WORKPLACE MANAGEMENT AND EMPLOYEES PRODUCTIVITY IN THE MANUFACTURING SECTOR
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ABSTRACT

This study was carried out to examine the workplace management and employees productivity in the manufacturing sector in Lagos State. Specifically, the study aims to determine the effect of performance appraisal on employee productivity of manufacturing firms in Lagos State;  evaluate the effect of feedback on employee productivity of selected manufacturing firms in Lagos State; investigate the effect of training on employee productivity of selected manufacturing firms in Lagos State and  ascertain the effect of compensation on employee productivity of selected manufacturing firms in Lagos State. The study employed the survey descriptive research design. A total of 77 responses were validated from the survey. From the responses obtained and analyzed, the findings revealed that performance Appraisal has no significant effect on employee productivity of selected manufacturing firms in Lagos State. Also, feedback has no significant effect on employee productivity of selected manufacturing firms in Lagos State. The study thereby recommends that management should try as much as possible to build a work environment that attracts, retain and motivate its employees so that to help them work comfortable and increase organization productivity. 

CHAPTER ONE
INTRODUCTION
1.1       Background to the Study
In the turbulent business environment, with changes in customer demands the main aim of every manufacturing organization is to improve its productivity but this can never be possible without the efficient performance of employees and one of the major challenges facing many countries has been the need to improve the performance of employees. Therefore, workplace management (PM) came into effect as a human resource management reform to address and redress concerns organizations had about performance (Amir, 2022). workplace management has been seen as a tool which focuses on managing the individual and work environment in such a manner that an individual or team can achieve set organizational goals (Esu & Inyang, 2019). However, workplace management has come to signify more than a list of singular practices aimed at measuring and adapting employee performance. Rather, it is seen as an integrated process in which managers’ work with their employees to set expectations, measure and review results and reward performance, in order to improve employee performance, with the ultimate aim of positively affecting organizational success (Mondy & Noe, 2018).
workplace management has been used as a tool to enhance employees productivity by managing their performance specifically, PM intends to improve accountability, performance, communication, efficiency and productivity among employees. Sheriff, Alibaba, and Aliyu (2022) gave an understanding to the concept of employee productivity that implies the level or degree of output achieved from a defined input, it is rather more serious as it has been found that it forms the core of achievement of corporate goals and objectives, production, market, and sustainability of organizations in the manufacturing industry. Effective utilization of workplace management is critical to enhance organizational performance, so as to achieve a competitive position in global marketplace. In the last 30 years, workplace management has remained a static process that consisted primarily of an annual appraisal. Today, workplace management is one of the principle tools executives, line managers, and employees are able to use to achieve their collective goals (Potgieter, 2016).The 1990’s saw widespread and rapid adoption of workplace management requirements in U.S. states. The adoption of these reforms continued through the 2000’s, albeit at a slower rate. By 2004, 33 states had workplace management statutes on the books, and the remaining 17states had administrative requirements (Melkers & Willoughby 2015). By 2008, a survey of the states found that 39 states had performance budgeting laws, and 6 other states had some sort of management requirement. The majority of such laws were adopted in the 1990s and 2000s. Many countries have experimented with workplace management initiatives but most of these were limited to the introduction of performance-oriented staff appraisal systems. These have not been very successful because in these systems promotions are linked to performance, while in many developing countries promotion is still linked to seniority or to relations (Waal, 2017).
Although workplace management is relatively unknown in many African countries, the interest in such an improvement tool is growing among African organizations and in specific African countries. Despite this growing awareness, workplace management is not widespread yet in Egypt, in South Africa, the term ‘workplace management’ is relatively new in the field of management (Motswiane, 2015), in Kenya, workplace management was traditionally defined as the process of financial control, in which the mission and strategy are translated into budgets, and subsequently results are compared with budgets (Malinga, 2004), in Ethiopia, there are some developments for the benefit of workplace management and in Uganda, there were inadequacies in setting performance targets and workplace management planning were hardly done (Amir, 2022). However, the overall lack of management skills and expertise often makes it not viable for developing countries to develop complex structures such as sophisticated workplace management systems (Waal, 2017). And the lack of precise definition and no consensus on an appropriate strategy for initiating and sustaining PM is a factor that sometimes militates against the unity of purpose required to make workplace management initiatives work in the public service in Africa.
Although there is a plethora of studies on the reasons why businesses failed, it was argued that most public sector businesses and industries have failed because of ineffective and inefficient implementation of workplace management (Esu, 2019).The performance of these businesses is predicated on several factors. Many businesses have failed to meet the objective or purpose of its formation. This has been the experience in all economies. It is more worrisome in the developing economics of the world where managers lack the requisite managerial skills in management. It is one thing to formulate individual and organizational objectives, and another thing is to achieve the set targets, sustain task-level and later improve on performance. The fact that most of the businesses (both large and small scale business) that we saw in our communities, states and country are no more in existence, means that something is wrong somewhere especially in the absence of workplace management which was determined to contribute to the high rate of business failures in Nigeria. Hence, the foregoing sets the pace for an understanding of the workplace management and employees productivity in the manufacturing sector in Lagos state.
1.2       Statement of the Problem
The issue of employee productivity has suffered from high level of neglect as indicated by Gerhart and Milkovich (2020) that the level of employee productivity in Nigerian organizations has been on the decline over the years and this could be ascribed to poor workplace management strategies put in place by these manufacturing firms. Watkins (2017) elucidates that some public sector business organizations like those in Delta State of Nigeria have not given adequate attention to workplace management review as a tool for improving performance even when recent studies suggest that performance reviews benefit organizational performance in both private and public sectors.
Aidah, (2017) opines that an employee may have the ability and determination, with the appropriate equipment and managerial support yet such employee may be underproductive. According to Adeniji (2018) the missing factor in most cases is the lack of adequate skills and knowledge, which are acquired through training and manpower development that brings about increase in absenteeism rate, low output, poor quality and results. The absence of these major variables of workplace management which have been proven to improve employee productivity may have resulted in low productivity in Nigerian companies as established by Esu (2019) who attributed failure of businesses to ineffective and inefficient workplace management. Therefore, in the light of these issues, could it then be said that the adoption of workplace management can actually improve employee productivity of manufacturing industries in Nigeria?
1.3       Objective of the Study
The main objective of the study is to examine workplace management and employees productivity in the manufacturing sector in Lagos State. Other specific objectives are to:
To determine the effect of performance appraisal on employee productivity of manufacturing firms in Lagos State;
To evaluate the effect of feedback on employee productivity of selected manufacturing firms in Lagos State;
To investigate the effect of training on employee productivity of selected manufacturing firms in Lagos State and
To ascertain the effect of compensation on employee productivity of selected manufacturing firms in Lagos State.
1.4 Research Questions
The proposed study would answer the following research questions:
To what extent does performance appraisal affect employee productivity of selected manufacturing firms in Lagos State?
Does feedback affects employee productivity of selected manufacturing firms in Lagos State? 
Does training affect employee productivity of selected manufacturing firms in Lagos State?
What is the effect of compensation on employee productivity of selected manufacturing firms in Lagos State?
1.5 Hypotheses
The following hypotheses have been formulated for the study

