CO-OPERATION BETWEEN EMPLOYEE AND MANAGEMENT TO INCREASE PRODUCTIVITY

ABSTRACT
The purpose of this study is to carry out research on the effect of the management and employee relationship on productivity in an organization. This thesis project uses Mobil producing Nigeria Unlimited, a subsidiary of ExxonMobil as a case study. The primary focus of this work is on the factors that can improve the relationship in the work place to enhance productivity.
The research was completed by reviewing theories on human resource management. Interviews were conducted by phone and email to obtain direct information for the purpose of this study. The researcher has also made use of EBooks forms to further shed light to the topic of this study.
Data were collected and analyzed using a quantitative research method. Open-ended questions were provided in a questionnaire and responses analyzed in order to facilitate evaluation of the effect of management and employee relations in the organization.
Suggestions and recommendations were made based on the results of the research on the issues identified by the study which affect the organization’s work-force and management.
As a result of the research findings the need for a healthy relationship between management and employees was affirmed, and methods of utilizing this to enhance productivity in any organization and reasons for why this is important were disclosed. The study highlights the importance of effective human resource management as an essential aspect of any organization.
CHAPTER ONE

1Introduction
From one standpoint, human resources are the most important asset in the organization. From another point of view, management is responsible for organizing, coordinating, planning labor and other organizational resources in order to achieve the stated goals and objectives; Bratton & Gold (2003, 357). This situation creates a necessity of employer-employee relation-ship, which is good for the growth of any organization. Many researchers have carried out extensive research on productivity in organizations, but only relatively few studies have been conducted in the context examined in this thesis report which is the employee and management relationship in the oil producing industries. It is based on this background that I am motivated to fill the gap, by carrying out a practical study on evaluating and analyzing employee and management as it affects an oil producing company in Nigeria.
For a better and clearer perception of this research work, there would be an understanding about what the topic entails and its benefits in an organization. The researcher would also like to state that relationships between employees and management differ from one company to another, as well as one country to another. How to create a good relationship between employee and management so as to increase productivity has been the subject of many studies, examples of such relationship creation could be seminars, conferences, and workshops. It is well known that productivity is a critical factor in economics and social development, for it determines the standard of living of people of a country. When productivity is high, organizations earn higher incomes with very good profit which leaves the organization in a better position to stay in business and there will be job security for employees. But when productivity is low, there will be unemployment and employee lay-offs.
To improve employee-management relations, there has to be a certain degree of compatibility between employee and management. An employee will be highly dedicated, productive and also co-operative if he\she believes that by such co-operation his\her interest would be protected. This topic cannot be over emphasized because employee-management relationship is vital to the success of any company or business. If employees are not happy, then it is unlikely that they will make the customers happy. The organization is therefore throwing its profits and its business away. To be more precise, management should have the interest of employees at heart so as to know their needs and methods of satisfying those needs. There is a general belief that if the employee is recognized in the scheme of things within the organization, the positives are expected such as readiness to put in their best in terms of promoting efficiency, and reducing or eliminating waste.
This study will concentrate on the effect of employee-management relation as one of the measures to increase productivity in Mobil producing Nigeria Unlimited, Nigeria (a subsidiary of Exxon Mobil Corporation).
1.1Background to the Company
Mobil Producing Nigeria Unlimited (MPN) was chosen by the researcher as a case study in which research study will be conducted for the thesis. Mobil Producing Nigeria Unlimited, an oil company, engages in the offshore production of crude, condensate, and natural gas liquid. Mobil Producing Nigeria Unlimited was formerly known as Mobil Exploration Nigeria Incorporated and changed its name to Mobil Producing Nigeria Unlimited in 1969. The company was founded in 1951 and is based in Lagos, Nigeria. Mobil Producing Nigeria Unlimited operates as a subsidiary of Exxon Mobil Corp. Mobil Producing Nigeria Unlimited is also an operator of the NNPC\MPN joint venture plans to carry out Hydro cyclone Sand Checks on flowing wells located in their joint venture (JV) acreage. All of its operations are offshore. MPN is the second largest producer of crude oil in Nigeria after Shell. The company operates in the integrated oil and gas industry; they are also engaged in the production and marketing petrochemicals (gasoline, motor oils, lubricants, marine and jet fuels, etc.) packaging films and other chemical product. Through its wholly owned subsidiaries, Mobil operates worldwide oil and gas exploration and producing business, a global marketing and refining complex, a network of pipe-lines. MOP has 300 employees to its credit.
Mobil Producing Nigeria Unlimited has its administrative headquarters in Lagos, Nigeria and the operative base is located at the eastern part of Nigeria named Qua iboe terminal (Q.I.T) Eket in Akwa ibom state. The company is one of American multinational oil companies in Nigeria and it specializes in engineering and off-shore drilling.
MPN has offices in different parts of Nigeria where different operations are been carried out and also has six functional departments such as Accounting, Security, Drilling, Telecommunications, Purchasing and Transportation, all headed by a departmental manager. The researcher chose one of its bases in the eastern part named Port Harcourt. In this base their duty is to shift materials from the various oil servicing companies through one port to various rigs. Basically this base is called the supply base.
1.2 Statement of the Problem

Every organization exists to achieve some objectives. However, organizational goals may not be achieved unless all the employees put in their best to achieve these set goals and objectives. Therefore, it can be said that in every organization, it is quite obvious that the prevailing socio-economic problems in Nigeria, such as, constant labor strike, unrest, rising unemployment etc., can be traceable to lack of co-operation between employee/management in most business organizations. Poor employee-management relation has been identified by Balogun (2002) as one of the contributing factors of low standard of living and economic development in Nigeria. How employee-management relation can be achieved have been a thing of concern in business organizations and its effect on productivity. This research is aimed at identifying the problems and to help suggest methods of solution to organizations using Mobil Producing Nigeria Unlimited, Port Harcourt as a case study.

