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[bookmark: _GoBack]ABSTRACT
This study was carried out to examine impact of staff welfare on the productivity of workers using staff of Ibadan North local government. OYO state as a case study. Specifically, the study  ascertain  there is a welfare program for workers in Ibadan North local government area,  lack of access to health facilities affects the productivity of workers in Ibadan North local government area,  workers in Ibadan North local government get their allowances at the expected time, there is a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area, delay in payment of salary affects the productivity of workers in Ibadan North local government area.
 The study employed the survey descriptive research design. A total of 100 responses were validated from the survey. The study adopted the activity theory. From the responses obtained and analysed, the findings revealed there is a welfare program for workers in Ibadan North local government area,  lack of access to health facilities affects the productivity of workers in Ibadan North local government area,  workers in Ibadan North local government get their allowances at the expected time, there is a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area, delay in payment of salary affects the productivity of workers in Ibadan North local government area. This is as the Pearson correlation test showed a positive significant relationship (.922**) between principal supervision and academic performance of jss3 students. The study further  recomend  that  pragmatic efforts should be made to enhance employee job capabilities through training; to improve working conditions of the employees and their general welfare in order to elicit job satisfaction and motivation for increased productivity (performance). There should be systems for recognition and appreciation of quality efforts in order to motivate the staff to work effectively. 


CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND STUDY
In the era of Globalization, market economy, hyper competition and rapid changing environment, the success of an organization depends on the employees’ performance. Employees’ performance is an essential requirement if an organization is to maintain its efforts towards the realization of predesigned goals. According to Humana Resource Philosophy employees are an important business resource that must be managed carefully in order to maximise return on investment and achieve business objectives. Organisations have to provide various benefits to ensure employees welfare is taken care off. In fact in this age and era it is almost impossible to operate an organisation without offering a basic set of benefits for employees’ welfare.Organizations should understand that a healthy and stress free worker is a major asset to the organization and should therefore provide welfare services and programmes.
Welfare is a corporate attitude or commitment reflected in the expressed care for employees at all levels, underpinning their work and the environment in which it is performed (Cowling and Mailer, 1992). Specifically, Coventry and Barker (1988) assert that staff welfare includes providing social club and sports facilities as appropriate, supervising staff and works’ canteens, running sick clubs and savings schemes; dealing with superannuation, pension funds and leave grants, making loans on hardship cases; arranging legal aid and giving advice on personal problems; making long service grants; providing assistance to staff transferred to another area and providing fringe benefits (such as payment during sickness, luncheon vouchers and other indirect advantages).
Productivity, on the other hand, means goods and services produced in a specified period of time in relation to the resources utilized (Singh, 2009). It is, however, contended by Cohen et al (1995) to be more than a narrow economic measure, as it also measures how well the group performs its required tasks to satisfy its customers inside and outside the organization. In effect, productivity suggests effectiveness and efficiency of the employees.
Apparently, there are some scholarly works on staff welfare and productivity (Owusu-Acheaw, 2010; Osterman, 2010; Singh, 2009; Cowling and Mailer, 1992; Coventry and Barker, 1988), but they mostly dwelt on industrial settings to the neglect of service organizations typified in government ministries and parastatals.
Most Local Government Councils in Nigeria are performing below set standard. The suspicion derives from the observed poor road networks in most of the 774 Local Government Areas in Nigeria; the inadequate state of health facilities (both in physical structure and equipment); the deteriorated state of school buildings (with walls noticeably cracked and the roofs destroyed) and furniture (table, desks and boards); absence of government-owned recreational facilities; little or no encouragement for increased agriculture productivity via timely provision of agricultural additives (fertilizers, improved seedlings, cassava cuttings) and agricultural loans: no visible effort to reduce the prevalent high rate of poverty and unemployment in Nigeria through job creations among others. The author argues that the below standard performance is a function of ineptitude of the management (local government officials) and a depressed staff morale owing to neglected attention to the welfare services of staff. This study therefore focuses on the impact of staff welfare on the productivity of workers, using Ibadan North local government as a case study.
1.2     STATEMENT OF THE PROBLEM
Delay in the payment of worker’s salaries could result to apathy that might hinder efficiency in work performance. It could lead to embarrassing circumstances typified in inability to pay rent and concomitant quarrel with landlord/caretaker; inability to pay for the schooling of his ward(s); poor dietary intake that might result to malnourishment; inaccessibility to adequate medicare; inability to meet with maturing social and financial obligations. The foregoing could eventually culminate into disaffection between the employee concerned and his/her employer, with consequences for poor attitude to work (low morale) and low productivity.
Other benefits that the employee is entitled to in the form of leave allowance, transport, housing, overtime allowance, traveling allowances, Christmas bonus and so on, though not legally binding on the Organization as they are not covered by the Trade Dispute Acts of Nigeria, enhance psychological satisfaction of the employees. Denial of such benefits to employees, especially when it is traditional when there is precedence for the organization to give them could adversely affect. Closely related to this is the employees’ right to enjoy health and safety and the right to be managed fairly, which Cowling and Mailer (1992) argue to be within the framework for welfare.
Employee welfare is a dynamic concept as new welfare measures are added to the existing ones along with social changes. The modern concept of employee welfare entails all those activities of the employers, which are directed towards providing the employees with certain facilities and services in addition to wages and salaries. Welfare facilities are essential for the health of the organization since they bear a close connection with the productivities of the labour force. Employee welfare measures increase the productivity of organization and promote motivation, healthy organizational relations thereby maintaining industrial peace and retain the employees for longer duration. These problems make it glaring that there is a need to carry out a study on the impact of staff welfare on the productivity of workers.
1.3     OBJECTIVES OF THE STUDY     
The general objective of this study is to ascertain the impact of staff welfare on the productivity of workers, using Ibadan North local government as a case study. The specific objectives are:
1.     To ascertain if there is a welfare program for workers in Ibadan North local government area.
2.     To investigate if lack of access to health facilities affects the productivity of workers in Ibadan North local government area.
3.     To know if workers in Ibadan North local government get their allowances at the expected time.
4.     To find out if there is a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area.
5.     To examine if delay in payment of salary affects the productivity of workers in Ibadan North local government area.
1.4     RESEARCH QUESTIONS
The relevant research questions related to this study are:
1.     Is there a welfare program for workers in Ibadan North local government area?
2.     Is lack of access to health facilities affects the productivity of workers in Ibadan North local government area?
3.     Do workers in Ibadan North local government get their allowances at the expected time?
4.     Is there a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area?
5.     Does delay in payment of salary affects the productivity of workers in Ibadan North local government area?
1.5     SIGNIFICANCE OF THE STUDY 
The findings of the study will be important because it will provide insights about employee welfare programs and employee performance at the organization to ensure high organization productivity and the attainment of organizational objectives. Other state corporations will be able to implement the research recommendations to improve employee commitment and hence reap maximum benefits from their employees’ performance.
The government agencies and other organizations will make use of this study, as it provides knowledge useful in formulation of policy and a regulatory framework on human resource management and in particular, welfare programs for better organizational performance and individual employees’ wellbeing.
This study will enhance the existing body of literature by contemplating the areas of the literature that have not yet been examined or considered and incorporating these factors into the current study. The study will thus form the basis for further studies in the field.
1.6     SCOPE OF THE STUDY
The scope of this study is restricted to investigating the impact of staff welfare on the productivity of workers, using Ibadan North local government as a case study.
1.7     LIMITATION OF THE STUDY
Some of the major constraints the researchers encountered in putting up this research include lack of time, lack of willingness to give information by respondent and also limited resources.
1.8     DEFINITION OF TERMS     
Welfare: statutory procedure or social effort designed to promote the basic physical and material well-being of people in need.
Productivity: is the effectiveness of productive effort, especially in industry, as measured in terms of the rate of output per unit of input.



CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
· Chapter Summary
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
The term “welfare” suggests many ideas, meanings and connotations, such as the state of well being, health, happiness, prosperity and the development of human resources. The concept of welfare can be approached from various angles. Welfare has been described as a total concept. It is a desirable state of existence involving physical, mental, moral and emotional well- being. All these four elements together constitute the structure of welfare on which its totality is based.
Welfare is called a relative concept for it is related to time and space. Changes in it have an impact on the system of welfare as well. As welfare is growing and dynamic, the welfare potential changes, as a result of which its content keeps on varying and has to keep pace with the changing times. Also, the characteristics of welfare vary for it depends largely on the conscience of the community, the scientific advancement and the development of a nation in all fields. Its meaning and components, therefore, differ from country to country, place to place and organisation to organisation.
Welfare is also a positive concept. In order to establish a minimum level of welfare, it demands certain minimum acceptable conditions of existence, biologically and socially. The positive nature calls for the setting up of the minimum desirable standard necessary for certain components of welfare, such as health, food, clothing, housing, medical assistance, insurance, education, recreation so on.
Welfare is a corporate attitude or commitment reflected in the expressed care for employees at all levels, underpinning their work and the environment in which it is performed (Cowling and Mailer, 1992). Specifically, Coventry and Barker (1988) assert that staff welfare includes providing social club and sports facilities as appropriate, supervising staff and works’ canteens, 
running sick clubs and savings schemes; dealing with superannuation, pension funds and leave grants, making loans on hardship cases; arranging legal aid and giving advice on personal problems; making long service grants; providing assistance to staff transferred to another area 
and providing fringe benefits (such as payment during sickness, luncheon vouchers and other indirect advantages)
Productivity, on the other hand, means goods and services produced in a specified period of time in relation to the resources utilized (Singh, 2009). It is, however, contended by Cohen et al (1995) to be more than a narrow economic measure, as it also measures how well the group performs its required tasks to satisfy its customers inside and outside the organization. In effect, 
productivity suggests effectiveness and efficiency of the employees. Productivity, on the other hand, means goods and services produced in a specified period of time in relation to the resources utilized (Singh, 2009). It is, however, contended by Cohen et al (1995) to be more than a narrow economic measure, as it also measures how well the group performs its required tasks to satisfy its customers inside and outside the organization. In effect, productivity suggests effectiveness and efficiency of the employees. Apparently, there are some scholarly works on staff welfare and productivity (Owusu-Acheaw, 2010; Osterman, 2010; Singh, 2009; Cowling and Mailer, 1992; Coventry and Barker, 1988), but they mostly dwelt on industrial settings to the neglect of service organizations typified in government ministries and parastatals Apparently, there are some scholarly works on staff  welfare and productivity (Owusu-Acheaw, 2010; Osterman, 2010; Singh, 2009; Cowling and Mailer, 1992; Coventry and Barker, 1988), but they mostly dwelt on industrial settings to the neglect of service organizations typified in government ministries and parastatals
Theoretical framework 
Quality of Work Life (QWL), epitornized in staff welfare, is the degree to which the employees are able to satisfy important personal need through their experiences in the organization (Singh, 2009). It involves physical, mental, moral and emotional well-being of the employee (Aswathappa, 2004), conceptualized by Singh (2009) as occupational health which together with suitable working time and appropriate salary increase motivation and satisfaction. 
Singh’s positive correlation of working time and salary with productivity is doubtful. He generalized on what is rather sometimes the case, as if it is always the case. Gray and Starke (1988) argued that in spite of the assumption of the Hawthorne experiment that a positive 
work environment makes for an increase Theoretical framework Quality of Work Life (QWL), epitornized in staff welfare, is the degree to which the employees are able to satisfy important personal need through their experiences in the organization (Singh, 2009). It involves physical, mental, moral and emotional well-being of the employee (Aswathappa, 2004), conceptualized by Singh (2009) as occupational health which together with suitable working time and appropriate salary increase motivation and satisfaction. Singh’s positive correlation of working time and salary with productivity is doubtful. He generalized on what is rather sometimes the case, as if it is always the case. Gray and Starke (1988) argued that in spite of the assumption of the Hawthorne experiment that a positive work environment makes for an increased productivity, there is a proviso. There are intervening variables that include task and technology, individual group, organizational and environmental factors. Explicitly, if tasks to be performed are poorly designed, production will be low; if an individual’s abilities with respect to the task are low; high motivation cannot lead to high productivity; informal groups within formal structures moderate compliance of their group members to task needs, in order to achieve group (employees’ personal) needs; the existence of interactive entities (customers, clients, middle management etc) influence speed in the organization task performance. Correspondingly Trist and Bamford (1951), using the Longwall Shift Cycle method of coal-getting in a coalmine (which was a socio-technical system adjudged to be excellent as it had intrinsic good 
work practices), observed that it resulted rather to a decline in productivity. It neglected considerations for thesed productivity, there is a proviso. There are intervening variables that 
include task and technology, individual group, organizational and environmental factors. Explicitly, if tasks to be performed are poorly designed, production will be low; if an individual’s abilities with respect to the task are low; high motivation cannot lead to high 
productivity; informal groups within formal structures moderate compliance of their group members to task needs, in order to achieve group (employees’ personal) needs; the existence of interactive entities (customers, clients, middle management etc) influence speed in the 
