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ABSTRACT
The study examined the impact of welfare service on employee performance in Federal Airport Authority Nigeria (FAAN) Lagos. Themain objective examined the impact of welfare services on employee performance in Lagos.
The study adopted cross sectional survey research design. Primary data was collected through the use of questionnaire. The population of the study comprised of 235 employees. 179 respondents constituted the sample size.Descriptive and inferential statistics were applied via statistical package for social sciences (SPSS).
Findings revealed that organizational support has a significant impact on employee job satisfaction of employees of FAAN in Lagos (ꞵ= 0.390, R = 0.447, R2= 0.200, F(1,177)= 44.052 P<0.05). Reward has a significant impact on employee retention of employees of FAAN in Lagos (ꞵ= 0.515, R= 0.513, R2 = 0.263, F(1,177) = 62.912 P<0.05). Training and Development has a significant impact on employee productivity of employees of FAAN in Lagos (= 0.290, R = 0.362, R2 = 0.131, F(1,177) = 26.542 P<0.05).
The study concluded that welfare service significantly impacts employee performance of employees of FAAN in Lagos. The study recommended that organization should stay close to employees and remedy problems as they arise and also recommended that benefits should be related to performance and not to seniority. Interested researchers should expand well into other states in the country so as to gather enough data in the study.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
In the last few years, many organizations kept full competitive benefits in the worldwide marketing competition including the banking sector through the improvement of employee performance. Employee performance is an important criterion for organizational outcomes and success. Therefore, many organizations are improving in their welfare packages in order to increase employee performance for the benefit of the organization.
Employee performance is an essential requirement of an organization to maintain its efforts towards the realization of predesigned goals. Organizations should understand that a healthy and stress-free employee is a major asset to the organization and should therefore provide welfare services and programs (Ankita, 2010). Positive employees’ behavior and their work attitudes are important for accomplishment of the goals and objectives of any organization (Beheshtifar, Nezhad & Moghadam, 2012).  Employee performance could be characterized by financial or non-financial results of the employee which has direct link with the success of the organization (Anitha, 2014). Individual performance is determined by organizational policies, design features and practices of an organization (Anitha, 2014). It is noteworthy that the concept of employee performance is increasingly gaining motion into business organization context in that it explains the level and quality of employees in terms of product and services delivery in an organization. Employee performance is a strategic approach to the management of business administration as a quest for efficiency and effectiveness of employees in terms of production of goods and services.
 Globally, in developed countries like United State, France, United Kingdom, Belgium, Germany and Italy, employee performance is a matter of concern that is being taken very importantly to such an extent that businesses around the world are been elevated due to the return of employees which emanates from the role they play on product and service delivery. In United Kingdom, the employer allows the new parents go on a leave for 52 weeks; as stated by the Glassdoor survey they are to be receiving pay for 39 weeks while on leave. In Iceland, 120 days off at 80 percent pay paternity leaves was proffered to dads so that they can spend time with their newborn children, also in addition to paternity leave, the new mothers receive diapers, bathing products, baby bed, the new mothers enjoy working half day until their child is two (Michael, 2016). In India, it has been reported that most organizations’ department is always been neglected; thus, calling for the needs for sufficient budgetary allocations by the government so as to provide essential facilities and welfare services for effective organization (Ankita, 2010). In these countries, employee performance is a vital subset of most organizations which is necessary since an organization’s success is dependent upon the employee’s creativity and commitment. Even though employee performance seems to be a relative factor which depends on other factors, this performance can be self-determined if employees are well cared for in terms of the nature of welfare service being offered to them. 
The role of welfare services on the performance of employees is a subject of great concern in Africa especially in countries like Ghana, Kenya, Egypt, Gambia and Senegal employee performance is an important issue for employers, managers, shareholders and investors, particularly those in service institution such as the banking sector. In Ghana, studies have shown that currently 25% of employees are not housed at all, contrary to Ghana’s conditions of service. Out of the 75% who reside in organization’s accommodation only half have decent accommodation. In Kenya, for example, some employees are not adequately taken care of in terms of accommodation, health service, transportation and so on, this can lead to the poor performance of the employees.
In Nigeria, employee performance is the most important factor in an organization irrespective of its nature and type. This is because the success or failure of an organization depends largely on the caliber and quality of its employees. Organizations should provide welfare programs in order to motivate and retain employees, to improve employees' performance, health, social status and economic condition (Okafor & Daramola, 2018). Employee performance is note-worthy, therefore, that organizations with unskilled employees may not get the average expected return from such employees due to their level of professionalism in what they do. This makes employees performance very important to organizations in Nigeria. No organization, irrespective of size and resources can survive without competent and qualified personnel. Lack of inadequate welfare packages and other incentives leads to poor worker’s motivation which greatly affect their outcomes hence, there is need for employers to give staff welfare package and other incentives for the benefits of the employees, employers and the organization (Okereke & Daniel, 2010). Incidents of neglect of welfare services of employees in the country has been reported due to the absence of a comprehensive and sustainable welfare policy, inadequate and improper budgetary allocations by the government and corruption both in the budgeting and expenditure processes, making the performance of the Nigerian organization to remain sub-optimal as their welfare is not given due attention (Alemika, 2008). 
Provision of employee welfare services in deposit money organization is critical for the efficiency of employees in any country. These services if inadequate, will negatively impact on the performance of employees. This impact of stress or exposure to traumatic incidents shows that there has been a growing concern about the potential risks posed by employees whose psychological well-being has been affected by their work thus the need to assess and support employees who have been involved in critical incidents through provisions of employee welfare services in ensuring that they are fit for service. However, provision of welfare facilities in India has been made obligatory especially the recreational facilities for employees to stem out the problem of lack of commitment on the part of the workers thereby improving their productivity which is possible with the satisfaction of labor (Manju & Mishra, 2007). A study conducted by Mugenda & Mugenda (2003) reveals that serious problems ranging from poor working conditions and lack of employee welfare services is a subject of great concern. Efforts by the government, private sector and other stakeholders to eliminate occupational accidents and injuries through sound health and safety has been very difficult due to various challenges facing the Occupational Health Standards scheme such as the management commitment and welfare services are poor in the developing countries (Morwabe, 2009). 
In most cases, the objective is to render service(s) in pursuit of fulfillment for the organization in achieving its social obligations (Armstrong, 2013). The facilities are composed of buildings, infrastructure and support services (Nyamwamu, Atambo&Munene, 2012). A well-managed business organization normally considers the welfare of an average employee as the primary source of his or her productivity gain. These organizations consider employees rather than capital as the core foundation of the business and contributors to firm development. To ensure the achievement of firm goals, the organization creates an atmosphere of commitment and cooperation for its employees through policies that facilitate employee satisfaction. Different welfare programs provided by any organization to its workers have direct impact on the physical, health and mental efficiency alertness, morale and overall efficiency of the employees. Welfare benefits are a necessity in every organization today. Employees have to be kept motivated at all times through various measure and activities. The concept of welfare is necessarily dynamic, bearing a different interpretation from country to country, from time to time, and even in the same country, depending upon its value system, social institution, degree of industrialization and general level of social and economic development. Even within a country, its content may differ from region to region (Supriya, 2017).
Employees are essential to the means of production (Edralin, 2014); they deserve to be treated with respect and given proper welfare packages and incentives (Barber, 2008). Welfare services improve their sense of worth, boost their self- esteem, financial status and act as, a sort of motivation to drive them to have more passion for their job, which is expected to be pursued by employers who look beyond instant profit making as opposed to enduring sustainable business earning of profits in perpetuity (Logasakthi& Rajagopal, 2013). There have been a lot of concerted efforts at national and international levels to set standards with minimal government interference and free market forces that would serve as a framework to guide labor relations between employees and employers and thus confer on worker’s certain rights once there is an established contract of employment (Breaugh, 2011).
1.2	Statement of the Problem
It is relevant to mention that although the idea of welfare service has existed for more than half a century, there is still no agreement over its definition. Welfare service generally refers to business practices that are based on ethical values, compliance with legal regulations and respect for people and the environment. Armstrong (2004) states that employee welfare service rests mostly on the abstract ground of social responsibility on organizations for those who work for them. Herzberg (2009) believes those structures are cleanliness factors and as a result does not motivate the workers to perform.
Lack of welfare services and other incentives can lead to poor employee motivation which greatly affect their performance (Okafor, Linus, Gloria & Daramola,2018). According to Mahia (2014), organizations fail to inform employees of their rights in relation to fringe remunerations during their first schedules or elevation. He opposes that mismanagement, inequity and communication obstacles lead to dissatisfaction amongst employees. Willis (2014), claimed that non-competitive compensation, high pressure, working conditions, dullness, poor management, disparity between employee and job, insufficient training, and organization practices contribute to employees’ dissatisfaction hence nonperformance. Lack of reward to result to employee turnover, lack of organizational support resulting to employee dissatisfaction and lack of training and development leading to low productivity of employee is another identified problem.
1.3	Objective of the Study
The general objective of this study was to examine the impact of welfare services on employee performance of Federal Airport Authority Nigeria (FAAN) Lagos State..
The specific objectives were to; 
I. examine the effect of organizational support on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State
II. Evaluate the effect of reward on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State.
III. Determine the effectof training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State
1.4	Research Questions
I. How has organizational support affected employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State?
II. How has reward affected employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State?
III. What is the effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State?
1.5	Research Hypotheses
HO1: Organizational support has no significant effect on employee job satisfaction of selected deposit money organization in Lagos State Nigeria.
HO2: Reward has no significant effecton employee retention of selected deposit money organization in Lagos State Nigeria.
HO3: Training and development have no significant effect on employee productivity of selected deposit money organization in Lagos State Nigeria.

