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ANALYSIS OF FACTORS INFLUENCING EMPLOYEES’ PRODUCTIVITY, IN RELATION TO WORKPLACE ENVIRONMENT
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ABSTRACT

Many enterprises limit their productivity enhancement of employees to the acquisition of skills. However, about 80% of productivity problems reside in the work
environment of organizations. The work environment has effect on the performance of employees. The type of work environment in which employees operate
determines the way in which such enterprises prosper. The objective of the study is to analyze the impact of work environment on future worker’s productivity.
Investigation revealed that factors in both the external and internal work environment as well as employment policies as they currently obtain are unfavorable to
the enhancement of labour productivity. It is therefore imperative for organisations to explore ways of improving and updating infrastructural facilities in order to
make work environment more conducive for enhancement of labour productivity. Similarly, job and organizationally related factors and employment policies
must be looked into by the respective employers for possible reviews so as to make them more favourable and thereby challenge workers to be more productive.
Primary data were used for this study that was generated through structured questionnaires with close ended questions. T-test was used to test the research
hypotheses. The respondents were randomly chosen from four selected Automobile Industry. The results of T-test indicate that employee productivity problems
are within the work environment. Conducive work environment stimulates creativity of workers. Improvement in work environment and bad working conditions
contribute to low productivity of employees.

KEYWORDS

Workers, productivity, infrastructural facilities, environment, employment policies.

INTRODUCTION
ndia is a rapidly growing economy in the world. The major contribution to the Indian economy comes from Automobile Industry. Automobile Industry in
India has witnessed a tremendous growth in recent years and is all set to carry on the momentum in the foreseeable future. Indian automobile industry
has come a long way since the first car ran on the streets of Bombay in 1898. Today, automobile sector in India is one of the key sectors of the economy in
terms of the employment. Directly and indirectly it employs more than 13 million people and if we add the number of people employed in the auto-component
and auto ancillary industry then the number goes even higher.
In the initial years after independence Indian automobile industry was plagued by unfavourable government policies. All it had to offer in the passenger car
segment was a 1940s Morris model called the Ambassador and a 1960s Suzuki-derived model called the Maruti 800. The automobile sector in India underwent a
metamorphosis as a result of the liberalization policies initiated in the 1991. Measures such as relaxation of the foreign exchange and equity regulations,
reduction of tariffs on imports, and refining the banking policies played a vital role in turning around the Indian automobile industry. Until the mid 1990s, the
Indian auto sector consisted of just a handful of local companies. However, after the sector opened to foreign direct investment in 1996, global majors moved in.
Automobile industry in India also received an unintended boost from stringent government auto emission regulations over the past few years. This ensured that
vehicles produced in India conformed to the standards of the developed world.
Indian automobile industry has matured in last few years and offers differentiated products for different segments of the society. It is currently making inroads
into the rural middle class market after its inroads into the urban markets and rural rich. In the recent years Indian automobile sector has witnessed a slew of
investments. India is on every major global automobile player's radar. Indian automobile industry is also fast becoming an outsourcing hub for automobile
companies worldwide, as indicated by the zooming automobile exports from the country. Today, Hyundai, Honda, Toyota, GM, Ford and Mitsubishi have set up
their manufacturing bases in India. Due to rapid economic growth and higher disposable income it is believed that the success story of the Indian automobile
industry is not going to end soon. Consequently, in view of the critical significance of the sector to the nation’s economy, and its capacity to generate far-
reaching multiplier economic benefits, the grooming of vastly skilled indigenous manpower to participate keenly in the activities of the sector to redress the
foreign dominance becomes a desideratum. The rapid development of an indigenous technical workforce has become more compelling than ever before against
the background of projected imminent injection of massive investment in the sector.
The performance of a corporate organization, which determines its survival and growth, depends to a large extent on the productivity of its workforce. Infact,
the wealth of the nation as well as socio-economic well being of its people depends on the effectiveness and efficiency of its various subcomponents. Labour is
generally regarded as the most dynamic of all the factors that are employed for the creation of wealth, having the potential to energize and serve as catalyst to
all the other resources. Productivity is thus of fundamental importance to the individual worker of whatever status, to the organization whether commercial or
not and to the national economy at large and accordingly therefore, to the upliftment of the welfare of the citizen and the reduction if not total eradication of
mass poverty. Since then, the concern for productivity especially in this sector has increased with intensity, culminating to the establishment of the national
productivity center under the Ministry of Employment, Labour and Productivity. The major challenges to these Automobile companies are to stimulate
productivity consciousness among workers and to develop and supply the right technical solutions to productivity problems across the sector
Productivity in an organization can, in principle, be influenced by a wide range of internal and external variables, which may be categorized as:
1. General factors: Among which are climate, geographic distribution of raw materials, fiscal and credit policies, adequacy of public utilities and infrastructural
facilities, etc.
2. Organizational and Technical factors: Namely, the degree of integration, percentage of capacity, size and stability of production, etc.
3. Human factors: Which include labour- management relations, social and psychological conditions of work, wage incentives, physical fatigue, trade union
practices, etc.
Although attempts have been made in the past to tackle this problem of low productivity which has been a long standing concern in Indian companies, the
problem remained more or less unabated. It is not in doubt that India is richly and extra-ordinarily endowed with all the three basic principal factors needed for
enhancement of productivity, namely, capital, human and mineral resources, it has been unable to take advantage of these factors to obtain at least a
corresponding level of outputs consequent to which the country, several years since it attained political independence, is yet poverty ridden. The basis of a
developing economy and associated standard of living, according to Yesufu (2000) is rising efficiency, which is implied by productivity. It thus becomes pertinent
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to ascertain the extent to which the organizational environment accounts for the rather low productivity of the Indian workers. Consequently, this research has
attempted to provide answers to the following key questions:

1. What are the possible effects of some identified factors in the external work environment on workers’ productivity?

2. To what extent are factors in the internal work environment perceived as having adverse effects on productivity?

3. How important are some specifically named facilities in the work environment to enhancing workers’ productivity?

4. To what extent do factors in the worker’s place of residence have effect on his productivity?

Brenner (2004) asserted that the ability of employees within an organization to share knowledge throughout the system depends on the conditions of their work
environment. However, the survey revealed that corporate executives from various companies disclosed that many organizations do not fully leverage their
physical work environment to enable increase collaboration, innovation and improve work effectiveness. It is also observed that employees tend to be more
productive in a well-facilitated work environment. More so, the quality of comfort derivable from work environment determines the level of satisfaction and
productivity of workers. Workers productivity cannot be optimal, if the conditions of work environment are not favourable. Improved work environment will
enhance employee productivity. For example, standard health facilities will protect the life of the workers. In case of any hazard on the job they have some
assurance of some income. This assured income tends to minimize any inhibitory fears of the workers devoting themselves fully to their work. The performance
of a corporate organization, which determines its survival and growth, depends to a large extent on the productivity of its workforce. Infact, the wealth of a
nation as well as socioeconomic well being of its people depends on the effectiveness and efficiency of its various sub-components. Labour is generally regarded
as the most dynamic of all the factors that are employed for the creation of wealth, having the potential to energies and serve as catalyst to the other resources.
Productivity is thus of fundamental importance to the individual worker of what ever status, to the organization whether commercial or not and to the national
economy at large and accordingly therefore, to the upliftment of the welfare of the citizen and the reduction if not total eradication of mass poverty.
Productivity implies reaching the highest level of performance with the least expenditure of resources. The foregoing are in consonance with the common
approach to productivity which according to Adamu (1991), is a type of relation between output and input. The relations as Adamu states further, compares
outputs with one or more inputs, often factors inputs like labour and capital to define some meaningful measures like:

1. The work environment as to be safe and healthy that is, no hazards and no undue risks.

2. The opportunity to use talents effectively to acquire new skills and knowledge for advancement must be ever present.

3. The employees at all levels have occasions to develop their capabilities through problem solving and planning.

4. The social climate of the organization is free from prejudice and rigid classifications.

5. The job does not take excess time and energy from other aspects of life.

The theme of this research lies on the fact that both management and workers of enterprises are less considerate of work environment as having a great
influence on productivity of workers as resulting from workers’ negative attitude to work while the workers’ view of low productivity may stem from poor pay
system, absence of fringe benefits, inappropriate leadership style, wrong job location, unfavorable organizational change etc.

Consequently, the issue arises as to which type of work environment be maintained by an enterprise in order to enhance workers productivity. The research will
centre on work environment and its influence on workers productivity. Conducive work environment eradicates the problem of psychological pains of the
workers, stress, ill health of workers etc.

The objective of the research is to analyze the impact of workers environment on workers’ productivity with a view to evaluating the existing physical work
environment and to identify the type of work environment that will improve workers productivity.

