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ABSTRACT

This study examined the multinational work envir@mnand employee productivity by examining if thengents
conducive work environment assists MNCs employeddomotivated at work and if the provision of irsftrauctural
facilities have a significant relationship on eny@e satisfaction that affect employee productivitiie data required for
this study was gotten through the instrument ofstjagenaire. One hundred and twenty four (124) copiequestionnaire
were administered out of which one hundred andethir (113) were retrieved for analysis. Three Hyps¢s were
formulated from the structured research questiBegiression and co relational analysis were useéstathe hypotheses
through the statistical package for Social Scien&RSS 18.0). The result showed that conducive veorkironment
assists MNCs employee to be motivated at work<R.546, at P < 0.05) and that provision of intinastural facilities
have a significant relationship on employee satigda (0.699, at P < 0.05). The study thereforeonemends among
others that that organization should see condumivéronment and infrastructural development as w @fehelping them
to continue being in businesses rather than satiag a means of luxury to achieve their desiresabse it has been

proven that infrastructural facility developmenslassisted in enhancing employee satisfaction.
KEYWORDS: Conducive Environment, Infrastructural Facilitiéntivation, Satisfaction
INTRODUCTION

Employee productivity is critical for a company’sevall performance, creating a Work environmentvimch
employees are productive is essential to increpsgfits in an organization, corporation or smalsimess. The concept of
productivity can be viewed from two perspectives; employees’ personal motivation and the work emrnent;
employees’ personal motivation refers to motivatioat is driven by an interest or enjoyment in ek itself, and exists
within the individual rather than relying on anytexal pleasure. This is called intrinsic motivatiand it is based on
taking pleasure in an activity rather than workiogiards an external reward and it has been obsénat@dmployees that
are motivated personally are more likely to engagtask willingly as well as work to improve theskills, which will
increase their capabilities and productivity, wadkienvironment according to Akintayo (2006) refersil the immediate
task and national environment where an organizadi@wn its inputs, processed it and returned thputinform of

product or services for public consumption.

The work environment is sometimes called the suppowvironment or the infrastructure. It is the work
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environment for both development and operationsraag include facilities, tools, communication sys$e procedures,
office equipment etc. It is of importance to kndvatta good or healthy work environment must take donsideration the
culture of the work place, which in turn refledie tattitudes and behaviors of its employees. Pinyidmployees with the
right acknowledgement and allowing tractability timeir agenda leads to increased feelings of corgral sense of

belonging in the work environment.

In Nigeria today, the state of workers is far frateal. Employees in the private companies (forefzaje good
offices and facilities, health care and wages, ibig not the same for most of the others espsgcidlé public sector.
Strikes and industrial actions are frequent in Nagearising from leadership struggles, ideologidifferences and
improved working conditions. Clement (2000) andn&p (2003) reported that worker’ perception of watself and
interpersonal relations of workplace tend to infloe their morale.

This study examines the comprehensive analysisdeetihe work environment and Workers’ productivityis
observed that workers tend to be more productiva imell facilitated work environment; the quality @omfort gotten
from the work environment influences the level &fity and productivity. Therefore workers canna productive if the

state of the work environment is not favorable aregptable.
+ Statement of Research Problem

The performance of an organization which determitesurvival and growth depends to a very largemxon
the productivity of its manpower. There are lotauohttended problems regarding workers’ produgtiiitorganizations
today. One of these problems is the inability tovite and secure a good and conducive work enviemrfor the
employees. This has been a serious issue in maaniaations in Nigeria today, due to that the thet organizations
expect increased productivity from employees beit the adequate incentive to drive that. The ermgstyperception of a
work environment is an environment with tranquilitey should feel safe and secure while workinghting, adequate
windows, air circulation, and privacy are othemedmts that constitute an adequate work environmemtkers are happier
and are likely to feel respected and appreciateenvthey have private, adequate workspace. Thelityati such work
environment to provide these decreases the mativaif employees in the organization; that is th#ingness to do
something, such organization finds themselves wiséd because the work environment doesn't prowdeugh

motivation to enhance the productivity of the waskthereby reducing organizational productivity.

