EFFECT OF CASUALISATION OF WORK ON EMPLOYEES’ JOB SATISFACTION IN THE NIGERIAN MANUFACTURING INDUSTRY

ABSTRACT
The study explored the relationship between Casualisation of Work and Employees’ Job Satisfaction in the Nigerian Manufacturing Industry. Descriptive Survey Design was adopted in the study. A total number of one hundred and twenty (120) copies of questionnaire were administered to respondents during the study while one hundred (100) copies were properly filled and returned for the data analysis. Inferential statistics of T-test was used to test the stated hypotheses with the aid of the Statistical Package for Social Sciences (SPSS 20.0).Data analysis was carried out at 5% level of significance. Three (3) hypotheses were tested and the result of the findings revealed that casualization has a significant negative influence on employee job satisfaction in Nestle Nigeria. The study recommended that while there may sometimes be need for casual employees for services that are not considered core to the main business of an organization, their remuneration should be fair and comparable to that of permanent workers. This is obviously unfair and violates the principle of equal pay for equal work without discrimination on any ground whatsoever.

CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

The changing nature of work has taken a new dimension with the adoption of flexible work arrangements by many firms globally (ILO, 2004). Casualization in the Nigerian labour market is a subject of great concern. Increase casual employees are filling positions that are permanent in nature; in line with employee vulnerability in Nigeria is the high level of unemployment and accompanying poverty (Anugwon, 2007). The world economic meltdown has led to a dangerous work environment where many desperate job seekers in the labour force are willing to take any job for survival purposes rather than dignity.

The issue of labour exploitation is pervasive in many organizations in Nigeria (Kazeem, 2004). This manifests itself in one form or the other including poor salary, wages and salary arrears system, training, promotion, motivation, sense of belonging, job dissatisfaction and dehumanization of work and workers. Casualization is the other name for a temporary employment, which is manifested in industries, whether in transnational, multinational, public or private and in the informal sector.

In an attempt to maximize profit and keep up with competition, some work organizations have resorted to unethical business practices like casualization of workers thereby hurting workers interest and violating some fundamental labour laws (Okafor, 2007). Casualization is therefore, part of a new era of the management of labour. It is an era which fits many workers into the needs of production and service provision by offering only very limited choices to workers. Shorter hours are usually associated with lower pay and lower skilled work. It is primarily undertaken by those with other commitments  or with no other choice (Buchanan, 2004).

The issue of casualisation of work in Nigeria has become so pervasive in recent times, that the government who ought to stand against this trend is now hiring casual workers for its enterprises (Animashaun, 2007). Hence, this study intends to empirically examine the Effect of Casualisation of Work on Employees’ Job Satisfaction in the Nigerian Manufacturing Industry.

1.2 Statement of the Problem:
Casualization of employment is seen as an appropriate strategy for cost reduction. Casualization may on the periphery seem to be justifiable since reduced cost means higher profit which is the ultimate goal of every organisation.

However casualization ultimately presents lots of challenges for the employees and organizations alike. Also behind this issue of casualization in Nigeria is the high level of unemployment and accompanying poverty. These two issues have bred a dangerous work environment and have given much aid to the prevalence of employment casualization, as many desperate job seekers in the labour force are willing to take any job no matter how dirty or degrading it is. Casual workers occupy a precarious position in the workplace and society, and are effectively a new set of “slaves” and “underclass” in the modern capitalist economy.

The strategy to casualize work is growing at an alarming rate and now, more and more workers in permanent employment are losing their jobs and are being re-employed as or replaced by casual or contract workers. Casual work which is supposed to be a form of temporary employment has acquired the status of permanent employment in many organizations in Nigeria without the statutory benefits associated with permanent employment status. Casual workers are subject to lower pay, barred from their right to join a union, and thereby denied medical and other benefits. Hence, the undertaking of this research study will examine the effect of Casualisation of Work and Employees’ Job Satisfaction in the Nigerian Manufacturing Industry with special reference to Nestle Nig.PLC.

1.3 Objectives of the Study:

The major objective of this study is to investigate the effect of casualisation of work and employees’ job satisfaction in the Nigerian manufacturing industry. While other specific objectives of study are:

1. To investigate the relationship between casualisation and employees’ areer development.

2. To examine the relationship between Casualization and employee’s job satisfaction.

3. To examine the relationship between casualisation and employees’ wage.

4. To establish the relationship between casualisation and employees fringe benefit.

1.4 Research Questions:

The undertaking of this research project will beam a searchlight on the following research questions;

1. What is the relationship between casualisation and employees’ career development?

2. Is there any significant relationship between Casualization and employee’s job satisfaction?

3. Does casualisation has any relationship with employee wage?

4. How does casualisation affect employee fringe benefits?

1.5 Research Hypotheses:

The researcher intends to test the following hypotheses at 0.05 level of significance:

Hypothesis One:

Ho: There is no significant relationship between casualisation and employee career development.

HI: There is a significant relationship between casualisation and employee career development.

