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This study was carried out to examine the impact of work place environment on employee performance in Nigerian bottling company IDO- OYINBO  Specifically, the study examined the effect of non-availability of productive equipment in the performance of workers in Nigeria Bottling Company, To ascertain whether extensive fire precaution facilities and manual in factories can induce the falling of better safety among the workers hence improve performance,   To determine the effectiveness of health care facilities such as first aid in the factory and clinic on employee productivity,   To look indepth into the extent of impact of workers in an industrial organization like Nigeria bottling Company. The study employed the survey descriptive research design. A total of 150 responses were validated from the survey. The study adopted the activity theory. From the responses obtained and analysed, the findings revealed that the  That the   non-availability of productive equipment affect  the performance of workers in Nigeria Bottling Company,  That the  extensive fire precaution facilities and manual in factories can induce the falling of better safety among the workers hence improve performance, That  health care facilities such as first aid in the factory and clinic is effective  on employee productivity.  That the  in depth have effect on workers in an industrial organization like Nigeria bottling Company

CHAPTER ONE
INTRODUCTION
1.1    BACKGROUND OF THE STUDY
Working environment plays an important role towards the  employees performance.  
Working environment is argued to impact immensely on employees’ performance  either towards negative or the positive outcomes (Chandrasekar2001).
Every organization, either big or small is set up mainly for the attainment of some goals and objectives.  People are therefore organized because there are certain common tasks to be performed or goals to be achieved.  Thus, it become very imperative to create a conducive atmosphere in the work environment in order to attain the maximum productivity of workers employed.  That is to say both human and materials resources have to be well managed in order to attain the desire result of the organization.
Many factors could be linked or responsible for worker’s effectiveness in an industrial organization.  These ranges from working condition, cultural effect, work incentive, physical fitness, environmental factors, skill and many others.  However conducive work environment plays a very important and prominent role in the effectiveness of workers despite the barriers that affects the performance of workers in any organizations.
The effect of work environment enables the workers to be more effective in the performance of their allotted task.  Works environment can also be described as organization climate, which is somewhat like personality of a person.  The perceptions which people have of that climate produce its images in their minds some organization are bustling and effective, while some are easygoing some are quite human and other are hard and cold.
It is important to know the impression workers have of the organization environment with which they work, it also imperative to know the extent to which people are treated as human beings rather than cogs in a machine.  It is logical to expect that not all individual will have the same view of that environment.  Some will see it as authorities and not conducive while others may see it as democratic and conclusive.
Industrial workers are mostly eager to get the best type of work environment in terms of health and safety, salary, first aid and favourable leadership style in order to meet their ends and sustain a living.  Workers also want to maximize their income and not production capacity.  This is why it become very necessary to create a conducive worker environment to ensure the effectiveness of the workers.
1.2     STATEMENT OF THE PROBLEM
Workers are discouraged if their conditions are not improved and as such they are not motivated and satisfied to bring out their best in the discharge of their duties.  As a result of the ineffectiveness of the workers in industrial work place our country is lagging behind a lot when to other advanced countries. Some of these problems are;
1. Non-availability of protective equipment in cases for workers.
2. Non-availability of five precautions in cases of fire outbreak.
3. Non-availability of health care facilities such as clinic to take care of worker’s health
4. Lack of motivation is also an identified problem where employees are not being motivated.
There are also problem of work related injuries and illness, which events or exposures in the environment that caused or contributes to the condition or significantly, aggravated a pre-existing condition.
Records able cases include work-related injuries and illness hat result in death, loss of consciousness, day away from work, significant work related injustices or illness that are diagnosed by a physician on other licensed health care, chronic irreversible diseases, any fractured on cracked bone or a punctured eardrum, etc.
Occasional illness also include, skin disease or disorders which illness including the worker’s skin that are caused by work exposure to chemical, plants or other job substances examples contact Dermatitis, Eczema or rash caused by primary irritant blisters chronic ulcer inflammation of the skun, etc.
Respiration conditions are illness associated with breathing hazardous biological agents, chemical dust, gasses, vapour or fumes at work.  Examples are silicosis, tuberculosis, occupation asthma, reactics airways dysfunction lung beryllium disease.  Obstructive pulmonary disease (COOD) hypersensitive peritonitis toxic inhalation injury such as metal fume fever chronic bronchitis and pneumoconiosis.
