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ABSTRACT

The focus of  this study is to assess  the new minimum wage and its implementation on the performance of the employees in government parastatal using NAFDAC as a case study. Survey research design was adopted for the study and with the aid of convenient sampling method, the researcher one hundred and forty-seven (147) participant who are staff of NAFDAC in Lagos State. Well structured questionnaire was issued to the 147 respondent of which total of 141 responses were retrieved  and validated for the study. Data was analyzed in frequencies and tables using  simple percentage, mean and
 standard deviation. Hypothesis test was  conducted using Chi-Square statistical tool. The result of the study concluded  that effective wages and salary administration in public sector with reference to NAFDAC has significant positive effective on civil service productivity. This implies that when minimum wage policy is not met by the government this can trigger low performance among NAFDAC staff. The study therefore recommends that government should not take the remuneration of civil servant for granted but they should ensure prompt payment of salaries and entitlement as this motivates them for high permance. More so government should continue to pursue macroeconomic objectives of price stability, employment and growth in domestic product. This will enhance income stability of workers. 

CHAPTER ONE

INTRODUCTION

1.1
BACKGROUND OF THE STUDY

One of the key reasons why people work and labor is to generate income in the form of compensation and salary, especially when they work for a company. Every firm, whether private or public, sets the amount of wage given to an employee in such a way that the lowest pay provided meets their basic needs, even if it is not proportional to their degree of effort. Many nations throughout the world have implemented a minimum wage in order to increase the income of low-wage workers. Fixing the National Minimum Wage is one of the main subjects being debated at the current National Conference in Abuja, Nigeria's Federal Capital Territory. Minimum-wage laws provide the bare minimum that a company can pay for work (Mankiw, 2011). As a result, compelling companies or organizations to pay a minimum wage is an example of a government intervention targeted at improving the income of specified people; the goal is to establish a "wage floor" that will allow low-paid employees to leave poverty (McConnell, et al, 2009). When combined with strong social policies, minimum wage rules are an efficient strategy to reduce poverty and income loss among the poorest households.

According to Herr and Kazandziska (2011), one of the strategies that may be employed to restrict pay difference and thereby reduce income inequality is the minimum wage. It can also help to prevent deflation and a broad reduction in nominal wages. According to the International Labor Organization (ILO), the elements to be considered in determining the level of minimum wages are (a) the needs of workers and their families, taking into account the general level of wages in the country, the cost of living, social security benefits, and the relative living standards of other social groups; and (b) economic factors, such as the requirements of economic development, productivity levels, and the desirability of attaining a certain level of productivity. The minimum wage should be determined on a country-by-country basis. In fact, the minimum wage to average pay ratio in many countries is set at around 40%. (ILO, 2009). The minimum wage, as ill-defined as it is, has been thoroughly investigated and disputed throughout time by economists, each with conflicting views. The goal of the minimum wage is to improve employees' economic standing by increasing their purchasing power, helping them to overcome economic obstacles created by high consumer goods prices, which have undermined the value of their wages. The price of goods and services is rapidly rising. As a result, it's no surprise that employees' earnings are insufficient to support the skyrocketing costs of living. The imposition of a minimum wage protects those who are vulnerable, uninformed, or isolated from being exploited. The minimum wage offers more comprehensive protection than current voluntary bargaining techniques (Fapohunda, Atika, and Lawal, 2013). Another argument is that by establishing the Minimum Wage, businesses are not only deterred from employing unduly low-wage employees, but are also pushed to use human resources more effectively, resulting in higher output.
1.2 STATEMENT OF THE PROBLEM.

The difficulty in the public sector originates from the incapacity of government personnel to negotiate higher compensation, which has serious ramifications for performance. Employees' poor wage has created a heated discussion between the government, labor, and workers. The National Institution for Food, Drug Administration, and Control (NAFDAC) is Nigeria's government institution in charge of food, drug administration, and control. Before it was formed, Nigeria was on the verge of becoming a centre for counterfeit medicines and other consumer products. However, once Prof. Dora Akunyili was appointed Director General, the production and distribution of counterfeit goods and consumables reduced substantially. Following his regime, researchers such as Olaleye (2012) opined that NAFDAC had little success in reducing or eliminating the manufacture and sale of counterfeit pharmaceuticals and other inferior items in the country due to government inconsistency in effectively implementing the legal framework of minimum wage. Workers have long campaigned for better service conditions through their labor representatives, and they are prepared to go to any length to ensure that their wishes are realized (Olaleye, 2012).

Many governments have come and gone, but none of them have done so without arguing what constitutes acceptable or minimal salary or remuneration for government personnel. In rare cases, notably during the military era, it has been free of industrial conflicts, but most civilian administrations have been dominated by trade disputes initiated by the country's major labor centers (Obiora, 2013).

Occasionally, crises arising from such disagreements culminate in the breakdown of law and order, especially when they are hijacked by society's miscreants. Employees have traditionally gone on strike as a result of such activities, with significant ramifications for productivity and output. Poor pay is a constant source of aggravation, resulting in a decrease in production (Nwachukwu, 2009). Previous research has found that low performance and inefficiency have characterized Nigeria's public sector organizations since independence (Mbogu, 2001); and other research has found that the low performance and inefficiency associated with Nigeria's public servants could be eliminated if they were given financial incentives (Tongo, 2005). The empirical literature provided a variety of outcomes, and some of the study is old and must have been replaced by recent occurrences. Furthermore, the bulk of the studies have significant methodological faults, since most of them used a nonparametric approach to data analysis, which is prone to errors. As a consequence, the study will fill the detected gap using a more extensive data analysis technique.
1.3 OBJECTIVES OF THE STUDY 

The primary objective of this study is to assess  the new minimum wage and its implementation on the performance of the employees in government parastatal. Specifically the seeks to:

1. Investigate the importance of wage and salaries remuneration in public sector

2. Evaluate if Government of Nigeria has effectively implemented the minimum wage policy

3. Examine the challenges impeding the effective implementation of minimum wage

4. Assess if effective implementation of minimum wage will improve employee performance in government parastatal.

1.4
RESEARCH QUESTIONS

The following questions guide this study:

What are the importance of wage and salaries remuneration in public sector?

Has Federal Government of Nigeria effectively implement the minimum wage policy?
What are the challenges impeding the effective implementation of minimum wage?

Will effective implementation of minimum wage improve employee performance in government parastatal?

1.5 RESEARCH HYPOTHESES 

The study shall test the validity of the following null hypotheses:

HO1: Government of Nigeria has not effectively implemented the minimum wage policy in  government parastatal.

HO2: Implementation of minimum wage will not have any significant effect on employee performance in government parastatal.

1.6 SIGNIFICANCE OF THE STUDY 

The result of the study will be significant to policy makers, civil servant and academia. To government and policy makers, finding from the study will encourage them effective implement the minimum wage policy as this would serve as a motivating tool for civil servant. To civil servant, the study would be beneficial to them as this would lay emphasis for them to put in more effort in their job as this could encourage government to effectively reward them. Empirically, findings from the study will add to the body of existing literature and serve as a reference material to both student and scholars who wishes to conduct further studies in related field.

1.7 SCOPE AND LIMITATION OF THE STUDY 


The goal of this study is to determine the impact of the increased minimum wage on the performance of NAFDAC staff. The study examines the significance of wage and salary pay in the workplace. It determines if the Nigerian government has properly implemented the minimum wage policy. It will look at the issues that are preventing the successful implementation of the minimum wage and make recommendations on how the government might improve employee performance in government parastatal. However, the study is confined to the Lagos State National Agency for Food, Drug Administration and Control (NAFDAC).

However, as with any human endeavor, the researchers ran into some minor roadblocks while doing the research. Because there was a scarcity of literature on the subject due to the fact that it was a new discourse, the researcher had to spend more money and time sourcing for relevant materials, literature, or information, as well as in the data collection process, which is why the researcher chose a small sample size. In addition, the researcher will do this research while also working on other academic projects. Despite the limitations faced during the study, all aspects were minimized in order to provide the best results and ensure the research's success.