H01: Performance Appraisal has no significant effect on employee productivity of selected manufacturing firms in Lagos State.
H02: Feedback has no significant effect on employee productivity of selected manufacturing firms in Lagos State.

1.6
Significance of the Study
The general understanding of this study would serve as a useful guide to management, human resource practitioners, executive corporate managers and administrators most especially in the manufacturing industries to understand how workplace management can enable organization in sensing any possible changes in the level of productivity; thereby figure out strategies for identifying, encouraging, measuring, evaluating, improving and rewarding employees ‘performance at work.
The findings of this study would also be helpful to the manufacturing industries when setting policies on their specific workplace management system in order to adopt PM practices that are consistent with the requirements of these policies and that best fit the nature of the work performed and the mission of the organization.
This study would also enable the government create better policies and regulations with regard to the research variables in a way that can create an enabling environment for companies to survive.
Finally, the study would be of immense benefits to the society by contributing to the body of knowledge and stimulate more researchers’ interest in this field of study.

1.7 Scope of the Study
This study will determine the effect of performance appraisal on employee productivity of manufacturing firms in Lagos State. The study will also evaluate the effect of feedback on employee productivity of selected manufacturing firms in Lagos State. The study will further investigate the effect of training on employee productivity of selected manufacturing firms in Lagos State and lastly, the study will ascertain the effect of compensation on employee productivity of selected manufacturing firms in Lagos State. Hence, this study will be delimited to selected manufacturing firms in Lagos State.

1.8
Limitation Of The Study

Financial constraint

Insufficient fund tends to impede the efficiency of the researcher in sourcing for the relevant materials, literature or information and in the process of data collection (internet, questionnaire and interview).