Poisoning: includes disorders evidenced by abnormal concerti’s of toxic substance in blood, other tissues, other bodily fluids on the breath that are caused by the ingestion or absorption of toxic substances into the body.  Example poisoning be lead, mercury, cadmium, arsenic or other metal poisoning by injective sprays such as parathion or leadasenate poison by other chemicals such as formulae hydes.
Hearing loss:  Noise induced loss for records keeping in charge in hearing threshold relative to the baseline audiogram of an average of 10db or more in either ear at 2.000.3.000 and 4.000. hartez and the employees total level is 25decible (db) or more above the audiometric zero also average at 2.000.3.000 and 4.000 hartz in the same ear(s).
Other occupation illness:  Examples are heat stroke, heat exhaustion, heat stress and other effects of environmental heat, freezing frostbite and other effect of exposure to low temperature, decompression sickness effect of ionizing radiation (isotopes x-ray) radium effects of no ionizing radiation (welding flash, ultraviolet rays lesser) anthracic blood borne pathogenic disease such as AIDS, HIV, Hepatitis B or Hepatitis Brucellosis, malignant or being tumors histoplasmosis Coccidomycosis.  Apart from all the occupational illness and injuries that effect the productivity of workers in the work environment, there is loan occupational problem that is inevitable which is the leadership or supervisory style.
The supervisory or leadership that is used in work environment would be a leader with an autocratic of leadership does not wants to know the problem of the workers he might also have a nonchalant attitude towards the performance of his workers.  And all these ultimately effect the effectiveness of his workers in the industrial workplace.
Many scholars have been so interested in this areas of study.  This was the idea of Danvan (1971) in his view.  Research findings indicate that at least, in pray industrialized societies a democratic style of supervision leadership achieves better results than a autocratic style.  This various problems that effect the work environment and also the work has to be understood by the management also the conditions that could enhance their level of performance capacity.
1.3     PURPOSE OF THE STUDY
The purpose of this study is to help gain more insight about the effect of worker environment which is the purposed to be conducive in order for the workers to carryout their duties effectively.
The objectives of the study are stated as follows:
i.      To evaluate the effect of non-availability of productive equipment in the performance of workers in Nigeria Bottling Company.
ii.    To ascertain whether extensive fire precaution facilities and manual in factories can induce the falling of better safety among the workers hence improve performance.
iii.   To determine the effectiveness of health care facilities such as first aid in the factory and clinic on employee productivity.
iv.   To look in-depth into the extent of impact of workers in an industrial organization like Nigeria bottling Company.
1.4     RESEARCH QUESTION
i. Does provision of health facilities motivates workers to higher productivity?
ii. Does provision of safety facilities in the workplace induce better security and better performance?
iii. Does motivation of employee affect the in productivity?
iv. Does non-availability of protective equipment affect the performance of workers of Nigeria Bottling Company?
1.5     RESEARCH HYPOTHESIS
In this research work, the following set of hypothesis are to be investigated and analysed.
H01: Availability of health facilities does not motivate workers to higher productivity
H11:  Availability of health facilities motivate worker to higher productivity
H02: Provision of safety facilities in the workplace does not induce better security and better performance among Nigeria Bottling Company workers.
H12: Provision of safety facilities in the workplace induce better security and better performance among Nigeria Bottling Company workers.
H03: Inadequate and inappropriate motivation is not a major factors that affects productivity in Nigeria Bottling Company
H13: Inadequate and inappropriate motivation is a major factors that affects productivity in Nigeria Bottling Company
1.6     SIGNIFICANCE OF THE STUDY
This research or study is motivated by the workers low level of performance in the industrial work place which has immensely contributed to the industrial to perform their allotted task has greatly contributed to the breakdown of many of our industries in Nigeria.  However, worker environment is seen as an important factors that is responsible for worker’s performance.  It is when workers are under a conductive atmosphere and given frings benefits such as transportation facilities that will enable us to make some possible solution on these problem and as well improved over industrial sectors and other establishment as a determinant of workers performance.
1.7    SCOPE AND LIMITATION OF THE STUDY
The scope of the study is limited to Nigerian Bottling Company (Coca-cola) situated at mainland hotel Ido-oyinbo.  The research will be conducted on the workers and employee performance in an industrial organization like Nigeria Bottling Company. Some of the departments used for the research are; Laboratory, Maintenance human resources and account department that constitute the company.  Both male and female workers will be studied.  This will enable us to understand how conducive the environment is and how it affect the performance of the workers in Nigerian Bottling Company (NBC).
The limitation of the study has not been easy task for any encounters in getting the management of Nigerian Bottling Company (NBC) to cooperate in giving necessary approval to carry out this research to the organization based on some reasons best known to them, there was a lot of delay and restriction.
However, with many assurance given to them that the research was mainly and purely for academic purpose and that information collected will be treated in strict confidence and also with the help of the head of maintenance department and some of their managers.  I was given the opportunity to carry on with the research.