1.3 Purpose/objective of the study

The purpose of this study is to access more possible ways through employee-management relation to increase productivity in Mobil Producing Nigeria Unlimited, Port-Harcourt Nigeria. The study will also examine the strategies adopted by the management to improve the employee-management relation as to attain higher productivity level. It will also enable managers to adopt effective motivational strategies where necessary that would enhance positive attitude at work and to find out how the various management actions affect the behavior of employees at work. Moreover the study is expected to shed some light on employers and employees conflicts concerning productivity and reward. Finally the result of the study will highlight some issues on employee-management policies used in business organization.

1.4 Research hypothesis 
As a guide to finding a probable solution a hypothesis was set to guide the thesis to arrive at necessary recommendation that will help the organisation. A hypothesis can be defined as a proposal set forth as an explanation for the outcome of some specified group in an event, either maintained as a provisional assumption to aid in research or received as highly probable in the event of facts discovered. 

The following null hypotheses are tested in this study:

H01: Management does not engage in performance appraisal as a form of motivation.

H02: Financial incentive does not motivate staffs more than non-financial incentive. 

1.5 Scope/limitation of the Study

This research will be limited to the facts collected from questionnaire as well as any other information gathered from interview by phone with staffs of the company, emails and information released on the company’s website. The objective and validity of any conclusion drawn from the research study will be limited by the accuracy of information given by respondents as well as phone interviews and material used. Therefore the research is specifically limited to Mobil Producing Nigeria Unlimited, Nigeria.

1.6
Assumptions

It is assumed that the subject of the study would give maximum and needed cooperation to the researcher through completing and returning the questionnaire. It is also assumed that the questionnaire returned will get to the researcher within a stipulated period, to aid the prompt completion of the research. The researcher has an expectation that at least 48% of the questionnaires that was sent to the company will be returned.

CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1
CONCEPTUAL FRAMEWORK

Definitions of Employee-Management Relations

Employee-Management relation can be defined as a process by which human beings and their organizations interact at the workplace and more broadly in society as a whole to establish the terms and conditions of employment as defined by Mills As defined by Leigh 2010 in his article “Employee relationship management is a process that companies use to effectively manage all interactions with employees, ultimately to achieve the goals of the organization. The human resources department can play a critical role in this process, both in terms of training and coaching managers and executives on how to effectively establish and nurture relationships with employees and in measuring and monitoring those relationships to determine whether objectives are being met” The writer highlighted some ways to manage it. Sison (1965, 35) states that personnel management relation is seen as personnel managers contact with employees, whether or not the latter is unionized. This system attracts and holds competent employees, it also cultivates and maintains the goodwill and confidence of a company’s customers and it’s public. Human resource management is defined as a distinctive approach to employment management which seeks to attain competitive advantage through the strategic development of a highly committed and capable workforce, using an integrated array of culture, structural and personal techniques. Also the author stated that employment relations are about the interactions between employees and employers (Gardner & Palmer 1997, 244).

Anderson (2005) strongly agrees that the boss and employee relationship is important to company productivity. A relationship that is built on trust and understanding can make the employee and manager more efficient and a reverse situation can lead to high rates of employee turnover. The writer suggested few elements that could be of help and will be seen later in this thesis. Deming (2000, 148) suggests its diseases and obstacles. He explains the need of employee and management relationship. He clearly asserts that, “as long as management is quick to take credit for a firm’s successes but equally swift to blame its workers for its failures, no surefire remedy for low productivity can be expected. Furthermore without a management commitment to the personal welfare of its works, it will be impossible to inspire employees’ interest in company productivity and product quality. With guaranteed job security then the management’s job becomes far more difficult and challenging.” Armstrong (2010, 294) clearly asserts that the relationship between an employer and an employee as the cornerstone. He concludes that the employment relationship is an organization that consist of employer and employee working together to achieve the set goals and objective. Employment relationship can be defined formally by procedure agreement and work rules. Bratton & Gold (2003, 357) conclude that “Employee relations is a set of human resource practices that seek to secure commitment and compliance with organizational goals and standards through the involvement of employees in decision making and by managerial disciplinary action”.

The importance of good employer-employee relations

Dicker (2003, 3) stated that “interpersonal relationship and communication within a work place need to be high on priority list of all supervisors and managers.” It is important to develop a climate of association and duty of care between management and employees and between the workers themselves. In reference to both parties there are some principles for people management which could be used as method of measurements. People are most important asset in any organization and should be given highest priority. Both employee and employer have the responsibility to create a healthy and safe environment. People are different in nature, needs; concerns and interest differ individually as Change and conflicts are inevitable because change creates an environment for conflicts. Most conflicts occur because people are different not because they are wrong and have a right of association and representation, also right to have equal access to emerging opportunities. In view of this merit becomes the highest priority for selection. In order for employee management relations to be effective, there should be equal access to dispute and grievance resolution as well as a healthy negotiation balance between the requirement of the employers and the demands of the employees. People are mostly motivated by self-interest and operate best when they have some ownership of the solution and employees appreciate honest feedback and prefer to be advised rather than told and be recognized in the organization. Management has the right to make decisions for a good of the organization while employees have the right to have their point of view considered.

