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[bookmark: _GoBack]ABSTRACT
This study was carried out to examine the impact of workers environment on employee productivity using UBA bank Okota Lagos state as case study.   Specifically, the study examined That there are vital adequacies  that can impact or influence workers productivity,  the existing environmental factors that affect workers productivity are distraction,air pollution etc. The study employed the survey descriptive research design. A total of 20 responses were validated from the survey.  From the responses obtained and analysed, the findings revealed That there are vital adequacy  that can impact or influence workers productivity, the existing environmental factors that affect workers productivity are distraction,air pollution etc.
The study recommend As revealed by the findings of the study, there is need  to provide comfortable work environment for workers in other for them to be productive at work, There should be systems for recognition and appreciation in other to motivate the staff to work effectively, The organization should ensure that there is an adequate provision and availability of productive equipment to help boost workers’ productivity.


CHAPTER ONE
INTRODUCTION
1.1 BACKGROUND OF THE STUDY:
According to Brem (2013), it's stated that for the last 250 years, employee productivity is known to have played a big role in the development of nations. This author believes that firms can hardly prosper or overcome the challenges in the international context, without any Employee productivity and can hardly enjoy the huge benefits it comes with. Ferraro (2016) explains that `the world has become a global village, there is instant information flow unlike in the past, both local and international firms are facing a lot of challenges due to stiff competition and rapid changing technology, employees are reliably informed of their rights; all those conditions the firm have to swiftly adapt if they are to remain relevant at both national and international market or else they fall out of the race. Bluma (2013) states that the working environment of an industrial setting was popularized in the German mining in 1900 by the hygiene movement which assessed the bodies of miners to find out the status of their work environment before the enforcement of the medical regulation of the mining workplace. The same author, quotes Lescohier (1923) who stated that the alarming working environment instigated several studies to be conducted to establish the reasons for low productivity and the resultant effects on the firms. Hasun (2005) adds that historically, the field of working environment especially industrial workplaces is a worldwide established subject some researchers termed as the ancient field of historical science whose investigation has been ongoing since the 1960s and 1979s. The same author further states that from the 1990s to date, the issue of work environment has changed due to the transformation in social environment, information technology, and that there are more flexible ways of organizing work process. In order to swiftly adjust to the volatile work environment, the United States of America had to devise ways to adjust to the changing environment to counteract competition, retain its competent human resources, embrace new technology and increase employee productivity. The government endorsed to enhance salaries, double fringe benefits, and improve the working environment which greatly improved the welfare of the workforce and as a result, there was increased productivity (US department of labour2001). Raymond (2016) reported that there was a public outcry worldwide about alarming labor practices and undesirable working conditions in developing countries like Asian factories. This was also attested by the International Labor Organization who reported that nearly 9.5 million people work in “slave-like conditions” in Asia (ILO, 2005a). The examples cited included poor practices like wages below living wages, excessive hours and days worked per week, discrimination, verbal and physical abuse, suppression of trade unions, and preventable disasters that resulted in death. The Statistics that were presented on the World Day for safety and health at work on 28th April 2016 indicated that 2.3 million deaths were registered to have occurred per year because of due to occupational accidents or work-related diseases, more than 317 million accidents occur on the job annually, many of these results in extended absences from work (ILO, 2016). Africa like many other countries in the world, have experienced great advancements in technology and digital innovations which have transformed working environment patterns, attained great economic opportunities but at the same time faced with challenges of economic and social inequalities and job insecurities (ILO, 2001). The same author explains that manufacturing companies are facing significant changes in work organization and labour relations; they are under greater pressure to meet the demands of modern working life; greater improvement in information technology have enhanced information flow to instant communication, and employees are aware of what happens in other organizations. Semujju (2006) reported that Uganda’s manufacturing companies have the worst working environment for workers. It was also reported that most workers in Uganda are underpaid and work under poor conditions, and workers’ rights are not recognized. It was also indicated that the government had a shortage of government oversight of labor practices in Uganda in that there were only 44 Labor inspectors for all the 112 districts; and that most employers do not give employees written contracts of employment, resulting in a lack of job security and union representation (Danish Trade Union Council for Internation Development Cooperation, 2014). The Auditor General’s also reported that much as Uganda’s economy has registered a number of achievements, the most sensitive the Occupational Safety and Health (OSH) policy, have not been adequately enforced by the responsible government ministries and that it’s worse at the private sector. Further reported that there is persistent exposure to unhealthy working environments, faulty plants, and equipment, dangerous civil works and constructions leading which has long term negative effects to the employees and their families like fatal clonic diseases, disability and that surprisingly some employees lack awareness concerning their rights to a healthy and safe working environment (Office of Auditor General, 2016).
  1.2	STATEMENT OF PROBLEMS
The productivity by members of staff of any organization is very necessary to maintain. It’s against this background therefore that a number of environmental factors that likely have been causing the decline in worker productivity are been critically examined in this study. The environmental factors are further divided into external and internal factors.
The external factors are staff communication, participation in decision making as it affects the productivity of workers. The internal factors include cleanliness, and lighting.
1.3     OBJECTIVE OF STUDY
The study on “impact of work environment on worker’s productivity seeks to evaluate, examine descriptively and empirically the extent to which the work environment could affect the productivity of workers.
1. To identify vital adequacies of such element and to provide solutions.
2. To examine in details the existing environmental factors, with a view of identifying the area of difficulties
1.4	RESEARCH QUESTIONS
The following questions have been prepared for the study
1. Does work environment affect workers productivity?
2. What are the adequacies of work environment that can enhance workers productivity?
3. What are the environmental factors that affects workers productivity?
4. What are the possible solution to factors that affects workers productivity?
1.5	Research hypothesis
H0: work environment does not  affect workers productivity.
H1: work environment  affect workers productivity.
1.6     RESEARCH METHODOLOGY
Research methodology refers to different ways or method, design and system that a researcher uses in administering and collection of data in research work. The survey design method readily comes to mind. We shall therefore employ both the descriptive and the investigative approach. The information and data collection process will be carried out using interview method.
1.7     HISTORIC BACKGROUND OF UNITED BANK FOR AFRICA.
The history of united bank for Africa can be traced back to when British and French bank national De Paris, London began operation in Nigeria in 1949 at 117 broad street, Lagos, which today house a part of the lings way store complex. The bank accepted a floor of building at the junction of Davis and Broad Street. In 1960 the bank was establish in accordance with the policy and intension of French owners of the bank sell some of their stores. On February, 23rd 1961, the UBA plc was incorporated to take over the asset and liabilities of the British and French bank. The official opening of the bank for business under its name was on 3 October, 1961 with its registered office at 127-129 broad streets, Lagos. With the establishment the United Bank For Africa plc became the first bank using the international banks operating in Nigeria at that time to be registered under the Nigeria law. Today’s united bank for Africa is the product of Nigeria’s third and fifth largest bank namely the old united bank for Africa and the former standard trust bank plc and a subsequent acquisition of east while continental trust bank limited (CTB) the official opening of the bank for business under its name was on October 1961 with its registered office at 127 -129 broad street Lagos with the establishment of united bank for Africa it became the first bank in Nigeria using the international banks operating standard at that time to be registered under the Nigerian law. UBA has the highest distribution network with over 6.5 million customers in personal commercial and cooperate market segments. United bank for Africa has consistently positioned itself as world class financial institution that has made history in the banking industry. Its initial paid-up capital was N15, 000,000 divided among other (5) foreign banks. The banks are as follows:
(i)      British and French bank limited, London.
(ii)     Ment die Rasti stera of Italy.
(iii)    Bank National of Italy.
(iv)    Bank National Trust Company USA.
(V)    Amsterdam Rottendam Bank of Holland.
Its initial share capital was N70, 000,000 divided among the federal government of Nigeria, public and foreign share holders
(i)      Nigerian Government -42.75% of share.
(ii)     Nigerian Public -14.25% of share.
(iii)    Foreign shareholders 40% of shares.
THE VISSION AND MISSION OF UBA:
THE VISION
To be the undisputed leading and dominant financial service institution in Africa 
THE MISION. 
(I) To make a medium size bank with a strong financial base providing equal opportunity, personalized and efficient banking service to trade of customers.
(II)  To restructure and reposition the bank to become Nigeria number one bank in profitability and quality delivery attainable.
THE GOALS OF UBA.
i.   To diversify by establishing a finance company and insurance brokerage company.
ii  To diversify its earning base and achieve success of foreign exchange (forex) requirement.
iii To satisfy customers by making available to them all the necessary banking facilities.
iv  To give customers best services by employing world standards and focusing on enhanced shareholder value.
v To ensure that both human and material resources at their disposal are used effectively.