organization task performance. Correspondingly Trist and Bamford (1951), using the Longwall Shift Cycle method of coal-getting in a coalmine (which was a socio-technical system adjudged to be excellent as it had intrinsic good work practices), observed that it resulted rather to a decline in productivity. It neglected considerations for the employees’ needs, which are aspects of welfare. In some organizations, job behaviours have a more direct relationship to rewards than in others (Gray and Starke, 1988), due perhaps, as argued by Gannon (1979) and Reynolds (1971) to the employees’ needs (such as urgent need for money to meet certain obligations or the absence of this) and the comparison of his reward with that of his colleagues that perform similar task. The relativity of pay (salary and bonuses) in task performance has also been observed by other scholars such as Kohn and Schooler (1969), who observed that, as social class increases, the need for money declines. Similarly, Lawler (1971) asserts that the importance of pay decreases with age and it is more important to males than females. A 
part explanation to Lawler’s findings is that younger persons have comparatively numerous needs to pursue than their elderly counterparts, so also with the males especially as they traditionally assume headship of their homes. Nevertheless, Mckersie and Hunter (1973) found
that in comparison with American and Japanese industries, labour productivity in Britain was anywhere between one-half and one third, due to low remuneration (in Britain) amongst other reasons. This is a quintessence of a direct relationship between reward and productivity, which exists in several other articles. Occupational health as highlighted by Singh (2009) and Aswathappa (2004) amongst other scholars is inextricable from welfare, especially when the latter is perceived in the words of Cowling and Mailer (1992) as ‘…the support that can reasonably be expected by employees from their employer’. It appears a truism that the absence of health and safety at workplace makes the employees easy victims of occupational hazards that could depress morale and productivity. It is therefore,obligatory on employers by law to provide a safe workplace for employees (Cole, 1996) to increase efficiency and productivity of workers (Nwachukwu, 2007) and to guard against a possible accusation of negligence 
arising from injuries to employees (Okereke, 2007). It has been observed, however, that the relationship between safe workplace and increased productivity of workers is not direct, as was earlier put in this paper in respect of positive work environment and productivity. An interviewing variable, the authors argue in the form of motivation, could be identified. Mitchell (1978) points that there is consensus amongst most theorists that ‘ability to work’ goes hand in glove with ‘motivation’ to produce performance, as ability of the employees to do the job
does not mean that they would do it. Most managers have recognized the vital role job 
satisfaction (satifaction of members of the organization) plays on productivity (Cohen, Fink, Gadon and Willitts,1995; Mitchell, 1978), but job satisfaction and motivation whichever that precedes the other is akin to the riddle of the ‘egg and chicken’, which one that comes first. 
According to Ibbetson and Whitmore (1977), several researches suggest that people must find their work satisfying in order to be motivated to do a satisfactory job. This contrasts with the wisdom of the foremost theorists on management and productivity. Theory X of McGregor (Upton, 2001; Ibbetson and Whitmore, 1977) conceives an average worker as naturally lazy, hates work and might avoid work such that he has to be motivated through monetary incentives for increased productivity or negatively sanctioned (coerced,threatened with punishment) for poor task performance. In criticism, the thesis lacked hindsight of the influence of job satisfaction on production. It portrayed the employee as an ‘economic man’, whose motivation was attributed to a single phenomenon (money) and has therefore been faulted by Gray and Starke (1988) as “gross oversimplification of human motivation’ with the orchestrated 
emphasis on money as a motivator widely criticized by scholars that include Lawler (1971) and Kohn and Schooler (1969). Yet, McGregor’s Theory X is widely applied by several managers. It has been observed that employees in most organizations in Nigeria are denied wages or experience cuts in wages or threats thereunto for poor job performance (due to reasons that include inability to submit returns within specified timelines). McGregor’s Theory Y, on the other hand, assumes that people at work can be self-motivated (Ibbetson and Whitmore, 1977) as motivation is the basis for commitment to duty and is relative to environment (Upton, 2001). In support, Maslow (Cole, 2002) highlighted on a hierarchy of five needs (physiological, 
safety, esteem, social and self-actualization) each of which can motivate a worker towards increased output, depending on his circumstance at a particular point in time. Piven (2007) classified needs into existence, relatedness and growth in contrast to Maslow. Correspondingly, however, the ‘existence needs’ are in tandem with Maslow’s lower level (physiological, safety 
and esteem needs) ‘relatedness needs’ are Maslow’s social needs, while ‘Growth needs’ are Maslow’s highlevel needs (self-actualization or self fulfillment needs). The constituents of the environment determine the level of productivity. Typically, Patterson et al. (2004) found 
that company production was more strongly correlated with those aspects of climate that had stronger satisfaction loadings. Invariably, satisfaction and dissatisfaction are intrinsic features of the climate/environment. According to Shafritz and Rusell (2001), Herzberg argued that positive elements (the ‘satisfiers’) are job content factors such as a sense of achievement, recognition, interest in the work itself and advancement. Conversely, the ‘dissatisfiers’ or ‘hygiene factors’ are associated with the workers relation to the environment in which he performs his task, such as the company policies, ineffective administration among 
others. The balance between satisfaction and dissatisfaction determines the level of motivation the worker obtains. Hertzberg’s work suggested that the addition of motivators will lead to greater employee job satisfaction (Gray and Starke, 1988), but Mitchell (1978) argues that numerous reviews of literature show that performance (productivity) are only weakly related and that very little evidence exists that satisfaction causes increased productivity. Accordingly, many people can be excited with a high remuneration, interpersonally pleasant job and yet lack the requisite skill for effective job performance. In brief, there should be an adequate blend 
of ability to do a work, job satisfaction and motivation for a satisfactory job performance. Consistently, Gray and Starke (1988) explain that satisfying an individual does not automatically lead to job motivation, but could make the employee to remain with the organization and to exhibit job behaviours that are indicative of job motivation.