Hypothesis Two:

Ho: There is no relationship between Casualization and Employee’s job          satisfaction

HI: There is a relationship between Casualization and Employee’s job   satisfaction

Hypothesis Three:

Ho: There is no significant relationship between casualisation and employee wage.

HI: There is a significant relationship between casualisation and employee wage.

Hypothesis Four:

Ho: There is no significant relationship between casualisation and employee fringe benefit.

HI: There is a significant relationship between casualisation and employee fringe benefit.

1.7 Scope/Limitation of the Study

The study explored the relationship between Casualisation of Work and Employees’ Job Satisfaction in the Nigerian Manufacturing Industry. There were limitations encountered in the process of undertaking this study which include; Financial Constraint whereby Insufficient funds trends to impede the efficiency of the research in sourcing for the relevant materials, literature or information and in the process of data collection (Internet, questionnaires and interviewer). Another factor is time Constraint in which the researcher will simultaneously engage in this study with other academics devoted for the research work

1.8 Definition of Operational Terms

i Precarious Life: this is a phenomenon which describe people (workers) leaving a life of social and economic uncertainty often coupled with extreme debt. This anxious class of people living such uncertain life is referred to as the "precariat".

ii Casualisation: It is the corporate trend of hiring and keeping workers on temporary employment rather than permanent employment, even for years, as a cost reduction measure. Casualization is a term used in Nigeria to describe work arrangements that are characterized by bad work conditions like job insecurity, low wages, and lack of employment benefits that accrue to regular employees as well as the right to organize and collectively bargain.

iii Casualization Model: This is a process whereby employers ignore workplace standards and workers’ social needs and create a strong barrier against workplace organizing.

iv Formal Workers: They are also called regular company employees; they are hired directly by the company. They receive contracts that explain work conditions, wages, hours and benefits.

v Casual Worker: these are employees often employed by third-party contractors, under various types of part time and (or) short-term work arrangements. They are not part of any union structure. They earn lower wages than the regular workers, receive fewer benefits and can be fired at will.

vi Direct Labour Contract: this is an employment arrangement whereby an individual is hired as an independent contractor.

vii Service Contract: This is an employment arrangement which is not an individual contract, but an arrangement between a bank and a smaller company that provides specific technical expertise.

CHAPTER TWO

LITERATURE REVIEW

2.1 Conceptual Framework
Manufacturing Industry is an important employer of labour thus provided joint opportunities for the teeming population of this country and helping to solve the unemployment problems. Conceptually, Casualization involves a process whereby more and more of the workforce are employed in “casual” jobs.  It is an unprotected form of employment because it does not enjoy the statutory protection available to permanent employees. 

Basso (2007) observes that casualization may be linked to under-employment and has two main meanings. It is often used loosely in international literature to refer to the spread of bad conditions of work such as employment insecurity, irregular work hours, intermittent employment, low wages and absence of standard employment benefits. The term casual is however, becoming a more usual and constant language in employment relations. The meanings may vary, but there exist a common overlap in the meanings as may be used in different occasions. 

Bodibe (2009) affirms that traditionally, casual work referred to work conducted for defined periods and during peak business periods when individuals are called to supplement full time workers in times of high business activity, particularly in Manufacturing companies and constructing or manufacturing company, but the situation is different now. O'Donnell (2012) emphasizes that legally, a casual employee is seen as a worker engaged for a period of less than six months and who is paid at the end of each day. The expectation is that this category of worker includes those engaged, for example, in piece work, short- term construction work, etc. This however, is not really the practice, casual jobs today are commonly understood as jobs that attract an hourly rate pay but very few of the other rights and benefits, such as the right to notice, the right to severance pay and most forms of paid leave (annual leave, public holidays, sick leave, etc.).

Okafor (2012) is also of this thought when he asserts that in recent decades there has been a dramatic increase in nonstandard jobs due to such factors as: massive unemployment, globalization, the shift from the manufacturing sector to the service sector and the spread of information technology. These changes have created a new economy which demands flexibility in the workplace and, as a result, caused the decline of the standard employment relations and a dramatic increase in precarious work. 

Fourie (2008) sees the current labour market as a market which has many forms of employment relations that differ from full-time employment. These include part-time employees, temporary employees, employees supplied by employment agencies, casual employees, home workers and workers engaged in a range of contracting relationships. They are usually described as nonstandard or a typical employees.  Day and Buultjens (2007) agree when they opine that casual employment can be defined in terms of its lack of entitlements usually associated with permanent employment. Casualization captures the phenomenal growth on non standard employment globally. 

2.1.1 Concept of Casualization

Casualization is define as the process whereby employment shifts from a preponderance of full time and permanent positions to higher levels of casual positions, in an irregular or intermittent nature (Luswili, 2009; Fapohunda, 2012).   Daniel Carpinelli (2013) opines that casualization is the transformation of a workforce from one employed chiefly on permanent contract to one engaged on a short-term temporary basis. Casualization is basically defined as the change of the work place, having predominantly temporary workers rather than permanent workers. Casualization is referred to in Europe and the United States as Non Standard Work Arrangements (NSWAs). It is the corporate trend of hiring and keeping workers on temporary employment rather than permanent employment, even for years, as a cost reduction measure. It is an unprotected form of employment because it does not enjoy the statutory protection available to permanent employees.