1.6	Scope of the Study
FAAN is a government agency responsible for managing all commercial airports in Nigeria. Its scope includes airport operations, security, infrastructure development, and regulatory oversight of aviation activities within the country. The Lagos branch will be considered as the scope of the study.
1.7	Significance of the Study
The study will be beneficial to Nigeria organizations by improving their performance. It would help the stakeholders of such organizations in widening their knowledge on how welfare services can lead to increased employee performance. The study will make deposit money organization and other non-financial organizations to appreciate the importance of welfare service in the provision of information necessary for employee retention, employees job satisfaction and employee productivity. Deposit money organization play a vital role in the economy is no longer in doubt because they are prime movers of economic life and occupy a significant place in the economy of every nation in their credit creation capacity. Finally, it will serve as a reference document for future researchers who may be interested to embark on study of this nature.
1.8	Operational Definition of Terms 
Welfare: Welfare is a corporate attitude or commitment reflected in the expressed care for employees at all levels, underpinning their work and the environment in which it is performed.
Welfare Service: Welfare service is a comprehensive term which refers to the various services, benefits and facilities offered by the employer to employees with a purpose of enriching the life of employees and to keep them happy and contented.
Employee: An employee is a person employed for series of business or transaction in an organization or a place of work.
Performance: Performance is the achievement and attainment of stated goals. The act of carrying out a duty or accomplishing something such as a task or action.
OrganizationalPerformance: This is contribution an organization to achieve a specific organizational goal. It can also mean how effective an organization in carrying out its duties on employee job description to achieve a specific responsibility of the employees.
Organization: Organization is a social unit of people that is structured and managed to meet a need or to pursue collective goals or organization is a systematic arrangement of people to accomplish the same specific purpose.
Training and Development: This is an organized procedure by which an individual (staff of an organization) systematically acquires skills, knowledge and attitude required to perform a given task or job adequately.