Provision of infrastructural facilities in theseganizations by management, government or businessrs has
not been fully met. Infrastructural facilities che regarded as a building or place that providesracular service without
difficulty or a service that an organization orgeeof equipment offers. It is provided to ease wodd or task in the work
environment. Provision of plants and machineryrie way of adding liveability, hominess and imprake quality of air
in the workplace. When management or business @ng®r't provide adequate facilities, employeesdigpleased with
work and job satisfaction is reduced. This resedinehefore seeks to examine the effect of condusioek environment
an infrastructural facilities provision on an emydes’ job satisfaction.

Based on the above-mentioned objectives, the fallgvhypotheses were developed for the purpose isf th

research:
Ho1: There is no significant effect of conducive workvgonment on employee motivation.
Ho2: There is no significant relationship between infrastural facilities and employee satisfaction.
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LITERATURE REVIEW

Conceptual Framework
*  Overview of Work Environment

The environment is man’s immediate surrounding Witie manipulates for his existence. Wrongful malaifion
introduces hazards that make the environments eread impede the productivity rate of the workenefefore, the
workplace entails an environment in which the worerforms his work (Chapins, 1995) while an effectwvorkplace is
an environment where results can be achieved asctsgp by management (Mike, 2010; Shikdar, 2002)sieal
environment affect how employees in an organizaiigaract, perform tasks, and are led. Physicalireninent as an
aspect of the work environment have directly affddhe human sense and subtly changed interperistaedctions and
thus productivity. This is so because the charisties of a room or a place of meeting for a gréxaye consequences
regarding productivity and satisfaction level. Mwarkplace environment is the most critical factokeeping an employee
satisfied in today’'s business world. Today's wodqd is different, diverse, and constantly changifige typical
employer/employee relationship of old has beenedimmpside down. Workers are living in a growingremay and have
almost limitless job opportunities. This combinatiof factors has created an environment where tisnbss needs its

employees more than the employees need the bugBméth, 2011).

Longman dictionary of contemporary English (200&fimes work environment as “ all the situation, rege
people etc that influence the way in which peope or work” while “ work” is defined as “ a job yoare paid to do or an
activity that you do regularly to earn money”. Aodimgly, Kohun (1992), defines work environment“as entirely”
which comprises the totality of forces, actions afttker influential factors that are currently andpotentially contending
with the employee’s activities and performance. Menvironment is the sum of the inter relationsthigt exists within
the employees and between the employees and tlirmment in which the employees work. Brenner (2004s of the
opinion that “the ability to share knowledge thrbogt organizations depends on how the work enviemntris designed to
enable organizations to utilize work environmenifaswere an asset. This helps organizationanprove effectiveness
and allow employees to benefit from collective kiedge”. In addition, Brenner (2004) argued that kvenvironment
designed to suit employee’s satisfaction and flew bf exchange of ideas is a better medium of wadithig employees
towards higher productivity. Work environment wheppropriately designed, motivates employees towagher
productivity. To attain the objective, managemehtany organization must identify those factors bothemployment
situation and in the psychology of the workers tiegt motivated them and to see to the provisicsuoh factors in order
to boost productivity. The work environment accagdito Opperman (2002) is a composite of three majds
environments viz: the technical environment, thenhn environment and the organizational environm&ethnical
environment refers to tools, equipment, technolaginfrastructure and other physical or techniclEments. This
environment creates elements that enable emplgyedsrm their respective responsibilities and at#s. The human
environment refers to peers, others with whom epg#s relates, team and work groups, interactiossliels, the
leadership and management. Human environment igrabsin such a manner that encourages informatantion in the
work place so that the opportunity to share knogdednd exchange ideas could be enhanced. Thidasia to attain
maximum productivity. Organizational environmentlirde, systems, procedures, practices, values aildspphies.

Management has control over organizational envimmFor instance, measurement system where paopleewarded
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on quantity hence workers will have little intergshelping those workers who are trying to impronuelity.