The International Labour Organization (ILO) (2007) defines casuals as workers who have an explicit or implicit contract of employment which is not expected to continue for more than a short period, whose duration is to be determined by national circumstances. This ambiguous definition has led to varying definitions of casual and contract workers and their rights in different jurisdictions.  Sheen (2012) defines a casual job as a job without paid leave entitlements, but the essence of a casual job is that the worker is entirely expendable on an hour-to-hour, week-to-week, and year-to-year basis.

2.1.2 Causes of Casualization

Increase in capital mobility and the deregulation of the labour market are some of the major causes of casualization. Trade liberalization made way for competing imports into the economy; this consequently resulted to lots of instability in the product market. In response to this challenge, Manufacturing company became tempted to adopt cost-cutting measures, including downsizing, cutting back on employment and use of permanent employees; the offshoot being the current predominance of casual workers. 

Okafor (2007), states that, other causes of casualization include globalization, technological changes and abundance of labour supply. Globalization came with the deregulation of both the product markets and the labour market and promoted outsourcing, which today is highlighted as one of the major causes of casualization. Arising from globalization, outsourcing provided an easier way to cut costs and run off competition. Where an employer outsources labour or production components, less numbers of permanent employees are needed. The popular practice is to cut the number of permanent employees and replace them with casuals. 

The high level of unemployment and abundance or excess supply of labour also plays a major role in fuelling casualization. This situation results partly in the treatment meted on employees, as employers believe that they will always have people willing to work for them irrespective of the conditions. 

2.1.3 Effect of Casualization 

The ills of casualization can be viewed from a tripartite perspective namely effects on the employee, on the employer and on the economy. Casualization exerts downward pressure on the wages and working conditions of those employees who are viewed as permanent workers. This is partly because pay systems and employment conditions are always operated in a process that engenders comparison among the entire workforce. Again, since casual workers do not get benefits, employers do not contribute to their pension and gratuity funds. Hence in the event of an accident or death, workers and their dependants are left destitute because they cannot claim for injury on duty or work place acquired diseases. This is compounded by the fact that such workers cannot afford private Manufacturing due to the low wages. 

Another major effect is job dissatisfaction which identifies as the bane of poor employee commitment and lower productivity. It could also lead to increased level of indiscipline on the side of the employees. The rise in fraudulent misrepresent perpetrated in Manufacturing company in the country could be connected to the rampant cases of casualization of staff, Udeozor (2007).

Day and Buultjens (2007), Bodibe (2006) and Kalejaiye (2014) succinctly highlighted the effects of casualization of labour to include:

i. Insecurity of employment: Employment of casual workers can be terminated at any time without notice.

ii. Lower average earnings than equivalent permanent workers: This may occur whether or not the casual workers have the same level of skill or qualification with the regular worker.

iii. Unpredictability of income: Hours of work may be varied at the discretion of the employer which affects the income of the workers.

iv. Reduced access to adequate training and career advancement opportunities: To cut organizational cost, organizations that deploy casual labour do not invest in their training and development.

v. Low organizational commitment: As a result of poor treatment by organisations, casual workers do not employ maximum commitment to their work.

vi. Lack of social benefits: Casual are not entitled to vacation. When they do take vacation, it is at their cost.

vii. Poor working conditions.

viii. There are disparities in the conditions of permanent, casual and subcontracted worker thereby causing divisions and poor work relationships.

ix. Detachment from their jobs.

x. Lack of social protection, like the pension scheme.

xi. Lack of rights and minimal legal status of casual work: This threatens access to resources and entitlements, and threatens self-respect that equal rights supports.

xii. Casual workers lack access to career paths, because much casual work lacks possibilities for career progression comparable to standard employment.

2.1.4
Trend of Casualization in Nigeria

The exact origin of casualization of employment in Nigeria is not clear-cut. However, it can be traced to the introduction of the Structural Adjustment Programme (SAP) in 1986, as well as the IMF and World Bank loans and their conditions. The combination of these factors led to a slump in the economy. Many factories shut down, some operating below minimum capacity and many organizations found it difficult to compete in the globalized economy which is tilted more in favour of the developed economies.

Globalization and trade liberalization added to competition from imported goods, have forced enterprises in Nigeria to reduce their staff strength and replace them with contract and casual workers in order to cut costs of production and remain competitive. The Structural Adjustment Programme (SAP) was geared toward less government involvement in the economy and more private sector participation. The revitalization of the private sector was aimed at attracting the much needed Foreign Direct Investment (FDI) into the country. While it attracted some FDI especially in the oil and gas industry it has led to the lowering of labour standards at the same time. 

