survey was used to carry out the study. This was because the study was intended to measure the respondents’ views about the issue. Sampling technique was respectively used to select the respondents for the study. In all, Fifty 50 respondents comprising Twenty Five (25) Junior staff and Twenty five (25) Senior staff were involved in the study. The research instrument that was used in the data gathering was a questionnaire. To give direction to the study, the following research questions were asked, how does performance feedback improve employees’ performance? How can job aid enhance employees’ performance? What are the physical work environments that add towards employees’ performance? Which contribution does a supervisor has towards employees’ performance? The data gathered were analyzed using SPSS. It was found out that most factors that comprise workplace influence employee’s behavior. This is however the working environment affects the employee in one way or the other and employees play a very crucial role in an organization like Institute of Finance Management.
5.2 	SUMMARY OF THE MAIN FINDINGS
	The study revealed that the organization working environment had an impact on members as far as respondents are concerned. The study found that, the organization  needs to improve its physical working environment so that to influence employees to stay in the office, work comfortable and perform their job. The study also revealed that employees are sometimes not recognized as individuals i.e. no feeling exist between them and the organization and this occasionally demoralize them as they cannot air their views. Through this study, it revealed that employees’ performance depended much on the presence of job aid at the organization. This means by having job aid it will support the employees to perform and plan for the development so that it can be used as to obtain the optimal use for performance. It was also found that the organization to some extent has fairly treatment on rewarding employees who perform well. The study also revealed that employee’s will improve their performance if the problems identified during the research are tackled by the management. The problems are flexibility of working environment, work noise distraction, supervisor’s interpersonal relationship with subordinates, presence of  job aid, the use of performance feedback and improve of work incentives in the organization so that to motivate employees to perform their job.
[bookmark: _bookmark124][bookmark: _bookmark125]5.3 	CONCLUSION
	Working environment plays a vital role in motivating employees to perform their assigned job. Since money is not a sufficient motivator in encouraging the workplace performance required in today’s competitive business environment. The ability to attract, keep and motivate high-performance is becoming increasingly important in today’s competitive organizational environments. The study also revealed that employee’s will improve their performance if the problems identified during the research are tackled by the management. At the end of the research, it was realized that the employee’s working environment find themselves in affect their productivity greatly. Therefore it is the responsibilities of the organization to provide friendly working environment which will influence employees to work comfortable and perform their job.
[bookmark: _bookmark126]5.4 	RECOMMENDATIONS
	Based on the results of findings, the following are recommendations for future implementation.
	Periodic meetings with employees to air their grievances to management to serve as a motivating factor to the employees. Managers should also be counseled on their relationships with their subordinates.
	The organization should have a good program in place for their employees work life balance as this can be a great factor to motivate and retain them.
	Management should try as much as possible to build a work environment that attracts, retain and motivate its employees so that to help them work comfortable and increase organization productivity.
	Employers should make available adjustable and flexible furniture to all workers in order to make them more comfortable. This in the long run keeps the employees healthy.
	Employers should have in place a good working condition for their employees in order to boost their morale and made them more efficient. An example is making their benefit programs to suit employees.
	Management should find ways and means of communicating their goals and strategies to their employees in order to achieve what the organization is in business for, its mission and vision.
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