THE IMPACT OF REMUNERATIONS AND THE IMPACT OF WORKING CONDITIONS ON ORGANIZATIONS PRODUCTIVITY 

(A CASE STUDY OF LIFE BREWERY ONITSHA) 

ABSTRACT

The impact of Remuneration and working conditions on organization’s productivity.  The study is aimed at appraising the conditions of work as well as compensations to workers.

For the above purpose to be achieved, research has been carried out.  Hypothesis were tested, data were sourced both primary and secondarily.

It was found out from the findings that, both good working conditions and bad working conditions have effects on the performance of workers.

From the foregoing, it was discovered that good working conditions, coupled with equitable compensation motivate the workers of the life brewery Onitsha effectively and efficiently, increasing productivity (performance).  In same vein, the researcher found out, that, bad working conditions and effect on the performance of workers.

Based on the findings the researcher has concluded and suggested that the management of the life brewery should encourage the workers by creating a good working conditions/atmosphere for them.

Moreso, an equitable working condition should be given to the workers as a for the effort they expend in performing their tasks.

Finally, the researcher suggested that the life brewery Ltd Onitsha should embark on job evaluation and performance appraisal exercises to be able to ascertain the worth of jobs and capabilities of staff.
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CHAPTER ONE

INTRODUCTION

Remuneration is an important instrument that can insert into the workers, the strong effect to bring out their best in order to attain organizational objective.  Remuneration is concerned with the wage and salary administration for various jobs within particular organizations in other words remuneration is a form of compensation given to workers in exchange for work they performed.  Compensation is grouped into direct and indirect.

Direct compensation is the financial payment made at the time work is performed examples of direct compensation are wages, salaries, overtime pay, commission and bonuses.  Wages are usually distinguished from salaries and refer to direct compensation received by a worker paid according to hourly rates.

A worker paid on monthly, semi-monthly or weekly basics received a salary.  Workers receiving a salary receive their pay according to the specific number of hours they work.  Besides, wages and salaries, workers are also compensated for their efforts by certain benefits such benefits are paid during vacation days and holidays.  Health care, insurance and pensions are forms of indirect compensation.  Before remuneration can make an employee to work very well, it must have to be interns of the effort the job needs in other words a motivating remuneration is the one that is equitable to workers contribution towards the achievement of the organization’s objectives.

Therefore, a fair remuneration programme is one that responsive to this managerial and economic objective and ensures acquisition and maintenance of a regular adequate supply of labour for the worker not to feel cheated for a remuneration scheme to satisfy or favour the workers, it must embrace the following:-

Periodic review of organization’s wages/salary structure to be in tune with the changing nature of the environment.

control of differential rates of pay and evaluation of individual and group performance for equitable compensation, through such schemes as incentive payments, merits rating group bonus, overtime payment e.t.c.

just as better working conditions and equitable remunerations make workers to be effective and efficient in the same manner, poor working conditions and inequitable remunerations make workers to be ineffective and inefficient as a result of the uncared attitudes they might put up.

BACKGROUND OF STUDY

The term “working condition” is very wide.  It is wide in the sense that it involves diverse aspects of administration and management, such aspects as office environment, office communication, and motivation e.t.c.

Office environment as factor of working condition affect the performance of workers.  Workers today are more educated than before they are likely to raise questions about their environment of work, since, management is in itself a dynamic process, it has to support and address itself to the provision of good environment of work for workers for increased productivity.

Some of the internal conditions suitable for office environment include:-

1.
Cleanliness:-
For good health of workers and extension of life and conditions of equipment.

2.
Avoidance of other crowding:-
This permits free movement of both workers and materials as well as enhances effective operational processes.

3.
Temperature:-
Workers and certain machines are successful in cool or air-conditioner offices than in hot and noisy areas.

4.
Ventilation:-
Good ventilation is relevant and necessary for effective office work adequate number of windows that can allow enough into the office is preferred.

5.
Sanitary convenience:-
Workers at work need toilets, wash hand basins, water towel, soap etc. for their convenience.

6.
Light:-
The offices should be adequately light to assist workers especially during clouding periods and peak periods when they have to stay far into the evening.

7.
Office premises:-
Consideration should be given to banks, post offices restaurants, markets, customers etc.

All the above conditions it well provided for the workers, definitely their performance will be improved by a certain percentage.

Besides the condition of offices the organization should also be responsible in provision of the residential apartment of workers and unhealthy and poor residence can make workers to be unhealthy likewise a worker can only be able to put up his or her best when he or she is healthy.  Therefore, the management should care for their workers residential environment also.

Communication is also an important tool that is needed by workers for the effective and efficient performance of their job in an organization.  It is an inevitable tool when discussing the conditions of work, because it is the foundation upon which organization and administration must be build.

Motivation is another tool in working conditions of workers motivation affect workers performance a great deal that is why some workers perform better than others in an organization as a result individuals are motivated by different factors.  Based on that, managements should have at their finger tips that they have diverse and unpredictable groups of workers to motivate.  This diversify may result in different behavioural patterns which in most cases relate to needs and goals.  Some of the factors are training and development, salaries and wages, benefits, welfare services, understanding between workers and management staff.