CHAPTER TWO
LITERATURE REVIEW
This chapter reviews relevant literature on impact of welfare service on employee performance. The chapter comprised conceptual review, theoretical review, empirical review, summary of gap in literature and conceptual model.
2.1	Conceptual Review
2.1.1 Concept of welfare Service
Welfare is a corporate attitude or commitment reflected in the expressed care for employees at all levels, underpinning their work and the environment in which it is performed. Employee’s welfare includes all those facilities, services and benefits which are provided by employer to its staff for their comfort. Employee’s welfare, safety and health are the measures that promote the efficiency of the staffs. Different welfare programs provided by any organization to its workers have direct impact on the physical, health and mental efficiency alertness, morale and overall efficiency of the employees.
Manzini &Gwandure (2011) argue that, welfare services can be used to protect the workforce by providing adequate human working conditions and living by mitigating the dangerous effect on employees’ and their family members’ lives. The provision of welfare services such as housing, medical assistance, canteens and leisure facilities will supplement the income of the workers (Golaszewski & Yen, 2012). In addition, welfare facilities help to raise standard of living for employees. (Mathew et al., 2012) argued that employee welfare service act as an oxygen for inspiring employees and improve not only the effectiveness of the workforce but also innovation in overcoming particular organizational challenges, which will ultimately lead to attainment of higher level of financial performance and high service delivery in an organization. Staff welfare is one of the organizational commitments to demonstrate respect for employees at all levels, respecting their work and the environment in which it is performed (Jeon, 2012). Usha, Priya & Shakthi (2014) argues that the role of welfare activities is to promote economic development by increasing efficiency and productivity with the underlying principle being making workers give their loyal services ungrudgingly in genuine spirit of co-operation and the general well-being of the employee.
Many scholars argue that there exists somewhat relationship between employee performance and employee welfare benefits and services. For instance, Sila (2014) opines that poor standards of living, bad health, lack of education and housing, poor transportation to and from work, bad conditions in the workplace reduce workers’ productivity, and Welfare facilities refer to certain additional activities which are provided by an organization, including housing facilities, transportation facilities, medical facilities, recreational and cultural facilities, libraries, gym and health clubs among others in the hope of increasing the satisfaction index of an employee. The welfare measures need not be monetary, but they can be in any kind/forms. They include items such as housing and transport allowances, medical insurance and food. Employee welfare also includes monitoring of working conditions, creation of industrial harmony through infrastructure for health, industrial relations and insurance against disease, accident and unemployment for the workers and their families. Through such generous benefits the employer makes life worth living for employees (Ayinde, 2014). Low productivity in turn reduces the capacity of society to improve working conditions. As stated in Microsoft Encarta Dictionary, (2010), welfare can also be provided by informal groups apart from the government; religious groups and intergovernmental organizations such as the functioning of the United Nations.  In a more recent perspective on the meaning of welfare, Acheaw (2011) defined welfare as a motivational avenue put in place by management to enhance productivity and motivate staff to put in their best. Some of the motivational avenues were also identified to include incentives and training opportunities.
Labor welfare have both positive and negative aspect. On the positive side, it provides opportunities that enable the worker and their family to have a good life socially and personally, which also helps to adjust in social transition in respect to professional life. On the other hand, employee welfare functions in order to counterweight the annoying effects of large-scale industrialization and provides a counter-balance to the unpleasant social consequences and the labor problems which have evolved during transition.
Employee Welfare is a broad term which includes various services, benefits and facilities which are provided by employers to its staffs. Such schemes are the benefits which makes life worth living for employees. Welfare is the facility that is provided in order to comfort and improve employee willingness to work and is provided over and above the wages. This helps in raising the intention and motivation so as to retain the employees for longer period and reduce employee turnover. Welfare is motivational factor for every staffs. Employee welfare involves all activities of an employer that are focused at easing the employees with certain facilities and services in addition to wages or salaries. 
Many welfare programs don’t address the root cause of poverty. Some countries have highly variable programs. (google.com)
Organizational Support
Ahmed, Ismail, Amin & Ramzan (2011) defined it as “an employee’s opinion that the organization values his or her contribution and cares about the employee’s health”. Bedük (2014) defined it as recognition of the contribution made as a result of the actions of employees by the organization where they work, and opinion by employees of the tending by the organization. According to Jayasree & Sheela, (2012) organizational support is an employee certainty that the organization cares for and values his or her contribution to the accomplishment of the organization. Krishnan & Mary (2012) defined organizational support as a belief of employees about the degree to which they are valued and acknowledged by their organization. WannYih& Hatik (2011), also label organizational support as an employee’s perspective regarding the concern of the organization about his or her hard work and well-being. 
Reward
“The reward system consists of all organization components - people, process, rules and decision-making activities involved in the allocation of compensation and assistances to employees in exchange for their contribution to the organization” (Puwanenthiren, 2011). According to Baron (1983), reward can be extrinsic or intrinsic. Extrinsic reward is tangible reward and these rewards are external to the job or task performs by the employees. Extrinsic reward can be in terms of salary or pay, incentives, bonuses, promotion and job security. While intrinsic rewards are intangible rewards or psychological reward like appreciation, meeting the new challenges, positive and caring attitude form employer and job rotation after attending the goal. Thomas (2009) also said that extrinsic rewards are now less important, as day to day motivation is more strongly driven by intrinsic rewards. While, according to Hasaan Fazal (2011), intrinsic rewards actually fulfill employee’s intrinsic factors or motivation and thus motivate him. Example include; giving challenging task, involving in decision making process, giving a higher rank in hierarchy etc. all these rewards do not require to have increased salary as well and employee may be working at higher management rank without an increase in the salary and still more motivated. Reward had been seen to be a vital instrument in employee performance and a well-rewarded employee feels that he or she is being valued by the company that he or she is working for (Sajuyigbe, 2013).
Employees Job Satisfaction
Robbins & Judge (2013) also defined job satisfaction as one’s positive feeling about his or her job, but also further stated that the assessment was based on an evaluation of job characteristics. Employee job satisfaction is the term used to describe whether employees are happy and fulfilling their desire and needs at work. (Heathfield, 2019). According to Niemiec & Spence (2017), job satisfaction is a charming passionate kingdom as a result of the appraisal to one’s job. Mirah (2018) said that job satisfaction is higher for people who comprehend an instigation commitment adjust in their association with employing organization. Nhuta (2017) stated that any employee with a high level of job satisfaction holds compelling attitudes nearer to the job and somebody who baffled alongside his or her job holds negative attitudes about the job. Judge et al (2017) said that when employee is satisfied to their job than it creates charming pressure within organization, motivate employee to job well and organization can get excellent achievement from them. On the other hand, dissatisfied employee willingly tries to escape duty, high level of absents, when even they are in the job but try to hide away from the job and do not thing about issues of organization which is affect negatively organizational productivity. 
Employee Retention
According to the Business Dictionary.com (2015) employee retention is “an effort by a business to maintain a working environment which supports current staff in remaining with the company”. Employee retention minimizes costs associated with the hiring and training of new employees. Employee retention is a global concern no matter which industry. Maintaining efficient and talented employees is a difficult task for organizations. Employee retention is a challenge that leaders face with new and existing employees (Aruna & Anitha, 2015). Retention occurs when organizational leaders develop and implement strategic actions that encourage employees to stay with the organization (Darkwa, Newman, Kawkab, & Chowdhury, 2015). Employee retention is the ability to hold on to employees where an organization finds that it is losing valuable staff (Heery & Noon, 2001). It is the ability of an organization to retain its employees in their workforce. The result of a study showed that retention is the process in which employer takes steps to prevent the job switching of their key employees (Chiboiwa, Samuel& Chipunza, 2010). A study describes that retention is an effort by which an employer makes some good policies to retain talented employees for achieve the organization goals and success (Frank, Finnegan &Taylor, 2004).
2.1.2	Concept of organizational performance
Organizational performance can be a challenging because of their various standards including sustainability, profitability, pleasing the group, and willingness to deal with environmental changes. Somehow, however, organizational performance can be calculated using financial metrics have generally been thought of as conceptualized on paper rather than in practice. on the results obtained is seen as in many other-phrasing it is the mix, product variety of stakeholders and non-output measures (Anwar, 2017).
A study from Sílvio (2001) mentioned that an organizational performance evaluation system needs to be focused on results, which the interest of stakeholders should guide. From the point of view of team management, performance organization is defined as an assessment activity that allows organizations to make judgments and comparisons on goals, patterns, past decisions, and other processes and products. Consequently, the essence of organizational performance is the formation of value. As far as the value generated from the contributed assets is equal to or greater than the value expected, the assets will remain available to the organization. The organization is relevant to stay alive and continue to survive in the market. Therefore, value creation plays a significant role as a crucial thing in overall performance criteria for any organization. Previously, most of the researchers have measured organizational performance by using both financial and non-financial elements, including the market criteria such as return on investment (ROI), market share, the profit margin on sales, the growth of ROI, the growth of sales, the growth of market share, and overall competitive position (Stock, Greis, & Kasarda, 2000). Abu-Jarad et al. (2010) added that even though organizational performance has become the most important issue for every organization for both profit and non-profit, it's still not easy to conceptualize the performance measurement.
2.2	THEORETICAL REVIEW
The theoretical review is the structure than can hold or support a theory of a research study, it introduces and describes the theory that explains why the research problem under study exists.
Expectancy Theory 
Armstrong et.al. (2013) argues that the concept of expectancy was originally contained in the valence- instrumentality - expectancy theory by Victor Vroom in 1964. According to Armstrong et.al. (2013) valence stands for value instrumentality is the belief that if we do one thing it will lead to another and expectancy is the belief that action or effort will lead to an outcome. The theory holds that individuals choose between alternatives which involve uncertain outcomes. The individual’s behavior is not only affected by his preferences amongst these outcomes but also by the degree to which the individual believes the outcomes to be possible. Armstrong et.al. (2013) defines expectancy as a monitory belief concerning the likelihood that a particular act will be followed by a particular outcome.  According to Armstrong et.al. (2013) expectancies may be described in terms of their strength. Maximum strength is indicated by subjective certainty that the act will be followed by the outcome while minimal strength is indicated by subjective certainty that the act will not be followed by the outcome. The strength of expectations may be based on past experiences for example the idea that employees who go beyond the call of duty are rewarded. In these circumstances motivation to perform will be increased. To maintain such employee performance at the workplace managers should reward their employees in accordance with their contribution. This will motivate the employee to continue performing and even go beyond the call of what they are expected to do. The expectancy theory has also made some important contributions to motivation theories. Unlike other theories the expectancy theory takes into account individual perceptions and thus personal histories allowing a richness of response not obvious in other theories which assume that people are essentially the same. However, the expectancy theory has also been criticized. Mithis (2013) argues that the greatest difficulty in testing the theory stems from the fact that theory is so comprehensive that it is virtually impossible to concurrently test all aspects of the theory.
Functional Theory  
The study adopted the functional theory of labor welfare which is also known as the efficiency theory which suggest that welfare work can be used as a means of securing, preserving and developing the efficiency and productivity of labor (Shekhar, 2013). The theory states that if an employer takes good care of his work force, they tend to be more efficient by improving production. Shekhar et.al. (2013) stated that programs for housing, education, training, provision of balanced diet and family planning measures are important for labor welfare as they increase the efficiency of workers in underdeveloped countries. This theory states that a fully mentally and physically satisfied worker is the most efficient. Employee welfare is a means to keep industrial workers content so they may work effectively. In this theory, welfare work is used as a means to secure, preserve and develop the efficiency and productivity of labor. Impact on efficiency plays an important role in welfare services, and is based on the relationship between welfare and efficiency, though it is difficult to measure this relationship (Luthans, 2012). The theory is helpful in understanding the characteristics of labor force as reflected on the contemporary support for labor and it worked well if the employer and employees have the same goal of achieving higher production through better welfare. This theory suggests that welfare work can be used as a means of securing, preserving and developing the efficiency and productivity of labor (Manju & Mishra, 2007). The theory states that if an employer takes good care of his work force, they will tend to be more efficient by improving production and that program for housing, education, training, provision of balanced diet and family planning measures are important for labor welfare as they increase the efficiency of workers in underdeveloped countries. The theory is helpful in understanding the characteristics of labor force as reflected on the contemporary support for labor and it worked well if the employer and employees have the same goal of achieving higher production through better welfare. The theory is adopted in the study since welfare services affect performance of any labor force. It is obvious that if an employer takes good care of his workers, they will tend to become more efficient. According to this theory, the employer has an obligation or duty towards its employees to look after their welfare. The constitution of India also emphasizes this aspect of labor welfare. Impact on Efficiency plays an important role in welfare services, and is based on the relationship between welfare and efficiency, though it is difficult to measure this relationship. Programs for housing, education and training, the provision of balanced diet and family planning measures are some of the important programs of labor welfare which increases the efficiency of the workers, especially in underdeveloped or developing countries. The development of the human personality is given here as the goal of industrial welfare, which, according to this principle, should counteract the baneful effects of the industrial system. Therefore, it is necessary to implement labor welfare services. Both inside and outside the factory, that is, provide intramural and extra-mural labor welfare services. Totality of Welfare emphasizes that the concept of labor welfare must spread throughout the hierarchy of an organization. Employees at all levels must accept this total concept of labor welfare program will never really get off the ground.
2.3	Empirical Review
This section reviewed methodological review and existing empirical studies on the combined independent and dependent variables in this study. The review was carried out objective by objective. This section focused on empirical several studies on organizational support, reward, training and development, as well as, employee job satisfaction, employee retention, employee productivity.
According to the study done by Brian Rutherford & James Boles (2010), organizational support had a significant impact on five of the seven facets of job satisfaction. Hence, in addition to being a strong predictor of global job satisfaction it is also a strong predictor of multifaceted job satisfaction. Organizational support was the sole predictor of three of the facets of job satisfaction (satisfaction with job, pay and co-workers)
According to Zumrah& Boyle (2015) there is a positive relationship between perceived organizational support and job satisfaction. Based on the above-cited evidence researcher concluded that perceived organizational support is positively related to job satisfaction.
Kwenin&Muathe et.al (2013), analysed the influence of employee rewards, job satisfaction and human resource policies on employee retention in Vodafone Ghana Limited. The results showed that organizations’ fair reward systems lead to equity and increase retention. The findings also revealed that job satisfaction and favourable human resource policies have positive link with retention. Moreover, the study also identified that employee job satisfaction as a strong signal for retention.
Kwenin&Muathe et.al. (2013), observed that organizations’ fair reward systems lead to equity and increase retention. It also revealed that job satisfaction and favourable human resource policies have positive link with retention. Moreover, the study also identified that employee job satisfaction also indicated a strong signal for retention. 
Nazia Sultana & Begum Bushra (2013), concluded that steps must be taken by the organizations to relive the employees from the workload through job rotation, change in work location and other recreational activities. It was also found that most of the employees opted either yoga or other recreational activity to manage stress. 
Dearden, Reed & Reenan (2006) used a new panel of British industries and variety of estimation techniques to investigate and interrogate “The Impact of Training on Productivity and Wages” and revealed that work related training is associated with significantly higher productivity. Thus, a 1%-point increase in training is associated in value added per hour of about 0.6% and an increase in hourly wages of about 0.3%.
Konings&Vanormelingen (2010) empirically investigated the impact of firm provided training on both wages and productivity, by using a firm level data set of more than 170,000 firms active in Belgium and revealed that training boosts marginal productivity of an employee more than it increases its wage [16]. Thus, productivity premium for a trained employee is on average around 23% while the wage premium is only 12%.
Raja, Furqan & Muhammad (2011) confirmed that job training, training design and delivery style have significant effect on organizational performance. Thus, it means that training increases the overall organizational productivity.
Ferdinand, W., Peter, K. & Thomas, S. (2017)Effect of employee welfare programmes on employee performance: A case study of Kenya Railways CorporationFrom the regression model, the study established that remuneration policies had strongly positively influenced employee performance at Kenya Railways Corporation Despite greater interest on welfare service particularly in the area of its relationship with financial performance, results of previous studies are indeterminate. This implies that this area is riddled with inconclusiveness, this gap motivates the study.
Sameer, M. (2015)Impact of welfare facilities on the performance of employees in NGOs in Nairobi: A case of Kenya red cross Nairobi Branch The study draws a conclusion that welfare facilities provided to employees at Kenya Red Cross Society clearly shows the positive impact in the performance of its employeesThe analyses of the study were limited only to descriptive statistics, correlation and ANOVA but refused to consider regression analysis to show the significant relationship between dependent and independent variables of the study.
Rachel. R.T., Bhavani. S. A &Lakshmi.L. (2016). A study on employee welfare facilities and its impact on employee satisfaction at hotel industry with special reference to Mysuru DistrictThe statistical tool utilized for the study is correlation test and factor analysis to identify the impact of employee welfare facilities towards employee satisfaction.  Thus, no empirical studies have been carried out in this area of service and manufacturing firms in Nigeria.