Aladekomo (2004) asserts that casualization as a form of predominant employment practice in Nigeria was occasioned by the collapse of the oil-boom and the introduction of the structural adjustment programme, a development which eventually led to the downsizing and mass retrenchment of skilled people particularly in the urban centres and resulted in numerous cases of unemployment. Largely, in search of a means of survival, many of these retrenched workers whose status cuts across graduates and non-graduates engaged themselves in trivial jobs along the streets with very infinitesimal pay.

2.1.5. Concept of Staff Commitment in Manufacturing Company

Staff commitment in Manufacturing company is a demonstration of employee satisfaction with the Manufacturing company in terms of their expectations. When Manufacturing Company meets the expectation of their staff and the staff in turn provides commitment. This is what makes work get done. Commitment comes if staff has been provided with an enabling environment to be able to maximize of their full potential. This is where Manufacturing company gets value for their investment on the staff. The investment can be in terms of training to enhance the skills of the staff professionally and technically.  This also provides an intrinsic kind of motivation that enhances the feeling of self-worth and the staff feel valued and psychologically become attached to the organization Rodgers & Peccoud (2005).

Most people consciously decide to make commitments, then they thoughtfully plan and carry out the actions required to fulfill them. Because commitments require an investment of time as well as mental and emotional energy, most people make them with the expectation of reciprocation. That is, people assume that in exchange for their commitment, they will get something of value in return such as favors, affection, gifts, attention, goods, money and property. In the world of work, employees and employers have traditionally made a tacit agreement. In exchange for workers’ commitment, organizations would provide forms of value for employees, such as secure jobs and fair compensation. Reciprocity affects the intensity of a commitment. When an entity or individual to whom someone has made a commitment fails to come through with the expected exchange, the commitment erodes Abraham, (2007). 

2.1.6. Organizational Commitment as One of Temporary Employment Issues

Organizational commitment shows a state of identifying oneself with the organization when its goals and values become identical to employee’s goals and values, Passarelli (2011). Committed workers can ensure both high productivity and efficiency of work as well as help the organization to successfully compete in the Manufacturing companies where a good and loyal worker has become a treasure and value. There are three components of organizational commitment: temporary worker’s willingness to stay in the organization, his/her willingness to work to the organization’s interests, and his/her believing in the goals set and the values cherished by that organization. According to Strasser (2014), organizational commitment is multidimensional in its nature and comprises workers’ loyalty to the organization, their willingness to do their best for the organization, identification of the same goals and values as those of the organization, and their willingness to stay in it. 

J. P. Meyer and N. J. Allen 2007, distinguish three types of organizational commitments: (1) affective, (2) continuance, and (3) normative commitment. Organizational commitment of a worker can cover all the three types but their combination may be different, which means that in one case continuance commitment can be dominant, in other case normative commitment may prevail, while in another case affective commitment can dominate. 

i. Affective commitment: Motivates the worker to stay in the company because s/he enjoys working there. It is the feelings that connect the worker with his/her organization; s/he identifies herself/him with it and gets involved in its life. Workers with affective commitment are proud to be part of their organization, believe in its goals and values and follow them.

ii. Continuance commitment: The worker tends to stay in the company because it is useful for him/her; s/he understands the cost of leaving the organization. Continuance commitment is closely related to employee’s work record and higher positions, since the longer the work record of the employee in that organization, the more investment of time and efforts; on the other hand, a longer work record in the organization offers more privileges (for instance, various guarantees). 

iii. Normative commitment: The employee stays in the organization due to moral obligation. The obligation becomes that thread which connects the organization and its employee. There is a possibility that a worker stays in the organization because in this way s/he shows her/his gratitude to it or it may be that s/he is afraid to leave the organization because in that case s/he might be thought of as a betrayer. 

Organizational commitment can be predetermined by several factors. J. P. Meyer and N. J. Allen (2007) distinguish four of them as the main ones: 

i. Employee’s experience: Those employees who feel comfortable in their workplace in all respects and whose experience and delegated responsibility correspond to the degree of complexity of the tasks they are given, those workers are more committed. 

ii. The same values: When the values that the employee follows match the values of the organization, the feeling of organizational commitment of such a worker is stronger. 

iii. Company’s attention to and care for its employees: Employees appreciate the fact that their organization cares for their work safety, their well-being and contribution to company’s activity. 

iv. Fair assessment of employees in the company: Employees’ salary has to be adequate to the efforts expended, and it is important for the employee to have career opportunities and possibilities for the development of workers’ potential. 

2.1.7
Relationship between Casual Staff and Growth of Manufacturing Company in Nigeria

Casual staff have effect on the growth of Manufacturing company in the sense that, the emolument that suppose to be given to them such as travelling allowance, medical allowance and other benefit to be enjoyed by them were not given but these benefit is been enjoyed by permanent staff in such organization and these will reduce the level of commitment in the work or tasks to be carried out. Casual staff may be affected by these factors that are being enjoyed by the permanent staff and may cause them to take customers with levity hand when attending to the customers; it may be in form of aggression and may cause the organization to lose customers.