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
 Working environment 
The work environment refers to the relationship between a worker and his environment that can be broken down into different dimensions like the social, technical and economic in which the work is normally viewed and designed. An attractive and supportive work environment can be described as an environment that attracts individuals into the professions, encourages them to remain in the workforce and enables them to perform effectively. The purpose of providing attractive work environments is to create incentives for entering the professions (recruitment) and for remaining in the workforce (retention). In addition, supportive work environments provide conditions that enable workers to perform effectively, making best use of their knowledge, skills and competences and the available resources in order to provide high-quality services. Many organizations have been trying new designs and techniques to construct office buildings, which can increase productivity, and attract more employees. Many authors have noted that, the physical layout of the workspace, along with efficient management processes, is playing a major role in boosting employees ‘productivity and improving organizational performance
In this literature, it is posited that the industrial revolution and the movement away from agrarian society was the pivotal point in history that instigated the concern with workers output (Kartzell and Yanalorich, 2000). The major schools of thought, namely, Fredrick W. Taylor and the Human Relations Movement have impinged on productivity since the mid-nineteenth century. Stephen P. Robbins (2001) advocates that working conditions will influence employee’s performance, as employees are concerned with a comfortable physical work environment. In turn this will render a more positive level of performance. Miller, Erickson & Yust (2001) forwarded their view that employees get benefited by work environment that provide sense of belonging [cited in Shoaib Madiha et al., 2009]. Kabir (2011) also established in his research at Pharmaceutical industry, Bangladesh that working environment played an important role in the employee’s job satisfaction. A positive work environment is not only important for our physical, mental and emotional health, but is also important for the product or service we produce for the company. The better we feel at work, the more likely we will take pride in our work functions and be loyal toward our place of employment.
Working environment can be divided into two components namely physical and behavioral components. The physical environment consists of elements that relate to the office occupiers‟ ability to physically connect with their office environment. The behavioral environment consists of components that relate to how well the office occupiers connect with each other, and the impact the office environment can have on the behavior of the individual. According to Haynes (2008), the physical environment with the productivity of its occupants falls into two main categories office layout (open-plan verses cellular offices) and office comfort (matching the office environment to the work processes), and the behavioral environment represents the two main components namely interaction and distraction. Among a number of factors that were since that time believed to have some influence on performance are (a) the growth of organized labour unions, (b) technological advancement and (c) the changing role of government. Work environment includes some factors, which either contributes positively or negatively to achieving maximum employee productivity (Elywood, 1999). Moreover, there are two types of work environment according to Kyko (2005), which are conducive and toxic work environments. Conducive work environment gives pleasurable experience to employees and enable them to actualize their abilities and behavior. This type of environment also reinforces self-actualizing behaviors’. For instance, an irresponsible employee can change into a responsible employee in conducive work environment. Toxic work environment gives unpleasant experiences and at the same time, deactualize employees’ behavior. This environment reinforces low self-actualizing behaviors and it leads to the development of negative traits of the employees’ behavior. In toxic work environment, responsible and sensible employee can change into irrational and irresponsible employee as a survival strategy.
Effect of Work Environment on Job Satisfaction
The main aim of this study is to identify the effect of work environment on employee’s performance. 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. 