Conflict theory of Ralph Dahrendof 
According to Ritzer (2000), conflict theorists are oriented toward the study of social structures and institutions. Dahrendorf and Simmel who were ardent proponents of the social conflict theory had opined that every society at every point in time was subject to processes of change. 
For them, many societal elements contribute to disintegration and change, but orderliness is maintained through power. Dahrendorf was the major exponent of two faces of society (conflict and consensus) and the need for sociological theory to be split into two, namely conflict theory and consensus theory. He, however, constructed a single theory ‘conflict theory of society’ and argues that ‘the differential distributing of authority invariably becomes the determining factor of systematic social conflict’. Naturally, the management and workers are often antagonistic to each other. The management through a strong management philosophy seeks to maximize profit (financial resources); to maintain the status-quo; to minimize the organization’s expenses on 
running cost including wage bill etc. The workers, on the other hand, through Union Power make attempts to extricate themselves from a relative deplorable and oppressed state. The conflict is pursuit of incompatible goals for which one party gains at the expense of the other (Barelson and Steiner, 1985) and an opposition that may not break out into open dispute or physical violence (Sanderson, 1989). The effect, however, of these contrasting positions in Ibadan North  Local Government Council depresses motivation and productivity in the Council.  
Definition of Employee Welfare
Labour welfare has been defined in various ways. There is no single definition that has been used universally. The Oxford Dictionary defines labour welfare as “efforts to make life worth living for worker”.Another definition implies that welfare is fundamentally an attitude of mind on the part of management, influencing the method by which management activities are undertaken. The emphasis obviously is on the “attitude of mind”. Trevor Bolton - An Introduction to HRM. In the Encyclopedia of social sciences, welfare is define as “ the voluntary efforts of the employers to establish, within the existing industrial system, working and sometimes living and cultural conditions of the employees beyond what is required by the law, the customs of the industry a and the conditions of the market”. So, the term welfare refers to all the facilities and comforts given by the employer to employees apart from wages, salaries and incentives.
Significance of Employee Welfare
Employee welfare is important not only for the employees and but it is also for the employer’s own interest.
1. The welfare work has beneficial effects for the employees. It influences the sentiment of the workers and helps to maintain industrial peace. When the employee feels that the employer and the government are interested in his / her day- today life he/ she feels happy about it and likely stop grousing and grumbling about the working conditions.
2. Better housing facilities, co-operative societies, canteens, sickness and maternity benefits, educational facilities, free or cheap rate cinema shows will assist to create a sense of happy feeling among the employees and help them to work harder for the  organization. Therefore the  question of labour strikes at the organisation may not arise.
3. Welfare work is increasingly recognised as an intergral part of industrial administration. Therefore, it brings about a real change of heart and a change of out look on the part of both employers and employees.
4. It helps to improve the mental and moral health of the workers by minimising the incidents of social evil of industrialization. Working in a bad environment pushes the worker in to vices like drinking , gambling and prostitution. Healthy surroundings created by welfare work are likely to act as a deterring force against such vices.
5. Labour - turnover and absenteeism may  decline. As welfare work improves conditions of work and life of the employees. The worker becomes happy and contented with his / her work. This will reduce his/ her desire to take leave unnecessarily and tend to reduce
absenteeism in the organisation.
6. Organizational welfare helps to improve good will and reputation of the organization.
Principles of Welfare Administration
There are several principles to be followed to perform the HRM function of employee welfare administration. They are as follows:
1. Satisfaction of Real Needs
Any welfare service should satisfy real needs of the employees, at least majority of the employees.
2. Cost Benefit Analysis
It is important to do a cost / benefit analysis before starting a welfare programme. If the programme has more benefits compared with direct and indirect costs it is appropriate to implement.
3.Participation
When formulating a welfare programme it is better to get participation of relevant workers and / or trade union officials.
4. Welfare Financing
Adequate provisions for financing the programme are to be established.
5. Permission for Criticism
Employees should be allowed to criticise any welfare programme.
6. Welfare is for Welfare
A welfare programme must not be started with the intention of earning profits or saving money.
7.Impartiality
Administration of any welfare programme is to be based on honesty and  non-cordiality. With the intention of helping associates only the administration should not be done.
8. The management should not try to offer welfare services to the more deserving than to those needing. If done so, the management will earn more ill – will rather than good - will in welfare administration.
Classification of Employee Welfare Work
Employee welfare work can be classified in to 3 different categories.
1. Statutory
2. Voluntary
3. Mutual
1. Statutory
Statutory welfare is implemented on the coercive power of the government. The government enacts laws for the provision of employee welfare in order to enforce minimum standards of safety, health and welfare of the employees. Employees have to observe the rules related to working conditions, hours of work, hygiene, safety, light, ventilation, sanitation etc. Every country is increasing its statutory control over employee welfare. There are two main labour laws found in Sri Lanka.
1. Factory Ordinance No 45 of 1942 (Please read with the amendments)
2. Indian Labour Act
2.Voluntary
This includes all activities which employers undertake for their employees on a voluntary basis. There are some social organisations which undertake voluntary welfare work.
E.g., YMBA, YMCA
3. Mutual
Mutual welfare work is also undertaken by the workers themselves. Some trade unions undertake the workers welfare activities.
Employee Welfare Activities
Medical Facilities
Canteen facilities
Housing Facilities 
Transport Facilities
 Sports and recreational facilities
Advances and easy loan facilities.
 Death / Funeral Facilities
 Thrift Facilities
Education Facilities
 Legal Aids
 Other Facilities 