Another major aspect is difference in remuneration and right to join union. This will also hinder the growth of Manufacturing. 

2.2 Theoretical Framework 

Kothari (2007) defines a theory as a set of interrelated concepts and propositions that specify relations among variables used to predict phenomena. The proposed study uses social exchange theory, self determination theory and equity theory to provide a foundation for the study. 

2.2.1 Social Exchange Theory 

Blau (2009) defined a social exchange relationship as involving unspecified obligations in which there are favors that create diffuse future obligations. According to the social exchange theory, workers respond to the actions of the organization in accordance to the established psychological contract Rousseau, (2015). A psychological contract describes the implicit rather than explicit, exchange relationship between employers and those whom they employ. It is concerned with unwritten, unrecorded expectations and perceptions. In the past for example, job security in exchange for high quality work could have been perceived to be part of the contract. Now, because of the uncertainty of job security, it is usual for employees to expect employers to provide them with opportunities for development; Porter, Bingham & Simmonds (2008). 

Workers react to the actions of organizations based on their interpretations of whether they provide them with the inducement that satisfies their needs, and on their interpretations of whether it provides them with the opportunities for fulfillment of the obligations included in the psychological contract; Hannah & Iverson (2014). Employees may expect to be treated fairly as human beings, to be provided with work that uses their abilities, to be rewarded equitably in accordance with their contribution, to be able to display competence, to have opportunities for further growth, to know what is expected of them and to be given feedback (preferably positive) on how they are doing. Effective performance management and reward structures in organizations must attend to the quality of the relationships employees experience while at work which are an integral aspect of the psychological contract; Beardwell & Claydon, (2007). 

Koene and Van Riemsdijk (2009) found that positive attitudes and behaviors displayed by temporary workers were dependent on recognition, on the part of the organizations, of their specific needs. As temporary workers cannot expect employment security, employability is considered an important need for them; De Cuyper & De Witte (2008). Employees interpret organizational actions, such as training, as indicative of the organization’s commitment towards them, and reciprocate their perceptions accordingly in their own commitment toward the organization;  Chambel & Castanheir, ( 2012). 

2.2.2 Self Determination Theory 

According to self determination theory, proposed by Ryan and Deci (2008), individuals experience one of two forms of motivation: autonomous or controlled. When they experience autonomous motivation, they feel a profound sense of choice. In contrast, when individuals experience controlled motivation, they feel obliged and driven by forces that transcend the self, such as managers or society in general. Usually, when individuals tend to feel they are granted choice and autonomy, their persistence and wellbeing improves. 

Drawing from the Self determination theory, employees are less likely to become absorbed and engrossed in their work when someone else, such as their supervisor, imposes a deadline. Interestingly, this problem dissipates if employees set themselves a more stringent deadline. This implies a sense of choice, which fosters an autonomous motivation; Burgess, Enzle, & Schmaltz, (2004). The significance of autonomy and choice, could partly explain the ownership or endowment effect. Specifically, individuals are more inclined to value and like anything they own. They tend to choose the objects they possess. Accordingly, their preference towards these objects could be ascribed to ownership, choice; Toma, Bry, & Buter  (2013). 

Self determination theory can be applied to temporary employment in terms of the motives for temporary employment. De Cuyper and De Witte (2009), argued that these motives can be classified into three clusters: autonomous, controlled, and instrumental as defined by self determination theory. Autonomous motives relate to intrinsic needs like competence and relationships, such as family. Controlled motives relate to extrinsic needs, like money or power, such as economic motives. Finally, instrumental motives, which relate to achieving specific goals, and include attempts to demonstrate qualities as a means to secure permanent employment later, might entail both autonomous and controlled orientations. Specifically, the voluntary and the involuntary motive are considered as two extremes within the choice dimension, consistent with self-determination Theory that basically distinguishes between autonomous and controlled choices. 

The voluntary motive is assessed, by referring to the possibilities for freedom that temporary work may offer (Tan & Tan, 2002). This resembles autonomous motives as described by Ryan and Deci (2000), in that the activity is accepted because of its value to the pursuit of personal goals. For example, workers may prefer their temporary arrangement because it allows combining work with study or family obligations. The involuntary motive, in its turn, is addressed by referring to the difficulty of finding permanent employment. In this case, temporary employment is a way to avoid unemployment (Tan & Tan, 2002; Heinrich et al., 2005). In the terms of self-determination theory, the controlled motive represents a forced acceptance of an activity to avoid another undesired activity; Gagne & Deci, (2005), as in the case of a bad labor market that forces workers into temporary employment. 

2.2.3 Equity Theory 

Equity theory is concerned with the perceptions people have about how they are being treated as compared with others. According to the theory by Adams (1965), an employee owns assessment of whether he or she is being fairly treated is a major factor influencing motivation. Equity theory states, in effect, that people will be better motivated if they are treated equitably and demotivated if they are treated inequitably; Dessler (2008). 

