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Abstract

Organizations have been seeking ways of solving production inefficiency with approaches based on
minimizing costs of production, maximizing output volume and increasing capacity utilization, but all
these cannot be achieved without effective contribution of human resources. This study examined
human resources management and production efficiency in fast moving consumer goods companies
in Lagos Nigeria. The study used primary data acquired from the selected manufacturingwgoods
companies. The population of the study comprises of employees from Nestle Nigeria Plg, ‘Qagbtry
Nigeria Plc, Nigerian Bottling Company, and 7up Bottling company Limited. A sam £ 400
from all companies under study were selected using Yamane’s formula. Purposive s % as used
to select companies of interest and simple random sampling for respondents. re gathered
using a well-structured questionnaire. A response rate of 73.25% was achieved roved suitable
for a study of this kind. The computer statistical package for social science(SPSS) software version
20.0 was used for the analysis of the data generated for this study b{%&;’% percent level of
confidence. Data showed there is significant effect of training an ﬁ% pment of employees on
production efficiency in FMCG organizations in Nigeria (Adj R*#Q 712 ’p<0.05, F=3.022). There is
significant effect of employee motivation on production efficieqC CG organizations in Nigeria
(Adj R?>=0.774; p<0.05, F=3.280). Rewards signiﬁcantly% production efficiency in FMCG
organizations in Nigeria (R?>=0.815; p<0.05, F=2.904). T is Significant effect of health and safety
on production efficiency in FMCG organizations in T (R?=0.519; p<0.05, F=3.331). The study
however recommended that manufacturing organizatpns should enhance the use of training and
development to improve worker’s skills in hapdh roduction process and attain efficiency. Also,
the study also suggested that manufacturin izations should innovate and cultivate rewards that
connect well with workers to improv contribution production pattern. Manufacturing
organizations should also device rewax%a y through employer and employee engagements.
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Chapter One

Introduction

1.1 Background to the Study

A major challenge plaguing manufacturing organizations all over the world and even in

]‘@.is
the need to maintain high levels of productivity represented as production efficienc
organizations base their performance on the level of production efﬁciency whic ¢d to a myriad

of factors!??

Considering Africa’s large market and the potential for rising @ income, the Fast-Moving

Consumer Goods (FMCGQG) sector on the continent stands to % mensely. Given that the sector
provides either necessities or accessible luxury goods xe of the market is not constrained by
income dynamics in the same way as many, §thetsectors. Nonetheless, aggregate household

consumption expenditure by country does &a good approximation of the size of the market and

assists in identifying the most lucrativﬂ markets on the continent.

Hence, in order for FMCG ¢ I@:’[O maximize the revenue potential of the market, ensuring
efficient production becon&imperative which necessitates the need for focused research into areas

that can foster im ’Mﬁciency of production management. This study investigates the influence

of Human Re@%

organizati Lagos Nigeria.

anagement on production efficiency of Fast-Moving Consumer Goods (FMCG)

umer goods sector is one of the main sectors of the Nigerian manufacturing industry?. It is
primarily defined as companies that supply low-cost goods which are in constant high demand.
Products that are classified under the consumer goods banner include food and beverages, home and

personal care, pharmaceuticals.



The manufacturing industry in Nigeria is vital to economic growth and development, making it
imperative for organizations and management in the industry to continuously find ways of improving
on operations and production management systems’. Historically, the growth in manufacturing output

has been considered as a key element in the successful transformation of most economies th%&ye

seen sustained rises in per capita incomes®. Q%’\

The manufacturing sector provides the greatest opportunity for the transform;@%he Nigerian
economy, therefore being an antidote for unemployment, a creator Of%lﬂ% and threshold for
sustainable development. However, Nigeria’s manufacturing sector ibutes relatively low to the
national gross domestic product (GDP), when compared %%ries like, India, China and
Indonesia®>’. The above has been linked partly to challen %ue production and operations systems
in Nigerian manufacturing organizations, of which effectiveness of human resource management has

been considered as most worrisome, with res&t areas of training and development, motivation,

remuneration, health and safety’. < )

Human resources are without di %ecognised as the most vital of the resources required for the
manufacture of goods ar:&ews and they are regarded as critical to enhanced socio-economic
development and ef] @11 se.rvice delivery’. Effective Human Resource Management enables
employees to co@ib ¢ effectively and productively to the overall company direction and the
accompli %f the organization's goals and objectives. Human Resource Management is moving
awa %traditional personnel administration, and transactional roles, which are increasingly
@Jrced. Human Resource Management is now expected to add value to the strategic utilization of

employees and that employee programs impact the business in measurable ways!°.

Studies revealed that the cardinal objective of a production and operation management system is to

effectively and efficiently bring together set of scarce resources (people, material, money and

2



machine) in a manner that results in the manufacture of goods and services that are of economic value

to the society. The most critical resource in organizations is the human resource, based on the fact

that no other organizational resource can be effectively utilised without the involvement of the human

resource. It has been argued that no organization can rise above the quality of its human resouneg!’. It

is, however, unfortunate that most Nigerian manufacturing organizations have been kn eglect
>

the development and management of the human resources®. \

Effective human resource management can contribute to the productivity Q%O{ anization based on
series of human resource management practices such as recruitmenk%k&cion, placement, employee

1213 Human

engagement, learning training and development, rewards, er% ealth and safety
resource management is a structured, tactical and comp %e approach to managing people and

workplace culture and environment®.

“Human resources” are therefore the work @f an organization used in pursuing predetermined
goals and objectives. Human resour; gement includes activities aimed at providing and

coordinating all human element@han organization, which ensures organizational survival and

continuity. Increasingly, @ource management is being recognised for its strategic importance
sdiét

to organizations and Qi
compliance. &< )

Human % e managers are interested in guiding people within an organization to achieve the

ions and is moving beyond its traditional position as a monitor of

goa bjectives set by the company. All other resources such as money, materials, technology
andymethods are equally important, but the importance of human resources is paramount as they are
the elements that give life and dynamism to the other elements of production. Organizational workers

provide the talents, skills, and efforts essential to the successful performance of any organization.

There is now substantial evidence that organizations are more successful when people and human

3



resources are at the center of their management. It is widely recognized in both literature and practice
that people are the most important asset for any organization!*. Effective management of these

dynamic people drives organizational success.

Among the many resources in an organization, people are considered one of the most K ht
resources in today's business. For organizations to create and maintain a competitive a@e, they

must reassess their corporate mission and realign their strategic objectives to I@k ing business

environment.
@ "

Various strategic programs executed by organizations to improve b@s performance validate the

powerful performance management systems used by succes nizations in a rapidly changing
global economy. \

The importance given to human resource management in modern economic and business realities is
greater than that of other organizational r@ because these people determine the organization's
ability to leverage the other resources‘@n the organization, create competitiveness, and achieve its

goals. Fulfilling employee e@cs, therefore, enables desired employee behaviour within the

organization. ‘{
e

The outcomes orga lions seek when managing human resources include Skillful collaboration
between employees and managers, team spirit among employees, development of expertise,
motivati mitment, and positive attitude towards work. This study illustrates the influence of

source management on production efficiency.

In the production process many problems of human resource management are solved using the

technical, conceptual and native skills of the managers. However, if the manager’s decisions are



based on actual data which are analysed by efficient techniques and tools, a higher success and better

results can be achieved.

Previous researches focused more on the relationship between strategic human resource management
practices and production management. The argument from previous studies on this is that c&i%ﬂd
technology become less effective at maintaining competitive advantage because th %ﬁ'easily
imitated by and from other organizations. Human resources are confirmed to competitive
advantage that is difficult for competitors to replicate and replace even wiﬂ%h% same organization.
Therefore, human resource management can be used by organiz 6%@ create and maintain a
valuable competitive advantage, which will have a signifi pact on the management of
production in an organization. For example, organizatio ﬁ@mplement innovative recruitment and
selection systems are expected to have a more attragtivey productive, and engaged workforce than
those that do not. However, other views arguqr% effectiveness of human resource management
practices depends on other drivers such@ganizational environment, culture and competitive
strategy. Based on this argument, Qn resource management activities aimed at enhancing
employees' knowledge, skills@s and motivation will have a greater impact on performance if

the organization emp@ strategy that requires demand for highly qualified and motivated

employees. Q)Q

Consideri <%current situation in the world, where innovations are rapidly disruptive and
co %s fierce, organizations need to re-evaluate their human resource strategies to adapt to
challenges. Traditionally, the duties of the human resources director were many, including
appraising and hiring a number of people. These are the ideas that were imported from the transition

from the concept of personnel management to human resource management, but recently some

difficulties such as improving productivity, quality of work life, health and safety at the workplace,



job dissatisfaction has changed this regular human resources obligation!®. Organizations are now
focusing on improving their productivity to strengthen the economy and to improve management and

employee performance, as the growing partnership between the two is critical to success in the new

era, \v

Therefore, the above challenges have affected the organization's production proc duction
functions and overall productivity of employees. Some of these difficulties ar 3&3 to workers'
resistance to change, which prevents them from achieving the organizati go.glls they have set for
themselves. Based on foregoing, this study investigates the eff Qvarious human resource

management practices towards the efficiency of production n@ﬂem in FMCG organizations in

Lagos, Nigeria. $

1.2  Statement of the Problem ‘&

Many manufacturing organizations in Ni@ve been known to use casual employees in their
production and operations managem@stems, this was considered as a means of cutting cost of
production. However, there a péé) be a need to have more technical and professional workers
handling production ma%%&e{ There has been incident of machine breakdowns, production

process short cuts @ability to meet targeted volume of output as a result of the use of less

qualified empéé)

Organiz@re usually faced with problems which often hampers the attainment of set goals. The
ity of any public organization depends largely on the performance of its people (i.e. the
management and subordinates) for this success to be achieved, the human resource management in

the organization needs to be addressed and managed efficiently.