Workers will prefer to work in an organization where the above motivating factors are well appropriated.  If the factors included in the working conditions of workers will work in happiness and good faith, a happy worker is a productive worker.  Therefore, there is no doubt that a motivated workers performance will be improved.

Just as a motivated worker is expected to perform his work properly, if the need or condition of a workers is left unsatisfied, the highly deficient need or condition can lead to frustration, conflict and stress.  Social ills associated with frustration, conflict and stress include:-

1.
Defensive behaviour:-
This type of behaviour can occur when one tries to protect one’s image absenteeism or withdrawal is part of defensive behaviour.

2.
Aggression:-
This is a reaction to unsatisfied condition in work environment.  This type of action is directed towards an organization by a worker in an improper working condition.

3.
Rationalisation:-
This a situation where by a worker explain failure in manner that is acceptable to others because his/her working condition is poor. 

STATEMENT OF THE PROBLEM

As far as the life brewery is concerned, the following problems below are the resultant of the poor performance.

1.
The poor remuneration:-
The package of the worker of life brewery is very poor, compare to the nature and risks they ar exposed to in cause of performing their tasks or duties.

2.
Better fringe benefits are not assigned to them, certain bonuses and welfare services that are supposes to be provided for the workers are not called for.

3.
Poor working condition etc all the above mentioned problems are resulted to workers poor performance in the life brewery.

OBJECTIVES OF THE STUDY

Objectives is to critically examined the list of available conditions of workers and better pay packages, their practicability and execution, as well as their importance towards improving the performance of the workers.  Hence, the basic aims of the study includes:-

To identify the effects of working conditions and compensation on workers performance.

To examine the mode of compensations currently applied in life breweries and how effective they are in motivation of workers.

To determine what an organization should bear in mind when designing remunerations for workers.

To identify the strategies that is available to the life brewery in order to obtain the greatest capacity of workers.

RESEARCH QUESTIONS

For the researcher to locate better and genuine answers to the research problems, the following research questions have been put forward thus:

What are the effects of working condition and compensation on workers performance?

What are the methods of compensation applied in life Brewery Company?

Does life brewery carry out performance appraisal?

What strategies will life Brewery Company apply in order to increase productivity of workers?

Although these questions might be answered during formulation of hypothesis, the exact responses might yet be unrevealed unless the research is carried out.

FORMULATION OF HYPOTHESIS

Hypothesis is an intelligent or educated answer of guess to the problem of the researcher under investigation so as to have a base for a companies and a guide towards achieving the best result about the researcher problem, the researcher formulated the hypothesis below:-

Ho:
A satisfactory working condition does not motivate the life brewery workers.

Hi:
A satisfactory working condition motivates the life brewery workers.

Ho:
An equitable compensation scheme do not lead to high performance or 

low performance of workers.

Hi:
An equitable compensation scheme lead to high performance or low performance of workers.

Ho:
The life brewery do not carryout performance appraisal exercise.

Hi:
The life brewery carryout performance appraisal exercise.

SIGNIFICANCE OF THE STUDY 

The importance of this study is numerous. They include:-

It would allow the life brewery to better handle the issue of working conditions and remunerations as motivational tools for the employers.

This research work would contribute to the already existing knowledge of man in the field of working condition and remunerations.

Yet it will help workers to understand better their needs, aspiration at work

Finally, having gone through this work, potential workers/manager will be allowed the insight to the reality of their working environment, which lies ahead of them when they might have been fully employed.

1.7   SCOPE OF THE STUDY

The scope of this research is limited to life brewery Onitsha Division within the station, however, all categories of staff were studied as questionnaires were distributed ranging from senior staff to junior staff.

1.8
LIMITATION OF THE STUDY

Factors which served as constraints to this project include shortage of fund.  The distance between my school and place of study, non-chalant attitudes of the workers in filling questionnaires and shortage of standard materials (written and audio/visual) required for proper work.  Hence, despite all odds, the researcher is still confident of the findings of this research work.

DEFINITION OF TERMS

Employees/workers:-
These are members of staff of a particular organization.

Environment:-
It is the place where the organization is situated or where the staff reside.

Remuneration:-
This is the wage and salary administration for various jobs with a particular organization.

Organization:

Meant in the study as the lift brewery.

Salary:-


A compensation received by a worker on monthly, 

semi-monthly, or weekly basis for performing a task.

WASE:-
The direct compensation received by a worker paid according to hourly rates.

Compensation:-
A remuneration given to workers in exchange for work they provided to their employees.

Management:-
The staff at the top of the organization of a firm that  control and direct the operational.

Motivation:
It is energizing force that induces or compels and maintains behaviour of workers.
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CHAPTER TWO

2.0
LITERATURE REVIEW

2.1
THEORITICAL FRAMEWORK

In corporate organization and company’s nowadays, working conditions and compensations have been large, especially since world war 11.  The statement that working conditions and employee’s compensation are the live wire of an organization is not an over-statement.

Frederick Herzberg in his two factor theory of motivation classified working conditions and compensation under “hygiene” factors.  He further stressed that when these factors exist in the environment of work both in quantity and quality, the workers will experience no dissatisfaction.  He went further to stress that the lack of existence of these factors will cause a feeling of dissatisfaction.