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literatures 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
Working environment
Swamy (2015) defined the work environment as a place of work where employees, professionally and socially interact with a number of both internal and external customers and will focus on achieving strategic objectives of the organization. Further explained that a healthy and safe working environment is one that promotes good health, good working relations, team spirit and continuity of services by employees. This was supported by Sandhya (2016) who attested that a healthy employee may prove instrumental to the organization by being innovative, working smart, achieving a desirable output of goods and services, meeting the required standard, and meeting set targets resulting in high productivity. Budie (2019) 19 contributed by stating that the conditions of a good working environment to consist of the safe physical and mental working environment, time for private life, providing reasonable working hours, setting realistic deadlines, giving ample time to change, support for self-development, sufficient resources to facilitate work, and information’s related to work. Hanaysha, (2016) stated that employees whose working environment is conducive will use their full potential to perform their work and that employees who are dissatisfied with their working environment, may be disengaged, get stressed, become demoralized, and subsequently their productivity levels may reduce affecting the whole organization. Awan (2015) highlighted some of the factors that qualify a working environment to be conducive as follows: supervisor support, good relation with co-workers, an opportunity for career growth, attractive and fast remuneration, recognition plans for exceeding targets, and adequate workload amongst others. In conclusion, therefore, a poor working environment can be detrimental to the organization in many ways: it may be through an indirect cost such as increased medical bills, and compensation for damages on employees or may be indirect costs like labour turn over, disengagement, wastage of organizational resources, maligning the reputation of the organization, presenteeism, absenteeism as well as loss in productivity. 
Effect of Work Environment on employee productivity
The main aim of this study is to identify the effect of work environment on employee’s productivity. However the physical work environment creates the physical condition that can affect the health of employees. Yet, the way in which the mental environment creates vicious condition (e.g. fatigue boredom, attitude and behavior of supervisor and colleagues) for employees and social environment can affect the confidence level or performance of employees. So, ultimately the work environment can influence the performance level of employees or else these factors can consequence the performance of overall.