Ways to build up employee relationships with top management

For any organization to survive and succeed, employee relationship with the management must serve as a focal point so as to create industrial peace and harmony that could enhance effective and conducive work environment. In respect of these issue, literatures on Human resources management and articles on Employment relations has shown an increasing interest in the subject of how best management decision is to be made for conducive and productive atmosphere. Anderson (2005) says that several elements that builds a good relationship and should be taken into consideration, which include teamwork, company guidelines, mentoring, and cronyism. With teamwork Anderson discusses that both the supervisor and employee needs to commit to the concept of teamwork, if a group is going to work together effectively to achieve organizational goals and objectives both in the long or short-term. Furthermore, he noted that it is very necessary for every organization to have policies and guidelines that the manager and employees follows. Management-employee relationship can offer different dynamics, notwithstanding, manager and employee should be discouraged from getting involved in a romantic relationship while still employed with the company. Anderson again, made reference to mentoring as a form of improving manager-employee relationship. In this direction a manager or a supervisor can become an employee’s mentor who can be helpful to both the company and the employee. When a supervisor or a manager hires a friends or family members who are not qualified for the positions they are filling, it is known as cronyism. Cronyism can lead to a drop in productivity because the new employees do not possess the skills to do their jobs. In addition, it can also lead to a drop in morale as other employees find out that some staff members were hired just because they were friends with the manager.

The dimentions of the employment relationship
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Figure 1: The dimensions of the employment relationship (Armstrong 2010, 295) 

Armstrong (2010) states that the purpose of the employment relationship from the employee’s point of view is to enhance their performance in order to increase productivity, and how they are been treated in terms of fairness, equity and consistency. The points include: security of employment, scope to demonstrate competence, career expectation and the opportunity to develop skills, involvement and influence, trust in the management of the organization to fulfill their promises (Armstrong 2010, 296-7). Leigh (2010) suggests that there are several ways to build and manage employment relations, which include identifying objectives, determining employee needs, balancing work and life needs.

Objectives have to be specifically identified to spot out areas of the relationship that should and must be managed. Most companies, relationship management centers on items like attracting and retaining employees, but Common measures of the effectiveness of these relationships include time to hire, turnover and employee satisfaction. It is not enough to assume that a company or even its HR professionals know what is important to employees. Every employee is peculiar to his/ her character and needs. It is a good idea to find out directly from employees what their needs area and could be done on a one-on-one interaction informally It is said that effective employee relationship management requires consideration of the whole employee. Ensure that the employee's work life and personal needs are well balanced. This can occur through creative staffing that might involve part-time, flextime or even offsite work assignments. Communication is critical to establishing strong employee relationships. Managers must be committed to communicating regularly and honestly with employees about the issues that impact their work. The more open organizations can be, they are likely to establish strong relationships that lead to increased loyalty and productivity among employees and decreased turnover and dissatisfaction. Effective employee relationship management requires ongoing attention. That means that managers and their HR departments should be alert at all times for signs of discontent, which can be subjective, as well as carefully monitoring the results of more formal assessments. These results should also be shared with employees. Too often employees are asked to complete surveys and are not informed of the results or what will be done with the results. Relationships Are Interpersonal Employee relationship management requires the same skills and processes required to manage any relationship; a clear understanding of employees' needs and a desire to meet those needs is foundational. Then steps must be taken to interact effectively with employees through a variety of communication channels, both interpersonal and formal. Ajit (2005, 47) recommended that there are Ten Commandments on relationship building for an organization. He advised management on how to deal and operate with employees to build and maintain the relationship, such as: Address employees concern, create a non-threatening environment, use interpersonal skills, encourage feedback, and promote Teamwork. He also advised management to have outings together and never set employees up to fail. Most im-portantly, management should create an Open-door policy, apologize when necessary and be objective. Armstrong (2000, 244) concludes that there are four approaches to employer/employee relations, which are adversarial, traditional, partnership and power sharing. Armstrong elaborates that the organization decides what it wants to do, and employees are expected to fit in as employees only exercise power by refusing to cooperate. There are situations whereby good day-to-day working relationship improves employer/employee relations, but management proposes and the workforce reacts through its elected representatives. The organization involves employees in drawing up and executing organizational policies but retain the right to manage therefore, employees become involved in both day-to-day and strategic decision-making. Furthermore, he suggested a drive for commitment; winning the ‘hearts and minds’ of employees to get them to identify with the organization, to exert themselves more, thus ensuring a return on their training and development and emphasis on mutuality; making everybody feel equal. He also intimated that the organization of complementary forms of communication is essential and no collective bargain but individual contracts should be emphasized. More so, employee involvements, continuous pressure on quality, increased flexibility on working arrangements, emphasis on teamwork and harmonization or terms and conditions for all employees are points to take into cognizance.