Production management is highly specialized and requires the right people with the requisite skills to
be effective in any organization. This places a significant role on human resource management in

ensuring that the people element used for production process are well trained, highly motivated and

committed to achieving production management efficiency. \?».
The problem in most FMCG organizations in Nigeria, is that there appears to be @%ﬁection
between the contributions of human resource management for the optimization ction. Issues

of lack of technical know-how, incompetency in production capabilitig‘@&s & ell as shortage of
talented workers. There is need to improve human resource effectiv @F MCG organizations for
enhanced production efficiency. Organizations like Nestle, Ugi v Cadbury, have been seeking
ways of solving production inefficiency with approache 4@ on minimising costs of production,
maximising output volume and increasing capacitfy utilization, but all these cannot be achieved
without effective contribution of human r@c , hence this study addresses the production
inefficiency problem by linking human@nce management with production efficiency. In
deciphering this interrelationship, céttaity¢lements of human resource management will be reviewed

which include training and ded@%nt, health and safety, employee motivation, and reward.

Several studies have ‘{cGnducted in the field of human resource management and production
management, ho@ ~there seems to be limited evidence on the influence of human resource

managem %’toduction efficiency, therefore, this study attempts to fill a gap in the literature by
ié

rese@ the influence of human resource management on production efficiency in FMCG

c@izations in Nigeria.

1.3  Aim and Objectives of the Study



The intent of this study is to investigate the influence of human resource management on production

efficiency in FMCG organizations in Nigeria. The specific objectives of this study were to:

ii.

1il.

1v.

1.4

investigate the effect of training and development of employees on production efficiency in
FMCG organizations in Nigeria. \?\'
evaluate the effect of employee motivation on production efficiency in FMCG@'M&OHS
in Nigeria. Q

examine the effect of employee reward system on productj%tﬁ{iciency in FMCG

organizations in Nigeria. \
investigate the effect of health and safety on pro@&%’r efficiency in manufacturing
organizations in Nigeria. \

Research Questions ‘&

This research intends to provide answers t@ owing questions:

i.

ii.

iil.

1.5

To what extent does trainin @evelopment of employees affect the production efficiency

in FMCG organization@éeria?

What is the effe niployee motivation on production efficiency in FMCG organizations in

Nigeria? Q)Q

How ﬁ%employee reward system affect production efficiency in FMCG organizations in

Q\’hat is the effect of health and safety on production efficiency in FMCG organizations in

Nigeria?

Hypotheses

The following null hypothesis coined from the research questions were considered for the research:

8



1. Hol: There is no significant effect of training and development of employees on production
efficiency in FMCG organizations in Nigeria.

ii.  Ho2: There is no significant effect of employee motivation on production efficiency in FMCG
organizations in Nigeria. .

iii.  Ho3: Employee reward system does not significantly affect production efficie CG

O

iv.  Ho4: There is no significant effect of health and safety on produc 'or:ﬁiency in FMCG
.\
organizations in Nigeria. Q

1.6 Significance of the Study &

This research will make sense in a number of way \;oviding insight into human resource

organizations in Nigeria.

management and production management for ac& nd real business and career scenarios. The
research will contribute to existing acadegid, and theoretical knowledge on human resource
e

management in relation to training an% ment, motivation, reward and health and safety.

Specifically, the findings of th@ would provide direction on effective utilization of human

order to stay ahead @petition.

1.7

resources in FMCG org%ion for enhancing productivity and organizational performance and in

Sco the Study

This study is based on the examination of the effectiveness of human resource management on
production efficiency in the Nigerian FMCG industry, however the scope of the study is limited to the
employees and operations of selected FMCG manufacturing companies in Lagos state, which are

Nestle Nigeria Plc, Cadbury Nigeria Plc, Nigerian Bottling Company and 7up Bottling Company.

These companies were selected due to the researcher’s assessment of their customer reach in the



consumer market. Their products can be easily termed as household names in all FMCG categories

that they produce.

Hence, considering companies with extensive FMCG market share suggests that their production
lines would have significant uptimes with full time staff coverage. This suggests direct correlation
between personnel performance and by extension human resource management and production

output/efficiency.

1.8  Limitation of the Study (\ 7
A\

The study was limited to FMCG organizations in Lagos, Nigeria with respect to the relationship
between HRM and production efficiency. Also, there are few scholarly research done that have direct
practical and local application with respect to effectiveness of human resource management and
production efficiency in Nigeria. The researcher surmounted the above limitations by ensuring
adequate timing and planning was given to carrying out the research, also making the research
instrument simple and concise enough for customers to easily fill, assuring them of confidentiality

and anonymity and stating that the study was mainly for academic purposes.

1.9 Operationaliz@l Of the Research Variables

The study is gd)on two major components, namely, Human Resources Management and
Producti 1ency, that is: Y = f(X), where Y = Production Efficiency (dependent variable) and X

esources Management (independent variable).

Hence Production Efficiency as dependent variable is operationalized with the following sub

variables;

Y=y, y2y3

10



Where,

y1 = Capacity Utilization

y2 = Output Volume

y3 = Product Quality ?».

Similarly, determinants of Human Resources Management (independent variables) @sured
$

with the following indicators;

X=X1,X2, X3, X4 4& N

x1 = Training and Development %\
X2 = Motivation @;

x3 = Reward @\
x4 = Health and Safety ‘&

1.10 Operational Definition of Terms \
Employee: A person or individual ew@d for wages or salary at any level of an organization.

Health and Safety: It is the p% of ensuring the wellbeing of an employee within the context of

carrying out roles and r sibilities in an organization.

Human Resourc@gement: This is primarily concerned with the management of people within

organizatio@%pusing on policies and on systems that ensures efficient utilization of human

I'GSOS )

ation: It is the process of stimulating people to actions to accomplish the goal

Organizational Performance: It includes the actual output or results of an organization measured

against the planned outputs (or goals and objectives). The organization's operations cover three

11
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specific areas of business results: (a) financial performance (profit, return on assets, return on
investment, etc.); (b) the market performance of the product (sales, market share, etc.); and (c)

shareholder returns (total shareholder return, economic value added, etc.)

Performance: is a record of the results achieved for a particular job function or actual be@r’dl

attitudes or characteristics of a group of employees within an organization. @k

Production Efficiency: is the measure of the relationship of input as against oﬂ%XOthe production

AN

process in terms of capacity utilization, volume and quality. &{ "
Reward: is the compensation for employee work within an om@, it refers to pay attached to

roles and responsibilities carried out by an employee. $

Training and Development: is the process of enhancigg)employee capabilities through learning new
skills and new information. <\&

12
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Chapter Two
Literature Review

This chapter provides the review of relevant literature with respect to human resource management
and production efficiency which are the key variables of this research study. The first se 'Sgstﬁis
chapter discusses the conceptual review. The second section of this chapter discuss@ eoretical

review while the third section discusses the empirical review of related literatur%

2.1 Conceptual Framework &{ B
2.1.1 Concept of Production Efficiency @;

Production efficiency is considered as a business and ec S%erm describing the level in which an
organization or whole economy can maximize theNys¢flilness of its resources'. In other words,
production efficiency can be referred to as pr@v efficiency, and hence this means that a business
entity is operating at maximum capagity SMaterms of volume of production output, reduction in
wastage and continuous improve% uality?. In economics production efficiency refers to a level

maximum capacity. Production efficiency considers various

in which an entity has rea

performance measuren% ch as capacity utilization, production costs, volume of output, quality

of output, level o@wer and degree of wastage**.

For orga %& creativity and innovation towards production efficiency, the human resources must
pla %ﬁ)art in the operations and production processes and management. Various human resource
r&gement practices impact individual’s performance in the organization. Production efficiency
performance is therefore of immense importance if an organization is going to be able to achieve,
attain and sustain desired operational performance level. Employee performance in line of production
efficiency involves quantity and quality of productivity, existence at effort, accommodative and co-
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operative nature and timelines of results. Individual’s performance is essentially prejudiced by
motivation as if workers are satisfied or motivated than they will do work with more effort and by

which performance will finally increase.

Production efficiency has been argued to be linked to appropriate production W@Vw,

modernisation of business processes, upgrading of machines, and implementatio:@(/entive

maintenance, enacting collaborative culture, training of people and setting realistit‘ie ations?.

In a competitive market, manufacturing companies have to produce cost-, iv® products which can
be manufactured at the minimized production cost and higher effecti%xﬁ. There are lot of tools and
methods for design, analysis and improvement of product@) gistical processes. The goal of

production efficiency improvement methods is to achj \§110rter lead time, higher productivity,

higher utilization of resources, lower operationm 3. There are three identified methods often

applied for improvement in production effx('\&gy which are simulation, lean method and layout

design. These methods are often appli

automotive, electronics, etc. to iq@ﬁheir competitiveness.