Equity theory proposed, in general terms, that when individuals perceive a difference between their own input/outcome ratio and that of a referent other, a negative state of distress results that motivates those individuals to take action to restore equity to the situation. Adams suggests that there are six basic options available to an employee: modify inputs; seek to modify outputs; modify perception of self; modify perception of comparator; change comparator; or leave the situation. Adopting one or a combination of the options may result in a feeling of restored balance or equity resulting in the employee accepting the situation (Beardwell & Claydon, 2007). 

Based on the Equity theory, temporary workers who perform comparable tasks equally as well as their referent coworkers (in this case, permanent employees), but receive lower pay than the coworkers, may respond by seeking to increase outputs or by reducing input efforts in order to restore equity. If neither inputs nor outcomes can be adjusted in actuality, they may attempt to cognitively distort their own input, outcome ratios or those of the referent others (Parker, 1994).

2.3 Empirical Review 

Akinlo (2013) examined the causal relationship between Manufacturing and economic growth in Nigeria over the period 1986-2010. The vector error correction model (VECM) was adopted. the cointegration test shows that GDP, premium, inflation and interest rate are cointegrated when GDP is the edogeneous variable. The granger causality test reveals that there is no causality between economic growth and premium in short run while premum, inflation and interest rate granger cause GDP in the long run which means there is unidirectional causality running from premium, inflation and interest rate to GDP. This means Manufacturing contributes to economic growth in nigeria as they provide the necessary long-term fund for investment and absolving risks.

Rana and Hamed (2016) examine the Performance Management System for Temporary Employees: Understanding differences in Performance Management between Temporary and Permanent Employees the study takes an inductive and interpretive approach to find out the unknown practices. The study is conducted over 7 respondents from different organizations split between recruitment agencies and client organizations and represents practices maintained by both set of industries. The study identifies low standardization in performance evaluation and discusses the variance from literature over the subject matter. Also a model is drawn based on the amalgamation of literary review and empirical results. The study presents variance in the processes for temporary employees and the prime areas where the variance occurs. For the organizations to have fair and just performance management system and for equality towards temporary employees, these issues must be addressed.

Ruth Moraa Ongera & Mr. Dennis juma (2015) examine the influence of temporary employment on employee performance at Safaricom Limited. The study adopted a descriptive design.A sample of 112 staff of Safaricom Limited were selected using stratified random sampling. Data was collected through the use of questionnaires. Out of the 112 selected respondents, 97 filled and returned the questionnaires. The study found out that there was a positive relationship between temporary employment and employee performance. The study also found out that the company was promoting the employability of the employees through coaching and work autonomy and enhancing their employment continuity through contract renewal. This gave the temporary employees a sense of job security which in turn enhanced their performance. 

Peace Irefin, Mohammed Ali Mechanic (2014) examines the Effect of Employee Commitment on Organizational Performance with special interest in Coca Cola Nigeria Limited. Both descriptive and explanatory research methodologies were adopted in this study. A five point numerically scaled Likert-Type questionnaire was constructed and administered among selected Staff of Coca Cola Nigeria Limited. The research hypotheses were tested using the Pearson Correlation Coefficient. The result shows that, the level of employee commitment of the Staff of Coca Cola Company Plc is very high; there is a fairly high relationship between employee commitment and organizational performance and there is also a very high relationship between employee commitment and employees’ turnover etc. 

Richards et al (2017) investigated the role of organizational justice, age and gender on organizational commitment and job involvement among casual workers from two oil servicing companies in Omoku, Rivers State, Nigeria. The convenience sampling technique was used to select 399 participants made up of 251 males and 148 females. Participants’ ages ranged between 24-52 years (M = 37.94, SD = 7.35). The design adopted was cross-sectional survey design while the One-Way Multivariate Analysis of Variance was utilized to analyze data collected. The findings showed that casual workers who reported the presence of organizational justice had higher levels of commitment and were more involved in their jobs. However, age and gender showed no significant influences on organizational commitment and job involvement among casual workers. The study reaffirmed the need for managers in organizations to infuse policies geared towards enhancing organizational justice in their work places as this could improve work commitment and job involvement.  

Liza (2014) examined the relationship between employee retention strategies and commitment in Manufacturing companies in Kenya. The study adopted descriptive research design. The population of the study comprised of all the 46 Manufacturing companies in Kenya. The study used primary data which was collected using self administered questionnaires. The collected data was analyzed using the statistical package for social sciences and presented in tables and charts. The study found out that the Manufacturing companies have adopted several strategies to retain its employees. These strategies include annual review of salary, training, offering performance related incentives, open forums, open and fair resource policy, clear career plan and policies on employee promotion, information sharing between supervisors, flexible work schedules for employees and coaching and mentoring program. The adoption of the strategies by the companies resulted in employee commitment. It was concluded that highly committed employees are the destiny of an organization and there is need for Manufacturing companies to review retention strategies as the employee needs keep on changing depending on the career levels in relation to the hierarchy of needs.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Introduction
In this chapter, we would describe how the study was carried out.