The physical workplace environment
Factors also include lighting (both artificial and natural), noise, furniture and spatial layouts in workplaces (Vischer, 2007). The physical workplace environment includes comfort level, ventilation and heating, lighting. These features assist on functional and aesthetic side, the decor and design of the workplace environment that ultimately help improve the employees’ experience and necessitate better performance. The comfort level and temperature also substantially influence health of employees. Niemela et al. (2002) found out that there is decrement in work performance when temperatures are high, and low temperature has relation to performance of manual tasks. Office design encourages employees to work in a certain way by the way their work stations are built. Spatial layouts contribute a lot towards how the employees perform their tasks (Al- Anzi, 2009). Closed office floor plan, which may consist of each employee having a separate office of their own or a few people in each office, allows employees a greater amount of privacy than open plan office layout. It allows employees to work in peace and quiet, keeping them focused on their tasks without a lot of distraction. It also offers employees a thinking frame and creativity without much distraction. According to McCoy and Evans (2005) the elements of physical work environment need to be proper so that the employees would not be stressed while doing their job. Physical elements play an important role in developing the network and relationships at work. All in all, the physical work environment should support the desired performance. Vischer (2008) stressed that conducive workplace environment should be prioritized as it provides support to the employees in carrying out their jobs. It should be conducive enough to enable performance of tasks by employees.
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. 
Management / Leadership Style 
The developments and changes made by individuals and group are associated with the presence of a leader. Every manager uses a particular leadership style which has a significant impact on employee morale. Consequently, the employee morale will affect their performance. Storey (2004) asserts that transformational leadership style which is composed of ideals, influence, inspirational motivation, intellectual stimulation and individualized consideration is one of the most effective leadership styles. These components of transformational leadership provide high performance and impact highly on employee satisfaction. There is also pragmatic oriented leadership which emphasizes on leadership of equality between the leaders and subordinates. All members of the organization have equal and same law, information and perspective and the role of the leader is facilitating the formation of the organization (Duckett and Macfarlane, 2003). This kind of leadership is most successful. Successful leadership is therefore very vital for the effectiveness of any organization and employee performance. Leadership style affects a range of factors such as job satisfaction, performance turnover intention and stress and so contributes to organizational success. Managers need therefore to adopt appropriate leadership behavior in order to improve employee performance. 2.3.4 Training and Development Armstrong (2006) states that development is an unfolding process that enables people to progress from a present state of understanding and capability to a future state in which higherlevel skills, knowledge and competencies are required. It takes the form of learning activities that prepare people to exercise wider or increased responsibilities. Tzafrir (2005) asserts that training is an important element in producing the human capital. It provides employees with the skills, abilities and knowledge required by the post. The objective of training is to achieve a change in the behaviour of those trained. This means that the trainees shall acquire new 10 manipulative skills, technical knowledge and skills on the job in such a way as to aid in the achievement of organizational goals. Training helps to reconcile the gap between what should happen and what is happening between desired targets or standards and actual levels of work performance (Armstrong, 2006). Training need is any shortfall in employee performance, or potential performance which can be remediated by appropriate training. There are many ways of overcoming deficiencies in human performance at work, and training is one of them. Employee performance may be seen as the result of congruence between training and development and organizational goal.
Work Life Balance
Work life balance may refer to one of the following: organizational support for dependent care, flexible work options and family or personal leave (Estes and Michael, 2005). Work life balance employment practices are concerned with providing scope for employees to balance what they do at work with the responsibilities and interests they have outside work (Armstrong, 2006). By so doing, they reconcile the competing claims of work and home by their own needs as well as those of employers. Work life balance policies can lower absence and help tackle the low morale and high degrees of stress that can lead to underperformance since the employees get tired of juggling work and life responsibilities. Many researchers have agreed on important role of work life balance as it is related with employees’ psychological well-being and overall sense of harmony in life (Clark, 2000). Balanced work-life is associated with increased job satisfaction and organizational commitment. Employees’ work life experiences deepen their role-related engagement which is related to organizational performance improvement.
 Employee Performance
Employee performance is defined as whether a person executes their job duties and responsibilities well. Many companies asses their employee's performance on an annual or quarterly basis in order to define certain areas that need improvement. Performance is a critical factor in organizational success. Job performance relates to the act of doing a job. Job performance is a means to reach a goal or set of goals within a job, role, or organization (Campbell, 1990), but not the actual consequences of the acts performed within a job. Campbell (1990) affirms that job performance is not a single action but rather a “complex activity” (p. 704). Performance in a job is strictly a behaviour and a separate entity from the outcomes of a particular job which relate to success and productivity. It is related to the willingness and openness to try and achieve new aspects of the job which in turn will bring about an increase in the productivity of the individual (Sinha, 2004). However, Howell and Hall-Merenda (1999) has a different point of view regarding this employees’ performance. Howell stated that employees’ performance is all about social standing which also related to the point of view that being stated by Greenberg and Baron (2000).Greenberg and Baron had stated that it gives a positive impact on the relationship in between of the job performance and also the vocation. In the organization, especially for profit orientation organization, employee’s performance is considered as the most important aspect in generating continuous profit. Employee’s performance is determined during job performance reviews with the consideration factors of time management, leadership skills and productivity to assess each employee on an individual basis. According to Rabey (2007), she 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 the employees on the operational process especially when it comes to a new operational procedure.
Factors that Affect Employee Performance 
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.
 Workplace Environment and Employee Performance
 Various studies have been carried out on workplace environment as a factor that determines employee performance. In his study, Tamessek (2009) analyzed the extent to which employees perceive their workplace environment as fulfilling their intrinsic, extrinsic, and social needs and their need to stay in the organization. He also analyzed the impact of perception of workplace environments on employee commitment and turnover in the organization, he concluded that if the employees are provided with enabling workplace environmental support, they will be highly satisfied and show high level of commitment towards their organization and hence low turnover rate. A research by Roelofsen (2002) indicates that improving the working environment reduces complains and absenteeism while increasing productivity. Better physical workplace environment will boost the employee and ultimately their performance. A study done by Chevalier (2004) revealed that when environmental supports are sound, employees are better equipped to do what is expected of them. Chandrasekar (2003) in her study found out that workplace environment plays a big role in increasing employees’ performance. Findings by Ajala (2012) indicated that workplace environmental elements such as sufficient light, absence of noise, proper ventilation and layout arrangement substantially increase employees’ 13 productivity. Khan et al. (2011) investigated the impact of workplace environment and infrastructure on employees’ performance from the education in Pakistan and concluded that incentives at workplace had a positive impact on employees’ performance. Hameed and Amjad (2009) in a survey of 31 bank branches showed that comfortable and ergonomic office design motivates the employees and increased their performance substantially. Aisha et al. (2013) in their study “Effects of Working Ability, Working Condition, Motivation and Incentive on Employees Multi-Dimensional Performance” found that the variables incentives, motivation and working conditions have a significant effect on employee performance in an Indonesian university. It is evident from these studies that a good workplace environment plays a very vital towards increasing performance of employees in general.
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.
CHAPTER SUMMARY
In this review the researcher has sampled the opinions and views of several authors and scholars on work environment and employee performance. The works of scholars who conducted empirical studies have been reviewed also. The chapter has made clear the relevant literature.