Production efficiency is @ﬁ{ to help manufacturing and production companies determine the

re and more companies in many sectors including the

maximum capacity @put they can achieve with their current assets. It helps them determine if
they are beingghe t efficient with their resources available so they can determine if there are areas
for impr ‘-%: . It also allows companies to use current resources effectively to achieve maximum
out . By reducing waste, businesses can produce goods at a lower cost while still maintaining
@ame level of quality. Improving organizations production efficiency can help you lower

production cost and discover the actual amount of resources needed to produce your products>.
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In production efficiency, the system no longer produces additional goods without interfering with the
production of another product. Companies experience this when their production occurs on a
production possibility frontier (PPF). It is the production of goods and services at the lowest cost
possible, combining the optimal amount of labour and capital. Often, businesses measureythgir
production efficiency to determine their overall equipment effectiveness (OEE) to in€ how
much production time is productive. The ideal OEE scores are 85% - 95%, meani % e company

has a perfect production time that produces products quickly®. A{
.\

On the other hand, production is the creation of utility; all goods an %&s produced must possess
utility, which means that they must be capable of satisfying c %mman wants. Production is the
creation of tangible goods such as clock, biscuits, table @%ts, toiletries and books as well as
services rendered by professionals such as doctors; s, hair dressers, soldiers, teachers etc. it
should be noted that production is said to be @ when goods and services produced gets to the

final consumers. The production process Q}(res three major groups; producers, distributors and

consumers. ?»D

There are critical actions at&p%é taken, to improve operational and production efficiency with
better processes, in d *factory capability with new technology and standards, as well as
improving manufgcturing productivity through personnel and equipment upgrade’. Organizations

seek their to be more productive through the usage of information and new training methods

for @n efficiency?®.
® Concept of Capacity Utilization

Capacity utilization is an important metric used by manufacturers to determine how businesses and

organizations use available resources to produce the required results’. When Capacity Utilization is
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calculated, it can determine a company’s production efficiency. It is mostly used to determine the full
production potential of a company. National economists can use the results of capacity utilization to

adjust fiscal or monetary policies.

Most organizations and economies strive for 85% to 100% capacity utilization'°. Capacity 1& pon

on, there are

also represents the strength a company has when it has to do with manufacturing pr;a%%ﬁis is a

key metric that measures the ratio of potential output to actual realized output. Hi

percentages that provide insight into a company's operational efﬁciency&a&e subject to change

based on consumer and market needs. CQ

The capacity utilization formula gives the capacity utilizatio@

Capacity utilization = (actual output level / potential o \IOO
In the above formula, the actual level of product%presents the number of units of output produced
by a business or an economy during a p@ period. Potential output represents the maximum

capacity a business can operate using % resources without incurring additional operational costs.

Understanding capacity utiliz@ios is vital for businesses and economies as a whole, as it helps
lay the groundwork fo ning how to use resources to produce the highest quality goods. In
addition, capacity, Zation ratios also provide insight into how businesses and economies are
maximizin né%ue and profits while meeting growing demand for products. In addition, capacity
utilizati ning requires knowledge of market needs and its impact on current operational

ies and processes. It also plays a major role in checking the economic performance of
manufacturing firms. It is a very important factor that should be considered when an increase in

productivity and expansion of firm’s production becomes necessary. Also, the need to consider
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capacity utilization is vital in many developing countries especially in Nigeria where capital is very

scarce and most times not properly utilised'!.

It is also important to note that capacity utilization ratios provide valuable information about the
efficiency of a company's operational processes. For example, a capacity utilization rate b 0&&6%
may indicate a need to improve production methods, personnel, or another asp usiness
applications. Conversely, if a well-run business exceeds its capacity, it risks m@ of resources

too quickly”.

Capacity utilization ratio is an important metric for a company or %\wnal economy. It indicates
the slackening of the organization at a certain point in ti % business with less than 100%
utilization efficiency can increase production witho A\wring the additional expensive costs
associated with purchasing new equipment or agsetSw.Jhe concept of capacity utilization is best
applied to the production of physical good @as consumer products (FMCG), that are easier to
quantify. Q

When Capacity Utilization is low, &bimportant to make decisions to determine the products that
will be increased during pr dw, the surplus resources that will be used in production and how the
output meets market @:u omer demands. In addition, small increases in production outputs are
required as dema cases and operational costs are monitored to ensure proper financial coverage
at all ti@ ¥ plan production schedules and define deadlines to meet critical production quotas.

=S

@to increase capacity and resource utilization®.

, share the capacity rate with other owners with the same production, revenue and profit

Low-capacity utilization is a concern for monetary and fiscal policymakers'®. Low-capacity

utilization resulting from a level of products below the equilibrium level in normal market
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conditions or when capacity is excessive compared to the voluntary capacity desired by the market
results in insufficient profits unable to completely cover fixed costs (capacity installed) and the return
on capital is below the long-term costs. The organizations could still get positive profits (due to

market power); however, profits would be higher if they could reduce excess capacity.

For a business to increase capacity utilization to thrive, it must decide not to increase capacity
because most businesses are responding to the current economic cycle. If demand for their product is
low, they will reduce production. Their capacity utilization rate will decrease accordingly. But in
times of high demand, capacity utilization ratios tell them how much they can increase output
without incurring additional unit costs. Ideally, 100% is the absolute point of an organization's
capacity utilization rate. However, a company wouldn't want to keep production at 100% for long. It
wants to increase production capacity to increase income. This in turn will affect its perfect
utilization rate score, but it will improve the company's prospects in the long run. If the capacity
utilization is high, the investment will increase. This further demonstrates that the organization is
producing as much as possible based on the resources provided. Capacity utilization is especially
important for manufacturing companies. Most of their costs can be found on the assembly line.
However, there are other costs such as storage and shipping. All of these costs are taken into account

to determine the manufacturer's utilization rate!2.

2.1.2.1 Determinants of Capacity Utilization

There are several factors that determine the capacity utilization levels in any economy. However, the

most inevitable factors that determine capacity utilization are as follows;

First, real interest rates can influence production levels. High interest rates discourage firms from
sourcing capital from financial institutions, thereby limiting funding for production activities and
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resulting in lower capacity utilization, while lower interest rates encourage credit and loans for

business owners.

Secondly, the exchange rate has an effect on production activities in the economy. An appreciating
exchange rate tends to make imports cheaper, thereby feeding the input demands of the industrial
sector, increasing production and capacity utilization levels, but exports may become less competitive
in the global market. A depreciating exchange rate makes exports internationally competitive and
increases capacity utilization in the economy, if it is self-sufficient in manufacturing inputs and

export oriented.

Thirdly, market demand is the sum of individual demands for goods and services in the economy. A
higher demand for goods may lead to increased output levels, lowering inventories, generating greater
economies of scale and subsequently lowering production costs and enhancing full capacity

utilization.

Fourthly, the technology adopted for production can affect the capacity utilization levels. Using
appropriate equipment for production and taking into account depreciation and maintenance cost will
mitigate negative effects on output levels State of Infrastructure The state of infrastructure in the
economy has a direct impact on the ability of firms and households to achieve optimal production,
given all other available resources. Epileptic power supply, poor transportation networks and general
poor state of infrastructure impedes production and results to wastes. Government spending on
critical infrastructure like roads, power and water supply creates an enabling environment for

progressive economic activities, potentially increasing production levels and reducing cost.
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Finally, inflation rate as a determinant of capacity utilization has received controversial views. High
price levels increase the cost of labor and inputs resulting in high cost of production. As a result,
prices of goods tend to be increasing while demand, production and output level lowers. Also, there is
a view point that high capacity utilization results in resource shortages and causes high price inflation.
Therefore, the inflation rate should be curtailed by appropriate policies in order to operate and
achieve optimum capacity utilization. All these factors determine the level of capacity utilization and
can also affect production levels in the economy. Other determinants of capacity utilization include;
capital density, demand variability, plant lumpiness and dispersion, level of integration, flexibility for
capacity additions, number of firms in the industry and difficulty in forecasting future demands for

goods!3.

2.1.3 Concept of Volume of Output ‘Q) 7

Output in economics is the quantity of goods or services produced in a given time period, by a firm,
industry, or country whether consumed or used for further production'#. Outputs are also said to be
the result of an economic process in which inputs are used to produce goods or services for sale or for

use elsewhere.

Production volume measures the total amount of products a company can produce over time. This
KPI tracks the total number of products manufactured over a set period of time and focuses on total
output. Having production volume in any manufacturing analysis can express a lot about the
company’s manufacturing process, including how efficient the company is and the times when the

company is producing more products or less products.

Volume of output in production can be measured over a period of time and can easily be compared to

a specific point in time against a benchmark or even as part of a larger trend. For instance, knowing

22


https://en.wikipedia.org/wiki/Economics
https://en.wikipedia.org/wiki/Goods
https://en.wikipedia.org/wiki/Service_(economics)
https://en.wikipedia.org/wiki/Production_(economics)
https://en.wikipedia.org/wiki/Firm
https://www.sisense.com/solutions/manufacturing/

that a company has a spike in volume of output during a specific period every year can help that
company prepare in advance to avoid down time, machine failures, and resource scarcity. Similarly, it
can inform the company, if the factory or production floor is operating as efficiently as it has been in

the past.

2.1.4 Concept of Product Quality @?’

All organizational production components should be coordinated toward:‘@mg consumer’s
expectation and desires and as such, organization should leave the old p ofiproduction because

if the customers’ desires and expectations are not address by cr1t1c vement on all production

component of the organization, they may switch to that of the @% rivals'.

Product quality helps companies build customer loy blish brand recognition, and manage
production costs. Most customers buy more products”from trusted and reliable companies, and
companies can reduce the cost of product &gs efects, and losses. By ensuring product quality, a
company can help customers learn ab%helr brand, encourage them to buy products, and increase

their revenue from sales. A fall@n product quality can either reduce or increase the level of

customer satisfaction. ‘{\)

Product quality re @ e extent to which a product meets customer needs, fulfills its purpose, and
meets indust tandards. When evaluating product quality, companies consider several key factors,
1nc1udu@1er the product solves a problem, works effectively, or meets a customer's need.

es can also evaluate product quality based on many different angles that show how different
customers perceive the product's usefulness. Some points of views that can be considered when
evaluating product quality include the customer point of view, the production point of view, the

product and value point of view, and the transcendental point of view, the point of view of the value
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of the product compared to its cost. With these perspectives, product quality can also be based on the
following factors, expected performance and functionality, reliability of the product within a
particular time frame, conformance to specifications of the product, the durability and life of the

product, the ease of maintenance of the product, the physical characteristics of the product the

customer's perception of the product!®. ®r
Moreover, the extent to which products are able to attain to the needs and d‘e%%:ustomers is

reported to be product quality and that improvement in product qualji&u;\o atically lead the
satisfaction of customers thereby positively influencing repurch {g&ations and higher sales.