1.8 DEFINITION OF TERMS

Wage: Wage is a term that's usually associated with an hourly workforce. Hourly individuals typically receive their paycheck in a schedule that reflects getting paid for the previous week worked. Companies can back a salary into an hourly wage.
Minimum Wage: A minimum wage is the lowest remuneration that employers can legally pay their employees—the price floor below which employees may not sell their labor.
Employee Performance: Employee performance is defined as how an employee fulfills their job duties and executes their required tasks. It refers to the effectiveness, quality, and efficiency of their output.
CHAPTER TWO

LITERATURE REVIEW AND THEORETICAL FRAMEWORK

2.0 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 discussing concepts, theoretical underpinning and empirical studies.
2.1 THE CONCEPT OF WAGE


Wages are the total earnings a worker obtains over a period of time for the execution of services. They're the product of an hourly rate multiplied by the number of pieces, plus houses, premiums, and fringe benefits. As a result, a rate of compensation may be based on time production or a predetermined hourly rate plus a bonus, which is usually based on the quantity of extra work done above and beyond what is necessary. "Wage" is defined by Rose (2008) as "a set sum per price, hour, day, or any other unit or duration." Salary, on the other hand, refers to the wages paid to clerical, administrative, and professional personnel on a weekly or monthly basis. The majority of salary is established by mutual agreement between the employee and the employer (Odoh 2012). The government can occasionally determine or remedy them. As a result, the two terms might be interchanged to imply the same thing. Wage or salary is generally determined by an agreement between the laborer and the management, with the latter agreeing to pay money in exchange for the laborer's services. The monetary worth of an employee's services is determined by the quality of the services provided and the amount of effort put forth by the employee.

According to Besanko, D. A., Braeutigam, R. R., and Gibbs, M. J. (2011), a basic salary is a fixed monthly payment for non-manual staff, usually represented in yearly terms, with no increases for productivity. Wage is the term used to describe the payment made to manual employees, which is always based on hourly or piece rates. On the other hand, Brooks, C. (2008) described salary as a predetermined sum paid to employees at regular intervals in exchange for their performance and productivity, whereas wages are the hourly rate paid to labor for the quantity of work completed in a day. He went on to say that while salaried people are said to be doing "white collar office jobs," which implies that they are well educated, skilled, and employed with a company and hold a good position in society, waged people are said to be doing "blue collar labor jobs," which implies that they are working in an unskilled or semi-skilled job and are paid on a daily basis.

Agburu (2012) advocated for the relevance of salaries and wages in Nigeria, stating that pay should not only be enough, but also demonstrate some equality, which is especially true from the perspective of employees. In a country like Nigeria, anything that falls short of a fair and equal compensation or incentive will swiftly enrage employees. Wages and pay are extremely important to many Nigerian workers. They are crucial because, without them in adequate numbers, the worker's and his or her family's lives become exceedingly hazardous. Wages and salaries are the most stressed direct cash benefits by employees, so they sort of take center stage in the scheme of things when it comes to job rewards.

Odoh (2012) claimed that the wages and incomes received by his employees are important to him or her in three ways: economic, psychological growth, and motivation. Wages and incentives are economically significant because they provide a means for individuals to get the needs and luxuries they desire. Many workers have no other sources of money than their wage; consequently, working for an organization is the only means to receive the basic essentials of life, such as food, rent, clothing, and a variety of other products and services. Wages, according to Obasa (2015), are significant because of what they represent. Wages signify stability for some and achievement for others. An increase in pay may allow you to join a variety of clubs and organizations. If one's supervisor or organization gives him a significant salary raise, it will demonstrate to his colleagues that the boss likes him and approves of his work.
2.2 CONCEPT OF MINIMUM WAGE

The term “minimum wage” has come under close scrutiny in recent times, acquiring an increasingly but strangely controversial status both in terms of usage and policy objectives especially in the 1980s. The concept of minimum wage is often used in a variety of ways in many countries and by different individuals. It is essentially an expression used in a number of circumstances in which a worker’s remuneration is not allowed to fall below a given amount. Minimum wage may be defined as the least monetary wage prescribed to be paid to workers in both the private and public sectors of an economy. In the words of Fapohunda, Atiku and Lawal (2013), “Minimum wage can simply be defined as the smallest hourly wage that an employee may be paid as mandated b Federal Law. According to the Cain Labour Standard Act of 1938 in the USA, Minimum Wage is the minimum hourly rate of compensation for labour as established by Federal Statute and refined by employers engaged in businesses that affect interstate commerce. It may alo be defined as the rate of pay fixed either by a collective bargaining agreement or by government enactment as the lowest wage payable to specified categories of employees (Fapohunda, et al, 2013). The ILO (1996), General Survey of Reports pointed of that denotes the minimum sum payable to a worker for work. Performed or services rendered within a given period, whether calculated on the basis of time or output, which may not be reduced either by individual or collective agreement, which is guaranteed by law and which may be fixed in such a way as to cover the minimum need of the worker and his/her family, in the light of national economic and social conditions. 

However, in 1967, the ILO meeting of experts on minimum wage fixing and related problems explained that the concept of Minimum Wage contains 3 basic ideas: (i) The wage should charter for the basic needs of food, clothing, housing, education and recreation of the workers, taking into account the economic and cultural development of each country, (ii) Minimum Wage covers the lowest level of remuneration prescribed by regardless of the workers’ qualification, (iii) Minimum Wage is the wage which each country can enforce with penalty and sanctions. One argument is that fixing the Minimum Wage affords workers a reasonable income to meet their basic needs and raise their standard of standard of living.
2.3 THE EVOLUTION OF MINIMUM WAGE IN NIGERIA

Wage increases are intended to put employees in a better economic position by boosting their buying power, allowing them to overcome economic issues caused by high consumer goods prices, which have eroded the value of their earnings. The cost of products and services is rapidly increasing. It's no surprise, therefore, that employees' incomes are insufficient to cover the soaring expenses of living. The establishment of a minimum wage prevents persons who are weak, ill-informed, or isolated from being exploited. Minimum wage provides a more complete level of protection than is now accessible through existing voluntary bargaining mechanisms (Ojoromi, E. 2012). Another argument is that by enacting the Minimum Wage, firms are not only discouraged from utilizing unnecessarily low-wage labor, but also motivated to use human resources more effectively, resulting in increased production. The issue of minimum wage has taken on a life of its own. As a result, it spawned four district conventions at the International Labour Organization, which were accepted in 1928, 1949, 1951, and 1970, respectively. The focus was on bolstering the minimum wage and developing methods for repairing, revising, and avoiding the essential juridical ambiguity (Onyango, W. P. 2014). On the influence of minimum wage on the populace, experts, researchers, and policymakers have differing opinions. Their arguments are around employment, pay stability, and income distribution.


Sasser, A. (2006), for example, found that the minimum wage had a favorable influence on employment. Economists feel that the minimum wage might have a detrimental influence on employment in the long term, according to Mario, Claude, and Alvan (2010). In a developing country like Nigeria's, the employer has considerable market power and may dictate the salary he pays. The establishment of a legal minimum wage might boost employment levels ( Sabia, J. 2006). The employer has the monopolistic ability to pay wages that are below the productivity of the workers. The employer still has an incentive to maintain the worker if the government increases the pay paid (but not above productivity). In the end, the sign of the minimum wage's influence on employment is an empirical matter. There is a political dimension to the minimum wage. The minimum wage's major political purpose is to redistribute money to low-wage employees. In addition to the treaties, the International Labour Organization has issued guidelines to aid in the explanation.

Prokopenko, J. (2007), also stated that the minimum wage system is supposed to and should be an effective tool of social protection as well as a component of economic and social development strategy for developing nations. To be clear, the organization also stated that setting a minimum wage should be one component of a country's policy to combat poverty and guarantee that the needs of all employees and families are met. Wage fixing, according to the International Labour Organization (ILO), should primarily aim to "provide wage workers with adequate social security in terms of the minimum allowed level of pay," which should be based on the current cost of living, among other factors. 

Ogunnlana (1978) proposed a permanent pay and salary review scheme in accordance with the International Labour Organization's guidelines. Salaries should be reassessed anytime the consumer price index rises, according to an International Labour Organization regulation. Salaries in other nations are examined in accordance with the International Labour Organization's guidelines. Salaries in Gabon, for example, are evaluated if the consumer price index rises by more than 2%; the same is true in India, where suitable law governing the minimum wages of various sectors of the economy is being drafted (Lemos, S. 2008). Issues of salary negotiation and increment in Nigeria stretch back to colonial rule and are linked to public service reform programs. Despite the official labor policy's emphasis on collective bargaining, the government's real labor interactions ignored this policy. During moments of labor unrest, the government has traditionally established ad hoc committees to evaluate bonuses or salary increases. In Nigeria, collective bargaining has never played a large role in wage fixing or labor relations, particularly in the public sector. Indeed, as the greatest employer of organized labor, the government has had a detrimental impact on collective bargaining through its hiring policies and activities. Wages and salaries were based on the recommendations of Wage Review Commissions, even though the Whitley Councils and subsequently the Public Service Negotiating Councils were never permitted to negotiate wages and salaries in the civil service and were limited to discussing labor concerns. There have been various similar commissions and panels since the first one was established in 1934. The adoption of the committees' recommendations frequently results in an increase in the general price level, which eventually erodes the gain in nominal earnings and reduces employees' buying power. As a result, rather than resolving the issue, it has always sparked new rounds of agitation for pay raises. While the Federal Government of Nigeria has not employed commissions since 1991, when it deregulated collective bargaining, it has not stopped determining minimum salaries.