Time constraint

The researcher will simultaneously engage in this study with other academic work. This consequently will cut down on the time devoted for the research work
1.9 Operational Definition of Terms
workplace management: This is the performance appraisal, feedback, training and compensation process and techniques used by an organization to achieve work objectives or goals.
Employee Productivity: It is the degree at which work done brings about increase in performance of employee to achieve set goals.

CHAPTER TWO

REVIEW OF LITERATURE

INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in three sub-headings:

Conceptual Framework

Theoretical Framework

Empirical Framework
2.1
CONCEPTUAL FRAMEWORK

Concept Of Workplace Management

Workplace management is a normal phenomenon and subject of research with facility management, but still rather exotic as a scientific subject within mainstream organization theory. However, the question what the influence of spatial environments on the work of people in organizations is not new. It has received increasing attention of scholars in recent years. Next to management and organizational behavior the body of evidence in other scientific disciplines is notable. Where desired behavior and satisfaction emerge as possible benefits, an increasing number of studies add health as a possible positive outcome. Opening up this research in connection with management and organization studies may allow the management in practice to improve their understanding of human behavior in organizations. The relevant knowledge for managerial decision-making seems to be fragmented in many different scientific disciplines. In this context, Becker (2018) has argued that the influence of the physical environment on the performance of organizations is being recognized, but too often only anecdotal by nature and hardly elaborated in systematic empirical research. Hatch & Cunliffe even contend that especially at this point influential scientists like Henri Lefbre, David Harvey and Edward Soja criticize social theory. The marginalization of spatial topics in the explanation of social interaction and human relations is an important flaw in the theories of Durkheim, Marx en Weber (Hatch & Cunliffe, 2016). Inclusion of the situation can advance behavioral theories. Social structures cannot be studied without spatial structures and spatial structures not without the social (Gregory, 2017). Rather than pulling apart different disciplinary results, what is needed is a framework organizing the relevant spatial properties that influence the work at organizations. Before doing so, spatial environments must be separated from physical and built environments (Mobach, 2019). The spatial environment is the total organizational-spatial micro world in and around organizations. It is the building, the technology, the people, the organization, but also the natural environment and includes light, air, scent, sound, and temperature. The physical environment consists only of the tangible physical entities in and around organizations. It is the spatial environment from which the intangible and/or volatile elements are extracted. The built environment is that what is generally understood as architecture and its fixtures. This includes technical installations as heating and aerating systems, elevator and escalator, wires, and facilities for information and communication technology (ICT). The built environment is a subsystem of the physical environment, which in turn is a subsystem of the spatial environment (Mobach, 2019). In contract, any design of management and organization can be regarded as the design of abstract systems allowing us. Whether it be task specialization, job rotation, supervision, mutual adjustment, or unit grouping, ever since scientific management these all reflect the human capacity to reflect on the daily work practices (mostly of others) and seeking to improve them, to make them more profitable. In this context, Appel-Meulenbroek and colleagues show differences existing in employee satisfaction in new versus traditional work environments. They argue that the workplace can indeed influence satisfaction of employees, but that there are still some issues to be dealt with in the context of new ways of working. Next, De Been and peers describe how to cope with dilemmas in activity based work environments. Workers appreciated light and colourful environments and open spaces for communication. However, reported downsides were limitations with respect to privacy and availability of workplaces. Finally, Ekstrand and colleagues describe activity-based working as a workplace with front and backstage activities, influencing employee perceptions of control. They advise decision-makers to employ zoning customer-centred work processes because it structures the workflow and creates new opportunities for customer-employee interaction.

Work environment aspects that might increase satisfaction

Various studies have mentioned the influence of features and facilities of the work environment on employee satisfaction (Batenburg & Van der Voordt, 2018), but not always with a clear distinction between both. For this research, features are regarded to be part of the workspace (e.g. desk, chair, but also greenery, art and air quality control). Facilities on the other hand, are more focused on a certain service for the office as a whole (e.g. parking facilities, restaurants and cleanliness). Brill and Weideman (2021) provided ten general conditions of the workplace that influence satisfaction. The most detailed overview is from Batenburg and Van der Voordt (2018) who illustrate many specific features that create the conditions of Brill and Weideman. More recent studies focusing on importance of work environment aspects (without relating them specifically to satisfaction) find similar features  to confirm that the list of Batenburg and Van der Voordt (2018) is completed. They have also provided a clear list of facilities that can cause (dis)satisfaction But these studies on features and facilities do have some shortcomings. Some used either case studies, or relatively small amounts of respondents. These respondents are often from one and the same office environment and/or company. In case of large datasets with many companies, all companies were based in the same country, making results harder to generalise to other cultures. Also, not all studies distinguish between traditional and ABW environments and those that did mostly compared office concepts in total.