Ifeanacho and Egbue (1977) in their work, “ a practical approach to personnel management” uphold the fact that a fair compensation programme is one that is responsive to the managerial and economic objective and also ensures acquisition and maintenance of a regular and adequate supply of labour.  They further stressed that an idea compensation structure is the one that is designed to compensate workers adequately for their contributions and at the same time enables the firm make reasonable profit.

2.2
FORMS OF COMPENSATIONS

According to Flippo (1960), compensation is the equitable remuneration of employees for the contribution towards the attainment of the corporate goal.  There are many forms through which the workers are to be compensated for their efforts.  Compensation is grouped into direct and indirect.

-
DIRECT COMPENSATION:-
This is the financial payment made at or near the time work is performed.  Example of direct compensation are wages, salaries over-time pay, commissions, and bourses, wages are usually distinguished from salaries, and refer to direct compensation received by a worker paid according to hourly rates while a worker paid on monthly, semi-monthly, or weekly basis receives his pay regardless of the specific number of hours to he works.

-
INDIRECT COMPENSATION:-
Indirect compensation is also called deterred payment or compensation.  These are the benefits as paid during vacation days and holidays, health care, insurance and pensions.

According to Ifeanacho and Egbue (1997), indirect compensation are referred to as fringe benefits.  Fringe benefits are additional or extra payments to workers aimed at motivating them to superior performance.  Fringe benefits embrace such things as:-

1.
SICK PAY:-
This scheme allows workers with the required sick certificate to be receiving payment when they are absent from work because of ill-health. 

2.
MEDICAL FACILITIES:-
Provision of free medical services to employees and their families.

3.
SUBSIDISED MEALS:-
Many firms have canteen which provides food to workers at subsidized rates.  Other firms for example banking institutions give lunch on vouchers to their employees for full or part payment of meals in restaurants.

4.
ORGANISAITON’S GOODS AT A DISCOUNT:-
Employees are given opportunity to buy goods at reduced prices.  Firms in transportation business for example grant such benefits in from of reduced fairs e.g railway, airlines.

5.
COMPANY CARS:-
In many firms official cars are attached to some positions either because of the elevated status of the job holder or because of exigencies of his job e.g sales representatives, P.R.O etc.

6.
RECREATIONAL SERVICES:-
Recreational facilities are among the facilities enjoyed by employees in most firms (shell, ELE, N.P.A etc) have good play grounds for football, lawn tennis and clubs for relaxation.

Other fringe benefits include:- paid vacations, redundancy payments, retirement benefit etc.

2.3
FACTORS THAT INFLUENCE COMPENSATION

It is a known fact that certain factors influence compensation programmes wages/salary administration.

Flippo (1960), identified the following factors as the ones that influence to significant extent compensation programme in an organization: viz.

a.
The Prevailing Wages/Salary in the Industry

Organizations should ensure that wages/salary administered in the firms is in line with the wage/salary paid in firms of similar nature.  It is necessary for the following reasons.

-
To avoid the ugly experience of incessant labour turnover, that is, to avoid losing their employees to competitors and

-
To motivate employees to supervisor performance.

b.
Condition of Labour Market

Wage/salary is the price paid for the service rendered by employees.  Organizations need these services and must therefore pay a price that will bring forth the supply, which is actually controlled by individual employee or by a labour union.

The compensation attached to a particular labour is determined by the market forces of demand or supply where a particular labour or skill is scarce “as a result of restriction by a particular labour union, there will be a tendency to increase compensation”.  Again where the demand for labour increases as a result of expansion for example, it’s price “providing other factors do not intervene will rise and vise-versa.

c.
Firm’s Financial Situation

A firm’s financial position also determines the pay to be attached to various jobs.  An organization that has a sound financial muscle, for example, can afford to pay even above the going or competitive rate to attract and while a firm that is in financial crises may not even pay the competitive rate and such a firm is likely to experience high labour turnover.

d.
Labout Unions

The compensation structure or working conditions in a particular organization may be influenced by the activities of the labour unions for example, agitation and protest by such unions for higher pay resulting in strike actions and lock-outs may influence management to yield to their demands for a better compensation and working condition.

e.
Government Minimum Wage


Government can stipulate the minimum wage/salary to be administered by firm in a particular country.  A typical example is of three thousand, eight hundred and twenty naira (N3820) approved by the Nigerian government.  This is done so that the workers can take care of their economic needs.  The rational is to check employers excesses, that is, to protect the workers from the exploitative tendencies of the shy bad employers.

f.
Lost of Living

In a hyper-inflation any situation as is being experienced in Nigeria and most countries presently, workers naturally will agitate for enhanced salary package to cushion the effect of an inflation.

g.
Hazardous and Unpleasant Working Conditions

Those jobs that constitute serious health hazards to job holders or that require one throwing his pride to the wind should attract higher remuneration than jobs in such category that are not hazardous.

2.4
WORKING CONDITION THAT CAN HELP TO RAISE WORKERS MORALE

Working conditions of workers have much effect on the morale at that worker.  A worker can only work happily if his morale is boosted or raised.  A happy worker is a productive worker because an unhappy worker cannot be efficient.