CHAPTER THREE
RESEARCH METHODOLOGY
3.1	AREA OF STUDY
Nigerian Bottling Company is a beverage firm that is the franchise bottler of Coca-Cola in Nigeria. The firm has also owned the Nigerian franchise to market Fanta, Sprite, Schweppes, Ginger Ale, Limca, Krest, Parle Soda and Five Alive  Nigerian Bottling Company also known has NBC, started production in 1953 at the basement facilities of the mainland Hotel, owned by Leventis Group producing Coke licensed from Coca Cola Company. In 1960, NBC introduced Fanta orange drink into the market and later Sprite lemon drink.
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 performance using Nigerian bottling company (NBC) as a case study.  Hence the staff of Nigerian bottling company form the 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 200 respondents was selected from the research population which comprise of 165 junior staff and 35 senior staff of the selected organization 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 CONBSIDERATION
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 two hundred (200) questionnaires were administered to respondents of which only one hundred and fifty (150) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 150 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.1: Demographic data of respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	100
	75%

	Female
	50
	25%

	Religion
	
	

	Christian
	80
	54%

	Muslim
	70
	46%

	Age
	
	

	25-35
	50
	29%

	35-45
	70
	48%

	45+
	30
	23%

	Position
	
	

	Junior Staff
	132
	89%

	Senior Staff
	18
	11%


Source: Field Survey, 2021
4.2	ANSWERING RESEARCH QUESTIONS

Question 1: Does provision of health facilities motivate workers to high productivity?
Table 4.2:  Respondent on question 1
	Options
	Frequency
	Percentage

	Yes
	130
	95

	No
	20
	5

	Undecided
	00
	00

	Total
	150
	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. There was no record for undecided.


Question 2: Does provision of safety facilities in the work place induce better security and better performance?
Table 4.3:  Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	121
	89

	No
	29
	11

	Undecided
	00
	00

	Total
	150
	100%


Field Survey, 2021
From the responses obtained as expressed in the table above, 89% of the respondents said yes, while the remaining 11% said no.
Question 3: Does motivation of employee affect the in productivity?
Table 4.4:  Respondent on question 3
	Options
	Frequency
	Percentage

	Yes
	150
	100

	No
	00
	00

	Undecided
	00
	00

	Total
	150
	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 and undecided.