REVIEW OF LITERATURE

Declining productivity in India has become a persistent concern of economic and business analysts over the past few years and as the decline continues so does
the search for solutions (Bowman, 1994; Burnstein and Fisk, 2003; Balk, 2003). Dozens of organizations have attempted to solve their productivity problems by
application of various innovative management techniques (Balas, 2004). Some private sector agencies have implemented incentive programs in order to
influence and increase productivity.

In the literature, it is posited that the industrial revolution and the movement away from agrarian society was the pivotal point in history that instigated the
concern with workers output (Kartzell and Yanalorich, 2000). The major schools of thought, namely, Fredrick W. Taylor and the Human Relations Movement
have impinged on productivity since the mid-nineteenth century. Among a number of factors that were since that time believed to have some influence on
productivity are (a) the growth of organized labour unions, (b) technological advancement and (c) the changing role of government. For instance, government
was assumed to have some influence on productivity, albeit often indirect through labour legislation, consumer protection regulations and even tax regulations,
which may redirect the way in which factors of production are allocated.

The need to provide a safe work environment for employees has had a long history in human resource management. In Beer (1994) model of human resource
management, it is acknowledged that work systems cannot only affect commitment, competence, cost effectiveness and congruence but also have long term
consequence for workers’ well being, there is some evidence to indicate that work systems designs may have effects on physical health, mental health and
longevity of life itself. Conducive work environment ensures the wellbeing of employees which invariably will enable them exert themselves to their roles with
all vigour that may translate to higher productivity (Akinyele, 2007). Longman dictionary of contemporary English (2003) defines work environment as “ all the
situation, events, people etc that influence the way in which people live or work” while “ work” is defined as “ a job you are paid to do or an activity that you do
regularly to earn money”. Accordingly, Kohun (1992), defines work environment as “an entirely” which comprises the totality of forces, actions and other
influential factors that are currently and, or potentially contending with the employee’s activities and performance. Work environment is the sum of the
interrelationship that exists within the employees and between the employees and the environment in which the employees work. Brenner (2004) was of the
opinion that “the ability to share knowledge throughout organizations depends on how the work environment is designed to enable organizations to utilize work
environment as if it were an asset. This helps organizations to improve effectiveness and allow employees to benefit from collective knowledge”. In addition,
Brenner (2004) argued that work environment designed to suit employee’s satisfaction and free flow of exchange of ideas is a better medium of motivating
employees towards higher productivity. Work environment when appropriately designed, motivates employees toward higher productivity. To attain the
objective, management of any organization must identify those factors both in employment situation and in the psychology of the workers that best motivated
them and to see to the provision of such factors in order to boost productivity. The work environment according to Opperman (2002) is a composite of three
major sub environments viz: the technical environment, the human environment and the organizational environment. Technical environment refers to tools,
equipment, technological infrastructure and other physical or technical elements. This environment creates elements that enable employees perform their
respective responsibilities and activities. The human environment refers to peers, others with whom employees relates, team and work groups, interactional
issues, the leadership and management. Human environment is designed in such a manner that encourages informal interaction in the work place so that the
opportunity to share knowledge and exchange ideas could be enhanced. This is a basis to attain maximum productivity. Organizational environment include,
systems, procedures, practices, values and philosophies. Management has control over organizational environment. For instance, measurement system where
people are rewarded on quantity hence workers will have little interest in helping those workers who are trying to improve quality. Issues of organizational
environment influence employee’s’ productivity.

There are two types of work environment according to Kyko (2005), which are conducive and toxic work environments. Conducive work environment gives
pleasurable experience to employees and enable them to actualize their abilities and behavior. This type of environment also reinforces self-actualizing
behaviours.

For instance, an irresponsible employee can change into a responsible employee in conducive work environment. Toxic work environment gives unpleasant
experiences and at the same time, deactualize employees’ behavior. This environment reinforces low self-actualizing behaviours and it leads to the development
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of negative traits of the employees’ behavior. In toxic work environment, responsible and sensible employee can change into irrational and irresponsible
employee as a survival strategy.

Kyko (2005) identified six factors which contribute to a toxic work environment hence contributing to low productivity of workers. The factors are: opaque
management, biased boss, company’s policies, working conditions, interpersonal relationship and pay. Mali (1978) sees productivity as “the measure of how
resources are brought together in organizations and utilized for accomplishing a set of results. Productivity is reaching the highest level of performance with
least expenditure of resources. The term employee productivity is commonly used to refer to the volume of goods and services produced or rendered per
employee within some specific unit of time (year, month, week, day or hour). Productivity is seen as the power of employees, that is, ability of employee to
turnout used values (goods and services) which can be normal at a given state, technique and organization (Lambert, 2000; Nwachukwu, 1987).