Levels of participation from employees

Participation in general terms refers to involvement of non-managerial employees in the decision making process of an organization. Being involved as an employee in an Organization is different from participating in the organization. Bratton & Gold (2003, 360) defines employee participation “as workers exerting a countervailing and upward pressure on management control which might not necessarily mean unity between managers and non-managers.” On the other hand, employee involvement is in contrast where there is commonality of interest between employees and management. There are two types of employee participation, namely: Direct and Indirect Direct participation is forms of participation whereby individual employees, albeit in a very limited way, are involved in decision making process that affect their everyday work routines. Indirect participation refers to forms of participation where representatives or delegates from employees participate in the organization decision making.

Nevertheless, it is recommended and emphasized that organization should establish a more formal and indirect employee participation network between management and employees, thereby involving employees through their representatives in discussion and consideration of relevant matters which affect or concern those they represent as such allowing employees to influence the proposals before the final management decisions is made. Bach (2005, 400) agrees but with an additional opinion that employee participation comes in three forms; Direct, Indirect and Financial participation. He defines direct participation and involvement as a form concerned with face to face or written communications between managers and subordinates that involves individuals rather than representatives, also referred to as on-line participation, workers makes suggestions through a formal scheme. While indirect is where employees are involved through their representatives usually elected from a wider group. Financial participation relates to schemes such as profit sharing or gain sharing whereby employees participate directly in the commercial success or failure of the organization, usually linking a proportion of financial reward to corporate or establishment performance. Clearly firms that are maintaining growth and profitability in the face of intense competition in a generally depressed world market and recession can only do so with full cooperation of their work force. For such organizations, an interest in employee participation will undoubtedly be colored in their need to obtain a high level of employee commitment; identification with organizational goals. However, a form struggling to survive will probably cut its labor force in order to reduce costs, and will be far concerned about its marketing situation than about its employee’s relations. This in such organizations, employees participation beyond existing bargaining and consultative arrangements is a non-starter. According to Loosemore, Dainty & Lingard (2003, 148), for effective involvement of employee, there should be some mechanism. These mechanisms include: Communication flowing downwards from managers to employee, newsletter, briefings, journals etc. to keep employees informed of organizational priorities, directions and result of involvement policies. Upwards communication from employees to manager, quality circles suggestion schemes, customer care programs, etc. to ensure that employees opinion reach management level. Also these mechanisms are advised by Loosemore, Dainty & Lingard (2003, 148), to motivate employees to be more effective and productive at work places. Financial participation, profit sharing, share ownership also gives opportunity to employees to have genuine stake and commitment to the organization. Representative participation; work councils, consultative committees, collective bargaining etc. to ensure that the voice of the employees are heard in decisions that affects their role and employment. Elmaraghy (2011, 430) suggests that only when formal and informal rules for considering the opinion of employees exist and is put in place in an organization, that is when it can be said that the participation level involvement is reach and accomplished. He also gave an illustration to further explain the point.
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Figure 2: Illustration of the level of involvement

However, the author suggests the right level of participation from employees in an organization. Direct form of participation in change processes has to be fitted in to the respective task of every employee. Joynt & Warner (2002, 103) stated that before the 1980s, the indirect form of participation was in focus such as work councils and co-determination, but the change from the indirect to the direct forms of participation have resulted to increase of employee participation through delegation of responsibility as well as authority for decision-making to the subordinates. The researcher has been able to understand so far that participation does not respond to a number of basic motivations, it is a means of recognition. It appeals to the need for affiliation and acceptance; above all it gives people a sense of accomplishment. What is obvious from this work so far is that there are various definitions of participative decision-making as it appeals to individual writers. Also the level of it differs from organization to organization hence one best approach to the acceptability of the phenomenon is relatively nonexistence.
The effect of employee/management relations on productivity

A lot of contributions have been made towards finding out a lasting solution to the issues of employee/management relations problem. Relating to the above subject matter, McGregor (1960, 5 - 7) stated that “We have not learned about the utilization of talent, about the creation of organizational climate conducive to human growth.” The blunt fact is that we are a long way from realizing the potential represented by human resources we now recruit into companies. He stated further that a high degree of employee participation in the management of a company will not only develop the hidden talents but also have a positive effect on the productivity level of such a company. Looking at the Nigeria context, industrial relations is such that it makes one to wonder whether the much talked about increase in productivity resulting in firm joint decision process between management and employee really takes place. Kaplan & Norton (1996,130) says that “satisfied employees are a precondition for increasing productivity. Even skilled employees, provided with superb access to information, will not contribute to organizational success if they are not motivated to act in the best interest of an organization or if they are not given freedom to make decision and take actions.”