Repurchase intention is determined by products quality that le of meeting the needs and

satisfaction of customers!”. $

The quality of the product is very important because the_success of the company depends on it and it
helps to build the reputation of the compa f&e customer market. When companies create high-
quality products that meet customer s,&can lead to lower production costs, higher return on
investment, and increased revenyé: %& products do not only include products that are tangible but
also those that are intang‘i&%;)s including packaging, service characteristics, brand name as well
as performance quali@ .

The Product algn.l)f companies who pay more attention to details of a product and customer
demand anufacturing, are noteworthy to some customers. Companies create products to fill a
neec@th market, and consumers expect products to meet their needs as the company advertises
& They also want products that will help them establish a connection with a brand so that they
know they can rely on the company's offerings. Quality products provide customers with safe,
effective ways to solve their problems. Product quality in relation to price can be used as a resource

towards increasing satisfaction of both customer and the organizational profitability'8.
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Total quality management (TQM) is an approach to improving the company’s competitiveness,
international effectiveness and flexibility of a whole organization. It is essentially a way of planning,
organizing and understanding each activity. TQM involves placing the customer as the focal point of
operations. Organizations today are operating in an environment in which little is certain, the tw.is
quicker, and the dynamics are more complex. The customer is central to the or ioh and
assessing customer satisfaction is a vital element in any strategy for busigdss Yperformance

.\

improvement. This makes customer satisfaction a driver for survival, cc&itl ness and growth;
from 2019-2020 show a

hence the need for improvement in product quality. However, export\a

considerable amount of variation, thus indirectly contributing to @f stability in this activity'®.

To improve on Customer Satisfaction, the following has ﬂighlighted as the area of importance,
namely a product design that differentiates from thafo ers in terms of Serviceability, Perceived
Quality, Durability and Aesthetics. Companie@ seek to build products based on the concepts of
value innovation in order to create value flep ustomers by improving on the aspects of the product
quality that have been identified bi@ustomers’ representatives. This may require research and
development for the products“®hat @€ superior to that of competitors offering that meet the needs of
the customers and on ‘égr'e needs of the market. The need for improvement in Product Quality

may require inve@ in the organization’s human resources to address the above concerns of the

customers. Q(&

Wh@any wants to develop a product quality strategy, first, they need to decide on the kind of
@y to be used. It is important to conduct investigations to identify factors that may affect the
quality of their products so that changes can be made if necessary. Then, areas that need improvement

can be determined and the elements that define product quality management can also be identified.
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Furthermore, there are certain factors that can influence product quality. This begins with how the
product is to be manufactured. When companies design a product concept, production teams
determine the types and quantities of resources needed. Some of the factors that can affect product
quality include the technology and materials used to make the product, the availability of lab nd
the transportation, storage, and distribution of the product. Using these factors w ing a
strategy can help any business develop high-quality products that effectivel ‘@er needs

and generate revenue, thus meeting goals and business aspirations?’.
Product quality management is a method that helps companies 1den® cts in their products and
document customer concerns for future use when producin %products Product and project

managers apply the information they record to minimize %&ns and make future improvements in

product quality. Product quality management enc s four distinct areas of product quality

assessment, including planning, control, quali&ss%ﬂnce, and improvement.

A good product quality strategy contri &)success in creating and producing successful products
in the market. Organizations ca %’ﬂe or more approaches to establish lasting effects, which can

increase the quality of th‘eiiwts. Here are some strategies you can adopt to improve the quality

>
Six Sigma Mgh\gm

The me@ompany uses to create new products and still maintain the effective of the production

of your products:

ithin the organization is known as the six-sigma methodology. This methodology is mainly
applicable to software development and design processes. However, companies can also apply the

methodology to the design of physical products. Six Sigma covers the design, measurement, analysis,
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improvement, and control phases of the product development process and provides leaders with an

effective structure to follow to minimize product defects. and enhance product quality.
Total Quality Management Methodology

This is another methodology that involves empowering all employees in the organizatio@nit
nc

to high work standards. Total quality management approach includes several key pripei luding
customer focus, leadership, employee engagement, process approach, strategic ment approach,
innovation Continuity, and the data-centric decision making. (6 "
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Mutually Beneficial Communications with Suppliers
This method mainly focuses on meeting customer needs or customer satisfaction. It plays an
important role in deciding the quality of any product. This approach offers many potential benefits for

businesses, including increased profits and productivity, reduction or elimination of product (ﬁe»cts,

and lower costs. Q%’\
Theory of Constraints Methodology s\@

Theory of constraints is a methodology for product quality assurance th hasizes the importance
of solving production problems. It allows production teams to trou@et and fix problems during
production to make operations more efficient. This theory fo % constraints, which are part of a
system that can impede the full potential of product dev. xpnt. Key limitations include physical or
tangible defects, policy constraints, model constraints\and market constraints. The main goal of this

approach is to overcome the limitations anc(i @Ve the production process to reduce the number of

defective products?!. Q
2.1.5 Concept of Human R@anagement

The human resource Q organization has been described as the most essential organizational
resource??. The ng) set of any organization is its human resources that ensure that achievement
of the compaﬁ&goal and objective. It is unfortunate that most business organizations have neglected
to dev manage their main asset, human resources. Human resource management is a function

organization that focuses on recruiting, managing, and directing the people who work
within the organization. It is also a strategic and holistic approach to managing people as well as
culture and the workplace environment. Effective human resource management enables employees to

contribute effectively and efficiently to the overall direction of the business and to the achievement of
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the organization's goals and objectives?>. Human resource management is an administrative activity
associated with planning, recruiting, selecting, orienting, training, evaluating, motivating human
resources and is also a function in the organization that is human-oriented. Human resources are the
set of individuals that make up an organization's workforce. Human resource management ineludgs
activities designed to provide for and coordinate all the human elements in an organiz @b s will

ensure continuity and stable realization.

In essence, the management of the human resources is considered a%cg\l area for business
researchers and professionals?*. Human resource management is @ned as the philosophy,
policies, procedures and practices related to the management %}e in an organization. It is also
considered as the totality of the organization's efforts in '@ople’s skills, talents, and creativity to
achieve the company's goals. Efforts to use availablequ resources are not the responsibility of the
managers of a single department. All managéss, rdgardless of department, participate in activities

designed to ensure effective use of employdgs to"achieve organizational goals.

Human resources are individual ?ﬂrake up the work organizations and are involved in carrying
out duties, tasks, responsibjlitie eneral goals and priorities, plan job processes, manufacture goods
and services, track e@ allocate financial resources, and sell products and services**?3. Several
scholars and rese@ have argued that human resources are vital to the success of an organization
and repre @ re area of competitive advantage. Human resource management is defined as the
syst ctivities consisting of processes, plans and actions targeted at ensuring efficient and
e@we utilization of the people in an organization in order to achieve desired organizational goals

and objectives?®

Understanding the concept of human resource management is based on the basic assumption that

people are an organization's most important asset. People move a business and lend it to factors of
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production and enterprise-wide dynamism. Therefore, human resource management can be seen as
the establishment of policies and practices that will ensure the effective use of people skills to achieve

organizational goals.

In today's innovative and ever-changing business environment, staying competitive in the in@(’ﬁs
no longer enough. What experienced CEOs aspire to achieve is to establish a competifi vantage

over their competitors and continue to publish growing profit numbers year X ar. The only

variable that will help CEOs achieve this goal is proper training, e wernient, and effective

workforce management. CQ

The role of human resources in the long-term viability of a&% s or nonprofit is enormous and
significant. Other resources such as financial, informati N physical are also needed, but human
resources alone are virtually limitless in terms of the pdtential impact on the enterprise. Unfortunately,
this overwhelming and pervasive role o ﬁ&an resources in organizations seems to be so
compromised that it misplaces its role gﬁ&ving organizational goals. It is not surprising that the
attention paid to human resourc %ﬁgement issues, especially in Nigeria, is less than satisfactory.
Organizations today face many 8hdllenges in managing their human resources - challenges that range

from constant chang@th business environment to shortages of skilled workers, including even

unmotivated staffy evelr facing high unemployment syndrome. It is believed that what sets the most

mai@

T&etter the human resource management is in an organization, the better the level of performance

successfug n¥zations apart is the way they manage their people. The ability to achieve and

ompetitive advantage lies in the workforce.

of the human resources and the better the organization's overall performance. Human resource

management activities have been found to enhance organizational success, thus suggesting that if

30



organizations are to grow their business operations and capacity in production activities, they will

have to give priority to human resource management and promote HRM practices.

The relationship between the organization and its members is influenced by what motivates them to
work and the rewards and fulfilment derived from motivating factors?’. Organizatign
management need to know the best way to attract cooperation from employees ct their

performance towards achieving organizational goals and objectives, hence the ‘% ce of human
'\

resource management is very evident. 4*

Human resources represent an important investment of an organiz%l‘ﬁ efforts. If managed well,
human resources can be the source of an organization's con@@ trength. Indeed, managers now
realize that the effectiveness of their Human Resources don has a significant impact on company
performance. Therefore, strategically, human reseurc ust be considered in the same context as

financial, technological and other resour(é&aged in organizations. In fact, we value human
e

resources more than other resources b@s management of other resources completely depends
on the human resources. @
In the present existence, an résource management has been guided by various principles. Human

resource is consider@ne of the important aspects of any organization. When machines are used
in the produ&qygoods, human resources must have the necessary skills and competencies to
operate t 5@ hines. Therefore, human resource management principles refer to the values and
ide that the organization should put into practice to manage and operate human resource tasks
a&ctivities. Human resource managers are often given the authority and responsibility to manage
the workforce. It is essential that human resources define and design their work. This involves

identifying the skills and requirements needed for a given position and predicting future hiring levels.
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In other words, they need to be aware of the human resources that need to be recruited and selected in

the future?®.