Employee Productivity

According to Gopal (2017) employee productivity is how an employee produces the desired output of goods and services, meeting set standards and achieves set targets in the organization after a defined period of time. Further explains that it productivity is measured the level of the effectiveness and efficiency of the inputs employed in the organization to determine how it is generating expected output; and that gives a basis to the organization’s management to make  necessary decision on which areas to invest in; maybe investing in better machinery or increasing the number of employees to increase productivity. Lankeshwara (2016) in a study it was established that productivity varies with employee’s demographic factors like age, marital status, and ethnicity. The study concluded that among all the demographic and socio-economic factors, attitudinal concern on job aids emerged as the most important factor for predicting the employee’s performance and that job aids, as well as supervisor support, positively influenced the productivity of the employees whereas physical work environment was insignificant with the employee’s productivity. Oswald et al (2015) discovered that employee productivity can be positively or negatively influenced by the level of employee commitment, job satisfaction, group cohesiveness and employee competency amongst others and; that efficiency may be achieved by promoting capacity building programs to enhance employees’ skills. Ehsan (2018) states that by having a proper workplace environment, it helps in reducing the number of absenteeism and thus can increase the employees’ performance which will lead to increased productivity. Further stated that employers should always try to identify factors affecting employees’ attitudes and behavior and find all ways possible to mitigate those factors for a conducive and serene work environment. Employee productivity can be evaluated by assessing if set targets are achieved on time, the ideal standards are met and if there is an increased output of goods and services compared to the input (Abdi, 2014). The same author suggested to the organizations, to provide a comfortable working environment to employees, where both individual goals and organizational goals are considered to enhance the productivity and well-being of their employees. Foldspang (2014) contributes by stating that the strategy to constantly improve the working environment can have positive effects on the organization’s success. In conclusion, organizations should always appreciate that employees are the heart of every organization since they can make the organization prosper or fail. Management should improve the style of administration and management, provide a conducive working environment, train and retrain its employees, develop and implement people strategies, as well as involving them in decision making.

Physical work environment and employee productivity

The physical working environment includes the overall health and safety of the employee including his/her welfare and wellbeing (Foldspang, 2014). The state of the physical working environment can make an employee feel comfortable or uncomfortable at the place of work. (Pandey, 2017). ILO (2016) explains that the appropriate physical working environment should be one that provides appropriate office layout, sufficient natural and artificial lighting, equipment, air quality, controlled noise, protected from hazardous substances, considering ergonomic aspects and eliminating stressing factors from work. Shimawua (2017) established that if an employee is provided with a conducive working environment, it enhances their morale and is motivated to meet the set targets, to produce goods of quality, as well increased output of goods and services, execute their duties to achieve organizational objectives, commit more time to work, remain emotionally stable, reduce absenteeism, and improved team spirit. Akhatar (2014) identified a positive correlation between office layout and productivity, indicating that a more conducive layout leads to increased productivity. Sultan (2016) supplements and concurs with the above scholars, by highlighting the conditions necessary for a conducive working environment and the benefits they were to the employee and the organization as follows: maintenance of appropriate temperature and ventilation, benefit readers and prevents damage due to sensitive electronic 22 devices; sufficient natural and artificial light creates comfort, enhance concentration of employee as well as reducing error rate. Asawo (2017) states that conducive physical workplace environment is necessary and important since it gives a pleasurable experience to employees, enables them to maximize their potential, manage their behavior and connects them physically, cognitively, emotionally to their work roles and ultimately builds up resistance to the thought of disengaging from the organization. The study further stated that the long-term cost benefits of a properly designed and user-friendly physical work environment are central to employee engagement and beneficial to the prosperity of an organization. Amofa (2016) opines that quality work environment should be a collective responsibility of both employees and employers, such that the user should take the initiative of first examining the suitability of the tools to use, the furniture, the ambiance of the workplace and report to the management for necessary action. The state of the physical work environment of employees' determines the level of commitment at work, the level of cohesiveness between management, colleagues and employees at work, the quality of service and well-being and; that it gives a clear picture of the direction the organization is taking either to prosperity or to failure. Awan (2015) supplemented the above findings in a study carried out that incompatible workplace environment which consists of poorly designed workstations, unsuitable office furniture, lack of ventilation and insufficient safety measures at the workplaces, increase the risk of suffering from occupational diseases or disorders like stress, musculoskeletal disorders, cardiac arrests, loss of sleep, amongst others which may reduce employee productivity and conclude that a conducive working environment is helpful in increasing employees’ level of productivity. Hassan (2015) concludes urging employers to provide the appropriate means of a good and pleasant working environment to employees if they are to make the organization achieve its goals and attain a competitive advantage. This is also supported by some studies 23 conducted which indicated that a pleasant working environment soothes peoples’ minds and makes them feel energized, whereas a poorly designed environment brings negative feelings leading to low productivity. In conclusion, therefore, the state of the physical work environment of employees' determines the level of commitment at work, the level of cohesiveness between management, colleagues and employees at work, the quality of service and well-being and; that it gives a clear picture the future direction of the organization