Workplace Environmental Factors
The workplace environment comprises of various factors that are imperative determinants of employee performance (Lambert, 2001). These factors may positively or negatively contribute to achieving maximum employee performance 2.3.1 Physical Workplace Environmental Factors Ismail et al. (2010) opine that the conditions of physical workplace environment influence the employees’ functions and it will determine the well-being of organizations. They add that the physical work environment includes the internal and external office layout, temperature, comfort zone and also the work setting or arrangement. 
Physical work environment and employee productivity
The physical working environment includes the overall health and safety of the employee including his/her welfare and wellbeing (Foldspang, 2014). The state of the physical working environment can make an employee feel comfortable or uncomfortable at the place of work. (Pandey, 2017). ILO (2016) explains that the appropriate physical working environment should be one that provides appropriate office layout, sufficient natural and artificial lighting, equipment, air quality, controlled noise, protected from hazardous substances, considering ergonomic aspects and eliminating stressing factors from work. Shimawua (2017) established that if an employee is provided with a conducive working environment, it enhances their morale and is motivated to meet the set targets, to produce goods of quality, as well increased output of goods and services, execute their duties to achieve organizational objectives, commit more time to work, remain emotionally stable, reduce absenteeism, and improved team spirit. Akhatar (2014) identified a positive correlation between office layout and productivity, indicating that a more conducive layout leads to increased productivity. Sultan (2016) supplements and concurs with the above scholars, by highlighting the conditions necessary for a conducive working environment and the benefits they were to the employee and the organization as follows: maintenance of appropriate temperature and ventilation, benefit readers and prevents damage due to sensitive electronic 22 devices; sufficient natural and artificial light creates comfort, enhance concentration of employee as well as reducing error rate. Asawo (2017) states that conducive physical workplace environment is necessary and important since it gives a pleasurable experience to employees, enables them to maximize their potential, manage their behavior and connects them physically, cognitively, emotionally to their work roles and ultimately builds up resistance to the thought of disengaging from the organization. The study further stated that the long-term cost benefits of a properly designed and user-friendly physical work environment are central to employee engagement and beneficial to the prosperity of an organization. Amofa (2016) opines that quality work environment should be a collective responsibility of both employees and employers, such that the user should take the initiative of first examining the suitability of the tools to use, the furniture, the ambiance of the workplace and report to the management for necessary action. The state of the physical work environment of employees' determines the level of commitment at work, the level of cohesiveness between management, colleagues and employees at work, the quality of service and well-being and; that it gives a clear picture of the direction the organization is taking either to prosperity or to failure (Akhtar, 2014). Awan (2015) supplemented the above findings in a study carried out that incompatible workplace environment which consists of poorly designed workstations, unsuitable office furniture, lack of ventilation and insufficient safety measures at the workplaces, increase the risk of suffering from occupational diseases or disorders like stress, musculoskeletal disorders, cardiac arrests, loss of sleep, amongst others which may reduce employee productivity and conclude that a conducive working environment is helpful in increasing employees’ level of productivity. Hassan (2015) concludes urging employers to provide the appropriate means of a good and pleasant working environment to employees if they are to make the organization achieve its goals and attain a competitive advantage. This is also supported by some studies 23 conducted which indicated that a pleasant working environment soothes peoples’ minds and makes them feel energized, whereas a poorly designed environment brings negative feelings leading to low productivity (Saman, 2015). In conclusion, therefore, the state of the physical work environment of employees' determines the level of commitment at work, the level of cohesiveness between management, colleagues and employees at work, the quality of service and well-being and; that it gives a clear picture the future direction of the organization
psychological working environment and employee productivity
ILO (2016) explains that work-related stress is mainly caused by work organization, work design and labour relations which was said to occur when job demands do not match or exceed the capabilities resources or needs of the worker or when the worker lacks the expertise to handle the job or cannot cope with the expectations of the organizational culture of an enterprise. ILO defined stress as a state of feeling tension, emotionally strained due to the imbalance between the perceived demands culminated with lack of resources and deficiency of skills to cope and meet job demands. Therefore, a healthy psychological work environment is where there is a balance between the demands and the availability of sufficient resources to do the job, good working relationships, supportive management, skilled enough to do the job and clear communication channels amongst others. The American Psychological Association (2019) argues that organizations and employees have been faced with a lot of challenges due to a rapidly changing environment, which has come with a lot of pressure due to increased demands; on the part of the organization. Firms have to meet some obligations like taxes, have to adapt to the changing technology, competition for the scarce resources, comply to the demands for quality control hence left with no choice other 24 than putting in place control measures to move with the changing world like installing computer surveillance systems, reduce employee benefits, revise terms of employment from permanent and pensionable to short term contractual, fixed and nonrenewable contracts, downsizing and merging to cut costs (Young, 2019). All those changes combined with lack of privacy, overly authoritarian management, job insecurity, poor ventilation, poor temperature control may bring tension and uncertainty resulting in psychologically stressful to employees. Abrams (2018) supplements that most times psychological work environments’ challenges result from different causes like hostile physical conditions, unbearable indoor climate, fatigue, burnout, harassment and bullying, contaminated air, noise and doing repetitive work. Employees are supposed to identify, such issues related to the psychological work environment at an early stage by conducting workplace assessments to mitigate the possible negative effects of underestimating a healthy psychological work environment. Shobe (2018) and Dishit (2015), explains that the correct balancing of employee mental satisfaction to social economic and psychological effect allows the employee to become comfortable, focused to work with high spirits, and will exert much more effort to increase productivity. Therefore, if employers are to get the best out of their employees, should support a healthy psychological work environment by ensuring that employees have a balance between the job demands and the skills possessed to meet the firms expectaions, support from management, equal treatment, and avail necessary resources to do the job, implement internal transfers to break monotony, and promote capacity building programs to match with the changing technology. Contrary to that, there will be a likelihood of increased health risks like depression, increased error rate, diminishing return, stress, absenteeism, presenteeism, and dissatisfaction which may result in decreased productivity
Workplace Reward 
Rewards can be financial and non-financial (Luthans, 2000) and they can be utilized positively to enhance performance of employees. Rewards can also be intrinsic or extrinsic. Intrinsic rewards are inherent in the job itself along with what the employee enjoys as a result of successfully completing a task or attaining his projects. Extrinsic rewards on the other hand are external to the task of the job, like pay, work condition, fringe benefits, security, and contract of service A reward package can influence employee performance; it can help to increase employee performance by enhancing employee skills, knowledge and abilities in order to achieve organizational objectives (Ajila and Abiola, 2004). Studies have revealed that if an organization fails to reward employees, it will decrease employee performance and that an efficient reward 9 system can be a good motivator but inefficient reward system can lead to demotivation of employees in terms of low performance, internal conflicts, absenteeism, high turnover, lack of commitment and loyalty and lateness (Heng, 2012). Organizations therefore need to set up efficient reward systems that enhance employee performance leading to attaining organizational goals. 
Employee productivity