In organizations, human resources are needed to perform different types of functions. These include,
production, engineering, office work, management, operations, supervision, and more. In ot
human resources must perform a number of functions according to their qualiﬁcatlo a 1ht1es

and experience. Human resources, when recruited need to undergo tralmng:\1 development

programs. In these programs, information is provided for them wit e\c to terms of the
organization. These include history, departments, personnel, 1nfrast 13510n general working
conditions, and goals and objectives. Through these pro ey are able to fulfill their

professional duties to achieve the desired goals and objeCWyeS\ As part of the performance of their
duties, they also follow training programs that en@ble\them to produce information on modern,

scientific and innovative methods. As a resul@ and development programs have been proven

to benefit the workforce. < )

In providing services as well as i e?"ming tasks, character and ethics must be inculcated in human
resources. They must bi{ eth1ca1 and fair in the performance of their duties and in their
relations with others en human resources are involved in providing services to customers, they

must be efﬁmentQja; ork is also considered as one of the necessary aspects. Human resources

must havg t1 e communication and listening skills to be able to perform their duties well.

Tea rk mainly helps to come up with solutions to problems faced by employees relating to their
woa. In the supply of human resources, factors such as efficiency, diligence, resourcefulness,
dedication, effective communication skills, time management skills, decision making, politeness,

honesty, truthfulness and ethics should be taken into account. When human resources are well endued
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with these characteristics, they are not only able to perform their duties satisfactorily, but also to

establish good relationships with other members of the organization and customers.

Human resource management principles are considered essential to the advancement of the
organization. The key principles are conflict resolution, human resource service provi'& n-
boarding and integration, industrial relations, occupational health and safety, %%'z’ationa
development, performance management, recruitment and selection, trainin xgbdevelopment
programs, and workforce planning®®. Conflict handling refers to the rq% p\ecessary to resolve
grievances experienced by employees in the organization. The provj @human resource services
aims to improve the efficiency and skills of workers so th an perform their duties well.
Induction and on-boarding refer to aspects that enhan %onee skills and retain them in the

organization. Labor relations related factors are iin&l ented in order to strengthen the conditions and

the relationship between the union and managq\%t.

Occupational health and safety take 1 gal\nt the aspects necessary to maintain the good health

and safety of the workforce with@ganization.

Organizational developm&s.aymprehensive field that takes into account several aspects essential
for organizational ug. To lead to the advancement of the organization and the happiness of the
employees, huma ources must perform their duties in an organized manner and improve their

perforn@erefore, the principle of performance management must be taken into account.

ent and selection are important aspects regarding the employment of personnel into various
positions. While training and development programs are organized within the organization with the
primary objective of improving the knowledge and skills of the workforce. Workforce planning is a

principle relating to the comprehensive planning of human resources so that they can inculcate the
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characteristics of diligence, resourcefulness and conscientiousness required in the organization.
Finally, it can be said that the effective formulation of principles leads to the enrichment of human

resources as well as the growth of the organization.
Some of the changes that have reshaped the outline of human resource management are as fo@'

1. There has been a change in management philosophy and direction. It is now very @)&a’nagers
that the main constraint to improving productivity in an organization is the inz@m use of human
resources. Focusing on changing and updating production equipment ﬁ%\’& limited impact on
improving productivity. Leadership is beginning to understand that i@%ng productivity starts with

people. For this reason, emphasis should be placed on ef@%ﬁm resource planning and the

development of policies and programs that ensure A\Qt use of the workforce and optimal

productivity?°, ‘%

2. Improve the quality of human resource r@\f’e ent staff. Until recently, those responsible for staff
management were unionists and p@ educated supervisors. Today, most HR managers are

graduates from polytechnics anddgiversities in various fields™.

3. Human resources co ed* costs. Staff costs are a significant part of the total cost. Effectively

controlling these uires considerable effort and knowledge in analyzing and planning human

resource mnc($§s3 .

4. T @Iy of trade union activities has been improved. The training and experience of union
s has improved significantly in recent years. Likewise, trade unionists are now more

enlightened. They are now more aware of their rights and responsibilities.

5. Changes in the competitive environment, which forces organizations to find and employ people
who can contribute to their growth and development 3°.
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6. Enhanced legal amendments. Over the past three decades, the government has enacted new laws

designed to regulate and control industrial activities and industrial unrest in the economy.

These changes have increased the complexity of human resource management and enhanced the

status and role of the human resource manager in organizations. HR managers are cu&

leadership positions and can therefore influence the direction and use of employees @'

in
out the
organization’. s\

Human resource management challenges have affected businesses, espe tose operating across
national borders, including FMCG in Nigeria. A multinational or \company competing in the
global market involves many factors and the centralization o sonnel activities; it is definitely
essential to improve global competitiveness and emp \nployees for global engagements. To
succeed in the global marketplace, the challenge ‘fx sinesses, regardless of size, is to understand
global corporate cultural differences and @ in human capital. In recent times, business is
conducted internationally and this 4 the transfer of goods and services, technology,
management knowledge and capi lw\)ther countries or across national borders. Globalization has
made the world smaller with N communication network. The world's economies are increasingly
integrating deeply. ver, we are now in a world where quality, efficiency and competitiveness
matter most. The\ Intéthet has made networking very easy and also for marketing to take place
without n r1 having to travel from your local office. You can even see what the product looks
like @ t advice from the seller. For you to enter the global market, you must produce an
@aﬁonally accepted product. Your product must satisfy the market you are targeting. You need to
add value to the product. With the rapid expansion of the global market, along with the idea that the
whole world is in one market, it is now imperative for human resource managers to adapt to

international needs by moving their employees, ideas, products and information all over the world to
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meet local demands. Therefore, managers of this century must strive to balance the demand to think

globally and act locally.

When the term HRM first became popular there was criticism of it as it referred to people as
resources, as if they were any other factor of production to be leveraged into econom@&:‘e.
However, consider this a misrepresentation of the term. They suggest that people are @'—called
“human resources”, but the knowledge, skills, and energy they use in their day-t Sgkles: “People
are not a resource. Human. In contrast, people are independent agents whg.&‘s?luman resources,
which are talents that they can deploy and develop on the job and ta @hem when they leave the
organization3!*2, However, considering people as human resoufce a mistake in many textbooks
and dictionaries". Human resource management has also @dely criticized for reasons beyond its
terminology?®. ‘HRM promises more than it delivers ity morality is suspect’. In respect of the first
point Human Resource Management has bee&l sly described as overly prescriptive, uncertain,
imprecise and simplistic. Regarding the Qf»‘ point, it is suggested that HR is too focused on
business needs and manipulative in' &g to shape human behavior in the workplace. However,
most of the reviews were lac@“. This is because Human Resource Management is no longer
governed by the origi osophy — if it ever was. Human Resource Management ‘in its generic,
broad and popul()@: simply refers to the system of people management’ that pertains in an

organizatio%& opined that, Human Resource Management is here to stay, even if it is applied

diverse@only used as a label to describe traditional personnel management practices®*. Human

Resoec Management has largely become something that organizations do rather than an aspiration

or a philosophy, and the term is often used to describe the process of managing people.

There are few basic goals of Human Resource Management and Drawing on the original theory, they

include:
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* Assist the organization in achieving its goals by developing and implementing HR strategies that

are integrated into the business strategy.

* Contribute to the improvement of a high-overall performance culture

* Ensure the organization has the talented, skilled and committed people it needs %\z

* Create a positive working relationship between management and employees an@(&phere of

mutual trust 4{ é ~

'\
* Encourage the adoption of an ethical approach to managing peoplez:ﬁ&&

2.1.5.1 Components of Human Resource Management @k
The activities, elements, practices and components o \' resources management are numerous
ag

and various in nature as they are linked towards % human behaviour within the organizational
context, these can include recruitment, &n, employee orientation, employee engagement,
training and development, motiv cadership, performance management, reward and
compensation, salaries and wa@ployee welfare, health and safety, conflict management,

consequence management, are}glanagement, employee disengagement, just to mention a few?’.
e

Human resources %ment is also known as people management divided into three of the key
areas in the 0@ ople management score, which are hiring/firing, promotions and rewards. It has
been e d that US firms have globally highest scores of HRM practices across all three
di ns. Also, Greece and Brazil underperforming employees are typically left in post for several
moriths or even years before any action is taken to address them. Broadly speaking, the high levels of

competition and low incidence of family firms are the main contributing factors to the leading
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position of the US in overall management. On top of this, high levels of education and weaker labour

regulations give American firms a particular advantage in the HR aspect of management?>-3,

For the purpose of this study the human resource management components to be considered are those
with direct linkage with operations and production management as highlighted in the previou@ﬁér

and will be discussed, these include training and development, motivation, reward th and

safety. é\
Training and Development @ "

Training and development is considered as a component of huma cs?@ce management that consists
of activities and procedures that foster the development of %ée’s skills, ability, and knowledge
with respect to their jobs®’. Also training and developmg processes through which the talent and
knowledge of an employee is enhanced and %ased, that training is actively and intimately
connected with all human resource man@ ctivities*®3°, In essence, a well-trained employee
would make a better and economic materials and equipment which would go a long way in
positively contributing to prodwetion and operation process in terms of minimize wastage,

maximizing volume of %‘[.a d ensuring quality. The need for effective learning, training and

development for hu@sources of an organization cannot be over emphasized this is because no

organization &gbove the quality of its human resource. The growing nature of human resource
skills and ilities has required an advancement on the way learning, training and development
has delivered. Most organizations today find themselves stuck with how to improve on learning
&eir human resource. The result arising from integration of technology into business practices and

process has shown a shift in dynamics of learning, training and development. In essence, training has

been viewed as a necessary aspect of modern production organizations. In previous literature there
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has been an argument that traditional learning is the best way of maintaining a learning process while

other models are always considered to be inferior or less efficient.