Another way by which minimum wage is set in Nigeria is through Government Decrees (usually during military regimes) and Acts of Legislation. For instance President Ibrahim Babangida approved a 45% wage increase for Federal Civil Servants in 1992; in1998 the then Head of state General Abdusalam Abubakar came up with =N= 5500 and President Obasanjo in 1999 fixed minimum wage at N7,500 wages. Government often promulgates Decrees and uses Acts of legislation to set the minimum wage. Between 1973 and 2003 as presented in Table 2 there were seven of such Acts and Decrees (Olatunji, E. S., & Sarat, I. A. (2014).


During the civilian regime in 1981, the nation’s minimum wage was fixed at N125 (one hundred and twenty-five naira) per month by an Act of Parliament but at the onset of the Structural Adjustment Programme SAP in 1986, government issued the National Minimum Wage (Amendment) Order, which abridged the 1981 Minimum Wage Act by exempting persons or companies employing less than 50 workers and persons employed in agricultural projects from its provisions. This Amendment was however, rescinded in 1987 owing to labour protests against it in major cities across the country. When a national economic emergency (of 15-month duration) was declared on October 1st 1985 against a background of lackluster economic performance, deductions ranging 2 to 15 percent from all incomes including rents, dividends and wages and salaries of workers in both the private and public sectors including armed forces were effected at source and paid into a Fund (Economic Recovery Fund) at the Central Bank of Nigeria. These deductions were part of measures expected to reduce domestic absorption so that the long running macroeconomic imbalance besetting the economy could be ameliorated. There was, however, a refund of the deductions made in respect of junior workers at the end of the 15-month economic emergency period. 

There was redefinition of minimum wage in 1991 to embrace total emolument and at the same time there was a discontinuation of universal applicability of minimum wage to all public sector departments and government levels. Each government department/ level was advised to pay according to its ability. However, at the beginning of 1993 an increase of 45 percent was effected in public sector workers’ salaries. The increase was ostensibly meant to cushion the inflationary effects of the rapidly depreciating naira (against the major international currencies like US dollar and British pound sterling) following the deregulation of the foreign exchange market in March 1992. 

By September 1998, the Federal Government issued a directive to increase the prevailing minimum wage and other levels of wages (especially in the public sector) perhaps due to its concern for workers’ welfare. The implementation of the directive resulted in the increase of the nation’s minimum monthly wage from N363 to =N=3000 and it also led to substantial increase in take-home pay of all other categories of employees. Following agitations for some increase in wage by the Nigeria Labour Congress in year 2000, the Federal Government again increased the minimum monthly wage from =N=3,000 to =N=5,500. This might be due, to a very large extent, to the increased financial strength (of individual states), which has been recognized since 1991 as a critical factor in public sector employers’ compliance with any wage directive from the Federal Government in Nigeria. The minimum wage Act of 2000 also made provision for a review of the minimum wage every two years. In September 2003 the Federal Government announced a regressive wage increment which took the form of 12.5 percent increase for lowest paid workers, while those at the top were to get 4 percent. 

In August 2010 the Federal Government fixed minimum wage of 18,000 naira and it was to take effect from January of 2011. Nigerian workers have struggled for improved wages and national minimum wage legislation. Given its resources and level of development, Nigeria ought to be paying one of the highest minimum wages in Sub-Saharan Africa, however, in reality; it pays one of the lowest. Figure 1 presents the National Minimum Wage Adjustments against the Purchasing Power Parity (PPP) for Nigeria and other African Countries. The need to adjust the wages to conform to differences in the cost of living or the Purchasing Power Parity (PPP) is evident.Purchasing Power Parity (PPP) generally stands for the cost of living. The PPP based minimum wage takes into account actual survival needs of employees. The “actual” minimum wage is multiplied by the PPP factor to get the PPP based minimum wage which is the adjustment that the Nigerian labor unions often demand.
The equity or fairness of wage and salary increase are also important to employees, higher wage increase the purchasing power or workers, accelerates demand for goods and services, thereby learning the stock of goods in warehouses and shops. Top officials of the Nigerian Labour congress (NLC) during the reign of Comrade Adams Oshiomole and then secretary, Comrade Nuhu Mohammed have argued that in spite of the stagnation of worker’s salaries, price of goods and cost of living have been galloping and have zoomed beyond unimaginable ratio a few years back, (Lawal, 1998). As the congress president puts it “viewed in the light of the cost of living, it is intriguing how the average Nigerian worker make ends meet”(Lawal, 1998). 

The congress then, also provided statistics on the cost of living to back up its negotiation demand for a new minimum wage per month. In September 2, 1998 the Head of State, General Abdusalami Abubakar, blazed the trail when he announced a national Minimum Wage of N3,000 to state workers and N3, 500 to federal workers in Nigeria. Similarly, president Olusegun Obasenjo on 1st May 2000 announced a nationa l Minimum Wage of N5,000 to State workers and N7,500 to federal workers. Later, the National Assembly passed into law the National Minimum Wage Act in March, 2011. Therefore, the law mandates President Goodluck Jonathan to follow suit. Accordingly, Nigerian workers are to be paid the sum of N18,000 as minimum wage. One of the compelling arguments used by proponents of a higher national minimum wage for Nigerian workers is the pitiable level of minimum wage in Nigeria, not only when compared to the actual cost of living, but when examined against the minimum wage in other developing countries.
2.4 THE CONCEPT OF EMPLOYEE PERFORMANCE 

Organizations require high levels of employee performance in order to reach their objectives and gain a competitive edge. R. Dickens, S. Machin, and A. Manning (2019) distinguish work from performance. The technological core contributes to the work connected to the human abilities through which the employee conducted activities. Performance is not only concerned with technical core features, but also with the psychological and social environments in which the organization operates in order to achieve its goals. It entails actions such as assisting coworkers or being a dependable member of the company.

Employees are the driving force behind a company's success. As a result, it should come as no surprise that employee performance on a daily basis has a significant impact on a company's success or failure. According to Fuchs, V., and Poterba, J. (2018), organizations must develop strategies to sustain and bring out the greatest performance from their employees in order to be successful in today's market. Not only does this assist to acquire, retain, and develop the finest individuals, but it also helps the organization generate a pipeline of future leaders by allowing employees to grow within their positions and responsibilities. All of this contributes to long-term success. Working to enhance employee performance is a never-ending process that entails assessment, evaluation, and planning, but it's also a necessary step in reaching business objectives.

Employee performance refers to how well a person performs in their job, completes essential tasks, and behaves in the workplace. The quality, quantity, and efficiency of work are all factors in determining performance. When executives keep track of employee performance, they may get a sense of how the company is doing. According to Grossman, J. B. (2013), this not only serves to emphasize what organizations can do right now to enhance their business, but it also feeds into future growth strategies.

Putting a premium on employee performance, on the other hand, benefits more than just the company. It enables people to achieve their maximum potential while also boosting overall performance, which may boost morale and improve the quality of work performed. Finally, but most significantly, clients may be disappointed if personnel are underperforming. As a result, poor performance and a difficulty to meet goals may harm the entire company.

The efficiency with which resources are used is measured by performance. It is measured as total output divided by the quantity of units of labor utilized to achieve that output and is defined as the ratio of a certain measure of output to a specified measure of input per unit of labor. The link between the output created by a production or service system and the input used to achieve that result is known as performance. The efficient use of resources–labor, capital, land, material, materials, energy, and information–in the creation of various commodities and services is characterized as this performance (Prokopenko, 2007). Performance is defined as the measure of how well resources are organized and utilized to achieve a certain goal. It's about achieving the maximum level of performance with the fewest resources.

According to Onah (2010), as referenced in Perry, J.F. Mesch, D., and Pearlberg, L. (2006), performance is the link between the output of products and services and the input of human and nonhuman resources employed in the production process. Productivity is defined as the ratio of output to input. The higher the ratio's numerical value, the better the productivity. As a result, performance may be measured at any level, including people, work units, and organizations. Performance is the engine that propels a company's growth and profitability. The link between the organization's output of products and services and the input of human and nonhuman resources employed in the production process is known as performance. To put it another way, performance is defined as the ratio of output to input. The higher the ratio's numerical value, the better the performance (Onah, 2010). Higher employee performance in public enterprises cannot be overstated, as it results in higher incomes and profits; increased supplies of both consumer and capital goods at lower costs and lower prices; ultimately shorter hours of work and better working and living conditions; and strengthening the general economic foundation of workers (Nwachukwu, 1988). Any organization's survival is dependent on its ability to execute, and its significance cannot be overstated. Every company wishes to be productive since performance is the primary reason for its existence. Many firms have used a regular reshuffling technique in order to achieve or improve performance. According to Dickens, R., Machin, S., and Manning, A. (2019), firms with high employee performance achieve their goals and provide workers with more possibilities than those with low performance. The outcome generated by the individual a company hires, and how successfully that person does it, is referred to as performance. Performance, on the other hand, is not just determined by an employee's activities, but also by the judgment and assessment process. Performance refers to the actions that may be inspected and measured (Campbell, 1993 cited in Wasiu, B. & Adebajo, A. 2014).