Workplace Environment Factors that Affect Employees productivity

Supervisor Support 

A supervisor is also known as a person with an experience leader, a person who can solve problem and also the role model at the first level of organizational management. Therefore, as an experience leader, the supervisors had always being involved in conducting a training program. The training program that is being conducted are such as establishing the objectives, selecting the trainer, developing a lesson plans, selecting the program method and techniques that is being used, preparing the materials, scheduling the program and also conduct a training needs analysis. Rabey, (2017) stated that, a supervisor could be a trainer to the employees, as the trainer will assist the employees in getting their job done by guiding employees on the operational process especially when it comes to a new operational procedure. A supervisor support could lead to the employees’ performance but there is a case that the supervisor had failed in supporting their employees. For example, the miscommunication between employees and the supervisor in term of delivering the information or process on the job to the employees (Harris et. al., 2000). 17 In order to gain the employees performance, both party in between the employees and supervisor needs to play their part which is to commit with the relationship. If full commitment is given, it will leads to positive result to the performance from the employees (Blau, 1964).

Job Aid 

Rossett and Gauier (1991) stated that, the purpose of job aid is to direct and guide as to enlighten the employees performance. Job aid also helps in order to support the employees’ performance. An example of a military performance had been reviewed by (Duncan 1985) regarding the military reliance on job aids between 1958 and 1972 which is significant and positive contribution toward the military performance. He also stated that based on the results of military analysis, job aid saved money without jeopardizing employees work performance. There are three ways to increase performance based on the job aid (Cavanaugh, 2004). The first way is through the external support which means that the employees need to take leave from work and look for the source as for their reference to their job. The second way is through the extrinsic support. An extrinsic support means that the job aid is being given within the system itself. As for the third way, it is called the intrinsic support. An intrinsic support is an insider or software that is being used as for the efficiency of workflow.

Physical Work Environment 

Physical working environment can result a person to fit or misfit to the environment of the workplace. A physical work environment can also be known as an ergonomic workplace. Researches on the workplace environment need to be done in order to get an ergonomic workplace for every each of the employees. By having this ergonomic 18 physical workplace at their workplace, it will help employees from not getting the nerve injury (Cooper & Dewe, 2004). Furthermore, McCoy and Evans (2005) stated that the elements of working environment need to be proper so that the employees would not be stressed while getting their job done. In their article, they also stated that the physical element plays an important role in developing the network and relationship at workplace. Result of the employees’ performance can be increased from five to ten percent depending on the improvement of the physical workplace design at their workplace (Brill, 1992). Further, Amir (2010) mentions elements that related to the working environment. There are two main elements which are the office layout plan and also the office comfort. Amir (2010) also stated that a physical workplace is an area in an organization that is being arranged so that the goal of the organization could be achieved.
2.2
THEORETICAL FRAMEWORK
Many theories have been advanced to explain the link between workplace environment and employee performance. The study is grounded on two theories i.e. The Two Factor Theory and The Affective Events Theory. 

 Herzberg Two Factor Theory 

The Two Factor Theory was advanced by Frederick Herzberg in 1959. This study is grounded on this theory that has been explored by various scholars to explain the relation between workplace environment and employee performance. Herzberg defined two sets of factors in deciding employees’ working attitudes and levels of performance, named motivation and hygiene factors (Robbins and Judge, 2007). He stated that motivation factors are intrinsic factors that will increase employees’ job satisfaction; wile hygiene factors are extrinsic factors to prevent any employees’ dissatisfaction. The theory pointed out that improving the environment in which the job is performed motivates employees to perform better.