Lambert (2005) was able to show in his findings that” it is the number of management functions in the work environment which appear to have been the key
factor inhibiting higher productivity”. Accordingly, he identified the management functions as: provision of adequate fringe benefits, supervision, work method
and organization. Nwachukwu (1987) also identified, supervision, subordinates, the environment and outcome as the major variables that influence productivity.
According to Cecunc (2004), productivity is referred to as “an index expressed as the ratio of output over input (Weihrich and Koontz, 1994; Bedejan, 1987).
Lambert (2005) opines that “labour productivity is rarely measured directly but inferred from changes in employees’ attitude and behaviour such as
organizational commitment, organizational citizenship behaviour and job satisfaction”. Work environment includes some factors, which either contributes
positively or negatively to achieving maximum employee productivity (Elywood, 1999). We cannot measure the effectiveness of a job design without the
knowledge of the working environment in which the design is place it is part of total picture. The factors which either contributes positively or negatively to
employee productivity are: temperature, humidity and air flow, noise, lighting, employee personal aspects, contaminants and hazards in the working
environment, types of subenvironment.

Brenner (2004) in a work place index survey conducted for steel case itemized what employees want and perceived to help their productivity in the work
environment as better lighting, more elbob room, creative methods for assessing space, personalization, more impromptu meeting for work well done and
involvement in the decision that impact their day to day lives at work. An organization that want to ensure employee productivity improvements will exploit
those tools used for managing the work environment in which such employees work. An effective work environment management entails making work
environment attractive, creative, comfortable, satisfactory and motivating to employees so as to give employees a sense of pride and purpose in what they do.
The following are some of the tools used to manage work environment to improve productivity. Noise control, contaminants and hazard control, enhancing
friendly and encouraging human environment, job fit, rewards, feedback, work environment modeling, creating qualitative work life concepts and making
physical working conditions favourable (Cecunc, 2004; Opperman, 2002; Elywood, 1999). Brenner (2004) argued for modeling of work environment to improve
employees’ productivity calls for management responsibilities of holding everything together, improving motivation and creating commitment in the work
environment. He postulated the PRIDE model, which managers can use in order to be successful in modeling the work environment. Providing a work
environment that simultaneously achieves company goals and employees’ goal involves motivating such work environment with quality of work life. This
involves giving employees opportunity for their personal growth, achievement, responsibility, recognition and reward so as to get high quality productivity from
employees (Cecunc, 2004). According to Yesufu (1984), the nature of the physical condition under which employees work is important to output. Offices and
factories that are too hot and ill ventilated are debilitating to effort. There should be enough supply of good protective clothing, drinking water, rest rooms,
toilets, first aids facilities etc. Both management and employees should be safety conscious at all times and minimum of requirement of the factories act must
be respected.

This push for more productivity from public sector agencies is not a new phenomenon. These factors may be important; yet, believing that the attitudes and
management styles of mid-level managers are what really influence employee productivity. One of the primary tasks of the managers is to motivate people in
the organization to perform at high levels (Steers and Porter, 2000; Caldwell, 2001; Christesen, 2002). It is generally agreed that the more accurately managers
can answer the question of what motivates their employees, the more effective they will be at maximizing productivity, enhancing productivity, enhancing
performance and advancing the notion of organizational accountability (Chernis and Kane, 2004). There have actually been a number of public sectors
productivity movements. The beginning of the last century was characterized by an important productivity interest that diminished as the Second World War
approached. This movement towards a more productive public sector can be categorized into four periods: Government by the efficient (1900 - 1940),
government by administrators (1940 - 1970), government by the managers (1970 - 1980) and government by the private sector (1980 - 1990) (Public
productivity and management review, 1990).

METHODOLOGY

Four hypotheses were postulated for this study and are as follows:

H1: Bad work environment can contribute to low productivity of employees.

H2: Improvement in work environment can lead to higher productivity of employees.

H3: Conducive work environment stimulates creativity of employees.

H4: Employee productivity problems are within the work environment.