Measurement Of Performance
Every role is different so the metrics used to measure employee performance will ultimately depend on the type of business the company and employees operate in. But in general, the main ways to gauge performance are:

Quality of work

Standard of work produced is a key indicator of performance. Are employees putting in maximum effort to ensure high-quality results? Are performance objectives being met? Quality of work provides the basis to analyse all other elements of their performance.

Speed and efficiency

Looking at how much employees accomplish in an average week, month or quarter, how does this match up to your expectations? Are deadlines met, vastly improved on, or is time wasted? Are corners being cut to produce work quickly? Efficiency is the result of maximum output at least cost so this is vital to be aware of within your company.

Trust and consistency

Ask yourself if you trust your employees to do all their work to a high standard and deliver it on time. Do they work independently or do you feel that you often have to step in? Do they consistently display company values? Are they punctual and present to the expected standard? High-performing employees can be trusted with autonomy and continue to produce strong results without much supervision. Thus is is necessary for HRM to keep these performance metrics in mind when conducting individual employee performance reviews. 
2.5 OVERVIEW OF THE IMPLEMENTATION OF THE NEW MINIMUM WAGE AND PERFORMANCE OF NAFDAC

 Over  the  years,  the  efficiency  and effectiveness of Nigeria’s public  sector  has been a subject of debate. However, in recent time,  the  organizational  performance  and service  delivery  of  National  Agency  for  Food, Drug  Administration  and  Control  (NAFDAC) have been a success story. National Agency for Food, Drug  Administration and  Control (NAFDAC) is an agency of government charged  with  an important responsibility for food,  drug administration and control in  Nigeria. Prior to its establishment,  Nigeria was almost becoming a centre for fake drugs and other consumables. 



Currently government and the umbrella body of labour unions in Nigeria are negotiating for new minimum wages and up till now, noting meaningful has come out of it. A major current trend in wages and salaries administration can be seen in terms of a paradigm shift from base pay to emphasis on incentives. As far as the situation in Nigerian civil and public sectors is concerned, the shift has become a critical development. It appears that the trends are completely reversible in the sense that these benefits are only flexible in an upward direction. One of the most conspicuous attributes of the current wages and salaries administration trends resides in “monetization”. It is gaining a great ground in the Nigerian system. But then, what is “monetization”? It simply implies the quantification in monetary terms (in terms of naira) of all those benefits that the government and other organizations used to provide for their employees (or staff) as part of conditions of service (Arora, 2008). 
Unequivocally, the monetization scheme or strategy has become a rewarding policy and apparatus in the interest of the employees. As a device for rewarding performance in monetary terms, most of the staff or employees and unions are most likely to be attracted to it. Under it, the items being partially or fully monetized include meal subsidy, utility allowance, medical allowance, domestic servant, furniture allowance, transport, residential accommodation allowance, duty tour allowance, leave grant, fueling allowance, motor vehicle allowance and so on. The whole “mantra” smacks of the biblical adage that “money answers all things” i.e. that money is a critical or decisive factor in exchange and other transactions (Agburu, 2012). 

Some critics like Agbonifoh, Agbadudu and Iyayi (2006) have asserted that the trends in the wages and salaries administration in Nigeria are unwarranted going by the current socio-economic development of the nation. They assert that most of the beneficiaries of the rises in wages and salaries are suffering from “money illusion” i.e. the beneficiaries fail to see that the value of what wages and salaries they earn dwindle quickly. In other words, there is a decrease in the value of increased earnings to workers.

Although the principal aim of the minimum wage among other things includes the alleviation of poverty – through improved welfare, Elekwa and Eme, (2011) said the policy had been severally adjudged by most Nigerians as a mere political statement. Sulaiman ( 2012) opines that the attitudes of majority of the state governors who played important roles in negotiating the national minimum wage, failed to implement or pay workers’ salaries in their respective states, as at when due. While this situation is not an entirely new phenomenon in the history of Nigeria, the widespread nature of the present scenario is unprecedented (Abe, 2017). Ogunbiyi (2015) recorded that more than a quarter of the 36 states of the federation owed workers' salaries in arrears believed to be over 110 billion naira.

The nonpayment of minimum wage by most state government in Nigeria has generated divergent views in Nigeria. Elekwa and Eme (2011) believe that the nonpayment of N18, 000 minimum wage by most state governors is based on the fact that the monthly statutory allocation from the federation account is inadequate to meet their current expenditure. The past Governor of Ondo State, Dr Olusegun Mimiko was said to have blamed the situation on current revenue allocation formula in Nigeria. In the current revenue sharing formula, according to him, the federal government alone is entitled to 52 percent while the state and local governments are entitled to 48 percent, that is, 26 percent for states and 22 percent for local governments. This is why the federal government is not finding it difficult paying the new minimum wage and the states are asking for review of the revenue sharing formula or special grants form federal government for them to be able to pay the new minimum wage or implement the new minimum wage regime (Jude & Ernest, 2015). Onuegbu (2010) notes that all states in Nigeria are not equally endowed with natural resources and this resource gap implies that various levels of government have capacity to develop and grow at different pace. This imbalance creates competitions and tension among the units that make up the Nigerian Federation. The tension generated thus leads to agitation on the best way to share the revenue collected and the urge for appropriate revenue allocation formula. The less endowed states in terms of resources will always insist on equality, population and landmass as a criteria or bases for sharing the revenue. Conversely, the more endowed states especially the oil producing states would always prefer a revenue sharing based on derivation. Despite aforementioned arguments on the inability of state government to implement the minimum wage, there are allegations on the part of the organized labour that some state governors are simply insensitive the plight of their workers.

Issues on Bailout Interventions 

Prior to the 2015 general elections that ushered in the incumbent administration; the level of bankruptcy in many states of the federation had reached the level where civil servants and pensioners resorted to begging to feed their families. The worst hit states were Osun, Oyo, Ekiti, Kwara, Kogi, Bauchi, Ondo, Plateau and Benue. It was recorded that more than a quarter of the 36 states of the federation owed workers' salaries in arrears believed to be over 110 billion naira (Ogunbiyi, 2015). The first clear indicator that Nigeria’s states were teetering into financial ruin came when most state governors asked the federal government for a relief in form of bailout package, due to their inability to pay workers’ salaries. Partly due to political and economic reasons, the Mohammed Buhari led government stepped in; proffering a bailout package that came with conditions (Akinrefon, 2015). 

Bello (2017) quoting Akinrefon (2015) opines that the bailout was released for the purpose of workers' salaries, as it would encourage the affected states to pay the backlog of their workers' salaries. Part of the relief package was the CBN's special intervention fund to be offered to states, which were in the form of soft loans available to states to access solely for the purpose of paying the backlog of salaries. Over the last two years, the Federal government has injected more than N1.75tn into the States, to help these entities mitigate the extensive financial upheaval. This is due to the fact that most states are facing a significantly dire fiscal cycle; most are struggling to meet core obligations, including the payment of civil servant salaries and/or pensions, the servicing of overhanging debt and seeing to the day-to-day running of government. Despite this intervention, most state governments still have very limited space to maneuver, as they are neck-deep in debt which was accumulated under the assumption that crude oil prices would remain above the $80/barrel mark (Bello, 2017).

Issues on Upward Review of Minimum 

Following the recent demand by the Nigeria Labour Congress (NLC) for an upward review of minimum wage from the current (N18, 000: $ 50) to (N66, 500: $ 184.7) arise issues on how realistic is this demand, due to the current harsh economic conditions in the country occasioned by the fall of oil price at the international market and the current economic recession in Nigerian. This is also happening at the time when most state governors are unable to pay regular salaries to their workers. 