 Herzberg’s theory concentrates on the importance of internal job factors as motivating forces for employees. He wanted to create the opportunity for employees to take part in planning, performing and evaluating their work (Schultz et al., 2010). The content of the theory has been widely accepted as relevant in motivating employees to give their best in organizations. Further research has proved that the employee is more motivated by intrinsic factors as captured by Herzberg’s motivator needs than anything else. There are however other schools of thought that share a different opinion from Herzberg’s. One such scholar is King (2005) who sought to eradicate and evaluate five distinct versions of the Two Factor theory. He concluded that two versions are invalid as they are not supported by any empirical studies. However, the two factor theory can be said to be a truly outstanding specimen 7 for it to last a long period of time without disapproval. It has been a great influence on the body knowledge about workplace motivation and performance. It has generated a great amount of further research by many scholars. It draws its thought from Maslow’s famous hierarchy of needs theory and human behaviour. However due to changes in organizational environment and the advancement in technology, it is necessary to develop new methods of analysis. This will provide new ways of conducting research and revaluating the results of existing findings. 2.2.2 Affective Events Theory The theory was advanced by Howard M. Weiss and Russel Cropanzano in 1996 (Phua, 2012). 

The Affective Events Theory 

explains the link between employees’ internal influences and their reactions to incidents that occur in their work environment that affect their performance, organizational commitment and job satisfaction. It proposes that positive-inducing as well as negative emotional incidents at work have significant psychological impact on employees’ job satisfaction. The impact results into lasting reactions exhibited through job satisfaction, organizational commitment and job performance. According to Ashton-James and Ashkanasy (2005) research to date has supported the central tenets of AET that workplace events trigger affective responses in employees and that these affective responses influence workplace cognition and behavior. They assert that AET is both empirically and theoretically, restricted to events that are internal to the organization. The theory also considers how specific events at work other than job characteristics lead to specific emotional and behavioral responses (Briner, 2000). He posits that these events or things that actually happen at work affect the well-being of employees thus affecting their performance.

Goal-Setting Theory
The goal-setting theory had been proposed by Edwin Locke in the year 1968. This theory suggests that the individual goals established by an employee play an important role in motivating him for superior productivity. Skills required include the ability to engage employees in mutual goal setting clarify role expectations and provide regular performance feedback. Time and energy will also need to be given to providing relevant performance incentives, managing processes, providing adequate resources and workplace training.It also advice that in order to drive the organization to peak performance managers and supervisors must put out front the human face of their organization. Principle here is the human-to-human interaction through providing individualized support and encouragement to each and every employee (Salaman etal2005) .Employee productivity is a major multidimensional construct aimed to achieve results and has a strong link with planned goals of an organization (Abbas and Yaqoob, 2009). Productivity is the key multi character factor intended to attain outcomes which has a major connection with planned objectives of the organization (Sabir et al. 2012). Employees ‘goals achievement in this theory is by creating of work environment attractive, comfortable, satisfactory and motivating to employees so as to give them a sense of pride and purpose in what they do. How working environment is designed and occupied affects not only how people feel, but also their work productivity, commitment to their employer, and the creation of new knowledge in the organization (Taiwo, 2009).
Expectancy Theory
The most widely accepted explanations of motivation have been propounded by Victor Vroom. His theory is commonly known as expectancy theory. The theory argues that the strength of a tendency to act in a specific way depends on the strength of an expectation that the act will be followed by a given outcome and on the attractiveness of that outcome to the individual to make this simple. Expectancy theory says that an employee can be motivated to perform better when there is a belief that the better productivity will lead to good productivity appraisal and shall result into realization of personal goal in form of some reward future events. The theory focuses on three things efforts and performance relationship, performance and reward relationship, rewards and personal goal relationship (Salaman et al, 2005). This theory is based on the hypothesis that individuals adjust their behavior in the organization on the basis of anticipated satisfaction of valued goals set by them. In order for employees to perform in this theory is by making sure each employee's workplace goals and values are aligned with the organization's mission and vision is important for creating and maintaining a high level of motivation. That can lead to higher productivity, improve employee performance, reduce the chances of low employee morale, encourage teamwork and instill a positive attitude during challenging times (Salaman et al, 2005).
Maslow’s Hierarchy Of Needs Theory
Abraham Maslow defined need as a physiological or psychological deficiency that a person feels the compulsion to satisfy. This need can create tensions that can influence a person's work attitudes and behaviors. Maslow formed a theory based on his definition of need that proposes that humans are motivated by multiple needs and that these needs exist in a hierarchical order. His premise is that only unsatisfied need can influence behavior; a satisfied need is not a motivator (Ramlall, 2004).
2.3
EMPIRICAL FRAMEWORK