According to Gopal (2017) employee productivity is how an employee produces the desired output of goods and services, meeting set standards and achieves set targets in the organization after a defined period of time. Further explains that it productivity is measured the level of the effectiveness and efficiency of the inputs employed in the organization to determine how it is generating expected output; and that gives a basis to the organization’s management to make  necessary decision on which areas to invest in; maybe investing in better machinery or increasing the number of employees to increase productivity. Lankeshwara (2016) in a study it was established that productivity varies with employee’s demographic factors like age, marital status, and ethnicity. The study concluded that among all the demographic and socio-economic factors, attitudinal concern on job aids emerged as the most important factor for predicting the employee’s performance and that job aids, as well as supervisor support, positively influenced the productivity of the employees whereas physical work environment was insignificant with the employee’s productivity. Oswald et al (2015) discovered that employee productivity can be positively or negatively influenced by the level of employee commitment, job satisfaction, group cohesiveness and employee competency amongst others and; that efficiency may be achieved by promoting capacity building programs to enhance employees’ skills. Ehsan (2018) states that by having a proper workplace environment, it helps in reducing the number of absenteeism and thus can increase the employees’ performance which will lead to increased productivity. Further stated that employers should always try to identify factors affecting employees’ attitudes and behavior and find all ways possible to mitigate those factors for a conducive and serene work environment. Employee productivity can be evaluated by assessing if set targets are achieved on time, the ideal standards are met and if there is an increased output of goods and services compared to the input (Abdi, 2014). The same author suggested to the organizations, to provide a comfortable working environment to employees, where both individual goals and organizational goals are considered to enhance the productivity and well-being of their employees. Foldspang (2014) contributes by stating that the strategy to constantly improve the working environment can have positive effects on the organization’s success. In conclusion, organizations should always appreciate that employees are the heart of every organization since they can make the organization prosper or fail. Management should improve the style of administration and management, provide a conducive working environment, train and retrain its employees, develop and implement people strategies, as well as involving them in decision making.
Quality Work life and employee productivity
Quality of Work Life (QWL) refers to the hostility or friendliness of a job environment for the people working in an organization. Swamy (2015) defined Quality of Work Life (QWL) as a satisfaction an employee obtains when accorded an opportunity to balance between work organizational goals and personal needs. Furthers stated, that favorable working environment that supports and promotes satisfaction by providing employees with rewards, job security, and career growth opportunities. In other words, it is a value-based process that aims at meeting the two-way goals of improving the effectiveness of the organizations as well as the quality of life at work for employees. Horst (2014) argues that to current rapid changes in labour relations, organizations should appreciate the importance of Quality of Work-life and understand that productivity no longer means much more work only but also the quality of human life, and the way it affects the human productivity indirectly. Therefore, companies are called upon to devise stringent measures to intensify against increasing competitiveness in business, and adapt to new realities and needs to achieve the total quality. Further states that good management of QWL makes employees healthier, more committed living more, working and producing more, as well as reducing organizational costs and expenses incurred to treat the consequences of poor working conditions. Swamy (2015) stated that deficiency of working conditions like, Job satisfaction, Job safety, and security, recognition for the job well done, acceptable organization culture, autonomy of work and adequate resources, good working relation and team spirit, training and development, compensation and rewards, balance between work and family can adversely affect the quality of work-life of employees, malign the organizations repute, leading to decreased morale and productivity. Further explained that it can also directly affect the company’s ability to serve its customers rendering it competitively disadvantaged. Therefore, QWL should regularly be assessed to ensure proper and effective allocation of resources to enhance the productivity and stability of the workforce. Shimawua (2017), emphasizes that employers have to appreciate that much as employees have to dedicate most of their energy towards achieving organizational goals, they have to also keep a strong attachment to their family, achieve their development plans, and participate in cultural rituals, spiritual and friends’ functions. Therefore, employers should ensure that employees are granted opportunities to balance work and personal life as well as having time to enjoy the fruits of their labour. By doing that employees’ morale and creativity are enhanced and their state of mind is rejuvenated. Further stated that to counteract the unpredictable working environment with its technological changes, employers should develop and maintain capacity building programs to equip employees with relevant modern technology, acquire soft and hard skills to safeguard and increase the market share of the firm through increased productivity. Awan, (2015) supplemented the above author by highlighting some of the factors that influence the level of productivity as follows: supervisor support, relation with co-workers, training, and development, attractive and fast incentives and recognition plans and adequate workload. QWL, therefore, is the art of recognizing people for the key role in ensuring that the organization achieve its goals by increasing output of goods and services, meeting the required standard and meeting the set targets through involving people in decision making, skilling them to adapt to the changing technology, involving them in problem-solving, availing the resources to do the job, allow them time off for their private life, and accord the possible autonomy to exercise their full potential in the organization. In conclusion, therefore, employers should appreciate that in this era of increased competition in business, coupled with rapid changes in technology, firms need to be flexible in their strategies to easily adapt new realities and achieve total quality. Proper management of QWL makes employees to be innovative, to have a healthy living, become loyal to the organization, reduce error rate, properly utilize resources and work hard to increase output as well as saving costs and expenses of the organization
Factors that Affect Employee Productivity 
There are many factors that affect employee performance at the workplace. These factors can affect performance of employees individually and collectively. They can also have either positive or negative impact on employee performance. 
 Motivation 
Dessler (2001) defines motivation as the intensity of a person’s desire to engage in some activity. Motivation can be intrinsic or extrinsic. Extrinsic motivation refers to the external factors which can be measured in monetary terms e.g. salary and benefits, promotion and 11 disciplinary. Extrinsic motivation has immediate and powerful effect but does not last long. Intrinsic motivation refers to external factors e.g. responsibility, freedom to act, scope to use and develop skills and abilities and challenging work and opportunities for development. Intrinsic motivation lasts longer since they are concerned with quality of working life. Nel et al. (2001) assert that a motivated person has the awareness of specific goals that must be achieved in specific ways; therefore his efforts are directed at achieving such goals. According to Mullins (2006) motivation is a key ingredient in employee performance and productivity. Though people might have clear work objectives, the right skills and supportive work environment, they will not get the work done without sufficient motivation to achieve those work objectives. He added that motivated employees are willing to exert a particular level of effort, for a certain amount of time, toward a particular goal. Motivation represents the complex forces and needs which provide the energy for an individual to perform a particular task. A motivated employee is always conscious of the goal to be achieved and directs his efforts towards attaining it.  Organizational Culture Organizational culture is a system of shared beliefs about what is important, what behaviors are important and about feeling and relationships internally and externally (Purcell et al., 2003). It can enhance employees’ performance if what sustains it can be understood. Thus, the culture of an organization acquaints employees with the firm’s history as well as current methods of operation that guide employees on expected and accepted future organizational behaviors and norms. Bullach et al. (2012) posit that the effects of organizational culture can be summarized as; knowing the culture of an organization allows employees to understand both the organization’s history and current methods of operations. Secondly, organization culture can foster commitment to the organization’s philosophy and values. Thirdly, organizational culture, through its norms, serves as a control mechanism to channel behaviors towards desired behaviors and lastly, certain types of organizational cultures may be related directly to greater effectiveness and performance than others. 