Eme and Ogbochie (2017) believe many of these states have not paid their workers for several months. This view is in line with Ogunbiyi (2015) who reported that more than a quarter of the 36 states of the federation owed workers' salaries in arrears. According to Eme and Ogbochie, (2017), two major divergent views have emerged to explore how realistic the Labour’s demand for a new minimum wage can go. The Constitution- welfarist view posits that wage increase is a constitutional issue as contained in Section 14 (b) of the amended 1999 Constitution (FGN, 1999). As a major function of government, it is the duty of government to tackle the deplorable economic situation in the country occasioned by the sharp fall in the price of crude oil at the international market and the need to improve workers’ pay to enable them cushion the effect of the economic recession on them. Those in support of this view are of the opinion that the N18, 000 minimum wage is no longer enough to meet the basic needs of workers and their families. They believe that the reality of the high cost of living in Nigeria has made an increase in the minimum wage imperative. Atseye. et al, (2014) argue that minimum wage in Nigeria is relatively low when compare with what is obtainable in other developing countries like Algeria, Gabon, Bostwana and Tunisia who have minimum wages higher than Nigeria. The second view according to 
Eme and Ogbochie, (2017), argues that minimum wage is a political instrument in the hand of policy makers and politician to achieve political gains. This is because while the politicians pay themselves promptly and excessively, they always ask workers to make sacrifices because the economy is bad. This perspective also believed that the Labour unions are making unreasonable, illtimed and unrealistic demands because of the current nature of the Nigerian economy. Those in support of this view believed that with over twenty states in Nigeria owing backlog of salaries and pensions under the current minimum wage of N18, 000 $ 50 , the demand for N66, 500: $ 184.7 is unrealistic. On the side of the Organized private sector and their inability to break even occasioned by the rising cost of doing business, such agitations will lead to job losses. Irrespective of the side of the divide one belongs, the organized labour arrived at this conservative new wage by multiplying the amount the Ministry of Internal Affairs uses in feeding a prisoner which is N300 per meal and N900 per day multiplies by 30 days in a month. In addition, the labour union leaders also added the housing, transport and other allowances paid to workers in their computation to arrive at N66, 500, bench mark (Eme & Ogbochie, 2017). 

It is important to state that since Minimum Wage Act of 2011 came into effect, state governors have been kicking against it and have on several occasions threatened to re-trench workers if government will not review Nigeria’ fiscal federalism. They posited that the Act was imposed on them by the Federal Government and need to discuss with their respective state workers in the spirit of true federalism.
2.6 CHALLENGES AND PROSPECTS OF THE IMPLEMENTATION OF THE NEW MINIMUM WAGE IN NAFDAC


There are several challenges to the management and implementation of the National Minimum Wage in Nigeria. 

One is the Labour Market Situation in the economic market. Ojo (1998) cited in Fiscal Policies Institute, FPI, (2004) notes that in a relatively competitive labour market, the interplay of supply and demand is the most important determinant of compensation. Arising from certain imperfections in the market caused by institutional, administrative, political and socio-cultural factors, the role of the price mechanism is minimal especially in a developing country like Nigeria nevertheless the interplay of supply and demand still exerts some influence. Consequently periods of unemployment do not generally favour high pays, as employers have the opportunity to attract high caliber employees without necessarily offering the legal minimum wage which may be considered excessive. 

Additionally is periods of scarcity of skills in the labor market as this will expectedly witness high movements of wages, provided market forces are allowed to sufficiently allocate wages and employment. The labour market situation in Nigeria is such that there are too many people chasing too few jobs. The level of unemployment and poverty in Nigeria today is unprecedented. There are huge and unprecedented job losses occasioned by the global economic meltdown; the relocation of companies to other regions because of the security crises and the hydra headed power sector problems, the prevalent multiple taxation, security challenges, corruption, terrible conditions of basic infrastructure , the unacceptable high cost of doing business in Nigeria; reforms in the banking , petroleum, public sectors etc. worsened by the irrational and inhuman responses to these reforms by some employers of labour. In view of such circumstances the capacity of the Nigerian worker to demand the new minimum wage is greatly impaired. Fapohunda (2004), notes that, on a national basis, open unemployment was over 10%. Most of the unemployment is concentrated in the urban areas. The Federal Office of Statistics (2011) reports that as at September 2010, urban unemployment was over 20% in some states. The unemployment is not only of unskilled workers; it includes unemployment of highly skilled people including graduates of universities and of other institutions of higher learning.  Fajana (1983)cited in Whaples, R. (2006) shows that there was strong and negative relationship between employment and wage changes in the Nigerian industrial sector. Specifically, the result showed that a 100 percent increase in average wages will lead to 23% fall in employment. Wages were found to have had some influence in the Nigeria industrial employment growth. It was concluded that increase in federal minimum wage causes unemployment. 

Next to it, is the Legal Framework. Payment of minimum wage is often not enforceable. Government must direct private sector employers to negotiate with their workers, with a view of implementing minimum wages. The enforcement capacity of the federal government agencies is a challenge. The Federal Government does not seem to have sufficient qualified personnel for the purpose of ensuring that the provisions of the labour laws including the National Minimum Wage are effectively and adequately observed by employers of labour including the various state and local governments. 

The International Labour Organization (2008) observes that unfortunately in many countries, labour inspection services are understaffed and penalties for non-compliance with minimum wage regulations are too weak. A close examination of the number of officers working in the Federal Ministry of Labour and Productivity vis-à-vis the level of industrial activities tend to support this line of thinking. As a result, minimum wages too often remain a “paper tiger” rather than an effective policy. As observed by Squire and Suthiwart-Narueput (1997) cited in Whaples, R. (2006), compliance is a function of the probability of firms being visited by labour inspection services, and of the level of penalties in the case of non-compliance. There is therefore no gainsaying that supervision by the Ministry is very important so as to ensure that the Minimum Wage is actually implemented in practice. 

Another challenge is lack of awareness. Many workers and indeed Nigerians seem ignorant of the minimum wage and the provisions of the Principal Act including the 2010 amendments they are therefore unable to demand for them. Adequate enlightenment campaign by government, the Organised Labour and other social partners and stakeholders to sensitize the Nigerian public and workers become necessary. 

Similarly, another factor  is the unfriendly posture of some State Governors on minimum wage. The extent to which states comply with the minimum wage differs from one to the other. This might be due, to a very large extent, to the financial strength (of individual states), which has been recognized since 1991 as a critical factor in public sector employers’ compliance with any wage directive from the Federal Government in Nigeria, the Federal Government appears to play some sort of overriding role on labour matters.Some states are often unwilling to pay the new minimum wages.  For instance in 2000 many state governments refused to pay the Federal government recommended minimum wage leading to many industrial actions. 

The International Committee of the Fourth International (ICFI) on the strikes by labour and actions of State Governors in 2000 reports that the country was gripped by a strike wave over the level at which a new minimum wage should be set. The action began with a strike by civil servants in Lagos state, and quickly spread throughout the country. Forty-seven thousand public sector workers were on strike for two weeks in Lagos, with refuse dumps not cleared, water taps running dry and health services collapsing. Civil servants in at least 12 states also went on indefinite strikes. The story was not different in 2010 when the new minimum wage was recommended. This is very disturbing especially because in 2010 especially the state governments were consulted and represented in the Tripartite Committee on National Minimum Wage Committee. It is instructive to note here that any industrial actions further heat up the already overheated polity.

 In addition is the factor of organizational culture. There are those organizations with a culture of unfair labour practices and miserable wages. Sadly, some organizations have a culture of unfair labour practices and it would seem that they try to exploit every available opportunity to oppress, repress and enslave their workers. Such organisations do everything possible to evade the minimum wage. Some convert their employees to “contract or casual staff” such that none of these employers would have up to 50 employees since the minimum wage applies to companies with at least 50 employees. Moreover, in general, Nigeria does not have reliable or accurate statistics. There is no programme of establishment surveys covering industrial production and this is a very important criterion in fixing minimum wages. 

Similarly there is the challenge of non-unionised workers, casualization and contract staff. Non-unionised workers are the greatest victims of unfair labour practices including the denial of their rights as contained in the extant labour laws and the ILO conventions. The respect for workers’ right and dignity are more violated for non-unionised workers, casual workers and contract staff. This is quite understandable and that is why the constitution, extant labour laws, African Charter on Human and People Rights(Ratification and Enforcement Act) 1990 as well as various ILO conventions seeks to guarantee the right of workers to join a trade union for their protection. Economic factors also constitute challenge to employers’ capacity to pay a specified minimum wage. A quantitative assessment of this capacity may be difficult but would include measuring the level of wage payments relative to: other payments, in particular other labour costs (such as non-wage costs related to the employment of labour) payments to other factors of production (profits, return on investment, etc.). 
Minute of the challenge is that smaller and unregistered establishments, and especially those in the informal sector, tend to be excluded from minimum wage. Such establishments are more likely to employ casual workers and family members, and are less likely to be affected by minimum wage determinations. Casual workers, workers employed in small establishments or workers employed for less than the normal duration of work, are who more likely to be employed in household enterprises or in the informal sector, are precisely the type of workers whom might be affected by the absence of effective wage regulations(by collective agreement or otherwise). These workers should be protected from the risk of being paid unduly low wages and the minimum wage would act for them as a safety net. Equally important is the assessment of their employer’s capacity to pay a given minimum wage and the impact such a wage could have on the employment level and workers’ conditions of employment (Tongo, C. I. 2015).