The data used for the study were primary data generated through structured questionnaires. The questions in the questionnaires were closed ended questions.
The response format employed a 4 point Likert scale. 85 were administered to four different Automobile industries in India. The industries include Maruti Udyog
Ltd, Bajaj Auto Itd, Hyundai Motors, and Hero Honda Itd. 62 questionnaires were filled and returned. The breakdowns of the returned questionnaire are; Maruti
Udyog 18 questionnaires were returned. Bajaj Auto 16 questionnaires were returned and Hyundai Motors 15 questionnaires were returned and Hero Honda 13
questionnaires were returned. The organizations and the staff respondent was randomly chosen. Frequencies were used to examine the pattern of response to
each variable under investigation. t- Test was used to test the formulated hypothesis.

ANALYSIS AND DISCUSSION

The returned questionnaires were 62 and the percentage is 73% which is high enough to enable valid analysis.

TABLE 1: NATURE OF WORK ENVIRONMENT

Variables No. of Respondents(F) | Percentage (%)
Very conducive and comfortable | 13 20.96
Conducive 4 6.45

Fairly conducive 18 29.03

Poor 21 33.87

Very Poor 6 9.67

TOTAL 62 100.00

From the returned questionnaires respondents described their work environment differently as shown in Table 1. As shown in Table 1, 20.96% of the
respondents were of the view that their work environment is very conducive and comfortable. This means that this group of respondents experiences all the
conveniences of work environment, which enhance their productivity. 6.45% of the respondents were of the opinion that their work environment is conducive,
29.03% of the respondents were of the view that their work environment is fairly conducive. The sum of the respondents for poor and very poor work
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environment is 43.54%. These categories of respondents perceive their work environment as being poor as to enhance their productivity. The experience of the
respondents about their work environment varies from excitement to unhappiness as shown in Table 2.

TABLE 2: EXPERIENCE ABOUT WORK ENVIRONMENT

Variables No of Respondents | Percentage (%)
Excitement and motivation 23 37.09

Stress and tiredness 26 41.93
Boredom, demonstration and unhappiness | 5 8.06

Band C 8 12.9

All of the above 0 0

TOTAL 62 100.00

Table 2, revealed that 37.1% of the respondents experience Excitement and motivation in their work environment while 62.89% of the respondents express
stress, tiredness, boredom, de motivation and unhappiness. This percentage is the summation of respondents other than those who experience excitement,
liveliness and motivation. This is high enough to call for improvement in the work environment. This response rate might not be unconnected with the peculiar
nature of the oil and gas industry. The responses of the respondents on the factors that can improve their productivity were as shown in Table 3.

TABLE 3: FACTORS TO IMPROVE PRODUCTIVITY

Variables Respondents | Percentage (%)
High wages 26 41.93
Improved Environment 18 29.03
Compact supervision 2 3.22

Training and Development | 14 22.58

None of the above 2 3.22

TOTAL 62 100.00

From Table 3, 41.93% of the respondents require high wages to improve their productivity. 29.03% of the respondents need improved work environment to
improve their productivity. 3.22% indicated compact supervision to improve their productivity and 22.58% of the respondents indicated regular training and
development as a basis to improve their productivity. 3.22% of the respondents did not know how to improve their productivity.

The first hypothesis of the study was stated thus: Bad working conditions contribute to low productivity of employees. T-test analysis of the hypothesis is shown
in Table 4.

TABLE 4: T- TEST FOR HYPOTHESIS 1

Variable Frequency | X | FX X-X X-X2

Strongly Agree | 29 4 | 116 | -11.25 | 126.563
Agree 22 3 | 66 -12.25 | 150.063
Disagree 9 2 | 18 -13.25 | 175.563
Uncertain 2 1|2 -14.25 | 203.063
TOTAL 62 202 665.252

Using 95% significance level, the result of T-calculated was 3.62 and T-Tabulated at 60 degrees of freedom is 2.00. Since T- calculated is greater than T-tabulated,
we accept the null hypothesis and reject the alternative hypothesis. Thus, it is concluded that bad work conditions contributes to low productivity of employees.
From the results of T-test analysis using the values in Table 5, T- calculated was 3.61 and T-tabulated at 60 degree freedom is 2.00. Since T- calculated is greater
than T-tabulated, we accept the null hypothesis and reject the alternative hypothesis. Thus, it is concluded that improvement in work environment can lead to
higher productivity of employees.

From the T-test analysis using the values in Table 6, the result of T-calculated was 3.63 and T-tabulated at 60 degrees of freedom is 2.00. Since T-calculated is
greater than T-tabulated, we accept the null hypothesis and reject the alternative hypothesis. Thus, it is concluded that conducive work environment stimulates
creativity of employees.