Organizational Commitment
 Organizational commitment is a situation whereby an employee is in line with a specific organization as well as with the goals and wishes to maintain membership in the organization 12 (Robbins and Judge, 2001). Studies have shown relationship between organizational commitment was significantly associated with productivity in Auto Component Industry. Riketta (2002) pointed out that the organizational commitment has a great impact on almost all behaviors related to the organization like; staying with organization, attendance and performance. Organization commitment corresponds with important factors such as improvement of working efficacy, job movement reduction, and more satisfaction both in organizational and professional levels (Elias, 2005). Related studies have shown that higher levels of commitment in employees result in more satisfaction and motivation and decrease the probability of leaving the organization (Huang, 2006). Furthermore organization commitment probably affects working behaviors of employees such as their observable attitudes, the judgments of ending, and their involvement in professional groups. Organizational commitment corresponds with positive behaviors which are useful for the organization. A committed employee tends to keep on his membership and shows tremendous effort not because of his own advantage but for the belief that he must act in this manner because that is what is expected of him.
Supervisor Support
A supervisor is also known as a person with an experience leader, a person who can solve problem and also the role model at the first level of organizational management (Adair, 1988; Nijman, 2002). Therefore, as an experience leader, the supervisors had always being involved in conducting a training program. The training program that is being conducted are such as establishing the objectives, selecting the trainer, developing a lesson plans, selecting the program method and techniques that is being used, preparing the materials, scheduling the program and also conduct a training needs analysis (Adair, 1988; Elangovan & Karakowsky 1999). Rabey, (2007) stated that, a supervisor could be a trainer to the employees, as the trainer will assist the employees in getting their job done by guiding employees on the operational process especially when it comes to a new operational procedure. A supervisor support could lead to the employees’ productivity but there is a case that the supervisor had failed in supporting their employees. For example, the miscommunication between employees and the supervisor in term of delivering the information or process on the job to the employees (Harris et. al., 2000). In order to gain the employees productivity, both party in between the employees and supervisor needs to play their part which is to commit with the relationship. If full commitment is given, it will leads to positive result to the performance from the employees (Blau, 1964).
Good relation between co-workers
This is unique interpersonal relationships with important implications for the individuals in those relationships, and the organizations in which the relationships exist and develop. Studies show that workplace relationships directly affect a worker's ability to succeed. Because workers are spending on average 50 hours a week in the workplace, these long work hours are resulting in the formation of workplace friendships. These connections can be both positive, and have the potential to become harmful.
Training and development
Training and Development basically deals with the acquisition of understanding, know-how, techniques and practices. In fact, training and development is one of the imperatives of human resource management as it can improve productivity at individual, collegial and organizational levels. As the process of ‘increasing one’s capacity to take action, organizations are now increasingly becoming particular with organizational learning and therefore collective development. Organizational learning, on the other hand, refers to the “efficient procedure to process, interpret and respond to both internal and external information of a predominantly explicit nature. According to Easterby-Smith (1999), the emergence of the concept of organizational learning is central on the hitherto idea that prior advocacies of learning are tended to its commercial significance and are lacking of empirical information on learning processes.
Workplace Incentives and recognitions plan
The organization determines what motivates its employees and sets up formal and informal structures for rewarding employees behaving in the way required. Rewards may consist of a mix of internal rewards, such as challenging assignments, and external rewards, such as higher compensation and peer recognition (Chandrasekar, 2011). Productivity of professional employees is poor not only due to working environment factors but also due to lack of human resource management aspect such as recognition of employees who performs well, poor working condition, absence of productivity appraisal system and poor feedback on productivity outcome .Therefore significant changes in promotions, compensation and benefits helps in keeping employees satisfied and in turn increases production.
Adequate Workload
Adequate workload distribution which is crafted to enable the employees to achieve optimal productivity and productivity levels. A balanced distribution of workload helps the management of an organization to enhance the productivity of their existing workforce. With the ever increasing workload the employees become more susceptible to stress and burnouts which impacts the productivity of the organization.
Job Security & Workplace Safety
Job security is a concept that refers to the real or perceived probability that an individual will keep his or her job. An employee’s job security can be impacted by the terms of work that are described in the employment contract, by legislation governing labor termination in the jurisdiction he or she works in, by labor organizations such as unions, and by economic conditions. Employees may also feel more or less secure depending on the behavior of their employer. The protection of employee job security is an important aspect of occupational health and safety regulation enforcement. Bidyanath in the Naini unite, as well as the regulations of governmental health and safety organizations in many other jurisdictions, protect the job security of employees who report injuries, illnesses, or problems with workplace safety. These regulations do not allow employers to discourage workers from reporting health and safety issues, and they also prohibit retaliation against workers for doing so. Job security is the probability that an individual will keep their job; a job with a high level of job security is such that a person with the job would have a small chance of becoming unemployed. Workplace safety is the practice of an employer using preventative measures to prevent hazards to the employees' health and personal safety. This practice includes creating plans and procedures for employees and managers in the workplace.
2.2	THEORETICAL FRAMEWORK