Question 4: Does non- availability of protective equipment affect the performance of Nigerian bottling company workers?
Table 4.5:  Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	150
	100

	No
	00
	0

	Undecided
	00
	0

	Total
	150
	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 and undecided.
Question 5: Does Inadequate and inappropriate motivation affects productivity in Nigeria Bottling Company?
Table 4.5:  Respondent on question 4
	Options
	Frequency
	Percentage

	Yes
	101
	88

	No
	20
	5

	Undecided
	29
	7

	Total
	150
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 88% of the respondents said yes, 5% of the respondents said no while the remaining 7% were undecided.
4.3	TEST OF HYPOTHESES
H01:    availability of health facilities does not motivate workers to higher productivity. 
H02: provision of safety facility in the work place does not induce better security and better performance among workers of Nigerian bottling company. 
H03: inadequate and inappropriate motivation is not a major factor that affect productivity in Nigeria bottling company
Hypothesis One
Availability of health facilities does not motivate workers to higher productivity.  
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	130
20
0

	50
50
50

	80
-30
-50

	6,400
-900
-2,500

	128
-18
-50

60



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) = 5.999.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.999) < X2cal (60), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that availability of health facilities motivates workers to higher productivity.
Hypothesis Two
 provision of safety facility in the work place does not induce better security and better performance among workers of Nigerian bottling company.
	Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	121
29
00
	50
50
50

	71
-21
-50
	5041
-441
-2,500
	108
-8.82
-50
49.18



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) = 5.999.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.999) < X2cal (49.18), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that  provision of safety facility in the work place induce better security and better performance among workers of Nigerian bottling company.
Hypothesis three
Inadequate and inappropriate motivation is not  a major factor that affect productivity in Nigeria bottling company
	 Response 
	Observed frequencies
	Expected frequencies (E) 
	O-E
	(O-E)2
	(O-E)
  E

	Yes
No
Undecided

	101
20
29
	50
50
50

	51
-30
-21
	2601
-900
-441
	52.02
-18
-8.82
25.2



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) = 5.999.
To test our hypothesis, the decision rule is
Accept Ho if X2t>X2cal, and
Reject Ho if X2t<X2cal
Thus, since the X2t (5.999) < X2cal (25.2), we reject Ho and accordingly accept Ha. We conclude by accepting the alternate hypothesis. This implies that  inadequate and inappropriate motivation affects productivity in Nigeria bottling company. 


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was to examine the use impact of work environment on employee performance using the Nigerian bottling company IDO-OYINBO as a case study.  The study specifically was aimed at highlighting the  effect of non-availability of productive equipment in the performance of workers in Nigeria Bottling Company, ascertain whether extensive fire precaution facilities and manual in factories can induce the falling of better safety among the workers hence improve performance, determine the effectiveness of health care facilities such as first aid in the factory and clinic on employee productivity, and look indepth into the extent of impact of workers in an industrial organization like Nigeria bottling Company Ido-Oyinbo, Lagos State. 
The study adopted the survey research design and randomly enrolled participants in the study. A total of 150 responses were validated from the enrolled participants where all respondent are active staff of the Nigeria bottling Company . 
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1. Non-availability of productive equipment affect  the performance of workers in Nigeria Bottling Company.
2. Extensive fire precaution facilities and manual in factories can induce the falling of better safety among the workers hence improve performance.
3. Health care facilities such as first aid in the factory and clinic is effective  on employee productivity. 
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 for making health care facilities accessible at all times to help meet with urgent needs.
2. There should be systems for recognition and appreciation of quality efforts in order 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’ performance.
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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	[  ]
20-35	[  ]
35-45	[  ]
45 and above [  ]
Educational level
WAEC	[  ]
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD		[  ]
Others……………………………………………….. (please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]
Widowed [  ]
Duration of Service
0-2 years [  ]
2-5 years [  ]
5 and above [  ]
Section B
Question 1: Does provision of health facilities motivate workers to high productivity?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 2: Does provision of safety facilities in the work place induce better security and better performance?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 3: Does motivation of employee affect the in productivity?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 4: Does non- availability of protective equipment affect the performance of Nigerian bottling company workers?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



Question 5: Does Inadequate and inappropriate motivation affects productivity in Nigeria Bottling Company?
	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	