There are two types of work environment accordiogKiyko (2005), which are conducive and toxic work
environments. Conducive work environment gives gleable experience to employees and enable thetualize their
abilities and behaviour. This type of environmesbaeinforces self-actualizing behaviours. Fotanse, an irresponsible
employee can change into a responsible employeeoimucive work environment. Toxic work environmegives
unpleasant experiences and at the same time, sffectployees’ behaviour. This environment reinfordews
self-actualizing behaviours and it leads to theeltgyment of negative traits of the employees’ ba&hav In toxic work
environment, responsible and sensible employeect@amge into irrational and irresponsible employseaasurvival

strategy.

Kyko (2005) identified six factors which contribute a toxic work environment hence contributingldov
productivity of workers. The factors are: opagquenagement, biased boss, and company’s policies,imgdonditions,
interpersonal relationship and pay. Mali (1978)ssgductivity as “the measure of how resourcesdasaght together in
organizations and utilized for accomplishing adfatesults. Productivity is reaching the higheseleof performance with
least expenditure of resources. The term employedugtivity is commonly used to refer to the volumfegoods and
services produced or rendered per employee witbimesspecific unit of time (year, month, week, day hour).
Productivity is seen as the power of employeeg, ithaability of employee to turnout used valuesdds and services)
which can be normal at a given state, techniquecagahnization (Nwachukwu, 1987). Lambert (2005) ahke to show in
his findings that” it is the number of managemantctions in the work environment which appear teehbeen the key
factor inhibiting higher productivity”. Accordinglyhe identified the management functions as: prowi®f adequate
fringe benefits, supervision, work method and orgation. Nwachukwu (1987) also identified supemisi subordinates,
the environment and outcome as the major varighksinfluence productivity. According to Cecun®Q2), productivity
is referred to as “an index expressed as the ddtioutput over input (Weihrich and Koontz, 1994;deg@n, 1987).
Lambert (2005) opines that “labour productivityrerely measured directly but inferred from changegmployees’

attitude and behaviour such as organizational camerit, organizational citizenship behaviour andgabsfaction”.

Work environment includes some factors, which eitt@tributes positively or negatively to achievimgximum
employee productivity (Elywood, 1999). We cannotasige the effectiveness of a job design withoutkthewledge of
the working environment in which the design is platis part of total picture. The factors whictiher contributes
positively or negatively to employee productivityeatemperature, humidity and air flow, noise, tig, employee
personal aspects, contaminants and hazards in dhidng environment, types of sub environment. Been{2004) in a
work place index survey conducted for steel casmiited what employees want and perceived to help phoductivity in
the work environment as better lighting, creativetmds for assessing space, personalization, mgyreomptu meeting
for work well done and involvement in the decistbat impact their day to day lives at work. An argation that want to
ensure employee productivity improvements will expthose tools used for managing the work envirentrin which
such employees work. An effective work environmerinagement entails making work environment attractreative,
comfortable, satisfactory and motivating to empks/so as to give employees a sense of pride apdgrin what they
do. The following are some of the tools used to agenwork environment to improve productivity. Noisentrol,
contaminants and hazard control, enhancing frierallg encouraging human environment, job fit, rewafdedback,

work environment modelling, creating qualitativerwdife concepts and making physical working coimdis favourable
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(Cecunc, 2004; Opperman, 2002; Elywood, 1999). Beerf2004) argued for modelling of work environmamimprove
employees’ productivity calls for management regjulities of holding everything together, improgimotivation and

creating commitment in the work environment.
Theoretical Framework

The following theories are related to the conceptwork environment which refers to a sum of theeint
relationship that exists within the employees amtiveen the employees and the environment in whiehemployees