Using 95% significance level, the result of T-calculates was 3.73 and the degree of freedom is 60. T-tabulated is 2.00. Since T-calculated is greater than T-
tabulated, we accept the null hypothesis and reject the alternative hypothesis. Thus, it is concluded that employee productivity problems are within the work
environment

TABLE 5: T- TEST FOR HYPOTHESIS 2

Variable Frequency | X | FX X-X X-X2

Strongly Agree | 32 4 | 124 | 11.25 | 126.563
Agree 20 3 | 60 12.25 | 150.063
Disagree 4 2|8 13.25 | 175.563
Uncertain 6 1|6 14.25 | 203.063
TOTAL 62 202 665.252

TABLE 6: T- TEST FOR HYPOTHESIS 3
Variable Frequency | X | FX X-X X-X2

Strongly Agree | 25 4 | 100 | -11.25 | 126.563
Agree 31 3193 -12.25 | 150.063
Disagree 4 2|8 -13.25 | 175.563
Uncertain 2 112 -14.25 | 203.063
TOTAL 62 203 665.252

TABLE 7: T- TEST FOR HYPOTHESIS 4
Variable Frequency | X | FX X-X X-X2

Strongly Agree | 21 4 | 84 -11.25 | 126.563
Agree 22 3 | 66 -12.25 | 150.063
Disagree 13 2 | 26 -13.25 | 175.563
Uncertain 6 1|6 -14.25 | 203.063
TOTAL 62 178 665.252

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in

123



VoLuME No: 2 (2011), I ssue No. 5 (MAY) I SSN 0976-2183

FINDINGS

1. The basic factors in the external work environment particularly the inadequate supply of some infrastructural facilities have imbedded the productivity of the
workforce.

2. Factors in the internal work environment particularly, the job related pressures also have their negative effect on labour productivity. Coupled with these are
the human factors, namely, the worker’s relationship with management and, or co-workers, the level of fringe benefits particularly the non-cash benefits, as well
as factors associated with the workers’ place of residents.

3. A number of physical facilities and psychological factors that are considered pertinent for enhancing productivity are currently labour expectation.

4. A number of related/job employment policies such as job orientation for new staff, opportunity for staff training and development, promotion, job security
etc are presently perceived as unfavorable to workers and therefore have negative impact for productivity.

CONCLUSION

This research has provided an insight into the influence of work environment on workers productivity. The finding indicates that 33.87% of the respondents were
of the opinion that work environment is poor as to enhance their productivity. 70.96% of the respondents were of the opinion that high wages, conducive and
improved work environment are the factors that can lead to improvement in workers’ productivity and 3.22% of the respondents did not know how to improve
their productivity. 62.89% of the respondents experience stress, tiredness, pains, boredom, demotivation and unhappiness. This percentage is high and
improvement in their work environment recommended enhancing workers productivity. The result of T-test analysis indicated that employee productivity
problems are within the environment. All efforts targeted toward alleviating employee productivity problems should be directed at the work environment.
Conducive work environment stimulates creativity of employees that may lead to better methods that would enhance productivity. It is also concluded based on
the T—test results that improvement in work environment can lead to higher productivity of employees and bad working conditions contribute to low
productivity of employees.

RECOMMENDATION AND IMPLICATION

Increases in productivity also can influence society more broadly, by improving living standards and creating income. They are central to the process generating
economic growth and capital accumulation.

Corporate organizations that must survive and grow particularly in a competitive business environment must ensure that appropriate environment for increased
work performances are created. There are strong indications that a lot need to be done by employers to provide a suitable work environment such as would
meet employees’ expectation, increase to stimulate job satisfaction and in effect enhance productivity of the work force. The findings of this research have
made it evident that:

1. Factors in the internal work environment particularly, the job related pressures also have their negative effect on labour productivity coupled with these are
the human actors, namely, the worker’s relationship with management and, or coworkers, the level of fringe benefits particularly the non cash benefits, as well
as factors associated with the workers’ safety and health.

2. A number of physical facilities and psychological factors that are considered pertinent for enhancing productivity are currently labour expectation.

3. The basic factors in the external work environment particularly the inadequate supply of an, or inefficient infrastructural facilities have imbedded the
productivity of the workforce. Domestic family related problems also play an important role in determining productivity of workers.

4. A number of job related/ job employment policies such as job orientation for new staff, opportunity for staff training and development, promotion etc are
perceived as unfavourable to workers and therefore have negative impact on productivity. It is therefore imperative for the organisations to take stock of factors
in the external work environment particularly the safety, health of workers, infrastructure, with a view to improving and or updating them.
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