3.2
Research design

Research design is a detailed outline of how an investigation took place. It entails how data is collected, the data collection tools used and the mode of analyzing data collected (Cooper & Schindler (2006). This study used a descriptive research design. Gill and Johnson (2002) state that a descriptive design looks at particular characteristics of a specific population of subjects, at a particular point in time or at different times for comparative purposes. The choice of a survey design for this study was deemed appropriate as Mugenda and Mugenda (2003) attest that it enables the researcher to determine the nature of prevailing conditions without manipulating the subjects.

Further, the survey method was useful in describing the characteristics of a large population and no other method of observation can provide this general capability. On the other hand, since the time duration to complete the research project was limited, the survey method was a cost effective way to gather information from a large group of people within a short time. The survey design made feasible very large samples and thus making the results statistically significant even when analyzing multiple variables. It allowed for many questions to be asked about a given topic giving considerable flexibility to the analysis. Usually, high reliability is easy to obtain by presenting all subjects with a standardized stimulus; observer subjectivity is greatly eliminated. Cooper and Schindler (2006) assert that the results of a survey can be easily generalized to the entire population..

3.3
Research settings

This study was carried out in  Nestle Lagos Nigeria.

3.4
Sources of Data
The data for this study were generated from two main sources; Primary sources and secondary sources. The primary sources include questionnaire, interviews and observation. The secondary sources include journals, bulletins, textbooks and the internet.
3.5
Population of the study

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 (Prince Udoyen: 2019). The population of the study were all the staff in  Nestle Nigeria.

3.6
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, A total of 120 respondents were purposively selected by the researcher.
3.8
Instrumentation 

This is a tool or method used in getting data from respondents. In this study, questionnaires and interview are research instruments used. Questionnaire is the main research instrument used for the study to gather necessary data from the sample respondents. The questionnaire is structured type and provides answers to the research questions and hypotheses therein.

This instrument is divided and limited into two sections; Section A and B. Section A deals with the personal data of the respondents while Section B contains research statement postulated in line with the research question and hypothesis in chapter one. Options or alternatives are provided for each respondent to pick or tick one of the options.

3.9
Reliability

The researcher initially used peers to check for consistence of results. The researcher also approached senior researchers in the field. The research supervisor played a pivotal role in ensuring that consistency of the results was enhanced. The instrument was also pilot tested.

3.10
Validity

Validity here refers to the degree of measurement to which an adopted research instrument or method represents in a reasonable and logical manner the reality of the study (Prince Udoyen: 2019). Questionnaire items were developed from the reviewed literature. The researcher designed a questionnaire with items that were clear and used the language that was understood by all the participants. The questionnaires were given to the supervisor to check for errors and vagueness.

3.11
Method of Data Collection 
The data for this study was obtained through the use of questionnaires administered to the study participants. Observation was another method through which data was also collected as well as interview. Oral questioning and clarification was made.

3.12
Method of Data Analysis

The study employed the simple percentage model in analyzing and interpreting the responses from the study participants while the hypothesis was tested using chi-square.

3.13
Ethical consideration

The 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

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 hundred and twenty (120) questionnaires were administered to respondents of which 100 were returned. The analysis of this study is based on the number returned.

4.1
DATA PRESENTATION

Table 4.1: Demographic data of respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	60
	60%

	Female
	40
	40%

	Religion
	
	

	Christian
	100
	100%

	Muslim
	00
	00%

	Age
	
	

	18-25
	00
	00%

	26-35
	15
	15%

	36-40
	29
	29%

	41 +
	56
	56%

	Family Economic Status
	
	

	Very High
	24
	24%

	High
	32
	32%

	Very Low
	21
	21%

	Low
	23
	23%


Source: Field Survey, 2021

ANSWERING RESEARCH QUESTIONS

Question 1: What is the relationship between casualisation and employees’ career development?

Table 4.2: casualisation leads to higher integrity among employees
	Options
	Frequency
	Percentage

	Yes
	78
	78

	No
	00
	00

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 78 respondents constituting 78% said yes. While the remain 22 respondents constituting 22% were undecided. There was no record for no.

Table 4.3: casualisation leads to more commitment from employees
	Options
	Frequency
	Percentage

	Very often
	60
	60

	Not often
	19
	19

	Undecided
	21
	21

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said very often. 19 respondents constituting 19% said not often. While the remain 21 respondents constituting 21% were undecided.

Question 2: Is there any significant relationship between Casualization and employee’s job satisfaction?

Table 4.4: Respondent on question 3

	Options
	Frequency
	Percentage

	Yes 
	56
	56

	No 
	21
	21

	Undecided
	23
	23

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 56 respondents constituting 56% said yes. 21 respondents constituting 21% said no. While the remain 23 respondents constituting 23% were undecided.

Question 3: Does casualisation has any relationship with employee wage?