CHAPTER THREE
 METHODOLOGY
This chapter describes the methodological framework that was used in attaining the stated objectives of this study. The research design, population of the study and research instrument was examined along with the method of data analysis employed. In particular, focus was on the study sample size and sampling technique chosen and a description of the choice of data collection instruments - questionnaire (primary data) which was used in collecting information for the study for the data presentation and analysis also consist of pilot study, apriority expectations, limitation of methodology and ethical consideration.
3.1	Research Design
The research design chosen to conduct this research study is the survey research design. The survey research design would be carried out using primary data which would be collected through the use of questionnaire to elicit responses from the respondents on the impact of welfare services on employee performance of FAAN in Lagos. The survey research design is essential for this study to conduct an accurate assessment of the characteristics of the whole population. Odoyo (2014) and Njoroge (2017) also used the survey research design to determine the relationship between the variables in their study.
3.2	Population of the Study
The target population of this research study reviewedemployees of FAAN is 325 employees of the organization.

3.3      Sample Size and Sampling Technique
The objective of research work drew inference from a population in order to make generalization on the target population. However, because of the large population involved, in most studies, researchers hardly study the entire population. Therefore, sample was drawn from the population. As stated earlier, the population of this study was employees from which the sample were drawn. Since FAAN has a total population of 325. Hence, the researcher adopted Taro Yamane formula to determine the sample size. Thus, the sample size was derived using the formula below;

n=      N
         1+N (e2)
Where n = appropriate sample size 
N = population size 
e = co-efficient or confidence margin or error unit 
e = 5% or 0.05 
Thus, the sample size is calculated as;
n=	325
         1+325 (0.052)

n= 325
	1+0.8125
	
325
1.8125

           n = 179.3103

           n = 179
To this end therefore, 179respondents constituted the sample size for this research study.
3.4	Method of Data Collection
The procedure for data collection was doneacross the selected deposit money organization in Lagos. The researcher visited FAAN, Lagos branch and permission was obtained from the management of the organization and the questionnaires wereadministered to the employees at random. 
3.5	Research Instrument
Questionnaire was the research instrument used for primary data collection from respondents comprising staff of the selected organization in Lagos. The questionnaire was divided into three parts in which the part A contained the personal data of the respondents, part B contained the items for each variable under welfare service and part C contained the items for each variable under employee performance. The primary data was sourced using the 4-Scale Likert scale type showing - 4=Strongly Agree; 3=Agree; 2= Disagree and 1= Strongly Disagree to elicit response from respondents.  
3.6	Validation of Research Instruments 
The research instrument was subjected to expert opinion validity as recommended by Raza and Nawaz (2011). In order to make sure that the research instrument was valid, the instrument was subjected to content validity. The content validity was done by giving out copies of the questionnaire to the supervisor after which suggestions and comments made were effected and the questionnaire was released into the field for data gathering. 

3.7   Reliability of Research Instrument
Reliability is the degree of internal consistency of the research instrument (Obadara, 2007). Also, Newstrom (2011) posited that reliability is the capacity of the survey instrument to produce consistent results.
The result of the pilot study was subjected to the test-retest method to ascertain the level of reliability of the instrument. The Cronbach reliability test was adopted to ascertain the degree of internal consistency of the constructs.
Table 3.4: Internal Consistency Reliability Result
	Variables
	Number of Questions
	Cronbach’s Alpha
	Average Variance Explained

	Organizational Support
	5
	0.953
	0.8090

	Reward
	5
	0.876
	0.6743

	Training and Development 
	5
	0.945
	0.6927

	Employee Job Satisfaction 
	5
	0.921
	0.7893

	Employee Retention 
	5
	0.715
	0.9241

	Employee Productivity
	5
	0.772
	0.7835

	Overall 
	30
	0.914
	0.898



The overall Cronbach alpha coefficient for the instrument was 0.914, which suggests that the instrument used for evaluation was highly reliable. Hence the researcher affirms that the research instrument used is reliable.
3.8	Method of Data Analysis
The study employed the descriptive statistical technique to analyze the data that were collected by the questionnaire administrators. This entailed the use of frequency distribution and percentages that determined the various objectives of the study and answered the research questions posed by the study. 
Also, the hypotheses of the study were analyzed by the use of the Ordinary Least Squares (OLS) regression analysis. The regression was used to determine the effect of the independent variables on the dependent variables. This regression analysis was employed and found to be suitable in due to its unique properties of linearity, efficiency, sufficiency, least variances, unbiasedness and least mean errors. All these analyses were performed using Statistical Package for Social Sciences (SPSS 22.0) and statistical significance was accepted at 5% level of significance.












CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
This chapter deals with the presentation and analysis of data collected to examine the impact of welfare services on employee performance of Federal Airport Authority Nigeria (FAAN) Lagos State. It was subdivided into three sections the data treatment descriptive analysis and the inferential sections. The data treatment presents then various diagnostics test carried out on the collated data, the descriptive summarizes the responses of the respondent on all statements made in the questionnaire while the inferential deductions show the results of the research hypotheses. The data collected was presented, analyzed and the findings interpreted based on the formulated hypotheses to enable the researcher reach a rational conclusions and deduction.
4.1	Data Presentation and Descriptive Analysis
This entails the use of specific descriptive statistical tools such as tables, charts, percentages, mean, and standard deviation in describing the data.
4.1.1	Response Rate 
The researcher distributed 179 copies of questionnaire to the respondents of which 178 copies of the distributed questionnaire were duly filled and returned and was used for the analysis. This represents a response rate of about Ninety-nine percent of the population employed in the study, which was considered adequate. Table 4.1 presents results of the response rate.