The benefits of training can be summed up as: Improves morale of employees, Training helps the
employee to get job security and job satisfaction. The more satisfied the employee is and t er
is his morale, the more he will contribute to organizational success and there will be ployee
absenteeism. Less supervision, a well-trained employee will be well acquainted %_]ob and will
need less of supervision. Thus, there will be less wastage of time and effo&ey\ver accidents, errors
are likely to occur if the employees have adequate knowledge f&iﬂls required for doing a
particular job. The more trained an employee is, the less are t &mes of committing accidents in

job and the more proficient the employee becomes. C f promotion, as employees acquire

skills and efficiency during training, they become rgible for promotion; hey become an asset
for the organization. Training improves effidienc and productivity of employees. Well trained

employees show both quantity and quality Qr't)) mance.

Training is generally imparted i c%ys - On the job training methods are those which are given to
the employees within the ve working of a concern. It is a simple and cost-effective training
method. The in proficisgt as well as semi- proficient employees can be well trained by using such
training method. ployees are trained in actual working scenario. The motto of such training is
“learning b@i .” Instances of such on-job training methods are job-rotation, coaching, temporary
pro %etc. And off-the-job training methods are those in which training is provided away from
tual working condition. It is generally used in case of new employees. Instances of off the job

training methods are workshops, seminars, conferences, etc. Such method is costly and is effective if

and only if large number of employees have to be trained within a short time period. Training serves
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as an act of intervention to improve organization’s goods and services quality in stiff the competition

by improvements in technical skills of employees.

Employee Motivation

e
This is another critical element in human resource management. Organizations and mana@ed

to find effective and appropriate ways in motivating employees towards achieving@%@ evels of
organizational performance. In other words, motivation is a psychological cow%\tused in driving
employee behavior towards a given activity. Employees that are well m. d*face their work with
enthusiasm and passion which is required for positive results in%\rganization. Motivation is
characterized as an individual phenomenon. Each perso&% ue, and all major theories of

motivation may demonstrate this uniqueness in one wa A\?gther. Motivation is often described as a

purposeful construct used to direct individuals’ ef@.

Motivation, as a process, starts with a hu@ that creates a void in the person. In an attempt to
fill the void, an internal drive is crea‘@ initiate and sustain a sequence of actions and reactions.
This is when the void is also fill h this background information, motivation can be expressed as
the internal or external d;%ng [fofce that generates the will to perform a behavior in order to achieve
an expected end®. (ThgS\first aspect of motivation that we have chosen to describe is intrinsic
motivation b@iﬁotivation comes from within an individual. The second aspect is the extrinsic
motivati ch is applied by the organization. Indeed, employees are motivated to identify with
the %&ﬁion to satisfy their diverse and varied needs and desires. Until they are properly

ideQ fied and addressed, they will continue to impede the normal functioning of organizations.

One of the biggest problems that managers in organizations face is how to get employees to

participate best in their work and give their best to achieve the organization's goals. Motivation is
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why people do what they do. It answers questions like why managers or workers go to work and get
the job done. It tries to explain what motivates people to act the way they do, centered on the

workplace. The main task of a manager is to create and maintain an environment in which employees

can work effectively and achieve organizational goals. \?».

Employees differ not only in their ability to do the job, but also in their willi @6 do it
(motivation). Motivation is encouraging, persuading, stimulating or even forcin ees to act in
a way that meets the goals of the organization. The motivation of workers en.(xi on the strength of
their motivation. Motivation is the need, want, desire or urge of th @dual and these determine
the behavior of the person. Therefore, motivation is the proces %ﬂsing the behavior, maintaining
the progression of the behavior, and translating the behav'd@ a specific course of action. As such,
motives (needs, wants) encourage employees to act.“&hus, motivation is the internal state that powers
people, channels, and sustains human behaviog@it has been established that all behaviors except

responses are goal-directed, managers catNapply managerial theories of motivation to try to direct

employees' work behavior towar%?&ional targets.

Employee motivation is neMe policies of managers to increase effectual job management
amongst employees @%z.ation. A motivated employee is responsive of the definite goals and
objectives he/she\must achieve, therefore in that direction. Motivation formulates an organization
more suc <aiecause provoked employees are constantly looking for improved practices to do
wor %essential for organizations to persuade motivation of their employees. Getting employee

@their best work even in strenuous circumstances is one of the employees most stable and greasy

challenge and this can be made possible through motivating them.

Motivation is thought to be under the control of the worker, and behaviors influenced by motivation,

such as effort expended, are considered choice of action. Motivation has many sides. The two most

41



important factors are: (i) what triggers people (arousal); and (ii) an individual's power to engage in a
desired behavior (behavior orientation or choice). The aim of motivational theories is to predict
behavior. Motivation is not behavior itself, and it is not performance. Motivation involves action and
internal and external forces that influence one's choice of action. Based on this classiﬁ%@n,
motivation is “the degree to which an individual wants and chooses to engage in certaj iors”.
Motivation is the energy that moves employees forward towards performin % ain action;

motivation will strengthen the willingness of employees to work, and inurn ¥ will increase the
organization’s effectiveness and competence®®. Motivation playS\aﬁiRcant role for the
accomplishment of any organization. The term motivation is basi %rived from the word motive.
So, the meaning of the word motive is wants, desire, and @he peoples. Employee motivation
is the procedure in which the organization should i g their employee in the form of bonus,

rewards, and some other incentives etc. only for eason to attain the organizational objectives*!

Employee Reward <\)

Employees reward is defined as@onent of human resource management that is a tool used in
compensating employees for theit job done. A reward system consisting of financial and non-
financial rewards h co e. essential for an organization to manage employee performance.
Motivated emplo% n be an important factor in an organization's success. When employees are
motivate & at a higher level of productivity, the organization as a whole is more effective and
achi®1 goals more efficiently. Therefore, the organization must clearly understand what types of
F%d systems can motivate employees to do their jobs efficiently. Performance is just as important
as a reward system because when employees reach a high level of performance, they want a
commensurate reward. If they are not able to achieve the goals and show low performance in the

organization, it will result in dissatisfaction*2.
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Furthermore, Reward has been argued as a means by which employees are compensated in line with
their roles and responsibilities, thus rewards system put in place in an organization helps to ensure

employees are committed to achieving organizational goals and objectives*. The effectiveness of

reward management in human resource management is necessary for improving en‘?czee
performance in contemporary organizations*. An effective reward system significa
organizational development by revealing external competitiveness, internal e individual
equity. Reward is referred to as money and other benefits received by a emp yee for providing

services to his employer. Compensation refers to all forms of financi ?&‘ tanglble services and

benefits employees receive as part an employment relations %’ h may be associated with

employee’s service to the employer like provident fund, ity/ insurance scheme and any other
payment which the employee receives or benefits he‘enyoys in lieu of such payment. Reward and
compensation are paying people for work, also ensation is what employees receive in exchange

for their contribution to the organization. ‘ \

A prime objective of effective peo @Jrcing is to have ‘the right people in the right place, at the

29

right time, doing the right thi 1s cannot easily be achieved without the ‘right’ pay and reward
strategies for the or ‘%@ofl. Reward encompasses pay, remuneration and compensation. It
represents a portf@managerial practices where financial and non-financial elements are flexibly
directed at gnabhing and rewarding employees who add value in the interest of competitive advantage.
Reward%ed as a holistic term to reflect a more dynamic and flexible approach. Reward is a total

tion concept of pay and benefits together with non-financial recognition and motivation

applied in a contemporary context*,

The term reward is used to identify the system of payment as a central, integrative feature of the

approach to human resource management. It is basically a transaction because an employer pays
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certain amount of money in exchange for generally specified time, tasks, skills, commitment and
loyalty®S. It is also a label, a status symbol, a determinant of standard of living and social class, and

one of the main influences on the degree to which people value their employment.

Reward is a crucial issue in HR management. In public organizations in Nigeria, reward ig{ or
less centrally determined with less than serious attention paid to individual differe @f«alents.
This creates chaos and obvious frustration among workers. The situation is even }i  private and

‘lﬁand whimsically

business organizations where managers take advantage of ineffective la%aﬂ

determine and pay workers what they want. CQ

Historically, monetary incentives have been used to reward @g for a job well done. Rewards
typically include project bonuses, profit sharing, warra xtock options, additional paid vacations,
scheduled vacations, and performance bonuses. Mone rewards do not always achieve the desired
effect in a business and in some cases cre <g‘irely new problems. Non-monetary incentives are
proving to be much more effective to IQ workplace. In an organization, there should be more
than financial rewards given to ¢ Q@es to motivate them. It is said that most of the time, financial
rewards favor the short-t rmNﬁlle non-financial rewards favor long-term goals. Non-financial
rewards offer signi@e}lts at low or no cost, and the lowest-cost non-financial reward is

"Thanks". Organ%i))

employee id to increasingly embrace non-financial rewards. Additionally, non-monetary
%

rew@

&tivated person will have good results because employees know that there is a reward waiting at

s that seek to reward performance and boost productivity among their

to be more focused on most people's personal needs.

the end of each month. The reward system has a huge impact on organizations to retain and motivate
employees and achieve high levels of performance. The strategy and reward system is a competitive

tool that can motivate employees to perform well and motivate them to work in the organization.
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One way in which an employee can be motivated is when he/she is paid salary as at when due. The
term salary can be defined as a fixed amount paid to employees at regular intervals for their
performance and productivity in a day*’. This is also the main mechanism for organizing employee
reward, but there are very few working mechanisms in the reward system. To understand how@ry
can change employee performance, the organization must understand their preference% ward

system. When the organization considers the payment of salaries as very im@ employees

will be motivated to work and this will in turn increase the productivit}&he ompany and also

boost production efficiency. Q i

Another way employee can be motivated is through the p %'of bonuses. Bonuses are the
compensations usually higher than the salary that empl %eceive in the form of base salary or
hourly pay*®. The bonus plan is one of the importantéglements of the reward system. Indeed, a bonus
will be given to employees which will be based ow their current performance in the organization.
Bonuses are payments the employees ot be expected to receive as they are commonly
discretionary?®. However, it can be c@red as an additional amount paid by the organization when
the employee's performance iS\exceptional throughout the year. This bonus scheme is intended to

improve employee per ¢ and efficiency. Bonus payments are typically made at the end of the

operational perlo@shed by the organization's policies, typically one year.