Molokwo, C.N. (1993) identified the following conditions below viz:

a.
Insurance Covers

By the virtue of the employer’s liability compulsory insurance Act of (1969), every worker is required to be insured by the employer for bodily injury or sustained during or arising out of employment.  In Nigeria, however, a majority of employers do not comply with the provisions of this Act.  A few, however, such as Nigeria Airways do take group life assurance on behalf of it’s employees/workers.

b.
Cafeteria/Canteen Services

This is the condition that the firm should run company operated cafeteria and supply lunch either free or at subsidized rates to their workers.  In Nigeria, however, many companies do not better themselves with the provision of this essential service.  As a result, several workers die yearly through motor accidents while search for food during lunch time.

c.
Coffees Break and Rest Period

As a matter of fact, that, due to repetition of a particular job, it will become monotonous, the necessity for managers to provide coffee breaks and rest periods increase the morale of workers and consently enhance their productivity rate and increase their efficiency.

d.
Music in the Office

Music is need in the office to reduce fatigue due to strain, monotony or just plain tiredness from long periods of work.  Music haps to relieve the boredom and mental strain that lead to poor performance and dissatisfaction.

In Nigeria, most employees provide music in the office, challenge book-shop, scripture union office, kings way and leventis stores limited are good examples.

e.
Recreational Programme

The management of some firm spends huge amount of money to provide recreational facilities for the workers.  In Nigeria, only very few firms and corporations make provision to recreational activities, but most of the facilities are limited to the officers at the top of the company.

f.
Leave/Vacation with Pay

Virtually all the workers in the public sector in Nigeria receive a minimum of two weeks leave with pay annually.  This serves as a grate moral – building practice however, in recent times, many employers in the private sector do not extend similar fringe benefit to their worker.

g.
December, Shut down in Corporations 

Another personnel practice which is designed to boost employee’s morale and enhance human relations is the December, shut down of companies.

Some companies, during Christmas, and shut down to enable the employees be away from duties for their personnel Christmas enjoyment.

h.
Retirement and Pension Benefits

Managers and supervisors utilize retirement and pension benefits plans to sustain their employees’ into rest in the firm.  In Nigeria all the workers in the public sector are entitled to retirement and pension benefits, if they qualify.

2.5
LEGALITY OF WORKING CONDITION AND COMPENSATION

Working conditions and compensation schemes are very important, to support their importance, Nwosu C. (1997) in his work identified the following conditions provided by labour Act 1974, viz-wages working hours, holding e.t.c.

i.
Wages:-
The laws recognized the fact that workers wages is what they live on, and so, it should be well conditioned.  Thus, section (i) of the labour Act provides as follows regarding payment of wages:-

ii.
That payment of wages should be in legal tender in all contracts and not otherwise;

b.
If in any contract the whole or any part of the wages shall be illegal, null and void.

c.
Section 3 provides that wages shall not be paid in premises used for the sale of intoxicating liquor or for retail sale of goods except where a worker is employed in such premises.

a.
Section 5 (2) provides that deduction may be made by an employer from wages of his employees for contributions to any provident or pension fund.  Sec. 5 (4) says that deduction may also be made from the wages of a worker in respect of over-payment of wages;

i.
Hours of Work and Overtime 

According to section 12 (1) of the Act, it says that normal hours of work in any undertaking shall be those fixed by mutual agreement or collective bargaining within the organization or industry concerned or by an industrial wages board where there is no machinery for collective barging.  But where a worker works for more than the normal houses fixed in this section, the excess hours should constitute overtime.

2.
Holidays

Redundancy is defined in section 19 (3) of the Act as “an involuntary and permanent loss of employment caused by an excess of manpower” the Act in section 19 (i) provides that “in the evening of redundancy trade union or workers” representative concerned shall be informed by the employer of the reasons for and the extent of the anticipated redundancy and that the principle of “last in, first out’ should be adopted.  The employer shall negotiate redundancy payments to any discharged workers who are not protected by regulation action 19 (2).

Others are payment of indemnity, work men’s compensation Act, provision of tools and machinery.

3.
Payment of Indemnity

This is legally binding on the master (employer), that, he has administration that is broad area of personnel management which refers to the determination of appropriate levels of remuneration for staff employees according to grade or worth of the jobs coupled with a consideration of individual merit and performance and tempered by company profitability.  It does not refer to the actual mechanism of payment or the running of the payroll; this is usually a financial or accounting function.

Through the performance appraisal and job evaluation functions, they are bedrock for designing an efficient compensation.  Compensation is concerned with the determination of the actual worth of jobs in monetary value through job evaluation and reinforcement of individual performance through such desired rewards as merit evaluation and incentive payments, as well as system of promoting group productivity through profit sharing and production bonuses.

Compensation is controversial function because both parties, employees and employers are interested in its design and operation, thus while employers seek to reduce loss, employees are concerned with enhancing their pay package and subsequently their status in the society.