Duyile and Adurotini (2022) examines New Ways of Working for increasing employee and organizational effectiveness. Facility management (FM) aligns by aiming for higher levels of employee satisfaction and cost savings with introducing the shared features and facilities of activity based working (ABW). However, lack of proof of desired advantages of NewWoW is feeding a more reserved attitude towards NewWoW. Previous studies on employee satisfaction have used either single case studies or focus on one country. Also, many studies do not distinguish clearly between features and facilities. This study aims to identify differences between traditional and ABW environments in supporting workplace satisfaction. Questionnaires amongst 47,913 office employees, mainly in Western European organizations, provided answers on 31 workplace features, fifteen facilities and employee satisfaction in the period 2010-2014. Respondents were split in two groups: ABW environments versus traditional work environments. Factor analyses identified ten components of the work environment that influence satisfaction. Independent samples t-tests were used to identify significant differences between both groups on their satisfaction with the work environment factors. Besides ‘ICT & equipment’, all factors showed significant differences in satisfaction between both groups. NewWoW employees are more satisfied with seclusion rooms, climate, décor, cleanliness and leisure. The traditional work environments show higher levels of satisfaction with desk/chair, privacy, storage and general facilities. These results provide FM with insight how to increase satisfaction in both types of offices.
CHAPTER THREE

RESEARCH METHODOLOGY

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 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
POPULATION OF THE STUDY


According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

This study was carried out on workplace management and employees productivity in the manufacturing sector in Lagos state using Dangote sugar refinery  as a case study.  Staff of Dangote form the population of the study.
3.3
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.4
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE

According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of Staff of Dangote, the researcher conveniently selected 80 out of the overall population as the sample size for this study. 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 
RESEARCH INSTRUMENT AND ADMINISTRATION

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 enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.6
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications. The reason for using both primary and secondary source of data is, so that the researcher will have concrete and more valid answers to the research questions

3.7
METHOD OF DATA ANALYSIS
The responses were analyzed using the frequency percentage tables, which provided answers to the research questions. The hypothesis was tested using the chi- square correlation statistical tool Spss 23

3.8
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.9
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.10
ETHICAL CONSIDERATION

The study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.

CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of eighty (80) questionnaires were administered to respondents of which only seventy-seven (77) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 77 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.1: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	42
	54.5%

	Female
	35
	45.5%

	Age
	
	

	20-25
	15
	19.5%

	25-30
	19
	24.7%

	31-40
	23
	29.9%

	40+
	20
	25.9%

	Marital Status
	
	

	Single 
	10
	12.9%

	Married
	64
	83.1%

	Separated
	0
	0%

	Widowed
	3
	3.9%

	Education Level
	
	g

	WAEC
	17
	22%

	BS.c
	35
	45.45%

	MS.c
	25
	32.46%

	MBA
	00
	0%


Source: Field Survey, 2022

Question 1: To what extent does performance appraisal affect employee productivity of selected manufacturing firms in Lagos State?

Table 4.2: Responses on question 1

	Options
	Frequency
	Percentage

	High 
	38
	49

	Low 
	10
	13

	Undecided
	29
	38

	Total
	77
	100


Field Survey, 2022
From the responses obtained as expressed in the table above, 49% of the respondents said high, 13% said low, while 38% were undecided. 
Question 2:   Does feedback affects employee productivity of selected manufacturing firms in Lagos State? 

Table 4.3: Respondent on question 2
	Options
	Frequency
	Percentage

	Yes 
	35
	45

	No
	15
	19.4

	Undecided
	27
	35.6

	Total
	77
	100


Field Survey, 2022

From the responses obtained as expressed in the table above, 45% of the respondents said yes, 20% said no, while 35% were undecided.
Research Question 3:  Does training affect employee productivity of selected manufacturing firms in Lagos State?