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
Ibadan North is a Local Government Area in Oyo State, Nigeria. Its headquarters stood at Agodi in Ibadan. The postal code of the area is 200. It has an area of 27 km2 and a population of 856,988 according to the Oyo State Government in 2017. It also has bustling academic and economy activities with the presence of the First Premier University in Nigeria, the University of Ibadan, founded in 1948, and The Polytechnic, Ibadan in 1970 creates an aura of lively place to live in.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled.
3.3	POPULATION OF THE STUDY
According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examine impact of staff welfare on the productivity of workers  using selected senior and junior active staff of Ibadan North local government area.  Hence the senior and junior staff of  the above local government form population of the study.  
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the simple random sampling (srs.) method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population
A total sample size of 150 respondents was selected from the research population comprising of 70 senior active  staff and 30 active junior staff using the convenient sampling method. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6	SOURCES OF DATA COLLECTION
The research instrument used in this study is the questionnaire. A 10 minutes survey containing 5 questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions.
3.7	METHOD OF DATA ANALYSIS
The responses were analysed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the Chi-Square statistical tool, SPSS v.23.
3.8	VALIDITY AND RELIABILITY OF THE STUDY
The reliability and validity of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.9	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
INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and fifty (150) questionnaires were administered to respondents of which only one hundred (100) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 100 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	60
	90%