The need for designing an effective payment system that will be responsive to the interest of the two parties, thus a better appropriation of equitable compensation scheme can be ascertained through the following:-

Performance appraisal and job evaluation.

a.
Performance Appraisal

This is a process by which the job behaviour of a worker is evaluated periodically.  It is concerned with the thorough evaluation of workers job related activities in their attitude to work, to their supervisors, subordinates, colleagues and the various publics they interact within the course of discharging their duties, their personality trait, social disposition, diplomacy and courtesy exhibited in the performance of their functions.

According to Ifeanocho and Egbue (1997); performance appraisal simply put is concerned with assessment of employees, potentials and inadequacies. 

The data obtained from the exercise help management in taking rational decision in such things as promotion, demotion, transfer, dismissal, termination, retirement, training etc. of the employees concerned.

b.
Job Evaluation

This is systematic procedure for ascertaining the requirements of various jobs through the analysis of their common job factors (such as skills, effort, responsibility and working conditions) for the purpose of ranking them in their relative so as to ensure that job holders are equitably compensated.

According to the British Institute of Management (1970), job evaluation is the process of analyzing and assessing the contents of job in order to place them in an acceptable rank order which can then be used as a basis for a remuneration system.

Job evaluation is also simply a technique designed to assist in the development of new pay structures by defining relativities between jobs on consistent and systematic basis, Livy (1975 P. 142).

Establishment of equitable rate of pay for jobs in crucial for survival of the growth of firm because it helps to acquire and re-attain the services of experienced staff.  This has been the contention of Shubin (1960) in stating that evaluation is important for the establishment of logical wage and salary differentials have not been established, compensation patterns are often irregular since they started from traditional attitude, arbitrary decisions and favouritism.

In such a situation, jobs that require considerable effort, skill and responsibility may be paid less than jobs requiring fewer of attributes and employees performing same jobs may receive widely varying compensation morale is consequently low and performance poor since employees perceive these inequities and management cannot explain the consistencies on a logical basis.
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CHAPTER THREE

RESEARCH DESIGN AND METHODOLOGY

INTRODUCTION TO THE STUDY

Research us carefully study or investigation especially in order to discover the new facts or information, which method is ample a way of doing things research methodology is therefore investigation used in order to discover new facts or information.  This chapter discusses the and analysis of the data in this study, it cover the various ways through which the researcher was carried out in accordance with the desired topic.

3.1
RESEARCH DESIGN

The researcher designed a structured (closed) from questionnaires, in other words, the researcher stated the question that can relate to aims and objectives of the research work and check mark responses.

Using the structured form of questionnaire, the respondents were required to mark a “yes” or “No” write a short response or tick an item from a suggested responses, the reason why the researcher designed the questionnaire in that form is for easy filly and to keep the respondents on the subject of the study and for easy tabulation and analysis of data.

3.2
AREA OF STUDY

The area of this study is life brewery Onitsha Division within the industry, all categories of workers were studied questionnaires were distributed to them ranging from junior staff to senior staff.  The researcher is very confident of the findings of this research work.

3.3
POPULATION OF THE STUDY

The life brewery Onitsha Anambra State is made up of seven hundred workers (including junior and senior staff).

3.4
SAMPLE SIZE DETERMINATION

It is very necessary to mention that samples are used in studies that involve large population.  The reason why sampling method was adopted include the desire to adequate manipulate enormous population by avoiding errors due to the calculation of large numbers.

In determining the sample size for this research work, the researcher drew the population form the workers of life brewery (Onitsha) of ensure the effective coverage of the entire population.  The researcher used a statistical formular by Yaro Yemi determine the sample size the researcher choose 10% as the margin of error.

The formular stated thus:-

n
=
N



1+ N (e)2
where 
n
=
sample



N
=
population 



e
=
margin of error



I
=
constant

The researcher used 10% (0.10) margin of error and the entire population is 700 therefore:
N
=
700




e
=
10%



n
=
700




1+700 (0.10)2



=
700



1+700 (0.01)



=
700
=
88
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The sample size = 88

So the number of questionnaire distributed is 88.

3.5
INSTRUMENT FOR DATA COLLECTION

The instruments used for data collection were basically secondary and primary data for the development of the project.

1.
Primary Data:-
Data were collected through personal observation interview and questionnaires.  The questionnaire were administrated to the workers of life brewery (Onitsha) Anambra State.

2.
Secondary Data:-
These were collected by reading through magazines, Newspapers, textbooks etc.

VALIDATION OF THE INSTRUMENT

To ensure the validity of the data instruments, the researcher imposes some checks on the responses of the respondents.  This was done by comparing the questionnaire and those from the oral interview.

RELIABILITY OF THE INTRUMENT

To ensure the reliability of those instruments, a pre-test of questionnaire was made by the researcher before the actual distribution above all, the researcher contacted some students, those with a wealth of experience in administration to solve the question (the questionnaire) to confirm that the questions are not at variance with the subject matter under study.

METHOD OF DATA COLLECTION

This research was designed in such away as to enable the researcher to sample an opinion of the reasonable percentage of the workers of life brewery Onisha Anambra State.  Moreso, the researcher administered the instrument personally the distribution was made by hand with a letter of assistance to the Chief Executive.  The researcher to great precaution to avoid mortality of the instrument by following them up and collecting on the spot.