Many theories have been advanced to explain the link between workplace environment and employee performance. The study is grounded on two theories i.e. The Two Factor Theory and The Affective Events Theory. 
 Herzberg Two Factor Theory 
The Two Factor Theory was advanced by Frederick Herzberg in 1959. This study is grounded on this theory that has been explored by various scholars to explain the relation between workplace environment and employee performance. Herzberg defined two sets of factors in deciding employees’ working attitudes and levels of performance, named motivation and hygiene factors (Robbins and Judge, 2007). He stated that motivation factors are intrinsic factors that will increase employees’ job satisfaction; wile hygiene factors are extrinsic factors to prevent any employees’ dissatisfaction. The theory pointed out that improving the environment in which the job is performed motivates employees to perform better.
 Herzberg’s theory concentrates on the importance of internal job factors as motivating forces for employees. He wanted to create the opportunity for employees to take part in planning, performing and evaluating their work (Schultz et al., 2010). The content of the theory has been widely accepted as relevant in motivating employees to give their best in organizations. Further research has proved that the employee is more motivated by intrinsic factors as captured by Herzberg’s motivator needs than anything else. There are however other schools of thought that share a different opinion from Herzberg’s. One such scholar is King (2005) who sought to eradicate and evaluate five distinct versions of the Two Factor theory. He concluded that two versions are invalid as they are not supported by any empirical studies. However, the two factor theory can be said to be a truly outstanding specimen 7 for it to last a long period of time without disapproval. It has been a great influence on the body knowledge about workplace motivation and performance. It has generated a great amount of further research by many scholars. It draws its thought from Maslow’s famous hierarchy of needs theory and human behaviour. However due to changes in organizational environment and the advancement in technology, it is necessary to develop new methods of analysis. This will provide new ways of conducting research and revaluating the results of existing findings. 2.2.2 Affective Events Theory The theory was advanced by Howard M. Weiss and Russel Cropanzano in 1996 (Phua, 2012). 
The Affective Events Theory 
explains the link between employees’ internal influences and their reactions to incidents that occur in their work environment that affect their performance, organizational commitment and job satisfaction. It proposes that positive-inducing as well as negative emotional incidents at work have significant psychological impact on employees’ job satisfaction. The impact results into lasting reactions exhibited through job satisfaction, organizational commitment and job performance. According to Ashton-James and Ashkanasy (2005) research to date has supported the central tenets of AET that workplace events trigger affective responses in employees and that these affective responses influence workplace cognition and behavior. They assert that AET is both empirically and theoretically, restricted to events that are internal to the organization. The theory also considers how specific events at work other than job characteristics lead to specific emotional and behavioral responses (Briner, 2000). He posits that these events or things that actually happen at work affect the well-being of employees thus affecting their performance.
Goal-Setting Theory
The goal-setting theory had been proposed by Edwin Locke in the year 1968. This theory suggests that the individual goals established by an employee play an important role in motivating him for superior productivity. Skills required include the ability to engage employees in mutual goal setting clarify role expectations and provide regular performance feedback. Time and energy will also need to be given to providing relevant performance incentives, managing processes, providing adequate resources and workplace training.It also advice that in order to drive the organization to peak performance managers and supervisors must put out front the human face of their organization. Principle here is the human-to-human interaction through providing individualized support and encouragement to each and every employee (Salaman etal2005) .Employee productivity is a major multidimensional construct aimed to achieve results and has a strong link with planned goals of an organization (Abbas and Yaqoob, 2009). Productivity is the key multi character factor intended to attain outcomes which has a major connection with planned objectives of the organization (Sabir et al. 2012). Employees ‘goals achievement in this theory is by creating of work environment attractive, comfortable, satisfactory and motivating to employees so as to give them a sense of pride and purpose in what they do. How working environment is designed and occupied affects not only how people feel, but also their work productivity, commitment to their employer, and the creation of new knowledge in the organization (Taiwo, 2009).
Expectancy Theory
The most widely accepted explanations of motivation have been propounded by Victor Vroom. His theory is commonly known as expectancy theory. The theory argues that the strength of a tendency to act in a specific way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual to make this simple. Expectancy theory says that an employee can be motivated to perform better when there is a belief that the better productivity will lead to good productivity appraisal and shall result into realization of personal goal in form of some reward future events. The theory focuses on three things efforts and performance relationship, performance and reward relationship, rewards and personal goal relationship (Salaman et al, 2005). This theory is based on the hypothesis that individuals adjust their behavior in the organization on the basis of anticipated satisfaction of valued goals set by them. In order for employees to perform in this theory is by making sure each employee's workplace goals and values are aligned with the organization's mission and vision is important for creating and maintaining a high level of motivation. That can lead to higher productivity, improve employee performance, reduce the chances of low employee morale, encourage teamwork and instill a positive attitude during challenging times (Salaman et al, 2005).
Maslow’s Hierarchy Of Needs Theory
Abraham Maslow defined need as a physiological or psychological deficiency that a person feels the compulsion to satisfy. This need can create tensions that can influence a person's work attitudes and behaviors. Maslow formed a theory based on his definition of need that proposes that humans are motivated by multiple needs and that these needs exist in a hierarchical order. His premise is that only unsatisfied need can influence behavior; a satisfied need is not a motivator (Ramlall, 2004).