Leadership style that could enhance productivity

For every organization there has to be a leadership style that would either break or make the organization. The researcher would like to shed a little light on the kind of leadership style that would improve productivity by working with the employees unselfishly. According to Hughes, Ginnett, and Curphy (2006, 6-7), the best way to understand the complexities of Leadership is to see some of the ways leadership has been defined. The process by which an agent induces a subordinate to behave in a desired manner. Directing and coordinating the work of group members. An interpersonal relation in which others comply because they want to, not because they have to. Transforming followers, creating visions of the goals that may be attained, and articulating for followers the ways to attain those goals. The process of influencing an organized group toward accomplishing its goals and actions that focus resources to create desirable opportunities. The leader’s job is to create conditions for team to be effective. The ends of leadership involved getting results through others, and the means of leadership involve the ability to build cohesive, goal-oriented teams. Good leaders are those who build teams to get result across a variety of situations. These definitions bring out the following features; Leadership as a dynamic process influenced by changing requirements, leadership as not being confined to one person, but maybe shared between members, the principal role of a leader is to influence the group towards the achievement of goals, and leadership is exercised and influenced by the particular set of circumstances that firms the organizational context. The failure of many government owned companies in Nigeria has been traceable to lack of negotiating skills on the part of representatives of the employer. Some possibilities could be suggested to enhance effectiveness in an organization like Job enlargement, reality leadership and employee centered leadership. Without any doubt it has be known that the effectiveness of a leader depends on the identification of subordinate valued needs and his/her ability to effect satisfactorily their accomplishment. There is a Myth that goes that leaders are born not made. Aaker & Joachimisthaler (2000, 66) clearly assert that "leadership as a provision of an umbrella that captures a variety of perspectives and activities. They stated further that the definition has a broad meaning that helps but could also be to all-encompassing that it ends up providing no direction. Furthermore, some other interpretations to leadership were identified; A competent leader with superior management skills, an authoritative leader who gets things done by edict, a supportive leader who encourages with positive reinforcement, and a coach who provides the tools and techniques to accomplish tasks. In addition, a “break the rules” leader who introduces unusual and sometimes outrageous programs and actions, a quality leader who sets standards for excellent an inspiring leader who articulates value and mission are other interpretation to leadership. For the purpose of this study, the researcher was able to identify from these definitions the strategic functions of the leader which are stated as follows, recognizing subordinates needs for outcomes over which the leader has some control, increasing personal pay offs to subordinates for work goal attainment, making the path and coaching directions, reducing frustration barriers, helping subordinates to clarify expectations, and increasing the opportunities for personal satisfaction contingent on effective performance. It is a well-known fact that the success or failure of an organization strongly depends on leadership. Success demands that a leader adopts the style appropriate to the organization with employees’ education and sophistication, unilateral action by leadership is resented and could affect morale and consequently productivity. The leader is responsible for the key function of the organization, planning, organizing, directing and controlling. While participative management is used in these activities.

Studies have shown that, the style of management to be adopted by leaders whether directive, participative or free rein is influenced by situational factors. Each style has its own merits and demerits that make it preferable in the circumstances. But participative management has received much support in recent times because it creates industrial peace and harmony in the organization environment; it has also enhanced high productivity.

Leadership climates.

Authoritarian Climates policy determination is by the leader, task activities which includes techniques and steps dictated by the leader one at a time. Division of labor and companions is also dictated by the leader. Praise and criticism by leader; this is usually personal by leader; aloof from group participation. Democratic climates policy determination by group discussion and decision, assisted by the leader, whilst task activities are perspective gained during first discussion; steps to goal sketched by group. The technical advice provided by the leader in the form of multiple alternatives from which group made choices. For labor members chose their own companion and groups decide the division of labor. Laissez-faire climate has freedom for group or individual decision without leader participation. Task activities the materials supplied by the leader; leader indicated he would supply information it asked, leader not involved in work discussions. For division of labor and companions there is no participation by the leader also praise and criticism, the leader is very infrequent, only when questioned; no participation in course of the work, Miner (2005, 40).

Evaluation and recognition of employee’s performance

Studies have shown that the greatest problem facing the Nigerian managers today, is how to objectively appraise or evaluate employees performances and for employees to work efficiently and effectively, there is the need for performance appraisal so as to boost the morale of the employees. Randhawa (2007, 130) comments that performance appraisal (PA) as a periodic formal evaluation of employee performance for the purpose of making career decisions. He also sees PA as a formal structured system of measuring and evaluating an employee’s job related behaviors and outcomes to discover how and why the employee is presently performing on the job and how the employee can perform more effectively in the future so that the employees, organization and society can all benefit. Another definition to PA it involves the identification, measurement and management of human performance in organization.

In most companies the performance appraisal exercise is carried out annually to determine the performance level of the individual employees. Two basic criteria are used in performance appraisal, they are: The traits-oriented approach and results approach. The traits-oriented approach involves the assessment of personal qualities, such as appearance, punctuality, leadership skills, and cooperativeness. While the results approach requires that the outcome or results achieved by the job-holder from the basis of the assessment, sales figures, wastage rate, complaints received and cost incurred.

Uses of performance appraisal

There are quite a number of the uses of performance appraisal that the researcher finds necessary as regards to the purpose of this study. (Randhawa, 2007,131). Administrative use; performance appraisal are used administratively whenever they are basis for the personnel decisions like promotions, transfer, demotions, terminations and rewards, development use; helps to identify the need and areas for further training and development of employees. Compensation use; it provides a rational basis for constructing a system of rewards, benefits or bonus, feedback use; provides feedback for employees and informs them where they can improve their performance. Reduces grievances; when feedback is on the right track, the employees receive information about their performance which reduces the grievances amongst employees. Improvement in supervision makes superior always aware and alert about their subordinate performance, as they have to fill the rating forms periodically. Database; it documents and records protect the employers from the charges of discrimination, biasness and favoritism. Career planning; it helps records provide a systematic and rational base for management in the career planning of its employees. Motivation; it helps in the assessment and recognition of performance levels of employees; it motivates employees to improve their performance. The above listed uses of performance appraisal highlight its importance in every organization big or small.