work. The theories include:
* Holland’'s Person Environment Fit Theory

Holland’s theory describes the nature or dispasitiof the individual worker. He uses six basic
personality-interest types and classifies the caitipm of the work environments in which those induals function,
according to a parallel set of constructs. Theraugon of certain types (and subtype combinationgh specific
environments predicts and explains the behaviodrimteractions that occur in those environmenttgfgation, stability,
performance, and so on). This model of person-enuient fit implies some change and adjustment apfgeand in the
environments in which they work (Holland, 1997; 8poe et al., 2001). The individual is viewed aslatively stable
entity (Costa, McCrae and Holland, 1984; Tyler, 99%ho moves in and out of environments rationaillyen the

perceived fit is no longer optimal.
» Herzberg-Hygiene Theory of Motivation

Herzberg hygiene theory of 1966 identified satistagno-satisfaction factors and dissatisfaction/no
dissatisfaction factors as the determinants of stativation and staff contentment at work respedsi. Satisfaction/no-
satisfaction related factors motivate and/or deivaté workers, while dissatisfaction/no-dissatisfat factors provide
hygienic and conducive working environment or nggibnic and non-conducive working environment, vahaould
either eliminate or encourage workers’ complairiews working conditions. Jaafar, Jaffar, Ramayath Zainal (2006)

affirm that hygiene issues can minimize dissatigadf handled properly and can only dissatisfihiéy are absent.
»  Empirical Framework

Akinyele, (2007) on the influence of work environmh@n workers’ productivity in Nigeria Oil and gaglustry
pointed that the need to provide a safe work enwrent for employees has had a long history in humggource
management. It is acknowledged that work systemsataonly affect commitment, competence, cost &éffeness and
congruence but also have long term consequenceddters’ well being; there is some evidence to ¢atk that work
systems designs may have effects on physical healdntal health and longevity of life itself. Comde work
environment ensures the wellbeing of employees lwimeariably will enable them exert themselvesheitt roles with all

vigour that may translate to higher productivity.

A large number of work environment studies have alsown that workers/users are satisfied with esfee to
specific workspace features. These features praferby users are highly significant to their pradity and workspace
satisfaction, they are lighting, ventilation rategicess to natural light and acoustic environmévigitch, Charles,

Newsham, Marquardt and Geerts, 2004; Karasek aedréh, 1990). Lighting and other factors like emgmic furniture
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has been found to have positive influence on engasyhealth (Dilani, 2004; Milton, Glencross and éfal, 2000; Veitch
and Newsham, 2000) and consequently on productivity

Evidences by (Keeling and Kallaus 1996), the officeironment in which employees work and undertakest
of their activities can impact on their productyiThe quality and quantity of work generated byptayees are influenced
by the office environment while Quible (1996) paintut those poor environmental conditions can canefécient worker
productivity as well as reduce their job satisfaafi which in turn will impact on the financial wddeing of the
organization. Extensive research concerning thecetif an unfavorable workplace environment on eygé productivity
has been undertaken worldwide. The majority ofaesefound that there were several elements knovaontribute both

positively and negatively to productivity.
METHODOLOGY

The study adopted a survey design technique anfiedraeries of questions for the corporations ined|

however, for this research, the MarkSlovin’s forenulas used to determine the sample size. Thiddalated below
The Slovin’s Formula

n=N/1 + N (ef

Where:

n= sample size

N= population

e= margin of error (0.05)

Therefore to determine the sample size of thisarese the researcher made use of the estimatedapiopuof

180 employees. Substituting in the formula abowe have the sample size determination:
Therefore; n= N/1 + N (€)
Therefore;
N= 180/1+ 180 (0.05)
n=124

The sample size of this research is 124 respondemts the population. This is because the naturehaf
research seeks to collect data from the directgigaints of the research project. The CronbachfzhAlcoefficient is .782
for the 25 items that were analyzed together. drdfore indicates that the research instrument @isedhis study is

reliable as it is more than generally acceptechioédi score of 0.7.

Table 1: Analysis of Response Rate

Questionnaires | Frequency | Percentage (%)
Returned 113 91

Not returned 11 9

Total 124 100

Source: Field Survey, 2015
In the table above, 113 (91%) of the respondeitezifand returned the questionnaire administerdteraas 11
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(9%) of the respondents did not return the questar. This result is the analysis of 100.