2.3	CHAPTER SUMMARY
In this review the researcher has sampled the opinions and views of several authors and scholars on workers  environment and employee productivity. The works of scholars who conducted theoretical studies have been reviewed also. The chapter has made clear the relevant literature.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
The history of united bank for Africa can be traced back to when British and French bank national De Paris, London began operation in Nigeria in 1949 at 117 broad street, Lagos, which today house a part of the lings way store complex. The bank accepted a floor of building at the junction of Davis and Broad Street. In 1960 the bank was establish in accordance with the policy and intension of French owners of the bank sell some of their stores. On February, 23rd 1961, the UBA plc was incorporated to take over the asset and liabilities of the British and French bank. The official opening of the bank for business under its name was on 3 October, 1961 with its registered office at 127-129 broad streets, Lagos.
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 the impact of work environment on employee productivity using United Bank For Africa (UBA) in Okota Lagos state  as case study. Five (5) selected department was used for this study. The selected department  include; customer service department, marketing department, IT department, financial  department, and audit and inspection department. Hence, the entire staff of  the selected departments  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 30 respondents was selected from the research population comprising of 6 staff each from the selected department making a sum of 30 respondents 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 8 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 thirty (30) questionnaires were administered to respondents of which only twenty (20) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 20 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	10
	50%