METHOD OF DATA ANALYSIS

The data collected using the research instruments were analyzed using simple percentage and descriptive methods.  Some responds to the questionnaires were grouped and recorded so that frequencies and percentages could be computed.  The chi-square (x2) was used which was given as:-



X2
=
(0-E)2




   E

Where
X2
=
chi-square



O
=
observation frequency



E
=
expected frequency 
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CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.1
PRESENTATION AND ANALYSIS OF DATA

This chapter will deal with analysis and interpretation of primary data, which was collected by administering questionnaires to the sample size in accordance with the research methodology stated in chapter three.

To make the analysis and interpretations meaningful some of the questions were grouped together, table and descriptive method were used and as a matter of co-operation and discipline, the worker administered 88 questionnaires, out of these 88 questions, the researcher has made the analysis of three (3) responses to ten (10) questions.

TABLE 4.1

In this table, break down of the sample population is showed.

QUESTION 8

CAN A SATSIFACTORY WORKING CONDITION MOTIVATE THE LIFE BREWERY WORKERS

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	58
	66%

	No
	30
	34%

	Total
	88
	100%


Table 4.1 above is the summary of the administered questionnaire, out of 88 questionnaires administered, 56 workers said yes that a good working condition motivate the life brewery workers entry with 66%, while 30 said that a good working condition motivate the life brewery workers representing 34%.

TABLE 4.2

QUESTION 10

DOES AN EQUITABLE COMPENSATION SCHEME LEAD TO HIGH PERFORMANCE OR LOW PERFORMANCE OF THE WORKERS.

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	48
	55%

	No
	40
	45%

	Total
	88
	100%


Table 4.2 above shows that 48 respondents agrees that an equitable compensation scheme lead to high performance or low performance of the workers represent with 55%, while 40 respondents disagreed that an equitable compensation scheme lead to high performance or low performance of the workers representing with 45%.

TABLE 4.3

QUESTION 14

DOES THE LIFE BREWERY CARRYOUT PERFORMANCE APPRISAL EXERCISE.

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	68
	77%

	No
	20
	23%

	Total
	88
	100%


Table 4.3 shows that 68 respondents said yes that life brewery carryout performance appraisal exercise representing with 77% while 20 respondents disagreed that life brewery carryout performance appraisal representing with 23%.

TABLE 4.4

QUESTION 6

ARE WORKERS SALARIES PAID AS AT WHEN DUE IN LIFE BREWERY COMPANY

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	50
	56.82%

	No
	38
	44.18%

	Total
	88
	100%


Table 4.4 above shows that 50 respondents said yes that workers salaries paid as at when due in life brewery company representing with 56.82%, while 38 respondents disagreed that workers salaries are paid as at when due in life brewery company represent with 43.18%.

TABLE 4.5

QUESTION 5

DOES THE LIFE BREWERY COMPANY ORGANISE TRAINING COURSES FOR THEIR WORKERS

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	70
	79.50%

	No
	18
	20.50%

	Total
	88
	100%


Table 4.5 above shows that 70 respondents said yes that life brewery company organizes training courses for their workers representing with 79.50%, while 18 respondents disagreed that life brewery company organizes training courses for their workers representing with 20.50%.

TABLE 4.6

QUESTION 4

ARE SELECTION OF WORKERS BASED STRICKLY QUALIFICATION IN LIFE BREWERY COMPANY

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	67
	76.14%

	No
	21
	23.86%

	Total
	88
	100%


From the above table 4.6 it shows that 67 respondents agrees that selection of workers based strictly on qualification in life brewery company representing with 76.14%, while 21 disagreed that selection of workers based strictly on qualification in life brewery company representing 20.50%.

TABLE 4.7

QUESTION 12

DO YOU THINK IT IS VITAL TO TRAIN WORKERS 

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	73
	82.95%

	No
	15
	17.05%

	Total
	88
	100%


From the above table 4.7 it shows that 93 respondents thinks that it is vital to train workers representing 82.95%, while 15 respondents thinks it is not vital to train workers representing with 17.05%.

TABLE 4.8

QUESTION 3

	MODE OF SELECTION
	RESPONSE 
	PERCENTAGE %

	Through educational qualification
	43
	48.86%

	Through interview selection guide
	45
	51.14%

	Total
	88
	100%


The above table shows that 43 respondents stated that the selection of workers is done through educational qualification representing with 48.86%, while 45 respondents said that it is done through interview representing with 51.14%.

TABLE 4.9

QUESTION 11

DO YOU THINK WORKERS STRICK TO THE CONDITION OF SERVICE IN LIFE BREWERY COMPANY

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	40
	45.5%

	No
	48
	54.5

	Total
	88
	100%


The above table shows that 40 respondents agrees that workers stick to the condition of service in the life brewery company representing with 45.5%, while 48 respondents disagreed that workers stick to the condition of service in the life brewery company representing with 54.5%.

TABLE 10

QUESTION 9

DOES THE LIFE BREWERY COMPANY OFFER FRINGE BENEFITS TO THEIR WORKERS

	RESPONSE
	NO. OF QUESTIONNAIRE
	PERCENTAGE %

	Yes
	61
	69.32%

	No
	27
	30.68%

	Total
	88
	100%


From the above table, it shows that 61 respondents agrees that workers are offer fringe benefits by the company representing with 69.32%, while 27 disagreed that workers are offer fringe benefits by company representing with 30.68%.