Data Analysis and Interpretations
Hypothesis One

Ho1: There is no significant effect of conducive workvgonment on employee motivation.

Table 2

1 739 .546 .542 49538

a. Predictors: (Constant), Plc employment policies have effectmynmotivation at work

Table 3

32.770
.245

133.534

Regression 32.770
Residual 27.240 111

a.Predictors: (Constant), employment policies have effect onmayivation at work
b. Dependent Variable: Workmotivation ‘ | ‘

Interpretation of Results

The results from the model summary table abovealedethat the extent to which the variance in cenduwork
environment can be explained by work motivatioB4s6% i.e. (R square = .546). The ANOVA table shtivesFcal to be

133.534 at 0.0001 significance level. The impligatis that conducive work environment significandifects work

motivation.
Table 4
(Constant) 2.240 151 14.825 .000
1 |employment policies have effg
on my motivation at work .460 .040 739 11.55€ .000
a. Dependent Variable: Workmotivation

The coefficient table above shows the simple matiek expresses the extent to which conducive work

environment affects work motivation. The modelhiswn mathematically as follows;

Y = a+bx where y is work motivation and x is conihecwork environment, ‘a’ is a constant factor dné the

www.iaset.us anti@iaset.us



20 Ojo Olugbenga Abiola, Akinbola, Olufemi Amos & Oyecele, Ola Olusegun
value of coefficient. From this table therefore, RIKMOTIVATION = 2.240 +0.460 conducive work enviroemt. This
means that for every 100% change in work motivattmmducive work environment is responsible for 4@%he change.
DECISIONS

The significance level below 0.01 implies a stat@tconfidence of above 99%. This implies thatduaeive work
environment affects work motivation. Thus, the dixi would be to reject the null hypothesisy)(Hand accept the

alternative hypothesis ¢(H
Hypothesis Two

Hoz: There is no significant relationship between inftastural facilities and employee satisfaction.

Correlations
The Infrastructural
Jobsatisfaction Facilities in the
Organization GeneratesJob
Satisfaction for me
Pearson Correlation 1 699"
JOBSATISFACTION Sig. (2-tailed) .000
N 113 113
The infrastructural facilities in the| Pearson Correlatior 699 1
Organization generates job Sig. (2-tailed) 000
satisfaction for me N 113 113
**_Correlation is significant at the 0.01 leveH@iled).

Interpretation

The significance level below 0.01 implies a statédtconfidence of above 99%. This implies thatasfructural
facilities in organizations have significant retaitship on the job satisfaction of employees. Theeefthe decision would

be to reject the null hypothesisdjiHand accept the alternative hypothesig.(H
DISCUSSIONS OF FINDINGS

e Theoretical Findings

The theoretical findings reveal that the condueivek environment of organizations enhances the yortidty of
employees by making the work place convenient fiopleyees. This conducive work environment relatmgerformance
has transformed many businesses and as resuledniote adoption of the technique by production canigs. The
advantages of using conducive work environment ltgaven new impetus in dimensions of product quadityl efficient
service delivery. Companies are offering new choitoecustomers. In addition to this, the followingre also revealed in

the theoretical findings given below;

e According to Holland, (1997) and Spokane et alQQD, “The The individual is viewed as a relativeiable
entity, the more he/she feels fit for the work there they will be convinced that the corporationvrknows
his/her expectations and neglects them intentigmatien necessary”. Research also shows that engdafeays

have a perception of an organization product aait ttesired expectations and also base judgmesdtisfaction
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on such attribution behaviour.

» Employees act like amateur (“naive”), psychologigtge been trying to understand why people dotimgs they
do. The presumption of the theory is that the wawhich one interprets the actions of others wélledmine how
one interacts with others. Operating in the brewedustry is about interactions and relationshipldiug
between the organization and the customers thrbugihd loyalty. Management of this relationship psses is

essential in the management of employees in pramucapacities.