%Q
N
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Health and Safety

This represents the dimensions of human resource management focused on the physical and mental
wellbeing of employees. Health and safety practices are referred to policy guidelines linked with
ensuring that employees are kept safe while in the workplace and outside the wo&?@p‘”.
Furthermore, health and safety have been expressed as essential to managing @%s and
unproductivity, and therefore, used in averting incidences of illness, accident ﬂgsenteeism”.
Health and safety at the workplace is therefore aimed at establishin th§ heres, conditions,

capabilities, and patterns that enables employees carry out their Wo%\{g%iently, and in a way that

avoids events which could cause them bodily harm?. &

The purpose of management is to achieve individual a izational goals. This requires workers

to build efficiency by providing training and S@ ion, rewarding employees, motivating them,

ensuring the availability of essential facilit'@erials and supplies, safety equipment and provide
n;-g

adequate working conditions. This % tudy seeks to link human resource management to
operations and productions ma@hﬂt ability to be efficient. The people element is used in

ensuring machines, equipment facilities are well combined in a manner that brings about the

transformation of ra& terfal into finished economic goods’'. Some of these jobs are considered

hazardous work ectally in factories and mines. When individuals are engaged in the performance

of these w@ey must take precautions and ensure health and safety. When individuals must work

it chipes, tools and equipment, they must be trained effectively, as misuse can lead to accidents.

=

a

tories, people also have to work with chemicals, emissions that affect health. Therefore, it is

2)

essential that they wear appropriate clothing and take precautions when working with chemicals and

gases.
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Within an organization, it is essential to develop measures to promote the health and safety of
employees. To achieve this goal, it is essential to consider certain aspects. It is about establishing the
duties of all parts of the workplace and the rights of workers. It establishes procedures for dealing
with workplace hazards and provides enforcement measures, when amenability has nowbegn
voluntarily achieved. In the work environment, it is essential that individuals are in goo ical and
psychological health. Furthermore, they must be safe and secure. Occupational s & umbrella
term for an organization's efforts to prevent injuries and hazards in the work epvironment. When
"

measures and programs are in place to prevent injuries and hazards, hughanresources will not only be

able to perform their duties satisfactorily, but also ensures emoﬁ@nes&

Health and safety improvements have been shown to be®fit ®mployees in a number of ways. This
can lead to increased profits, competitiveness, and erfipl motivation. Through the implementation
of an operational and effective occupational %ﬂd safety system, human resources can have an
operational and effective framework that CQ'S) ificantly contribute to the reduction and prevention
of incidents, injury, health problem@s and even death. In addition, there has been a prevalence
of criminal and violent beha\dﬁ\ij e work environment. So, it also focuses on treating employees
with respect, particular %én. Criminal behavior of sexual harassment is common against women.
It should be re@nd women should be treated with respect and courtesy. Therefore, the
developme ws and programs that focus on promoting the health and safety of human resources

is esseﬂ% achieving the goals and objectives of the organization. In recent times, some workers in

eturing enterprises have been temporarily or permanently incapacitated due to work accidents,
injuries, respiratory diseases, heat, cancer and other diseases that affect the health, safety, efficiency

and productivity of workers due to lack of training in safety and health, lack of safety supervision and
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non-compliance with safety regulations to improve workers' knowledge and awareness on workplace

safety>?.

All companies have a legal obligation to ensure the safety and well-being of their workers. As can be
seen, workers in manufacturing companies in Nigeria have encountered many other ha&%ﬂd
challenges affecting their health and safety, such as excessive noise, dust, heat an @\'mental
pollution and situations that lead to worker injury and illness, resulting i d employee
performance. Despite the clear need to proactively manage health and safej@%‘m\i%and supervision,
Nigerian manufacturing companies have not adequately addressed t & and safety challenges of
their employees. This situation has led to accidents, injuries, d %ﬂs and repeated absences from

work, loss of production time, reduced efficiency of wor

é& mpensation for sick workers, lack of
commitment, low output and reduced productivityNn ition, poorly designed workstations and
‘éh\

management that do not provide regular saf@& ing on the correct use of personal protective
equipment as well as poorly ventilated factorfes in manufacturing companies have cause serious
problems with the health and safet ers, affecting employee performance®*. Providing a safe
and healthy workplace in ma@ng companies is often a challenge due to a lack of commitment

to implementing and istering health and safety training and monitoring compliance with

applicable regula@

Complian @with safety directives can be influenced by the administrative techniques of those
resp %ﬂ employee safety, the level of health and safety training, active safety supervision and
c@factors. It is important for organizations to ensure close supervision and compliance with safety
rules to reduce hazardous behaviors, instill a culture of safety, discipline and ensure that workers
perform their duties safely to reduce accidents and improve efficiency®®. Safety monitoring in the

workplace affects employee efficiency and it is important for organizations to conduct regular safety
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monitoring to ensure that workers are following safety procedures®’. In addition, safety checks can
affect accident rates and absenteeism in companies. Therefore, organizations must conduct regular
inspections of factories to identify hazardous substances that can cause accidents in order to take

preventive measures®®. Similarly, compliance with risk controls and protective equipment can help

reduce accidents in companies™. Q%’\

Training has been identified as an integral aspect of any safety manage ivity in the
organization and helps to build the capacity of workers to work in accordap&vi&h safety guidelines®.
Similarly, a standard way to inspire good behavior in the workplac @rganize a safety training
and education program. Health and safety training focus %'mcreasing worker awareness,
knowledge, work behavior/practice and understanding %vork environment to avoid incidents
and accidents which brings significant benefits t yers and employee. The importance of
training is emphasized to complement emplo @%1 , increase efficiency and increase worker safety
awareness in order to carry out their work @6. Health and safety training may be provided on the
job or off the job depending on thi Qing needs of the worker; it can also be offered through
referrals/instructions, coachin®\and¥Yhentoring, etc. Likewise, health and safety education is essential
and an integral part ‘Ag,pﬁtional health and safety management in recent times. It relies on
employers to prosw policies and training and to assess each employee's ability to use what
they have in workplace health and safety training®'. Adhering strictly to basic health and

safety ﬁ%lg tips will help the organization in the sense that it will enhance productivity and

nce at an optimal level.
2.2 Theoretical Framework

The following theories underpinning this study include the Resource-based View Theory, Dynamic

Capabilities Theory, Theory of Production and Maslow’s Theory of Human Motivation. These
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theories relate to the combination of human resources, material resources, physical resources and
technological resources, necessary for organizations to attain desired performance levels based on

effective management and deployment of organizational resources.

2.2.1 The Resource-based View Theory \?&'

The resource-based view theory is an organizational theory used to drive comp@%)]dvantage

through organizational resource®®. Resource based view theory was develo R. B. Barney

(1991). &{ °

The resource-based view is a strategic managerial framewor % to determine the strategic
resources of an organization that can be exploited to achia@éinable competitive advantage. In
essence, resource-based view gives insight that conte organizations should focus on ways of
developing, integrating and enhancing their reso% in such a manner that would allow for business
processes and production that deliver sup@r ducts and services to customers over competitors.

This theory is the base line of this stu@ the human resource element in an organization is critical

in the process of development arihihtggration of all other organizational resources®.
The advantage of the r cesbased theory in business organizations and management is based on
the ideology that s organizations must look inward in terms of managing strengths and

weaknesses i&*der to achieve desired performance levels. Thus, identifying what an organization
has andw% can effectively and efficiently use what it has to its competitive advantage. Resource

w can be applied by an organization that is focusing on cost leadership theory whereby
competitive advantage is based on reducing cost of production and enhancing production efficiency

in a manner that is superior to that of competitors.

50



To provide competitive advantage and sustained performance, resources must meet the “VRIN”

standard. The “VRIN” criteria are described below.
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Valuable (V)

Resources are valuable when they provide strategic value to the enterprise. Resources provide value
when they help companies seize market opportunities and mitigate market threats. There is no benefit

to owning resources if they do not add or increase business value. \?»-

Rare (R) Qg{%'

Finding resources among your company's existing and potential com@‘ust be difficult.

. . .. N
Resources must therefore be scarce or unique to provide a competltlvxvan ge. Resources owned

by multiple companies in the market cannot provide a con@ advantage as they cannot

implement their own business strategies compared to other c@kﬁrs.