	Female
	40
	10%

	Religion
	
	

	Christian
	30
	30%

	Muslim
	70
	70%

	Age
	
	

	25-35
	40
	40%

	35-45
	40
	40%

	45+
	20
	20%


Source: Field Survey, 2021
4.2	ANSWERING RESEARCH QUESTIONS
Question 1: is there a welfare program for workers in Ibadan North local government?
Table 4.2:  Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	95
	95

	No
	5
	5

	Undecided
	00
	00

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 95% of the respondents said yes, while the remaining 5% said no.

Question 2: does lack of access to health facilities affect the productivity of workers in Ibadan North local government?
Table 4.3:  Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	100
	100

	No
	00
	00

	Undecided
	00
	00

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, All the respondents constituting 100% said yes. There was no record of no.
Question 3: do workers in Ibadan North local government get their allowance at the expected time?
Table 4.4:  Respondent on question 3
	Options
	Frequency
	Percentage

	Yes
	80
	80

	No
	15
	15

	Undecided
	05
	5

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 85% said yes, 15% said no while 5% were undecided .
Question 4: is there a relationship between poor staff welfare and the decrease in workers productivity in Ibadan North local government area?
Table 4.4:  Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	100
	100

	No
	00
	00

	Undecided
	00
	00

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes. There was no record of no.
Question 5: does delay in payment of salary affect the productivity of workers in Ibadan North local government?
Table 4.4:  Respondent on question 5
	Options
	Frequency
	Percentage

	Yes
	100
	100

	No
	00
	00

	Undecided
	00
	00

	Total
	100
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes. There was no record of no.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was  on impact of staff welfare on the productivity of workers using senior and junior staff of Ibadan north local government area as a case study.The study specifically was aimed at highlighting  if there is a welfare program for workers in Ibadan North local government area,   lack of access to health facilities affects the productivity of workers in Ibadan North local government area,  workers in Ibadan North local government get their allowances at the expected time,  there is a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area,  delay in payment of salary affects the productivity of workers in Ibadan North local government area.
The study adopted the survey research design and randomly enrolled participants in the study. A total of 100 responses were validated from the enrolled participants where all respondent are drawn from active senior and junior staff of Ibadan North local government area. 
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
· there is a welfare program for workers in Ibadan North local government area.
· lack of access to health facilities affects the productivity of workers in Ibadan North local government area. 
· workers in Ibadan North local government get their allowances at the expected time. there is a relationship between poor staff welfare and the decrease in productivity of workers in Ibadan North local government area.
· delay in payment of salary affects the productivity of workers in Ibadan North local government area.
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1. pragmatic efforts should be made to enhance employee job capabilities through training; to improve working conditions of the employees and their general welfare in order to elicit job satisfaction and motivation for increased productivity (performance).
2. There should be systems for recognition and appreciation of quality efforts in order to motivate the staff to work effectively. 
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QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	
Female [  ]
Age 
25-35	[  ]
35-45	[  ]
45 above	[  ]
Others……………………………………………….. (please indicate)
Section B
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
Question 1: is there a welfare program for workers in Ibadan North local government?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	



Question 2: does lack of access to health facilities affect the productivity of workers in Ibadan North local government?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	



Question 3: do workers in Ibadan North local government get their allowance at the expected time?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	




Question 4: is there a relationship between poor staff welfare and the decrease in workers productivity in Ibadan North local government area?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	



Question 5: does delay in payment of salary affect the productivity of workers in Ibadan North local government?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
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