2.7 SUGGESTIONS FOR EFFECTIVE MANAGEMENT OF MINIMUM WAGE 
To effectively implement and manage national minimum wage in Nigeria this paper has several suggestions. The issue of legal challenges must be addressed. Without adequate legal backing minimum wage does not only fail to achieve its aim it ends up as mere recommendations which is subject to the acceptance or otherwise of the parties. The law should be simple so that it would be easily understood by all stakeholders (i.e. employers, employees, labour unions, employers union and the enforcement institutions) as well as include procedures that will help workers and their union officials to effectively exercise their rights under the minimum wage legislation, including the right to recover amounts by which they may have been underpaid; and adequate protection of workers against victimization for doing so.There must also be effective monitoring of compliance. The various relevant agencies charged with responsibilities of monitoring compliance with the minimum wage must be adequately staffed and provided with facilities necessary to carry out their duties. 
Organized labour must also gear up for the monitoring and enforcement of the minimum wage across the country. This should be in close partnership with organized private sector; the National Employers Consultative Association (NECA) and various state governments to ensure seamless implementation of the minimum wage.In addition to these there must be social dialogue and consultative meetings among stakeholders. The ILO in her Update on minimum wage developments observes that the active involvement of social partners in both the design and operation of minimum wage enforcement regimes is essential to enhance their impact. The update adds that the United Kingdom, in the face of growing problems of underpayment of minimum wages, organized consultative meetings with interested parties to discuss the suitability and implications of suggested changes to the minimum wage enforcement regime. Also the US Department of Labour involved employers’ and workers’ organizations in planning their enforcement activities so as to counter the decline in the number of actions to enforce the Fair Labour Standards Act between 1997 and 2007.Nigeria can therefore apply international best practices on similar issues which include effective dialogue and consultation by the stakeholders for the purpose of achieving a seamless implementation and better management of the minimum wage in the interest of industrial peace and harmony, and our post-recession economy. To forestall industrial crises arising from national minimum wage, meeting of the social partners should always be convened to agree on the broad guidelines for the implementation of the national minimum wage in the various sectors of the economy including the public service.

There is need for adequate arrangements to give proper publicity to minimum wage provisions as well as the provisions of the minimum wage law in languages or dialects understood by workers including illiterate persons so that ignorance can be removed and people are aware of their rights. There is also need for proper and credible enforcement mechanisms with adequate legal backing to discourage non-compliance. Without adequate mechanism for its enforcement, the minimum wages would not succeed or have any practical use. Non-compliance tends to be extremely high, where the sanctions are minimal. This paper calls for effective sanctions against erring states and organizations. The penalties in the extant Minimum Wage Laws in Nigeria are very small and should be reviewed. For instance Section 8 of the Principal Act (1981 National Minimum Wage Act), which prescribes a fine not exceeding N500 or imprisonment for a term not exceeding three months or both, should be amended to ‘a fine not exceeding N100, 000 or to imprisonment for a term not exceeding six months or both such fine and imprisonment’. Also Section 3 of the Principal Act which prescribes “a fine not exceeding N100 and in the case of a continuing offence a fine not exceeding N10 for each day during which the offence continues, should be amended accordingly to discourage non-compliance by organizations. Since the employers’ capacity to pay may vary greatly between establishments of different sizes, and particular attention should be paid to the level of unskilled workers’ pay.
2.8 EMPIRICAL REVIEW 

Agburu (2012) investigated the recent trends in wage and salary administration in Nigeria. This study took a critical perspective on the generic forces at work in recent times that relate to wage policies, strategies and schemes aimed at creating a conducive atmosphere for the workers (both in the private and public sectors) in Nigeria to perform. The main objective of the study is to determine the key forces affecting wage and salary administration in Nigeria. Data collected were analyzed using descriptive statistics. The study found an unwarranted lags between labour (employee) pay and productivity. The study also found huge income differentials between the various levels of government where the employees buy from the same market. The research further found that the cost of living has been rising astronomically relative to wages and salaries paid the workers as the aggregate. Okeke, Nwele and Achilike (2017) examined the impact of effective wages and salary administration on civil service productivity in Nigeria with specific reference to Anambra State. Percentages, mean ratings, Chi-square test and T- test for independent were employed in analyzing the data. The study revealed that employees need effective salary and wages administration to achieve high productivity in the civil service. The study found also that poor leadership and lack of political will were the major reasons for not fully implementing the minimum wage policy by some state governments including Anambra State. 

Ojoromi (2012) investigated salaries and wages administration as a tool for improving employee’s performance in an organisation with particular reference to Olamaboro Local Government Area of Kogi State. The data generated were analyzed using Chi-square technique. The study found that salary and wages administration is an essential part of any productive organization. The study also found that salary and wages improves the performances of the employee’s in an organization. Odoh (2012) investigated the effects of wage incentives and fringe benefits on the productivity of Nigeria workers using Enugu State Local Government Service Commission as the focus of the study for the period between 1999 to 2007. Descriptive statistics like frequency and percentage were employed in analyzing the data. The study found that irregular and inadequate wages/salaries, low level of fringe benefits and lack of collective bargaining process brought about low productivity of workers of Enugu State Local Government Service Commission. The study also found out that financial as well as non-financial reward, promotion and conversion are strategic in the promotion of productivity in organizations. 

Perry (2009) found that respondents perceived increase in wages as a form of confidence that management places on them, and therefore were motivated to improve on their performance. Iyida (2015) found that found that increase wage enhances the productivity of workers. Onyango (2014) found a positive correlation between employee benefits and organization performance. Wasiu and Adebajo (2014) found a significant relationship between employee’s performance and salary package, employee job allowances and performance and in-service training and employee’s performance. On the contrary, Perry, Mesch and Paarlberg (2006) found that individual financial incentives are ineffective in the traditional public sector settings. Odoh (2011) found that irregular and inadequate wages/salaries, low level of fringe benefits and lack of collective bargaining process brought about low productivity of workers. Also, Agburu (2012) found an unwarranted lags between labour (employee) pay and productivity.

Olatunji and Sarat (2014) examined wages and salaries administration as motivational tool in Nigerian organisation using Nestle Nigeria Plc as the focus of the study. The study went further to distinguish between gratuitous and paid job with possible effect of wages and salaries as it relates to individual contribution and effort towards the achievement of the corporate goals and objectives. The study made use of a self-designed questionnaire. Chi-square technique was employed in analyzing the data. The study found that wages and salaries serves as motivational tool and that wages and salaries has significant relationship with workers performance in Nigerian organisation. Iyida (2015) examined the effect of increase in wage and fringe benefits on the productivity of workers in Federal Ministry of Transportation, Enugu, Nigeria. The data generated were analyzed using frequency and percentage. The study found that increase wage in the Federal Ministry of Transportation enhances the productivity of workers to a large extent thereby affecting their attitude to work. The study also shows that the monetization of fringe benefits has improved the performance of workers to a very large extent thereby bringing job satisfaction among workers. The study also showed that the monetized fringe benefits could only satisfy the basic needs of workers to a very small extent because of high cost of living. Obiora (2012) carried out an empirical analysis on wages administration and civil services productivity in Anambra State. The population consisted of some civil servants in Anambra. The data generated were analyzed using simple percentage and chi-square (X2 ). The study found no significant difference between the opinions of the senior and junior civil servants in Anambra state on wage administration and workers productivity in Anambra State. The study recommends that at intervals, the state government should review the wages and salaries of civil servants so as to ensure that it reflects the economic realities of the period it is being paid.
2.9 THEORETICAL FRAMEWORK

Reinforcement and Expectancy Theory 

Reinforcement theory of motivation was proposed by BF Skinner and his associates. It states that individual’s behaviour is a function of its consequences. It is based on “law of effect”, i.e, individual’s behaviour with positive consequences tends to be repeated, but individual’s behaviour with negative consequences tends not to be repeated. Gerhart, Minkoff  & Olsen (1995)  states that a response followed by a reward is more likely to recur in the future (Thorndike's Law of Effect).  
Reinforcement theory of motivation overlooks the internal state of individual, i.e., the inner feelings and drives of individuals are ignored by Skinner. This theory focuses totally on what happens to an individual when he takes some action. Thus, according to Skinner, the external environment of the organization must be designed effectively and positively so as to motivate the employee. This theory is a strong tool for analyzing controlling mechanism for individual’s behaviour. However, it does not focus on the causes of individual’s behaviour. Aswathappa (2007) asserted  that  a behaviour  which  as  a  rewarding  experience  is  likely  to  be  repeated.  The implication  for  remuneration  is  that  high  employee  performance  followed  by  monetary reward will make future employees performance more likely. 