Table 4.4: Responses on question 3
	Options
	Frequency
	Percentage

	Yes
	44
	57.1

	No
	13
	16.88

	Undecided
	20
	25.97

	Total
	77
	100


Field Survey, 2022

From the responses obtained as expressed in the table above, 57% said yes, 17% said no, while the remaining 26% were undecided.

Question 4: What is the effect of compensation on employee productivity of selected manufacturing firms in Lagos State?

Table 4.4: Respondent on question 4
	Options
	Yes
	No
	Undecided
	Total %

	Induce productivity
	77

100%
	00

%
	00

%
	77

100%

	Organizational loyalty
	77

100%
	00

%
	00

%
	77

100%

	offer more leverage and potential to help employees focus
	77

100%
	00

%
	00

%
	77

100%


Field Survey, 2022
From the responses derived in the above table, 100% of  the respondent said Yes. There was no record for no and undecided.
4.3
TEST OF HYPOTHESIS

H01: Performance Appraisal has no significant effect on employee productivity of selected manufacturing firms in Lagos State.

H02: Feedback has no significant effect on employee productivity of selected manufacturing firms in Lagos State.

Table 4.7: Performance Appraisal has no significant effect on employee productivity of selected manufacturing firms in Lagos State.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	38
	25.6
	12.4
	153.8
	6.0

	No
	10
	25.6
	-15.6
	243.4
	9.5

	Undecided
	29
	25.6
	3.4
	11.7
	0.5

	Total
	77
	77
	
	
	16.0


Source: Extract from Contingency Table
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 = 2

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

Findings

The calculated X2 = 16.0 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 16.0 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Performance Appraisal has no significant effect on employee productivity of selected manufacturing firms in Lagos State  is accepted.

Table 4.8: Feedback has no significant effect on employee productivity of selected manufacturing firms in Lagos State.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	35
	25.6
	9.4
	88.36
	3.43

	No
	15
	25.6
	-10.6
	112.36
	4.38

	Undecided
	25
	25.6
	0.6
	0.36
	0.01

	Total
	77
	77
	
	
	7.82


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 = 7.82 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 7.82  is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Feedback has no significant effect on employee productivity of selected manufacturing firms in Lagos State is accepted.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
SUMMARY

In this study, our focus was on the workplace management and employees productivity in the manufacturing sector in Lagos State . The study specifically was aimed at highlighting the effect of performance appraisal on employee productivity of manufacturing firms in Lagos State, evaluate the effect of feedback on employee productivity of selected manufacturing firms in Lagos State, investigate the effect of training on employee productivity of selected manufacturing firms in Lagos State and ascertain the effect of compensation on employee productivity of selected manufacturing firms in Lagos State. A total of 77 responses were validated from the enrolled participants where all respondent are drawn from students from federal college of education.

5.2
CONCLUSION

Based on the finding of this study, the following conclusions were made:

1.To a high extent performance appraisal affect employee productivity of selected manufacturing firms in Lagos State

2.Feedback affects employee productivity of selected manufacturing firms in Lagos State

3. Training affect employee productivity of selected manufacturing firms in Lagos State

4. The effect of compensation on employee productivity of selected manufacturing firms in Lagos State is Induce productivity, 

Organizational loyalty and offer more leverage and potential to help employees focus

5.3
RECOMMENDATION

Based on the responses obtained, the researcher proffers the following recommendations:

Management should try as much as possible to build a work environment that attracts, retain and motivate its employees so that to help them work comfortable and increase organization productivity.
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QUESTIONNAIRE

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

SECTION A

PERSONAL INFORMATION
Gender

Male ( )

Female ( )

Age

20-25( )

25-30( )

30-40( )

40+ ( )

Marital status

Single  (   )
Married  (   )
Widow  (   )
Separated  (   )
Education Level

WAEC (   )

BS.c(   )

MS.c(   )

PH.d(   )
Section B
 To what extent does performance appraisal affect employee productivity of selected manufacturing firms in Lagos State?

	Options
	Please tick

	High 
	

	Low 
	

	Undecided
	


 Does feedback affects employee productivity of selected manufacturing firms in Lagos State? 

	Options
	Please tick

	Yes 
	

	No
	

	Undecided
	


Does training affect employee productivity of selected manufacturing firms in Lagos State?

	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


What is the effect of compensation on employee productivity of selected manufacturing firms in Lagos State?

	Options
	Yes
	No
	Undecided

	Induce productivity
	
	
	

	Organizational loyalty
	
	
	

	offer more leverage and potential to help employees focus
	
	
	