2.2
THEORETICAL FRAMEWORK

Elton Mayo's Management Theory

Broadly speaking, Elton Mayo's management theory promotes the hypothesis that workers are motivated by social and relational forces more than financial or environmental conditions. It holds that managers can increase productivity by treating employees as unique individuals rather than interchangeable cogs in a machine.

The conventional wisdom in organization studies holds  that the scientific study of organizational behaviour — initially called human relations — was the intellectual progeny of Elton Mayo and his associates in and around the Hawthorne investigations and that their concern with the ‘human fac-tor  in  industry’  was  a  reaction  against,  and  solution  for,  the  inhumane,  techno-economism  of Taylorism or SM. In other words, Taylorism’s allegedly single-minded focus on measurable pro-ductivity outcomes and (low-level) pecuniary methods of motivation, coupled with its bifurcation of conception and execution of productive tasks (or deskilling), resulted in widespread opposition among ‘alienated’ individuals and organized labour. Mayo is typically presented as the counterpoint to Taylorist ‘exploitation’, and  Mayo and his  associates are  attributed as  ‘discovering’  the social Bruce and Nyland  385person and his/her centrality in the workplace: that humans are not merely the egoistic, utilitarian economic animal of mainstream economics and SM, but they have other, (high-level) psycho-social needs and their social relationships at work play an  important role in their productivity (Dingley, 1997; Duncan, 1999; Wren & Greenwood, 1998). Allegedly, Mayo and HRS’s central achievement was to bring people’s social  needs into  the limelight and thereby increase their capacity for col-laboration at work. Employees obtained identity, stability and satisfaction, making them more will-ing to cooperate and contribute their efforts toward accomplishing organizational goals. Motivation was less about ‘logical’ financial incentives, emphasized by SM and orthodox economics, and more about  ‘enlightened’  management  meeting  people’s  ‘nonlogical’  social  or  ‘belonging’  needs (Kaufman, 2000, 2004,  2008; Wren, 2005; Wren and  Greenwood, 1998;). In sum, HRS was per-ceived as a viable alternative or, at best, a complement to Taylorism, because it directly appealed to managers’ concerns  with ‘how to  calm the  worker’s irrational,  agitation-prone mind and  how to develop a curriculum to train managers and executives to do so’ (O’Connor, 1999)

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.

3.2
AREA OF STUDY

This research was carried out in Mobil Producing Nigeria Unlimited which now known as ExxonMobil. The company’s administrative head office is located at Mobil House 1 Lekki Expressway, Victoria Island, and P. M. B. 12054, Lagos, Nigeria
3.3
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.4
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 


This study was carried out to examine co-operation between employee and management to increase productivity using Mobil Producing Nigeria Unlimited which now known as ExxonMobil. Staff of Mobil Producing Nigeria Unlimited which now known as ExxonMobil form the population of the study.
3.5
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.6
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of Mobil Producing Nigeria Unlimited which now known as ExxonMobil, the researcher conveniently selected 36 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.7
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.8
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.9
METHOD OF DATA ANALYSIS

The responses were analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the Chi-Square statistical tool, SPSS v.23
3.10
VALIDITY OF THE INSTRUMENT

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.11
RELIABILITY OF THE INSTRUMENT

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.12
ETHICAL CONSIDERATION

he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of thirty-six (36) questionnaires were administered to respondents of which only thirty (30) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 30 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	20-25
	9
	30%

	25-30
	8
	26.7%

	31-35
	6
	20%

	36+
	7
	23.3%

	Marital Status
	
	

	Single 
	19
	63.3%

	Married
	11
	36.7%

	Separated
	0
	0%

	Widowed
	0
	0%


Source: Field Survey, 2021

4.2
TEST OF HYPOTHESIS 

H01: Management does not engage in performance appraisal as a form of motivation.

H02: Financial incentive does not motivate staffs more than non-financial incentive. 
Table 1: Management does not engage in performance appraisal as a form of motivation.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	15
	10
	5
	25
	2.5

	No
	4
	10
	-6
	36
	3.6

	Undecided
	11
	10
	1
	1
	0.1

	Total
	30
	30
	
	
	6.2


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 6.2 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 6.2 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that management does engage in performance appraisal as a form of motivation is accepted.

Table 2: Financial incentive does not motivate staffs more than non-financial incentive..
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	SA
	20
	7.5
	12.5
	156.3
	20.84

	A
	5
	7.5
	-2.5
	6.3
	0.84

	SD
	2
	7.5
	-5.5
	30.3
	4.04

	D
	3
	7.5
	-4.5
	20.3
	2.7

	Total
	30
	30
	
	
	28.42


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(4-1) (3-1)
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 = 3

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 7.815.

Findings

The calculated X2 = 28.42 and is greater than the table value of X2 at 0.05 significant level which is 7.815.
Decision

Since the X2 calculated value is greater than the critical table value that is 28.42 is greater than 7.815, the Null hypothesis is rejected and the alternative hypothesis which states that financial incentive motivate staffs more than non-financial incentive is accepted.