To Skinner, reward like wage and salary is a positive reinforce, but not necessarily. If and only if the employees’ behaviour improves, reward can said to be a positive reinforcer. Positive reinforcement stimulates occurrence of a behaviour. It must be noted that more spontaneous is the giving of reward, the greater reinforcement value it has. Buchan et al (2000)  suggest  that behaviour can be modified if individuals receive the reward at the time they exhibit the desired behaviours.  An important assumption in this theory is that rewards can become an acquired right if they are delivered on a regular basis. Reinforcement theory explains in detail how an individual learns behaviour. Managers who are making attempt to motivate the employees must ensure that they reward all employees simultaneously. They must tell the employees what they are not doing correct. They must tell the employees how they can achieve positive reinforcement.
Maslow Hierachical Theory of Need 

In his book “motivation and personality” published in 1954, Maslow observed that people are generally wanting beings who always possess innate grabbing instinct depending on what they already have. The three core propositions of the theory are: 

First, human beings have many needs that are different in nature, ranging from biological needs at the lower level to psychological needs at the upper extreme. 

 Second, individuals are in constant state of motivation, never achieving a state of satisfaction except for a very short time; and 
Third, there needs are arranged in a Hierarchical order, so that the lowest level needs must be satisfied before higher level needs arise or motivate people (Maslow, 1970). 
Following from this theoretical exposition, it becomes obvious that the unsatisfied needs can and do influence the behaviour of a person to act in a manner that does not promote the objective of his organization. The success of any organization depends largely on the efficiency and effectiveness of the employees. Motivation assures and propels workers to increase their performance. This theory is relevant to the study in that Maslow’s view is that workers’ needs should be met to enhance steady and reliable performance among workers. To him, contributing to the workers’ well-being by organizations in terms of rewards that will match with their physiological needs such as supplying food, water, shelter, and clothing, would ginger them at workplace. Without a payoff, the system breaks down, and the strategy –implementer is left with the unworkable options of barking orders or pleading for compliance. Civil servants can be motivated by giving them enhanced salary package that can take care of their need as identified by Maslow in his work. Even though Maslow’s Hierarchy of needs theory was criticized on many grounds by the likes of Alderfer (1972), Bass (1981) and Drucker (1974), it was found very suitable for analyzing the Phenomenon under investigation. The civil service by its very nature is structured to pass through career progression and at each stage up the ladder, the level of need changes to a higher one in line with Maslow’s postulation. For instance, the need for a new entrant into the service is not the same as that of a director. When the workers needs are identified and attended to accordingly, the civil servants would try to be at their best in terms of performance.

CHAPTER THREE

METHODOLOGY

3.0 INTRODUCTION


In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.1 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 Descriptive survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.2 METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data during the course of the research. The primary sources was the use of questionnaires which formed the research instrument, while the secondary sources were data gathered from  textbooks, internet, journals, published and unpublished articles and government publications which discussed variables relating to the study.
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. 

The aim of this study borders on assessment of the new minimum wage and its implementation on the performance of the employees of NAFDAC in Lagos State. Staff in National Agency for Food, Drug Administration and Control (NAFDAC) in Lagos State was selected  to form the populations for the study.
3.4 SAMPLING TECHNIQUE /SAMPLE SIZE 


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 convenient sampling method to determine the sample size. 
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. In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of  Staff in National Agency for Food, Drug Administration and Control (NAFDAC) in Lagos State, the researcher conveniently selected  one hundred and forty-seven (147) participant which formed the sample size. 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
3.5 METHOD OF DATA ANALYSIS

The responses were analyzed using simple percentage, mean and standard deviation which provided answers to the research questions. Hypothesis test was conducted using Chi-Square Statistic tool (SPSS v.23)

In analyzing data collected, mean score was used to achieve this. The four points rating scale will be given values as follows:

SA = Strongly Agree

4

A = Agree


3

D = Disagree


2

SD = Strongly Disagree
1

Decision Rule:

To ascertain the decision rule; this formula was used

	4+3+2+1 =10

      4           4


Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

4.0 INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of one hundred and forty-seven (147) questionnaires were administered to respondents of which only one hundred and forty-one (141) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 141 was validated for the analysis.
4.1 ADMINISTRATION OF THE QUESTIONNAIRE

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired 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. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
4.2 DEMOGRAPHIC ANALYSIS OF RESPONDENTS 

Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	72
	51.1%

	Female
	69
	48.9%

	Age
	
	

	25-30
	33
	23.4%

	31-36
	56
	39.7%

	37-42
	35
	24.8%

	43+
	17
	12.1%

	Marital Status
	
	

	Single 
	84
	59.5%

	Married
	57
	40.5%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	NCE
	52
	36.9%

	BS.c
	79
	56.0%

	MS.c
	10
	7.1%

	MBA
	0
	0%


Source: Field Survey, 2021

From the demographic representation above, 51.1% of the respondent are male, 48.8% of the respondent are female. on age bracket, 23.4% of the respondent are aged between  25-30 years. 39.7% of the respondent are aged between 31-36 years. 24.8% of the respondent are aged between 37-42 years. 12.1% of the respondent are between 43years and above. On marital Status, 59.5% of the respondent are Single. 40.5% of the respondent are Married. On educational qualification, 36.9% of the respondent, 36.9% of the respondent are NCE holders. 56.0% of the respondent are B.Sc holder, 7.1% of the respondent are Master Degree Holder.

4.3 PRESENTATION AND INTERPRETATION OF DATA 

Question 1: What are the importance of wage and salaries remuneration in public sector?

Table 4.2:  Respondent on the importance of wage and salaries remuneration in public sector.

	S/N
	ITEM STATEMENT
	SA

4
	A   3
	D 

  2
	SD 

 1
	X
	S.D
	DECISION

	1
	Wages allow workers to make a living from their labor
	99
	21
	12
	09
	3.5
	4.5
	Accepted

	2
	It make the employee feel valued for their service they render
	78
	43
	14
	06
	3.4
	4.4
	Accepted

	3
	It provides incentives to be productive and loyal to an employer
	86
	15
	26
	14
	3.2
	4.3
	Accepted

	4
	it builds high morale among staff and give room for harmonious industrial relation 
	102
	31
	05
	03
	3.6
	4.6
	Accepted 

	5
	It attracts and retain the employees
	64
	50
	11
	16
	3.1
	4.3
	Accepted 


Source: Field Survey, 2021

From the responses derived as described the importance of wage and salaries remuneration in public sector, the table shows that all the items (item1-item5) were accepted. This is proven as the respective items (item1-item5) had mean scores above 2.50 .

Question 2: Have you heard about the minimum wage policy?

Table 4.3:  Respondent to ascertain the knowledge of staff on  minimum wage policy.
	Options
	Frequency
	Percentage

	Yes
	73
	51.8

	No
	57
	40.4

	Undecided
	11
	7.8

	Total
	141
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 51.8% of the respondent said yes, 40.4%  of the respondent said no, while the remaining 7.8% of the respondent were undecided.

Question 3:  Has Federal Government of Nigeria effectively implement the minimum wage policy?
Table 4.4:  Responses to ascertain Federal Government of Nigeria has effectively implement the minimum wage policy?

	Options
	Frequency
	Percentage

	Yes
	70
	49.6

	No
	36
	25.5

	Undecided
	35
	24.9

	Total
	141
	100


Field Survey, 2021
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From the responses obtained as expressed in the chart and table above, 49.6% of the respondent said yes that federal government has effected the minimum wage policy, 25.5%  of the respondent said No, while the remaining 24.9% of the respondent were undecided.

Question 4: What are the challenges impeding the effective implementation of minimum wage?

Table 4.5:  Respondent on the challenges impeding the effective implementation of minimum wage.

	S/N
	ITEM STATEMENT
	SA

4
	A   3
	D 

  2
	SD 

 1
	X
	S.D
	DECISION

	1
	Inconsistency on the legal framework on which minimum wage is established
	89
	30
	13
	09
	3.4
	4.5
	Accepted

	2
	Incapacitation of funds to pay minimum wage
	58
	43
	14
	26
	2.9
	4.2
	Accepted

	3
	Competitive labour market
	65
	28
	30
	18
	3.0
	4.2
	Accepted

	4
	Non-compliance on legislature to stick to minimum wage regulation
	100
	33
	06
	02
	3.6
	4.6
	Accepted 

	5
	Lack of awareness and industrial conflict
	64
	50
	11
	16
	3.1
	4.3
	Accepted 


Source: Field Survey, 2021

From the responses derived as described the importance of wage and salaries remuneration in public sector, the table shows that all the items (item1-item5) were accepted. This is proven as the respective items (item1-item3) had mean scores above 2.50 .

Question 5: Will effective implementation of minimum wage improve employee performance of NAFDAC staff?

Table 4.6:  Respondent to ascertain if  implementation of minimum wage improve employee performance of NAFDAC staff.
	Options
	Frequency
	Percentage

	Yes
	73
	51.8

	No
	57
	40.4

	Undecided
	11
	7.8

	Total
	141
	100


Field Survey, 2021
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From the responses obtained as expressed in the table  and chart above, 51.8% of the respondent said yes, 40.4%  of the respondent said no, while the remaining 7.8% of the respondent were undecided.