Table 4.1	Response Rate
	Category
	Frequency
	Percentage

	Completed usable copies of questionnaire
	178
	99.4

	Unreturned/incomplete copies of questionnaire
	1
	0.6 

	Total
	179
	100


Source: Field Survey, 2024
4.2 Demographic Characteristics of the Respondents
The demographic data of the respondents were further summarized in a table so as to clearly show the pattern of respondents’’ characteristics. The main demographic attributes in the study were gender, age, marital status, ethnicity and academic qualification. The findings are presented in Table 4.2
Table 4.2: Demographic Characteristics of Respondents
	Variable
	Categories
	Frequency
	Percentage

	Gender
	Missing
	19
	10.7%

	
	Female
	84
	47.2%

	
	Male
	75
	42.1%

	Age
	Missing
	        4
	2.2%

	
	18-20
	38
	21.3%

	
	21-25
	54
	30.3%

	
	 26-30
	37
	     20.8%

	
	31-35
	21
	11.8%

	
	36-40
	16
	9.0%

	
	40-50
	8
	4.5%

	Marital Status
	Missing
	18
	10.1%

	
	Single
	109
	61.2%

	
	Divorced 
	7
	22.5%

	
	Separated
	4
	2.2%

	
	Married
	40
	3.9%

	Academic Qualification 
	Missing
	10
	5.6%

	
	SSCE
	16
	     9.0%

	
	ND/HND
	16
	9.0%

	
	 B.SC
	93
	52.2%

	
	M.SC
	43
	24.2%

	Ethnicity
	Missing
	10
	5.6%

	
	Igbo
	47
	26.4%

	
	Yoruba
	57
	32.0%

	
	Hausa
	18
	10.1%

	
	Others
	46
	25.6%


Source: Field Survey, 2024
The demographic characteristics of the respondents are presented in Table 4.2. The table shows that of the 178 respondents, 42.1% respondents are male while 47.2% respondents are female. Overall, the study indicates that there is female dominance in deposit money In Lagos. However, 10.7% of the responses were missing. It is also indicated that the respondents within age bracket 18-20 years were is represented by 21.3%, 21-25 years are 30.3%, 26-30 years are 20.8%, 31-35 years are 11.8%, 36-40 years are 9.0%, 41-50 years are 4.5%. This indicated that the respondents were mature enough to understand the various issues on welfare service on employee performance as depicted in the instruments. However, 2.2% of the responses were missing.
Further findings show that 61.2% respondents are single, 22.5% respondents are married. However, 2.2% are separated,3.9% are divorced, 10.1% responses were missing. The qualification status of the respondents shows that 9.0% of the staff respondents were SSCE, 9.0% of the staff respondents wereOND/HND, 52.2% of the staff respondents were B.SC and 24.2% of the respondents were M.SC and 5.6% were missing. A unique discovery from the result is that all the respondents have one academic qualification or the other and that the industry does attract highly educated people. The table also revealed that for ethnicity, 26.4% were Igbo. 10.1% were Yoruba, 32.0% were Hausa and 25.8% were others. However, 5.6%were missing.
4.3	Descriptive Analysis of Variables
In this section the descriptive statistics for the study variables on the impact of welfare services on employee performance of Federal Airport Authority Nigeria (FAAN) Lagos State.The descriptive statistics summarized the main characteristics of the study variables. For each of the variables, respondents were requested to indicate the extent to which they agreed with the listed items explaining the variables on a six point Likert type scale. The primary data would be sourced using the 4-Scale Likert type showing 4=Strongly Agree; 3=Agree; 2= Disagree and 1= Strongly Disagree to elicit response from respondents.
4.3.1	Restatement of Research Objective One and Research Question One
Objective One: Examine the effect of organizational support on employee job satisfaction of selected FAAN
Research Question One: How has organizational support affected employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State?
The first objective was to evaluate the effect of organizational support on job satisfaction of selected deposit money bank in Lagos State, Nigeria. On a four-point Likert type scale, the respondents were requested to rate their perception to the subject above.

Table 4.3.1a Descriptive on Organizational Support
	


	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Missing
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Mean
	Standard Deviation

	My organization provides employees with enough welfare packages such as medical supports and other benefits
	72
	40.4
	76
	42.7
	25
	14.0
	3
	1.7
	2
	1.1
	3.20
	.82

	My organization provides cheap loans particularly to employees at a low interest rate
	35
	19.7
	65
	36.5
	71
	39.9
	5
	2.8
	2
	1.1
	2.71
	.85

	My organization provides sport facilities clubs and gyms for physical fitness
	43
	24.2
	35
	19.7
	85
	47.8
	11
	6.2
	4
	2.2
	2.57
	1.00

	Airtime and data are provided for staff to enhance communication performance
	109
	61.2
	42
	23.6
	22
	12.4
	3
	1.7
	2
	1.1
	3.42
	.86

	My organization organizes paid vacations for employees
	39
	21.9
	58
	32.6
	66
	37.1
	8
	4.5
	7
	3.9
	2.64
	1.00

	GRAND MEAN
	
	
	
	
	
	
	
	
	
	
	2.98
	.91


Source: Field Survey 2024
From the table above, it is discovered that majority (83.1%) of the respondents are positive in regards to the statement that the organization provides employees with enough welfare packages such as medical supports and other benefits, the result of the respondents goes on to prove this as 40.4% strongly agreed and 42.7% agreed while 14.7% disagreed and 1.7% strongly disagreed. 1.1% of the responses of the respondent was missing. The mean score of 3.20 showed that most of the respondents agreed to the statement while the standard deviation of 0.82 shows a convergence around the mean.
The table goes further to reveal that 56.2% of the respondents agreed that the organization provides cheap loans particularly to employees at a low interest rate, 19.7% of the respondents strongly agreed, 36.5% agreed on the other hand, 42.7% disagreed with 39.9% disagreed and 2.8% strongly disagreed. The mean of 2.71 shows that the responses of the respondent is on the average while the standard deviation of 0.85 shows there is a slight disparity in the mean.
Particularly, when asked of the organization providing sport facilities clubs and gyms for physical fitness, 24.2% strongly agreed while 19.7% agreed to the statement whereas about 47.8% disagreed and 6.2% strongly disagreed we see there is a disparity with the responses of the respondent, about 2.2% of the respondent’s opinions were missing. With a mean score of 2.57 and standard deviation of 1.00 shows that most respondents disagreed with the statement.
84.8% of the respondents agreed that airtime and data are provided for staff to enhance communication performance, to break it down, 61.2% strongly agreed while 23.6% agreed, 12.4% disagreed and 1.7% disagreed strongly. 1.1% of the respondents were missing. The mean score of 3.42 and a standard deviation of 0.86 shows an agreement toward agreed.
Lastly, 21.9% strongly agreed that the organization organizes paid vacations for employees while 32.6% agreed, on the flip side, 37.1% disagreed while 4.5% strongly disagreed, about 3.9% of the responses were missing. The mean score of 2.64 shows that on the average respondents agreed that the organization organizes paid vacation for employees, the standard deviation of 1.00 shows a slight disparity. A grand mean of 2.98 suggest an agreed respondents’ opinion of a strong organizational support system with a standard deviation of 0.91 which means that there is no disparity in the responses.
According to the table above, 80.4% which represents majority of the respondents agrees that they have all it takes to do their job, out of this percentage, 36% of the respondents strongly agreed while 44.4% agreed, but 19.7% of the total respondent disagreed as 19.1% of the respondent disagree and 0.6% strongly disagreed. With a mean score of 3.16, it goes further to prove that most of the responses of the respondents tend toward agreeing and the standard deviation of 0.74 shows a convergence around the mean.
Furthermore, the table also reveals that most of the respondents are involved in the decision-making process of the organization, the result of the respondents shows that 18.5% strongly agreed and 44.5% agreed that they are involved in decision making while 33.7% disagreed and only 1.7% strongly disagreed. The mean score of 2.80 shows that most of the responses indicated points toward agreeing although the standard deviation of 0.78 shows a slight disparity around the mean.
In addition, when presented with having opportunities to recommend new ideas and solutions, 27.5% of the respondents strongly agreed and 46.1% agreed that they have the opportunities to recommend new ideas and solution to the organization but 24.2% of the respondents totally disagreed with the statement while 2.2% of the responses were missing. We can therefore deduce that majority of the respondent (73.6%) have the opportunity to recommend new ideas and solutions thus, the mean of 2.95 proves that there is a favorable response among the respondents while the standard deviation of 0.88 shows a convergence around the mean.
83.4% of the respondents which represents majority feel that their work is valued within the organization, this is due to the fact that 29.8% strongly agreed and 54.5% agreed when asked. On the other hand, a total of 12.9% disagreed. The mean score of 3.07 makes it evident that majority of the respondents agreed that they feel their work is valued, the standard deviation of 0.84 indicates a convergence around the mean.
Lastly, the table reveals that 83.2% which represents majority of the respondents are able to use their skills and abilities at their job with a breakdown of 35.4% strongly agreed and 47.8% agreed but 14% disagreed and 1.1% strongly disagreed while 1.7% of the respondents gave no response. With the mean score of 3.14, it indicates that majority of the respondents converges towards agreed while the standard deviation of 0.82 shows a favorable response to the mean. 
It can be suggested that employee job satisfaction is high as divulged by the respondents with an agreed opinion as seen as seen from a mean of 3.02 and a standard deviation of 0.81
Conclusively, comparing tables 4.31a and 4.3.1b we can deduce that the patterns of increase are similar. Based on the respondents’ opinion on the items discussed, it can be suggested that the level of organizational support will most likely have an effect on the job satisfaction experienced by employees of Federal Airport Authority Nigeria (FAAN) Lagos State.
Restatement of Research Hypothesis One:
H01: organizational support has no significant effect on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State.
Table 4.3.1c Simple Regression between Organizational Support and Employee Job Satisfaction
	[bookmark: _Hlk2169023]	Model One
 y1 = a0 + β1x1 + µ
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	9.448
		0.876
	