CHAPTER FIVE

CONCLUSION AND RECOMMENDATION

CONCLUSION

The employee management relationship in Mobil producing Nigeria Unlimited is not different from any other company. It can be seen from the data analysis that lack of Employee management relationship affects productivity. Employee-management relationship is a necessary ingredient to accomplishing organizational goals in any organization. Workers feel reluctant to put in much effort to accomplish and reach set of organizational objectives. When workers feel uncomfortable at work, it demoralizes them and resort to negative approaches to the working environment. If such relationships are not cordial, the workforce at the floor level might try to derail the organization leading to low productivity. Furthermore, it could be realized that management does not practice performance appraisal as a form of motivational tool. In this event, if the employees are not appraised or been given feedback on progress of work done it makes the employee not see whether they are on track to accomplishing organizational objectives. Performance appraisal helps most organizations to realize their weakness and improve upon their strengths as a company strategy. Motivation in general is a necessary instrument to propel workers or employees to strive to achieve strategic objectives. Motivation comes in several forms such as remuneration, promotion, short courses, seminars, good and encouraging words from supervisors and even a tap on the shoulder of a worker could be very important. On the other hand, majority of employees in the labor market see financial incentives as the most motivating factor to encourage workers than non-financial incentives. From the situation of the case company it was realized that financial incentives strategy is preferred to non-financial incentives by most employees but few of workers preferred non-financial incentives strategies to motivate job performance. It can also be seen that labor unionism is not permitted in the organization which depicts that management prefers direct dealings with employees which is not a good sign for the company; rather there should be a mouthpiece for employees in a form of labor union to negotiate with management on issues related to employee-management. It was also confirmed that there exists some form job security and very few of the workers recorded that there is no job security in the company or organization.

From the case of study it shows that where employee management relation is lacking, there is bound to be problem in productivity in the organization, which is because most employees like to have sense of belonging. For example being part of the happenings and important events gives a certain level of satisfaction to the workers. Happenings like participation in some decision making, motivation etc. The researcher has also found out that financial incentives and participation in some decision making issues, motivating the workers to higher or improved performance to increase productivity. Based on the research findings and the discussions made, the following conclusion were drawn that is an obvious fact that participative management is dependent upon several factors as provided in literature review, but for harmonious industrial relations to exist, participation is predicated upon the balance of “power” between management and subordinates. This study revealed that the organization adopts participative management and this has contributed immensely to the achievement of the organizational on the part of the management, they tend to develop a lukewarm attitude towards the job.

RECOMMENDATION

From the case of study it shows that where employee management relation is lacking, there is bound to be problem in productivity in the organization, which is because most employees like to have sense of belonging. For example being part of the happenings and important events gives a certain level of satisfaction to the workers. Happenings like participation in some decision making, motivation etc. The researcher has also found out that financial incentives and participation in some decision making issues, motivating the workers to higher or improved performance to increase productivity. Based on the research findings and the discussions made, the following conclusion were drawn that is an obvious fact that participative management is dependent upon several factors as provided in literature review, but for harmonious industrial relations to exist, participation is predicated upon the balance of “power” between management and subordinates. This study revealed that the organization adopts participative management and this has contributed immensely to the achievement of the organizational on the part of the management, they tend to develop a lukewarm attitude towards the job.

Labor union activities should be incorporated in the organizational policy of the company so that employees would be able to channel their grievances through them and also stand for workers who are faced with difficulties pertaining to work related issues that might affect progress of work. Again, it could further be recommended that employee appraisal be enhanced in the company to allow workers track their performance in the organization. Another aspect of improvement is the issue of employee –management relationships. This is a vital area in organizational development because; if the relationship between management and employees are not cordial it tends to distract progress of work as well as leading to loss of production which can affect profit. According to the theoretical aspect of this thesis, Lack of good relationship between management and employees have effects on productivity and from the data we can conclude that in this company there is poor relationship between management and employees. Especially younger staffs have paid more attention to their work relations, and it can be agreed upon that for every organization the younger generation are the future of such companies. So it can be concluded that ExxonMobil Nigeria is at a risk of encountering bad productivity which can be very devastating on the profit of the organization.
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QUESTIONNAIRE

PART 1

INSTRUCTIONS TICK (∕) WHERE NECESSARY AND SPECIFY IF THE NEED ARISES
1. SEX : MALE ( ) FEMALE ( ) 

2. AGE : UNDER 20 ( ) 21-30 ( ) 31-40 ( ) 41-50 ( ) Above ( )

3. EDUCATIONAL QUALIFICATION 

Wasec/Gce ( ) OND ( ) HND ( ) BSC ( ) MSC ( ) OTHERS SPECIFY ( ) 

4. RANK 

TOP MANAGEMENT ( ) MIDDLE MANAGEMENT ( ) OPERATIONAL STAFF ( ) JUNIOR EMPLOYEE ( )

PART 2

QUESTIONAIRES FOR JUNIOR EMPLOYEES. THE EFFECT OF EMPLOYEE/MANAGEMENT RELATIONS ON PRODUCTIVITY.
1. WHAT IS YOUR POSITION IN THE COMPANY? 