	Female
	10
	50%

	Age
	
	

	18-25
	0
	0%

	25-30
	10
	50%

	30above
	10
	50%

	qualification
	
	

	WAEC
	2
	10%

	NCE
	0
	0%

	Bsc
	10
	70%

	Msc
	8
	20%


Source: Field Survey, 2021
4.2	ANSWERING RESEARCH QUESTIONS
Question 1: Does work environment affect workers productivity?
Table 4.2:  Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	18
	95

	No
	00
	00

	Undecided
	2
	5

	Total
	20
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 95% of the respondents said yes,  0% said no, 5% were undecided
Question 2: What  are the adequacies  of work environment that can enhance workers productivity ?
Table 4.3:  Respondent on question 2
	Options
	Yes
	No
	Total %

	motivation
	20
(100%)
	00
	100
(100%)

	Organizational commitment
	20
(100%)
	00
	100
(100%)

	Supervisor support
	20
(100%)
	00
	100
(100%)

	training
	20
(100%)
	00
	100
(100%)

	Good relations between co-workers
	20
(100%)
	00
	100
(100%)


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.
Question 3: What are the environmental factors that affects workers productivity?

Table 4.4:  Respondent on question 3
	Options
	Yes
	No
	Total %

	Air quality
	20
(100%)
	00
	100
(100%)

	temperature
	20
(100%)
	00
	100
(100%)

	distractions
	20
(100%)
	00
	100
(100%)


Field Survey, 2021
From the responses obtained as expressed in the table above, all the respondents constituting 100% said yes in all the options provided. There was no record of no.
4.3	TEST OF HYPOTHESES
H0: work environment does not  affect workers productivity.
H1: work environment affects workers productivity
Hypothesis One
work environment does not  affect workers productivity.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	18
0
2

	6
6
6
	12
-6
-4

	144
-36
-16

	24
-6
-2.6
15.4




Degree of freedom =	(row-1) (column-1) 
= (3-1) (2-1)
= 3*1
=2
At 0.05 level of significance, given the above degree of freedom, table value of X2 (ie X2t) = 5.991.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.991) < X2cal (15.4), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that work environment affect workers productivity.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was to examine the  impact of work environment on employee productivity using UBA bank in Okota Lagos as case study. The study specifically was aimed at highlighting vital adequacies of such element and to provide solutions, examine in details the existing environmental factors that affect workers productivity , with a view of identifying the area of difficulties
The study adopted the survey research design and randomly enrolled participants in the study. A total of 20 responses were validated from the enrolled participants where all respondent are drawn from customer service department, marketing department, financial department , IT department and audit and inspection department.
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
That there are vital adequacies  that can impact or influence workers productivity
the existing environmental factors that affect workers productivity are distraction,air pollution etc.
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1. As revealed by the findings of the study, there is need  to provide comfortable work environment for workers in other for them to be productive at work.
2. There should be systems for recognition and appreciation in other to motivate the staff to work effectively. 
3. The organization should ensure that there is an adequate provision and availability of productive equipment to help boost workers’ productivity.
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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 
18-25	[  ]
25-30	[  ]
30 above	[  )
Educational level
WAEC	[  ]
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD		[  ]
Others……………………………………………….. (please indicate)
Question 1: Does work environment affect workers productivity?
Table 4.2:  Respondent on question 1
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 2: What  are the adequacies  of work environment that can enhance workers productivity ?
	Options
	Yes
	No

	motivation
	
	

	Organizational commitment
	
	

	Supervisor support
	
	

	training
	
	

	Good relations between co-workers
	
	



Question 3: What are the environmental factors that affects workers productivity?
	Options
	Yes
	No

	Air quality
	
	

	temperature
	
	

	distractions
	
	