Table 4.5: Respondent on question 4

	Options
	Frequency
	Percentage

	Yes 
	61
	61

	No 
	17
	17

	Undecided
	22
	22

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 61 respondents constituting 61% said yes. 17 respondents constituting 17% said no. While the remain 22 respondents constituting 22% were undecided.

Question 5: How does casualisation affect employee fringe benefits?

Table 4.6: Respondent on question 5

	Options
	Frequency
	Percentage

	Significantly  
	60
	60

	Insignificantly 
	20
	20

	Undecided
	20
	20

	Total
	100
	100


Source: Field Survey, 2021
From the responses obtained as expressed in the table above, 60 respondents constituting 60% said Significantly. 20 respondents constituting 20% said Insignificantly. While the remain 20 respondents constituting 20% were undecided.

TESTING OF HYPOTHESIS

ANALYSES OF DATA

Hypothesis One: There is a significant relationship between casualisation and employee career development

Table 4.2.2: Chi-Square test showing relationship between casualisation and employee career development
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.284a
	1
	.000

	Continuity Correctionb
	17.931
	1
	.000

	Likelihood Ratio
	19.894
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	19.178
	1
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 19.284, df (c-1, r-1) = 1, n = 100, p = .000 at 0.05 level of significance. 

The relationship between casualisation and employee career development was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between casualisation and employee career development. 

Hypothesis Two: There is no relationship between Casualization and Employee’s job satisfaction
Table 4 Chi-Square test result showing relationship between Casualization and Employee’s job satisfaction
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	1
	.000

	Continuity Correctionb
	91.525
	1
	.000

	Likelihood Ratio
	119.828
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	1
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 1, n = 100, p = .000 at 0.05 level of significance. 

The relationship between Casualization and Employee’s job satisfaction was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between Casualization and Employee’s job satisfaction. 

Hypothesis Three: There is no significant relationship between casualisation and employee  wage.

Table 4 Chi-Square test showing relationship between casualisation and employee  wage
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	159.548a
	1
	.000

	Continuity Correctionb
	148.038
	1
	.000

	Likelihood Ratio
	91.463
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	158.676
	1
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 159.548, df (c-1, r-1) = 1, n = 100, p = .000 at 0.05 level of significance. 

The relationship between casualisation and employee  wage was investigated using Chi-Square test. The result from this investigation established that there is a significant relationship between casualisation and employee  wage. 

Hypothesis four: There is no significant relationship between casualisation and employee fringe benefit
Table 4 Chi-Square test result showing relationship between casualisation and employee fringe benefit
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	94.550a
	1
	.000

	Continuity Correctionb
	91.525
	1
	.000

	Likelihood Ratio
	119.828
	1
	.000

	Fisher's Exact Test
	
	
	

	Linear-by-Linear Association
	94.033
	1
	.000

	N of Valid Cases
	100
	
	


DECISION RULE: 

X2 = 94.550, df (c-1, r-1) = 1, n = 100, p = .000 at 0.05 level of significance. 

The relationship between casualisation and employee fringe benefit was investigated using Chi-Square Test. The result from this investigation proved that there is a significant relationship between casualisation and employee fringe benefit.

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction 

The chapter considers the findings of the study done with specific reference to the objectives and research questions being used as units of analysis. Data was interpreted and the results of the findings were correlated with both empirical and theoretical literature available. The conclusion relates directly to the specific objectives/research questions. The recommendations were deduced from conclusion and discussion of the findings. 

5.2 Conclusion

The objective of this study was to investigate the effect of casualisation of work on employees’ job satisfaction in the nigerian manufacturing industry. The study findings indicate that the factors under study had a positive influence on employee performance. The findings therefore revealed that employment continuity, motives for employment and expected employability respectively influenced employee performance.

5.3 Recommendations 

This study focused on casualization of staff performance on the growth of insurance company. Based on this fact among others, it is therefore, recommended that a broad based study covering major public and private enterprises in Nigeria be conducted. It is also vital to independently interrogate the contribution of each of the studied variables to the performance of the employees. 

iA study could also be carried out comparing the performance of permanent and temporary employees. 

The study also recommends that the Management of any insurance company should enact a policy which gives preference to temporary employees already on board when recruiting permanent employees. This will go a long way in encouraging employees to be more committed to their jobs.
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Questionnaire

Section A

Name…………………………

Age………………………………

Gender……………………………

Employment status……………………………….

Section B

What is the relationship between casualisation and employees’ career development?

casualisation leads to higher integrity among employees
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


casualisation leads to more commitment from employees
	Options
	Please Tick

	Very often
	

	Not often
	

	Undecided
	


Question 2: Is there any significant relationship between Casualization and employee’s job satisfaction?

	Options
	Please Tick

	Yes 
	

	No 
	

	Undecided
	


Question 3: Does casualisation has any relationship with employee wage?

	Options
	Please Tick

	Yes 
	

	No 
	

	Undecided
	


Question 5: How does casualisation affect employee fringe benefits?

	Options
	Please Tick

	Significantly  
	

	Insignificantly 
	

	Undecided
	