4.2
TESTING OF HYPOTHESIS

The researcher at this stage tested the validity of the hypothesis developed at the beginning of the study.  It is hoped at the beginning of the study.  It is hoped that the result will help the researcher make positive findings, recommendations and conclusion of the research.

Hypothesis formulated for this study were tested with the responses gathered from the respondents by the use of chi-square (x2) test statistics. 

HYPOTHESIS 1

H0:-
A satisfactory working condition do not motivate the life brewery workers.

Hi:-
A satisfactory working condition motivate the life brewery workers.

TABLE 4.1.8

	RESPONSE
	01
	E1
	01 – E1
	(01 – E1)2
	(01 – E1)2

     ei 

	Yes
	58
	44
	14
	196
	4.45

	No
	30
	44
	-14
	196
	4.45

	Total
	88
	
	
	
	8.90


DECISION RULE

If the calculated chi-square (x2) is greater than the tabulated level of significance, the null hypothesis will be rejected, but if less than it will be accepted.

Therefore X2 > xt2 = H0 rejected 

Level of significance is 0.10 (10%) = (6.64)

Degree of freedom (DE) = (2-1) (2-1) = 1

So the researcher accept the alternative hypothesis because x2 calculated is > x2 table (6.64).

HYPOTHESIS 11

H0:
An equitable compensation scheme do not lead to high performance or low performance of workers.

Hi:
An equitable compensation scheme lead to high performance or low performance of workers.

TABLE 2.1.0

	RESPONSE
	01
	E1
	01 – E1
	(01 – E1)
	(01 – E1)2

     ei 

	Yes
	48
	44
	4
	16
	0.36

	No
	40
	44
	-4
	16
	0.46

	Total
	88
	
	
	
	0.72


DECISION RULE

Since the calculated x2 is less than the table x2,  the null hypothesis will be chosen.

HYPOTHESIS 111

H0:
The life brewery do not carry out performance appraisal exercise.

Hi:
The life brewery carry out performance appraisal exercise.

TABLE 4.3.14

	RESPONSE
	01
	E1
	01 – E1
	(01 – E1)
	(01 – E1)2

     ei 

	Yes
	68
	44
	24
	576
	13.09

	No
	20
	44
	-24
	576
	13.09

	Total
	88
	
	
	
	26.18


DECISION RULE

The researcher will accept the alternate hypothesis (Hi) which stated that life brewery carryout performance appraisal exercise because the calculated chi-square (x2) = 26.18 is greater than the table chi-square = (6.64).

4.3
SUMMARY OF RESULTS

This chapter summarizes the findings from data analysis for the study as follows:

1.
 It is found that the majority of the responding life brewery staff have been in service for 13-26 years.

2.
It is observed that the majority of the responding life brewery Onitsha (Anambra State) are mostly male.

3.
Also majority of the life brewery staff interviewed are placed on salary grade level 10-04.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

DISCUSSION OF RESULT FINDING

The problem of study is “the impact of remuneration and working conditions on organization in the life brewery the functional and the dysfunctional effect.

A better working condition can make workers to perform very well, this is said by Fredrick Herzberg in his two factors theory of motivation.  He classified working conditions as motivators.

Moreso, Ifeanacho and Egbue also support the factor that working conditions and compensation can encourage workers to perform well.

The findings of this research work also show that a better compensation scheme can lead to a high performance of employees/workers (question 10).  Moreover, the finding also prove as well that a satisfactory working condition can motivate a worker (question No 8).

Besides, the finding as well that an improved compensation can motivate a worker greatly.  A motivated worker is a happy worker and a happy worker is a productive worker.

From the foregoing, therefore, comparing the problem of the study with literature review.  Observation and actual findings, the fact that better working conditions and compensation lead to increase in performance of workers is a true fact.

In the same vein, just as a better working conditions and compensation lead to a better performance of workers, bad working conditions and compensation in essence have a dysfunctional effect on the life brewery.

CONCLUSION

Based on the fact that working conditions and compensation have a mighty effect on performance of workers.  The researcher had seen it deem fit for the life brewery to be careful on matters relating to working conditions and compensation.

With reference to the findings therefore, worker should try to upgrade it’s working conditions, by providing, proper communication system, by gilling attractive motivating factors etc. to workers.

Moreso, the believe that man is rational human being, that money is the only thing that can motivate man is proved wrong, with the exception that economic factors are combined with social emotional factors etc. man/workers will not be well motivated.

RECOMMENDATIONS

Following conclusion drawn from the finding and the summary above the recommendations below are made.

Having known the importance of working conditions and compensation that, the effort to be expended by the worker is a function of working conditions and compensation, the life brewery should endeavor to provide a better working conditions for it’s staff.  Their internal office conditions should include, lighting, sanitary convenience, air conditioners, etc.  Above all, the life brewery should provide staff quarters, so as to make them convenient for the workers.  Beside, decent apartment should be allocated to the workers.