4.4 TEST OF HYPOTHESIS 

HO1: Government of Nigeria has not effectively implemented the minimum wage policy in  NAFDAC.

HO2: Implementation of minimum wage will  not have any significant effect on employee performance of NAFDAC.

HYPOTHESIS ONE

Table 4.7: Government of Nigeria has not effectively implemented the minimum wage policy in  NAFDAC

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	73
	47
	26
	676
	14.4

	No
	37
	47
	-10
	100
	2.1

	Undecided
	31
	47
	-16
	208
	4.4

	Total
	141
	141
	
	
	20.9


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 20.9 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 20.9 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that  Federal Government of Nigeria has implemented the minimum wage policy in  NAFDAC.

HYPOTHESIS TWO

Table 4.8: Implementation of minimum wage will  not have any significant effect on employee performance of NAFDAC.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	70
	47
	23
	529
	11.3

	No
	36
	47
	-11
	121
	2.6

	Undecided
	35
	47
	-12
	144
	3.1

	Total
	141
	141
	
	
	17.0


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 17.0 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 17.0 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis is accepted which states that Implementation of minimum wage will have a significant effect on employee performance of NAFDAC.
4.5 DISCUSSION OF FINDING 

On the importance of remuneration as expressed in question 1, item 1 which states that Wages allow workers to make a living from their labor with mean score of 3.5 was accepted. Item 2 which states that It make the employee feel valued for their service they render with mean score of 3.4 was accepted. item 3 which states that It provides incentives to be productive and loyal to an employer with mean score of 3.2 was accepted. Item 4 which states that it builds high morale among staff and give room for harmonious industrial relation with mean score of 3.6 was accepted. Item 5 with which states that It attracts and retain the employees with mean score of 3.1 was accepted.

On the knowledge of minimum wage policy among NAFDAC staff, as expressed in question,  responses obtained showed that, 51.8% of the respondent said yes they are aware of the minimum wage policy, 40.4%  of the respondent said no, while the remaining 7.8% of the respondent were undecided.


On the implementation of minimum wage policy by the Federal government of Nigeria, 49.6% of the respondent said yes that federal government has effected the minimum wage policy, 25.5%  of the respondent said No, while the remaining 24.9% of the respondent were undecided.


On the challenges impeding the effective implementation of minimum wage, item 1 which states that challenges such as inconsistency on the legal framework on which minimum wage is established with mean score of 3.4 was accepted. Item 2 which states that  incapacitation of funds to pay minimum wage is another factor  with mean score of 3.4 was accepted. Item 3 which states that Competitive labour market factors with mean score of 2.9 was accepted. Item 4 which states that Non-compliance on legislature to stick to minimum wage regulation is  challenge with mean score of 3.6 was accepted. Item 5 which states that Lack of awareness and industrial conflict among staff is a challenge with mean score of 3.1 was accepted

Lastly, Hypothesis test revealed that Federal Government of Nigeria to a large extent has implemented the minimum wage policy in  NAFDAC. More so, the implementation of minimum wage will have a significant effect on employee performance of NAFDAC.

CHAPTER FIVE

SUMMARY CONCLUSION AND RECOMMENDATION

 5.1 Summary 


The focus of  this study is to assess  the new minimum wage and its implementation on the performance of the employees of NAFDAC. The study examine the importance of wage and salaries remuneration in public sector. It ascertain if Government of Nigeria has effectively implemented the minimum wage policy. It investigate the challenges impeding the effective implementation of minimum wage. It determine if effective implementation of minimum wage will improve employee performance of NAFDAC.

Survey research design was adopted for the study and with the aid of convenient sampling method, the researcher one hundred and forty-seven (147) participant who are staff of NAFDAC in Lagos State. Well structured questionnaire was issued to the 147 respondent of which total of 141 responses were retrieved  and validated for the study. Data was analyzed in frequencies and tables using  simple percentage, mean and
 standard deviation. Hypothesis test was  conducted using Chi-Square statistical tool.

5.2 Conclusion 

Wages and salary administration in Nigeria is as old as civil service itself. Wage and salary administration in Nigeria has been a subject of immense controversy in the context of Nigeria politico-administrative setup for several decades now. The objective of minimum wage fixing is to give wage-earners the necessary social protection in terms of minimum permissible levels of wages.However,the effective management and implementation of the minimum wage requires the efforts, commitment and collaboration of all stakeholders.The impact and usefulness of a minimum wage policy depends on whether minimum wages are paid.Findings from the study revealed that:

Issues and challenges to minimum wage implementation were: the labour market situation, level of unemployment and poverty; the unfriendly posture of some state governors on minimum wage; some organizations have a culture of unfair labour practices; unavailability of statistics, faulty criterion in fixing minimum wages; poor enforcement capacity,the challenge of non-unionised workers, casualization and contract staff.
Minimum wage paid to civil servants in public sector is not enough to motivate them to improve employee performance hence one of the reason  for their inefficiency and low productivity.
The result of the study concluded  that effective wages and salary administration in public sector with reference to NAFDAC has significant positive effective on civil service productivity. This implies that when minimum wage policy is not met by the government this can trigger low performance among NAFDAC staff.

5.3 RECOMMENDATION

From the findings of the study, the following recommendations were put up: 

Government should partner with the private sector to create employment for the citizenry, since minimum wage increases do not solve the problem of unemployment.

Employment creation will alleviate the burden of poverty and enhance the living conditions of members of the society irrespective of the sector. 

The employers of labour both private and government must not take the remuneration of their employees for granted because it will result in low productivity as the research showed that there is a positive significant relationship between remuneration and employees' performance. 

The reason for frequent workers strike is borne out of poor remuneration and condition of services which the government must see as a twin scourge destroying the economy hence they should ensure prompt payment of salaries and entitlement accruing to staff.

Wage increases lead to competition in the labour market and only skilled workers have the edge. Therefore, the government and the private sector should put in place policies and programmes that will upgrade the capacity of low skilled employees. 
The government should continue to pursue macroeconomic objectives of price stability, employment and growth in domestic product. This will enhance income stability of workers. 
Employers of labour are responsible for workers minimum wage determination. Therefore, they have to create the enabling atmosphere for negotiation on wages and other conditions of employment.
The same vein, amidst string argument that wage increases accompany inflation and that wages paid to workers at any given time in Nigeria and when compared to other countries are not well above inflationary trend, government and employers of labour in both private and public enterprises should through collective bargaining process fix wages whose values would not be easily eaten up by inflationary conditions.
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-30 [  ]

31-36 [  ]

37-42 [  ]

43 and above [  ]

Marital Status

Single  [   ]

Married  [   ]

Separated  [   ]

Educational Qualification

N.C.E  [   ]

Sc [   ]

M.Sc [   ]

SECTION B:  KNOWLEDGE OF MINIMUMWAGE POLICY

Have you heard about the minimum wage policy?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


2.Has Federal Government of Nigeria effectively implement the minimum wage policy?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


SECTION C: 

Please indicate the extent to which you are satisfied with the following items by ticking in any of the boxes represented by strongly agree (SA), agree (A), disagree (D) and Strongly disagree (SD). 
THE IMPORTANCE OF WAGE AND SALARIES REMUNERATION IN PUBLIC SECTOR
	S/N
	ITEM STATEMENT
	SA


	A   
	D 

  
	SD 

 

	3
	Wages allow workers to make a living from their labor
	
	
	
	

	4
	It make the employee feel valued for their service they render
	
	
	
	

	5
	It provides incentives to be productive and loyal to an employer
	
	
	
	

	6
	it builds high morale among staff and give room for harmonious industrial relation 
	
	
	
	

	7
	It attracts and retain the employees
	
	
	
	


SECTION C: 

CHALLENGES IMPEDING THE EFFECTIVE IMPLEMENTATION OF MINIMUM WAGE

	S/N
	ITEM STATEMENT
	SA


	A   
	D 

  
	SD 

 

	8
	Inconsistency on the legal framework on which minimum wage is established
	
	
	
	

	9
	Incapacitation of funds to pay minimum wage
	
	
	
	

	10
	Competitive labour market
	
	
	
	

	11
	Non-compliance on legislature to stick to minimum wage regulation
	
	
	
	

	12
	Lack of awareness and industrial conflict
	
	
	
	


SECTION D:

EFFECTIVE IMPLEMENTATION OF MINIMUM WAGE IMPACT ON EMPLOYEE PERFORMANCE OF NAFDAC STAFF

Do you feel motivated to do  more work when your salary is paid on time?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


When your salary is delayed or not paid for many month, does it impact your efficiency and productivity?

	Options
	Please Tick

	Yes
	

	No
	

	Undecided
	


=  2.5
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