	10.790
	0.001

	
	Organizational  Support
	.390
	      0.059
	   .447
	6.637
	.0001

	a. Dependent Variable: Employee Job Satisfaction
b. R= 0.447                            R2= 0.200 F(1, 177)   = 44.052  P<0.05


Source: Researcher’s Study, 2024
Table 4.3.1c shows the simple regression analysis results of organizational supporthaving no significant effect on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State. The result shows that organizational support (β = .390, t = 10.790, p<0.05) have positive and significant effect on employee job satisfaction. The R value of 0.447 supports this result and it indicates that organizational support has an average and positive effect on the employee job satisfaction of employees of FAAN in Lagos State, Nigeria. The R2 = 0.200 indicates that about 20% variation that occurs in the employee job satisfaction is as a result of organizational support while the remaining 80% of the changes noticed is accounted for by other variables not captured in the model. The simple regression model is thus expressed as: 
EJS= 9.448 + 0.390OS + UI-----------------Eqn i
Where: 
EJS = Employee Job Satisfaction
OS = Organizational Support
The regression model shows that when organizational support is held at constant zero, employee job satisfaction is 9.448. this means that irrespective of the organizational support provided by the organization in Lagos State, Nigeria, there will still be a level of employee job satisfaction as shown by the positive constant value. The results of the simple regression analysis indicate that when organizational support is improved by one unit the job satisfaction of employees will be positively affected by an increase of 0.390unit. The result suggests that the support system of the organization is an important determinant of the job satisfaction of employees in selected deposit money organization in Lagos. The F[1,177]-statistics shows the fitness of the model as the value which is (F(1, 177) =44.052 P<0.05) suggests that organizational support has explained variations in the job satisfaction of employees. The result also shows a high level of statistical significance. Hence, the null hypothesis (H01) which states that organizational support has no significant effect on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State is rejected. 
DISCUSSION
The findings show that organizational support significantly affect the job satisfaction of the employee. Furthermore, the positive of the beta value suggests that a better organizational support will bring about the job satisfaction of the employee. This suggest that organizational support does not negatively effect on employee job satisfaction. According to the study done by Brian Rutherford, James S. Boles et al., (2010), organizational support had a significant effect on five of the seven facets of job satisfaction.
 4.3.2 Restatement of research objective two and research question two
Objective two: Evaluate the effect of reward on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State.
Research Question two: How has reward affected employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State?





Table 4.3.2a Descriptive of Reward
	
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Missing
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Mean
	Standard Deviation

	The reward system in my organization is feeling stale
	56
	31.5
	62
	34.8
	55
	30.9
	4
	2.2
	1
	.6
	2.94
	.87

	In the last six months I have been appreciated for my performance
	50
	28.1
	92
	51.7
	31
	17.4
	3
	1.7
	2
	1.1
	3.04
	.79

	My organization has a regular salary increment
	58
	32.6
	80
	44.9
	34
	19.1
	2
	1.1
	4
	2.2
	3.04
	.88

	Conveyance allowance offered by my organization is very satisfying
	70
	39.3
	69
	38.8
	38
	21.3
	0
	.0
	1
	.6
	3.16
	.80

	The overtime allowance offered by my organization is satisfying
	56
	31.5
	65
	36.5
	48
	27.0
	4
	2.2
	5
	2.8
	2.92
	.96

	GRAND
MEAN
	
	
	
	
	
	
	
	
	
	
	3.02
	.86



The table reveals the descriptive analysis of reward, this table shows that 31.5% of the respondents strongly agreed to the stale reward system of the organization, 34.8% respondents agreed, 30.9% respondents disagreed, 2.2% of the respondents strongly disagreed with this opinion. With a mean of 2.94 and standard deviation of 0.87.
In addition, from this table, it shows that in the last six month 28.1% of the respondents strongly agreed that performance have been appreciated 51.7% agreed, this shows that majority of the respondents (79.8%) agreed that performance have been appreciated in the last six month, 17.4% disagreed, 1.7% strongly disagreed and 3.04% were missing. The mean score of 3.04 with a standard deviation of 0.79 shows that there is an agreement.
32.6% of the respondents strongly agreed that the organization has a regular salary increment, 44.9% agreed, 19.1% disagreed, 1.1% strongly disagreed and 2.2% were missing. The mean score of 3.04 indicates that most respondents agreed to this statement and the standard deviation of 0.88 shows that there is a conflict around the mean.
In fact, for the satisfaction of conveyance allowance offered by the organization, 39.3% strongly agreed, 38.8% agreed, 21.3% disagreed, 0% strongly disagreed and the mean score is 3.16 while 0.80 is the standard deviation.
Moreover, 31.5% of the respondents strongly agreed that the overtime allowance offered by the organization is satisfying, 36.5% agreed with this declaration, 27.0% disagreed with this statement, 2.2% strongly disagreed and 2.8% were missing. With the mean score of 2.92, it indicates that majority of the respondents crossing towards agreed while the standard deviation of 0.96 shows a favorable response to the mean. 
A grand mean of 3.02 insinuate an agreed respondents’ opinion of a powerful reward system with a standard deviation of 0.86 which means that there is no difference in the responses. 
4.3.2bDescriptive on Employee Retention
	
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Missing
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Mean
	Standard Deviation

	I feel like am able to reach my full potential at my company
	62
	34.8
	76
	42.7
	37
	20.8
	3
	1.7
	0
	.0
	3.11
	.78

	I feel comfortable working with my teammates
	51
	28.7
	110
	61.8
	14
	7.9
	1
	.6
	2
	1.1
	3.16
	.68

	I am happy with my career path and promotion
	61
	34.3
	82
	46.1
	27
	15.2
	5
	2.8
	3
	1.7
	3.08
	.87

	I see myself working here for a long time
	60
	33.7
	74
	41.6
	38
	21.3
	5
	2.8
	1
	.6
	3.05
	.85

	I would gladly refer a friend to work in my company
	53
	29.8
	93
	52.2
	21
	11.8
	5
	2.8
	6
	3.4
	3.02
	.91

	GRAND 
MEAN
	
	3.08
	.81



From the above table, it is determined that majority (77.5%) of the respondents are wonderful in regards to the announcement that they are able to reach their full potential at the company, the result of the respondents goes on to show this as 34.8% strongly agreed and 42.7% agreed whilst 20.8% disagreed and 1.7% strongly disagreed .0% of the responses of the respondent used to be missing. The suggest score of 3.11 confirmed that most of the respondents agreed to the assertion whilst the widespread deviation of 0.87 indicates a convergence round the mean.
90.5% of the respondent feel comfortable working with their other teammates, 28.7% strongly agreed to this, 61.8% agreed while 7.9% disagreed and .6% strongly disagreed with the statement 1.1% appears to be missing. The mean score of 3.16 proves that most respondents agreed to this statement while the standard deviation of .68 shows that there is a slight difference around mean.
Furthermore, the table uncovers that 80.4% respondents are happy with their career path and promotion with details that 34.3% strongly agreed 46.1% agreed that the respondents are happy with their career path and promotion but 15.2% disagreed 2.8% strongly disagreed while 1.7% is not available but with a mean of 3.08 and standard deviation of .87.
It is decided that 33.7% of the respondents strongly agreed they see themselves working in the organization for a long time and 41.6% agreed to this statement but 21.3% of the respondents disagreed with working in the organization for a long time 2.8% strongly disagreed, .6% is missing and mean is 3.05 while standard deviation is .85
Ultimately, for gladly referring a friend to work in the organization, 29.8% of the respondents strongly agreed, 52.2% agreed, 11.8% disagreed while 2.8% strongly disagreed with the statement of referring a friend to work in the organization while 3.4% is of no response, the mean of this statement is 3.02 with a standard deviation of .91.
Eventually, after collating tables 4.3.2a and 4.3.2b we can conclude that the patterns of increase are similar. Based on the respondents’ opinion on the items discussed, it can be suggested that the level of reward will most likely have an effect on the retention experienced by employees of Federal Airport Authority Nigeria (FAAN) Lagos State.
It can be insinuated that employee retention is high as discovered by the respondents with an agreed opinion as seen as seen from a grand mean of 3.08 and a standard deviation of 0.81
Restatement of Research Hypothesis Two
H02: Reward has no significant effect on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State.
Table 4.3.2c Simple Regression between Reward and Employee Retention
		Model One
 y1 = a0 + β1x1 + µ
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	7.648
		0.999
	
	7.657
	0.001

	
	Reward
	.515
	       0.065
	   .513
	7.932
	.0001

	a. Dependent Variable: Employee Retention
b. R= 0.513                            R2= 0.263 F(1, 177)   = 62.912  P<0.05