In the aspects of remuneration, the staff should be given an equitable compensation because the work is not an easy one.  The life brewery should make the worker more attractive by giving fringe benefits to it’s staff, from the findings, the researcher got it clear that the fringe benefits received by the worker are not in the same level with the work expected to be done.

From the findings also, it is revealed that the compensation scheme is very poor.  For the life brewery to be able to give equitable compensation to it’s staff, it should embark on the activities of job evaluation and performance appraisal at a short possible time.  The difficulties in the job and effort expended by staff can be made known through job evaluation and performance appraisal exercise respectively.

The researcher strongly believes that if the few recommendations made are considered by the life brewery, the performance of the worker will improve.

SUGGESTION FOR FURTHER STUDY

Following the results of this study, suggestions for further research based mainly on the scope and issue on the case study of this work are hereby made.

1.
The need for effective management and operational efficiency in life brewery industry.

2.
The role of management and operational skills in life brewery industry.

3.
The cause and effect of leadership style in the management and operation of life brewery industry.

4.
The need to diversify and growth of industry 
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APPENDIX

QUESTIONNAIRE OF THE IMPACT OF REMUNERATIONS AND WORKING CONDITION ON ORGANISATIONS, PRODUCTIVITY (A CASE STUDY OF LIFE BREWERY ONISHA, ANAMBRA STATE

Department of Business Administration

And Management 

Institute of Management and Technology

(IMT) Enugu, Enugu State

5th June 200.

Life Brewery

Onitsha

Anambra State

Dear Sir/Madam

RE: QUESTIONNAIRE

I am a final year student of the above institution carrying out a research on the impact of remuneration and working conditions on organizations productivity.  Using life brewery Onitsha as a case study.  This is in the fulfillment of the requirement for the Award of Higher National Diploma (HND) in Business Administration and Management.

Therefore, your co-operation is needed in filling the attached questionnaires.  Any information given will be treated in strict confidence, because this research work is purely for academic purpose.

Thanks in anticipation

Yours faithfully

Onwueme Emereciana

QUESTIONNAIRE

SECTION A

1.
Name of Dept ----------------------------------------------------------------------

2.
Designation ------------------------------------------------------------------------

Please mark (x) in the appropriate boxes provided.

3.
Sex:



Male
(
)

Female
(
)

4.
Marital status

Single
(
)

Married
(
)

5.
Age

(a)
20 years and below
(
)

(b)
21 – 30

(
)

(c)
31 – 40

(
)

(d)
41 and above
(
)

6.
Educational qualification

(a)
WASC or it’s equivalent
(
)

(b)
OND or it’s equivalent

(
)

(c)
H.N.D/B.Sc/M.Sc/M.B.A and likewise
(
)

7.
For how long have you been employed in the life brewery?


(a)
Less than 5 years
(
)



(b)
5 – 10 years

(
)



(c)
10 years and above 
(
)

SECTION B

Tick the appropriate box (()

8.
Can a satisfactory working condition motivate the life brewery?




(a)
Motivate

(
)




(b)
Do not motive
(
)

9.
Which of the internal office condition is your company lacking?




(a)
Lighting
(
)




(b)
Air conditioner
(
)




(c)
Air conditioner
(
)




(d)
None of the above
(
)




(e)
All of the above
(
)

10.
Does an equitable, compensation scheme lead to high performance or low performance of the worker?




(a)
High performance
(
)





(b)
Low performance
(
)

11.
Have you been receiving fringe benefits?




(a)
Yes
(
)




(b)
No
(
)




(c)
I don’t know
(
)

12.
If your answer to question (11) above is yes, how well has the life brewery awarding the fringe benefits?




(a)
Very well
(
)




(b)
Well

(
)




(c)
Partially well
(
)

13.
Which of the following fringe benefits does the life brewery offer to her workers?




(a)
Housing allowance
(
)




(b)
Transport

(
)




(c)
Medical service
(
)




(d)
Safety


(
)




(e)
Life assurance
(
)




(f)
Retirement benefits
(
)




(g)
All of the above
(
)

14.
Does the life brewery carryout performance appraisal exercise




(a)
Yes
(
)




(b)
No
(
)




(c)
I don’t know
(
)

15.
Does the life brewery carryout job evaluation exercise to know the worths of jobs?




(a)
Yes
(
)




(b)
No
(
)

16.
If the answer to question (14) is yes, how often is the exercise done?




(a)
Every one year
(
)




(b)
Every two years
(
)




(c)
Every three years
(
)




(d)
Four years and above
(
)

17.
If the answer to question (15) is yes, how often is the exercise done?




(a)
Annually
(
)




(b)
Every two years
(
)




(c)
Every three years
(
)




(d)
Four years and above
(
)

18.
Do you agree that the compensation scheme of the life brewery O.K?




(a)
Yes
(
)




(b)
No
(
)




(c)
I don’t know
(
)

19.
If the answer to question (18) is No, what do you think are the problems in the scheme lies?




(a)
In the structure/policy
(
)




(b)
In administration

(
)




(c)
All of the above

(
)




(d)
None of the above

(
)

20.
To what extent would an improvement in your compensation motivate you for better performance?




(a)
To great extent
(
)



(b)
To a partial extent
(
)



(c)
I don’t know
(
)
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