* Findings by Jaffar, Ramayah and Zainal (2006) mffihat hygiene issues can minimize dissatisfadgfibandled
properly and can only dissatisfy if they are abs&hey perceive discrepancies between performandepeor
beliefs and they tend to adjust perceptions ta #agiectations in order to minimize, or even remakat tension.
In these circumstances, expectations are a driveaitsfaction, that is to say, the associatiohigh expectations
with a slight positive disconfirmation (satisfactislightly exceeds high expectations and does eath low
expectations) because it could lead to underestnmtor overestimations of employees satisfacti@ontrast
theory suggests that when consumers perceive eegdatcy between product expectations and outcdrag will

magnify the difference.

» Also DeSanctis & Poole, (1994) pointed that resesi@nd constraints afforded by the organizationgirenment
(such as budgets, political pressures, historyask accomplishment, and cultural beliefs) alsocaffee overall
design of work. An unfavourable policy will be peieed as unfair and create low satisfaction witlpleyees. A
favourable policy in the organization will be peresl as fair and thus create positive satisfactiih employees

to perform better.
e Empirical Findings

These findings were gotten from the data analyzerh fthe different sections apart from that of the-data.

These findings are itemized below as the following;

* The study found that conducive work environment &igmificant impact on motivation of employees het
brewery company to increase sales turnover of theginess. Indicating that when employees are uietily
customers are treated well and they have the temekenf introducing the product of purchase to pthestomers
that needs such products and the way customerseated have a long way of creating good relatignéimat

makes customers give good impression about the @oynp

 Becker and Huselid (1998) have proposed that isténg variables such as employee skills, employee
motivation, job design and work structure link cgt@rg performance, which in turn influences profitel market
value. Boudreau (1998) has found capability, oppoty and motivation as intermediary variablesifatividual
performance, which results in organizational sugcéhis is tangential to the findings of this stuthat

favourable policies that make employees to deviemselves affects the progress of the company.

* Marquardt & Geerts, 2004 has proven that workeesfusre satisfied with reference to specific woaksp
features. These features preference by usersgtnly Isignificant to their productivity and worksmasatisfaction,

they are lighting, ventilation rates, access taratlight and acoustic environment which is alsfiected in the
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hypothesis testing of this work that infrastructufailities in organizations has a significantaténship on
employee job satisfaction. Therefore the work placexpected to be a place where employees wouldl fi

suitable to achieve corporate objectives.
CONCLUSIONS AND RECOMMENDATIONS

Businesses in today’'s competitive environment carswwceed as desired without the consideration of a
conducive work environment for employees, custonierthe brewery line of business like to be treadsdfriend with
empathy and confidentiality and dignity. This studyan important study that helps to evaluate ffeces of ‘conducive
work environment’ on organizational performance sidaring brewery employees in Nigeria. The studynfb that
business enterprises that have conducive work @mvient have the tendencies of performing bettbusiness than other

competitors.

This study provides framework for brewery businesganizations to know the basis of adopting certain
environmental safe keep strategies to encouraglmyhadty of employees and enhance market sharbenbtganization to

be on profit in other to sustain market growth &atlership that would make the firm be in businespetually.
Based on the findings of the study, the followirgammendations can be summarized,;

* The findings in this study have shown that condeisixork environment have a convincing way of impagtn
the motivation of employees at work to increasesalirnover of their business. Therefore it is irtgoat for

brewery firms to learn more innovative ways of gieg and satisfying the needs of employees.

e This study also recommends that organization shee#dinfrastructural development as a way of hglgiem to
continue being in businesses rather than seeamgyat means of luxury to achieve their desires lscalnas been

proven that infrastructural facility developmenslassisted in enhancing employee satisfaction.

» Leadership styles should be seen as an integral gfaan organization and must give room for persona
development of staff to offer their best servicestistomers because Leadership styles has beeanpt@boost

employee morale at work which could in turn inceepsofitability.

e Organizations should ensure that their corporatiadspt innovative employment policies to increake t
efficiency and speed of operations in other to bk @0 deal with the large numbers of customers tha

organization will be dealing with as they grow het.
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