Source: Researcher’s Study, 2024

Interpretation
Table 4.3.2c shows the simple regression analysis results of reward having no significant effect on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State. The result shows that reward (β = .515, t = 7.657, p<0.05) have positive and significant effect on employee retention. The R value of 0.513 supports this result and it indicates that reward has an average and positive effect on the employee retention of employees of FAAN, Lagos State, Nigeria. The R2 = 0.263 indicates that about 26.3% variation that occurs in the employee retention is as a result of reward while the remaining 73.7% of the changes noticed is accounted for by other variables not captured in the model. The simple regression model is thus expressed as: 
EJS= 7.648 + 0.515OS + UI-----------------Eqni
Where: 
ER= Employee Retention
R = Reward
The regression model shows that when reward is held at constant zero, employee retention is 7.648. this means that irrespective of the reward provided by the organization in Lagos State, Nigeria, there will still be a level of employee retention as shown by the positive constant value. The results of the simple regression analysis indicate that when reward is improved by one unit the retention of employees will be positively affected by an increase of 0.515unit. The result suggests that the reward system of the organization is an important determinant of the retention of employees in selected deposit money organization in Lagos State, Nigeria. The F[1,177]-statistics shows the fitness of the model as the value which is (F[ (1, 177) =62.912 P<0.05) suggests that reward has explained variations in the retention of employees. The result also shows a high level of statistical significance. Hence, the null hypothesis (H01) which states that retention has no significant effect on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State is rejected.
Discussion
The findings show that reward significantly affect the retention of the employee. Furthermore, the positive of the beta value suggests that a better reward will bring about a higher retention of the employee. This suggest that reward does not negatively effect on employee retention.Kwenin, O. D. and Muathe S. et.al (2013), analysed the effect of employee rewards, job satisfaction and human resource policies on employee retention in Vodafone Ghana Limited. The results showed that organizations’ fair reward systems lead to equity and increase retention. The findings also revealed that job satisfaction and favourable human resource policies have positive link with retention. Moreover, the study also identified that employee job satisfaction as a strong signal for retention
4.3.3Restatement of Reserch Objective three and Research Question Three
Objective Three: determine the effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State.
Research Question Three: What is the effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State?

4.3.3aDescriptive Statistic on Training and Development
	
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Missing
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Mean
	Standard Deviation

	At work am encouraged for my development
	82
	46.1
	82
	46.1
	11
	6.2
	1
	.6
	2
	1.1
	3.35
	.72

	Frequently, trainings are organized for employees in my organization
	63
	35.4
	80
	44.9
	29
	16.3
	4
	2.2
	2
	1.1
	3.11
	.84

	My organization assesses the impact of training and development
	68
	38.2
	93
	52.2
	13
	7.3
	3
	1.7
	1
	.6
	3.26
	.71

	Adequate time and major resources are committed to training of employees in my organization
	78
	43.8
	72
	40.4
	21
	11.8
	5
	2.8
	2
	1.1
	3.23
	.85

	My organization integrates training into initiative for change management
	82
	46.1
	75
	42.1
	17
	9.6
	3
	1.7
	1
	.6
	3.31
	.76

	GRAND MEAN
	
	3.25
	.77




Interpretation
From the table 4.3.3a, it is discovered that all the respondents (92.2%) have come to an agreement that they are been encouraged for their development in the organization, 46.1% strongly agreed, 46.1% agreed but 6.2% of the respondents disagreed that they have been encouraged for their development while the remaining 0.6% strongly disagreed to this statement and 1.1% were missing. Most respondents agreed to this statement with a prove of the mean score 3.35 and standard deviation 0.72 which indicates that there is a little dispute with the mean. The table goes further to explain that training and development are frequently organized for employees in the organization which 35.4% of the respondents strongly agreed to, 44.9% of the respondents agreed, the 16.3% of the respondents disagreed to this declaration that training and development are frequently organized for employees in the organization, respondents of 2.2% disagreed and 1.1% were lost, the average mean 3.11 shows that most of the respondents agreed to the statement with a standard deviation of 0.84.Also from the table, 38.2% respondents strongly agreed to the statement that the organization assess the impact of training and development, 52.2% also agreed to this statement but 7.3% of the respondents totally disagreed while 1.7% strongly disagreed and 0.6% were nowhere to be found. With a mean of 3.26, many respondents gladly support the opinion which result to the standard deviation 0.71 that disagree with the mean.
43.8% of the respondents strongly agreed to the fact that adequate time and major resources are committed to training of employees in the organization, the respondents of 40.4% agreed to this, 11.8% disagreed, 2.8% strongly disagreed and 1.1% were missing. The mean score of 3.23 proves that most respondents agreed to this statement while the standard deviation of 0.76 shows that there is a slight difference around mean.
In addition, table4.3.3a include that the organization integrates training into initiative for change management which 46.1% of the respondents strongly agreed, 42.1% agreed to this statement, 9.6% disagreed that the organization integrates training into initiative for change management, 1.7% of the respondents strongly disagreed and the mean score of 3.31 showed that most of the respondents agreed to the statement while the standard deviation of 0.76 shows a convergence around the mean. 
A grand mean of 3.25 suggest an agreed respondents’ opinion of a strong organizational support system with a standard deviation of 0.77 which means that there is no disparity in the responses. 









4.3.3bDescription Statistics on Employee Productivity 
	
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Missing
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Mean
	Standard Deviation

	Ability to use my set of skill at work increases my productivity
	85
	47.8
	78
	43.8
	13
	7.3
	2
	1.1
	0
	.0
	3.38
	.67

	Value placed on my feedback increases my productivity
	63
	35.4
	99
	55.6
	14
	7.9
	1
	.6
	1
	.6
	3.25
	.67

	Incentives and reward offered by the organization increases my level of productivity
	84
	47.2
	78
	43.8
	14
	7.9
	2
	1.1
	0
	.0
	3.37
	.68

	My organization provides a conducive environment for work
	91
	51.1
	73
	41.0
	14
	7.9
	0
	.0
	0
	.0
	3.43
	.64

	My organization gives set of allowances to facilitate well-being e.g. transportation etc
	54
	30.3
	52
	29.2
	65
	36.5
	7
	3.9
	0
	.0
	2.86
	.90

	GRAND MEAN
	
	3.25
	0.71




Interpretation
Table4.3.3b presents the results of descriptive analysis of employee productivity which revealed that 47.8% of the respondents strongly agreed that the ability to use their skills at work increases their productivity, 43.8% of the respondents agreed, 7.3% of the respondents disagreed and 1.1% strongly disagreed and the mean score of 3.38 indicates that most respondents agreed to this statement with a standard deviation of 0.67 that shows a disagreement with the mean.35.4% of the respondents strongly agreed that the value placed on their feedback increases their productivity, 55.6% agreed, 7.9% disagreed with this statement and 0.6% strongly disagreed while 0.6% were missing. 3.25 mean score shows that almost all respondents agreed to this statement and the mean was disagreed with 0.67 standard deviation. Likewise, 47.2% of the respondents strongly agreed that incentives and reward offered by the organization increases the level of productivity, this made 43.8% of the respondents agree to this statement, 7.9% of the respondents disagreed, 1.1% of the respondents strongly disagreed and nothing was missing. The mean score 3.37 and the standard deviation is 0.68. Furthermore, the table also states that 51.1% of the respondents strongly agreed that the organization provides a conducive environment for work, 41.0% of the respondents agreed, 7.9% of the respondents disagreed that the organization provides a conducive environment for work, 3.43 mean score proves that most respondents agreed to this statement with 0.64 standard deviation which states that there is a slight difference around the mean.
Lastly, organization gives set of allowances to facilitate well-being for example, transportation, 30.3% of the respondents strongly agreed to this statement, 29.2% of the respondents agreed, 36.5% of the respondents disagreed and 3.9% of the respondents disagreed. With a mean score of 2.86 and standard deviation of 0.90 shows that most respondents disagreed with the statement.It can be suggested that employee productivity is high as divulged by the respondents with an agreed opinion as seen as seen from a mean of 3.25 and a standard deviation of 0.71Conclusively, comparing tables 4.3.3a and 4.3.3b we can deduce that the patterns of increase are similar. Based on the respondents’ opinion on the items discussed, it can be suggested that the level of training and development will most likely have an effect on the productivity experienced by employees of Federal Airport Authority Nigeria (FAAN) Lagos State. 
Restatement of Hypothesis Three
H03: Training and development have no significant effect on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State.