OFFICE CLERK ( ) INVENTORY KEEPER ( ) CLEANER ( ) SECRETARY ( ) OTHERS PLEASE SPECIFY 

2. HOW LONG HAVE YOU SERVED IN THE COMPANY? 

0-11MONTHS ( ) 1-4YRS ( ) 5-10YRS ( ) 11-15YRS ( ) 16-20YRS ( ) OVER 20 ( )

INSRUCTIONS (PLEASE YOU ARE LIMITED TO ONE PICK IN ORDER OF YOUR MOST PRESSING ISSUE)

3. SINCE YOU WORKED WITH THE COMPANY HAVE YOU EXPERIENCED ANY INDUSTRIAL ACTION? 

YES ( ) NO ( ) UNDECIDED (   )

4. IF YES, TO WHICH OF THE FOLLOWING WOULD YOU ATTRIBUTE THE INDUSTRISL ACTION TO? 

POOR SALARY ( ) POOR LEADERSHIP ( ) POOR RELATIONS BETWEEN EMPLOYEES AND MANAGEMENT ( ) LOW RATE OF PROMOTION ( ) 

5. DOES MANAGEMENT ALLOW FOR THE EXISTENCE OF LABOR UNION? 

YES ( ) NO ( ) UNDECIDED (   )
6. SINCE YOU HAVE BEEN WORKING HERE, HAVE YOU EVER WITNESSED A SITUATION WHEREBY ACTUAL PRODUCTION OUTPUT EXCEEDS THE PREDETERMINED TARGET BY MANAGEMENT? YES ( ) NO ( ) UNDECIDED (   )
7. IF YES, TO WHICH OF THE FOLLOWING WOULD YOU ATTRIBUTE IT TO? GOOD PRODUCTION EQUIPMENT ( ) GOOD SALAR PACKAGE ( ) GOOD RELATIONSHIP BETWEEN EMPLOYEE AND MANAGEMENT? 

8. INDICATE ANY OTHER FORM OF MOTIVATION TO INCREASE PRODUCTIVITY. 

9. HOW DO YOU FEEL WHEN MANAGEMENT INVOLVES YOU IN ANY DISCUSSION RELATING TO JOB PERFORMANCE? 

HAPPY ( ) VERY HAPPY ( ) INDIFFERENT ( ) SAD ( ) VERY SAD ( ) 

10. IS THERE SEX DISCRIMINATION IN THE COMPANY? 

YES ( ) NO ( ) UNDECIDED (   )
IF YES WHICH SEX DOES THE COMPANY FAVOR MORE? MALE ( ) FEMALE ( ) 

11. DO YOU FEEL SECURED WITH YOUR PRESENT JOB? 

YES ( ) NO ( ) UNDECIDED (   )
12. DOES FINANCIAL INCENTIVES MOTIVATE YOU MORE THAN NON-FINANCIAL INCENTIVES? YES ( ) NO ( ) UNDECIDED (   )
13. DOES MANAGEMENT AND EMPLOYEE IN THE ORGANISATION USUALLY GET ON WELL TOGETHER? YES ( ) NO ( ) UNDECIDED (   )

PART 3 

QUESTIONAIRE FOR TOP MANAGEMENT STAFFS ON THE EFFECT OF EMPLOYEE/MANAGEMENT RELATIONS ON PRODUCTIVITY. 

1. WHAT IS YOUR POSITION IN THE COMPANY? 

GENERAL MANAGEMENT ( ) DEPARTMENTAL MANAGER ( ) SUPERVISOR ( ) 0THERS PLEASE SPECIFY 

2. DOES YOUR COMPANY PERMIT LABOR UNIONISM? YES ( ) NO ( ) UNDECIDED (   )
3. HOW DOES MANAGEMENT REACT WHENEVER GOVERNMENT IMPOSES AN INCREASE IN WAGES? 

FAVOURABLE ( ) UNFAVOURABLE ( ) 

4. DOES MANAGEMENT PREFER DIRECT DEALINGS WITH EMPLOYEES? 

YES ( ) NO ( ) UNDECIDED (   )
5. HOW DOES THE COMPAMNY RESOLVE CONFLICTS BETWEEN EMPLOYEE AND MANAGEMENT? 

6. IF YOU ARE IN THE POSITION TO SUGGEST CHANGES WOULD YOU OPT FOR BETTER INCENTIVE SCHEME? YES ( ) NO ( ) UNDECIDED (   )
IF YES WHY? IF NO WHY? 

7. IS THERE IS ANY CORDIAL RELATIONSHIP BETWEEN STAFF AND MANAGEMENT IN YOUR COMPANY? YES ( ) NO ( ) UNDECIDED (   )
8. DOES YOUR COMPANY APPRAISE EMPLOYEE PERFORMANCE? YES ( ) NO ( ) UNDECIDED (   )
9. SINCE YOU HAVE BEEN WORKING WITH THE COMPANY HAVE YOU EXPERIENCED ANY INDUSTRIAL ACTION? 

YES ( ) NO ( ) UNDECIDED (   )
10. IF YES, TO WHICH OF THE FOLLOWING WOULD YOU ATTRIBUTE THE INDUSTRIAL ACTION? 

POOR SALARY ( ) POOR LEADERSHIP ( ) POOR EMPLOYEE/ MANAGEMENT ( ) LOW RATE OF PROMOTION ( ) 

11. HOW WOULD YOU DESCRIBE YOUR RELATIONSHIP WITH YOUR EMPLOYEES? POOR ( ) CORDIAL ( ) GOOD ENOUGH ( ) SATISFACTORY ( )