Table 4.3.3c Simple Regression between Training and Development and Employee Performance
		Model One
 y1 = a0 + β1x1 + µ
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	11.571
		0.933
	
	12.406
	0.001

	
	Reward
	.290
	       0.056
	   .362
	5.152
	.0001

	a. Dependent Variable: Training and development
b. R= 0.362                            R2= 0.131 F(1, 177)   = 26.542P<0.05


Source: Researcher’s Study, 2024
Table 4.4.3c shows the simple regression analysis results of training and development having no significant effect on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State. The result shows that training and development (β = .290, t = 12.406, p<0.05) have positive and significant effect on employee productivity. The R value of 0.362 supports this result and it indicates that training and development has an average and positive effect on the employee productivity of organization in Lagos State, Nigeria. The R2 = 0.131 indicates that about 13.1% variation that occurs in the employee productivity is as a result of training and development while the remaining 86. 9% of the changes noticed is accounted for by other variables not captured in the model. The simple regression model is thus expressed as: 
EJS= 11.571 + 0.290OS + UI-----------------Eqni
Where: 
EP = Employee Productivity 
T&D = Training and Development 
The regression model shows that when training and development is held at constant zero, employee productivity is 11.571. this means that irrespective of the training and development provided by the organization in Lagos State, Nigeria, there will still be a level of employee productivity as shown by the positive constant value. The results of the simple regression analysis indicate that when training and development is improved by one unit the productivity of employee will be positively impacted by an increase of 0.290unit. The result suggests that the support system of the training and development is an important determinant of the productivity of employees in selected deposit money organization in Lagos State, Nigeria. The F [1,177]-statistics shows the fitness of the model as the value which is (F (1, 177) =26.542 P<0.05) suggests that training and development has explained variations in the productivity of employees. The result also shows a high level of statistical significance. Hence, the null hypothesis (H01) which states that training and development has no significant effect on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State is rejected.
Discussion
The findings show that training and development significantly affect the productivity of the employee. Furthermore, the positive of the beta value suggests that a better training and development will bring about an efficient and effective productivity of the employee. This suggest that training and development does not negatively effect on employee productivity. Kulkarni PP (2013) also confirmed that training and development programmes improve employee’s performance at work place, it updates employee’s knowledge and enhances their personal skills and as well helps in avoiding managerial obsolescence.

















CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
This chapter summarizes the entire research carried out on the impact of welfare services on employee performance of Federal Airport Authority Nigeria (FAAN) Lagos State. The data gathered are highlighted in this chapter, the conclusion and recommendations were based on the research.
5.1 Summary of the Study
The study analyzed the impact of welfare service on employee performance of federal Airport Authority, Nigeria; the study objective was to examine the effect of organizational support on employee job satisfaction. 
The general objective of this study was to examine the impact of welfare services on employee performance of Federal Airport Authority Nigeria (FAAN) Lagos State.
The specific objectives were to; 
I. examine the effect of organizational support on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State.
II. Evaluate the effect of reward on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State.
III.  Determine the effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State
the research design used for the study research design is taro Yamane formula was used to determine the sample size from the population of 325. The following were analyzed from the research using the simple regression analysis.
H01: Organizational support has no significant effect on employee job satisfactionemployees of FAAN in Lagos State Nigeria.
H02: Reward has no significant effecton employee retention of employees ofFAAN in Lagos State Nigeria.
H03: Training and development have no significant effect on employee productivity of employees in FAAN in Lagos State Nigeria.
5.2	 Summary of Findings
From the Hypotheses tested in the study, the following findingswere revealed:
There is a significant effect of organizational support on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State.
There is a significant effect of reward on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State.
There is a significant effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State.
5.3	CONCLUSION
The essential focus of this project was to examine the impact of welfare services on employee performance in Nigeria. From the proceeded study, it became apparent that employees are not lazy, they could be motivated to work efficiently and effectively if these welfare services are present which will lead to increase in performance.
There should be an attempt to make sure that the employees are able to make certain of their own goals in the process of contributing to the achievement of the organizational goals. The employees could be motivated to work better for productivity if they know that there will be a reward for their performance. There will be no motivation if employees are not being encouraged by providing these welfare services.
To motivate the employees, a good salary and other welfare packages should align internally and externally and these will give rise to a better feeling in the employee that equity exists within the organization and genuine motivation will increase performance.
5.4 	RECOMMENDATIONS
Based on the findings of this study, it revealed that there is a significant effect of organizational support on employee job satisfaction of Federal Airport Authority Nigeria (FAAN) Lagos State which can be as a result whereby employees are not satisfied with their job because they are not motivated or supported. It is recommended that the organization should stay close to employees and remedy problems as they arise.
The study also shows that there is a significant effect of reward on employee retention of Federal Airport Authority Nigeria (FAAN) Lagos State. It is recommended that benefits should be related to performance or commitment and not to seniority or other non-merit-based considerations.
It is also recommended that organizations should provide a conducive environment for training and development of the employees since there is a significant effect of training and development on employee productivity of Federal Airport Authority Nigeria (FAAN) Lagos State.
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QUESTIONNAIRE
Departmentt of Business Administration and Management
Kwara State Polytechnic Ilorin,
Kwara State.


Dear Respondent,
My name is __________________, a final year student in the department of Business Administration and Management, __________________ Kwara State Polytechnic. I am presently conducting research on “THE IMPACT OF WELFARE SERVICES ON EMPLOYEE PERFORMANCE IN LAGOS STATE”. Please kindly complete the attached questionnaire. The information being solicited is purely for academic purpose. All information provided will be treated confidentially. Your honest completion of this questionnaire would assist in generating information that would help to determine the impact of welfare services on employee performance of FAAN in Lagos State”.

Yours Faithfully,




SECTION A
PERSONAL BIO DATA
Please tick the brackets as they apply appropriately
 DEMOGRAPHIC DATA
1. Gender: Male (  )       Female (    )
2. Age:  18-20 (    )    21-25(   )  26-30 (   )   31-35 (   )   36-40  (   )  41-50 (   )
3. Marital Status: Single (    )   Married (    )    Separated (   ) Divorced ()
4. Ethnicity: Igbo (    ) Yoruba (    )  Hausa (    )   Others (    )
5. Academic Qualification: SSCE (   )  OND/HND (   )  B.SC (   )  M.SC (   )
SECTION B
To what extent do you agree with the following statements concerning the Employee Welfare in the FAAN in Lagos? Answer by selecting one of the options SA, A, D, and SD. 
SA=STRONGLY AGREE, A= AGREE, 
D= DISAGREE, SD= STRONGLY DISAGREE
Questions                                                  
	
	 Organizational Support 
	SA
	A
	D
	SD

	1. 
	My organization provides employees with enough welfare packages such as medical support and other benefits 
	
	
	
	

	2. 
	My organization provides cheap loans particularly to employees at a low interest rate
	
	
	
	

	3. 
	My Organization Provides sport facilities, clubs and gym for physical fitness
	
	
	
	

	4. 
	Airtime and data are provided for staff to enhance Communication performance
	
	
	
	

	5. 
	My organization organises paid vacations for employees
	
	
	
	

	
	 Rewards 
	SA
	A
	D
	SD

	6. 
	The Reward system in my organization is feeling stale
	
	
	
	

	7. 
	In the last 6 months I have been appreciated for my performance
	
	
	
	

	8. 
	My organization has a regular salary increment
	
	
	
	

	9. 
	Conveyance allowance offered by my organization is very satisfying
	
	
	
	

	10
	The Overtime allowance offered by my organization is satisfying
	
	
	
	

	
	 Training and Development 
	SA
	A
	D
	SD

	11
	At work am encouraged for my development
	
	
	
	

	12
	Frequently, Trainings are organized for employees in my organization
	
	
	
	

	13
	My organization assess the impact of training and development
	
	
	
	

	14
	Adequate time and major resources are committed to training of employees in my organization
	
	
	
	

	15
	My organization integrates training into initiative for change management 
	
	
	
	



SECTION C
To what extent do you agree with the following statements concerning the Employee Performance of the FAAN in Lagos? Answer by selecting one of the options SA, A, D, and SD. 
SA=STRONGLY AGREE, A= AGREE, 
D= DISAGREE, SD= STRONGLY DISAGREE
Questions
	
	Employees Job Satisfaction
	SA
	A
	D
	SD

	1. 
	I have all the resources I need to do my job successfully.
	
	
	
	

	2. 
	I am involved in decision making
	
	
	
	

	3. 
	I have opportunities to recommend new ideas and solutions
	
	
	
	

	4. 
	I feel like my work is valued
	
	
	
	

	5. 
	At my job, am able to use my skills and abilities
	
	
	
	

	
	 Employee Retention
	SA
	A
	D
	SD

	6. 
	I feel like am able to reach my full potential at my company
	
	
	
	

	7. 
	I feel comfortable working with my teammates
	
	
	
	

	8. 
	I am happy with my career path and promotion
	
	
	
	

	9. 
	I see myself working here for a long time
	
	
	
	

	10. 
	I would gladly refer a friend to work in my company
	
	
	
	

	
	 Employee Productivity 
	SA
	A
	D
	SD

	11. 
	Ability to use my set of skills at work increases my productivity
	
	
	
	

	12. 
	Value placed on my feedback increase my productivity
	
	
	
	

	13. 
	Incentives and Reward offered by the organization increases my level of productivity
	
	
	
	

	14. 
	My organization Provides a conducive environment for work
	
	
	
	

	15. 
	My organization gives set of allowances to facilitate staff wellbeing, e.g transportation etc.
	
	
	
	


Thank you again for your responses and taking the time to complete this survey!
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