Imperfect Imitability (I)

Imperfect imitability means that the resour ‘a%& be copied or imitated. Imperfect imitability

between capability and com;zg?v ntage, or the complexity of resources. Resources are the

basis for sustainable competiti

them. é )
Non-Substitl&Qﬁ%)

bottlenecks vary. This means the d@@of obtaining resources, the ambiguous relationship

vantage only if companies that do not own them cannot acquire

The irre@ﬂity of resources implies that those resources cannot be replaced by another substitute.

mpetitors cannot achieve the same performance by substituting these resources with
altethative resources. According to Barney, a resource of value "must enable a business to do things
and operate in a way that generates high revenue, low costs, high margins, or otherwise adds financial

value to the enterprise.
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Furthermore, resource-based view (RBV) is a strategic management theory that is widely used in
project management, it examines how resources can drive competitive advantage. Competitive
advantage is the ability to create more value than rivals, and therefore generate higher returns on
investment. Sustainable competitive advantage requires enduring benefits through capabilities We
not easily imitated®. The resource-based view is built on the concept that resources a ilities
are not heterogeneous across other organizations, and through the utilization % oncept the

success rate variations between organizations can be explained. It also 3& nagers to spread

WS
'\
ch

resources according to alignment with strategy, to identify the value gf\& esources and required

capabilities for the competitive advantage of the organization, in a%' to providing the managers a
snapshot of strength for intervention, or for mergers a %%sition. The resource-based view
perspective has its origins in strategic management: o explains that the identification and

possession of vital internal resources contri to a firm’s ability to create and maintain a

competitive advantage and improve perfor@});6 %6,

Thus, the resource-based view theo ins a company's competitive advantage through the unique,
scarce and imitable resource§\thatYthe firm has created, which led to its growth. In addition, the
resource-based perspe ‘;gnfy explains a firm's competitive advantage in a static environment,

which has becon@itation, especially when the firm operates in a fast-paced changing market

environme@
@mic Capabilities Theory

2

2.
T&ynamic capability theory is developed as a theory of competitive advantage in rapidly changing
business environments. This theory explains that organizational resource that can contribute to

production efficiency are based on the ability to evolve with the changing business environment such
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as technology, showing how it informs and complements explanations based on market positions,

firm resources, and Schumpeterian creative destruction.

Dynamic capabilities theory emerged as both an extension to and a reaction against the inability of
the resource-based view to interpret the development and redevelopment of resources and ca@é&s

to address rapidly changing environments. It also appeared as an alternative approac e some

of the weaknesses of Resource Based View theory®’. s\

The Dynamic capabilities concept is noteworthy for its explicit re ﬁA@oﬁ\ of the economics
mainstream, which required Teece to turn against his own acaden%&&itage. This capability also
referred to as a set of learned processes and activities that e % ompany to produce a particular
outcome. Dynamic capability theory, therefore, explai t\ompetitive advantage of firms in terms
of dynamic and fast-paced environments and 4as eived much attention from international
economists since the late 1900s. Trading n& ernational business markets involves a variety of
environmental contexts, and compani¢sgnge develop specific skills and continual learning to cope
with this dissimilitude. It is imp(@ a company to remain relevant and competitive in the market,

especially when doing bus neNside its home country. The process of maintaining a competitive
advantage is endless @namic“. Scholars therefore suggest that companies need to develop
certain skills and Qly;gous learning in order to remain competitive in the market. This is especially

true in n <%hanging market conditions in terms of dynamic capabilities®. Lack of dynamic
N

capabiljties prevents the company from maintaining its competitive advantage, especially in a

@ing environment’’,

The application of dynamic capabilities in the previous literature has shown the increasing interest of
researchers since the establishment of the international ambidexterity literature®®71.7273 which is the

company's ability to cope with the complexities of the environment and international experience in
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the international business field’?. When a firm uses external and internal experts in order to achieve
its set objectives, this is also referred to as Dynamic Capabilities’>. Dynamic capabilities can be used
to change the market by using available resources to make new ones’*. Dynamic capabilities are
therefore the key to creating new sources of competitive advantage’>. Previous researchew,w
dynamic ability as a means to address inflexibility in capabilities and how leverage kn whlle

some agreed that dynamic capabilities can elucidate how the businesses respond t nde, especially

within their jurisdiction. 4{
.\

Dynamic capability theory provides information on the history &evelopment of dynamic
capability theory in a changing environment. Although dynamg %bility theory is not intended to
replace the existing resource-based view theory, howev %@s extend the current use of RBV to

explain a firm's competitive advantage in a dynamlc vixonment.

Dealing in international markets is much ﬁcult than doing business in the domestic market.
The varying customer behaviors and q liv)onal behaviors will directly affect the operation of the
business. The application of dy ?apablhty theory has been widely used to discuss competitive
advantage in dynamic envi onM, especially in international trade. Once the company has decided

to expand its operati uts de the country of origin, it must adapt to the changes and be willing to

implement the ch r the sake of the company's sustainability.

\4‘

the @s of the business does not depend only on the resources and capabilities of the business, but

htles are also a priority area, especially in the area of strategic management, and

moD importantly on how the company adapts in the market in which it operates’. It is important to
note that dynamic capabilities are not separate from the resource-based perspective, but it is another
important factor in explaining competitive advantage, especially in a changing environment.

Furthermore, in a volatile and rapidly evolving market, a company's resources must be dynamic, and
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managers must know how to align strategy with the environment to create new skills that are capable

of respond to market dynamics”’.

The discussions on dynamic capability theory has enlightened the history and development of
dynamic capability theory in changing environments. Although dynamic capability theo& ot
intended to replace existing resource-based view (RBV) theory, this theory extends t e@f use of
RBYV to help companies compete in dynamic environments. Dealing in internati *tih@ts is much
more difficult than doing business in the domestic market. A variety of chaga teri\s ics, from customer
behavior to organizational behavior, have a direct impact on busin %rmance. Applications of
dynamic capability theory have been widely used to discu %ﬁetitive advantage in dynamic
environments, especially in international firms. If a comp %ides to expand operations outside its

local market, it must be willing to adapt and make changes for its sustainability. Hence, it is for this

reason that dynamic capabilities theory emem@ plain the dynamic environment in international

business. < )

This theory explains that orgar@l resource that can contribute to production efficiency are
based on the ability to evolve wight the changing business environment such as technology, showing
how it informs and &p ments explanations based on market positions, firm resources, and

Schumpeterian crgati ;destruction. So dynamic capability theory has a significant effect on human

resource %e ent of any industry or firm.
2.2.@ hé Theory of Production

The theory of production or production theory was developed by a French economist, Jean-Baptiste
Say in 1803. The theory explained the combination of input such as capital and labour required to

maximize output in an organization. The production theory is based on general theory of the work of
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nature, labor, and machines. The theory of production is applicable to this study because it explains
the necessary integration of inputs needed for production efficiency at minimized cost theory. The
production theory puts emphasis on cost which has great relevance in the determination of price of a

commodity.

Production theory also explains the principles by which businesses must make deci:;'@ﬁt how
d

much to sell and how much to produce, as well as the number of raw ma‘[erials= % ) capital and
labor force, which it uses and how much it will use. It determines the relatio shi{) etween the prices

of goods and the factors of production, and on the other hand, the (%(%rof these goods produced

and the factors of production. @r

The concept of production is a process of combining \ifferent inputs to create a product that

serves a consumer need. It is the act of producing uts in the form of goods or services that

contribute to the creation of private utility. 5(@ words, it is a process in which input is converted

into output. Q

The production function also des%ji the technical relationship between a firm's physical inputs and

physical outputs for a pag&ula%a)te of the production process.

Q=F (ab,c...2),

a,b,c...zre %&s various inputs such as land, labour, capital etc.

Q re@ﬁthe level of the output for a firm.

&our (L) and Capital (K) are only inputs factors. The production function reduces to

Q=1 (L, K)
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A production function represents the technical relationship between inputs and outputs. A tool that
analyzes the qualitative input-output relationship and presents the company's technology and

economy as a whole.

Secondly, the theory of production may be used in the determination of rewards of an ix% e

starting point of the theory of production is the technology of production of the firm. @k

This relationship or the production function governs the level of production. \tis a function of
inputs. In the short run, output behavior is governed by the levels of nc@@dﬁional returns. Here

we keep some inputs fixed. In the long run, inputs are subject to char%\

2.2.4 Maslow’s Theory of Human Motivation (1943) @

Maslow's theory of human motivation, also kno he Maslow’s Hierarchy of Needs is a
description of the needs that motivate human¢behayior. In 1943, Abraham Maslow proposed five
different kinds of human needs, beginnin@lhe most basic - survival. Physiological needs, such
as food and shelter, are followed st related to safety. Next, there are needs of love and
belonging. Fourth, humans hw@% of esteem, such as the need for being respected. The final need
in the hierarchy is the for self-actualization (fulfilling one's potential). The hierarchy suggests
that basic needs ma % et prior to less basic needs; for example, a starving person will seek food
before self-a ization.
N
S
O
Y
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Self-fulfillment
needs

Self-
actualization:
achieving one’s

full potential,
including creative
activities

e
Esteem needs: ; y
prestige and feeling of accomplishment Psychological
4

needs
Belongingness and love needs: y
intimate relationships, friends

Safety needs:
security, safety Basic

needs
Physiological needs:

, water, warmth, rest
~ \ e
Figure 2.1: Pictorial Representation of Maslow’s Hierarchy oﬂ@.

$

in order to bring out the best possible

Source: Simply Psychology

This theory emphasizes the need for human motiyath
potentials in human efforts. According to this ‘c%»human is constantly preoccupied with need that
must be met at a point in time and which\in résponse gives birth to another need which are mostly
insatiable in the long run. Maslow’s @tion theory shows human needs in a hierarchy. The lower-
order needs must be satisfied4firstybefore the higher-order needs are taken care of adequately. For

instance, the basic nee 00d, shelter and safety must be satisfied at least partially before social

and psychologica

The needs @{S&actualization which is the need “to make real the breadth and depth of one’s human

pote@ es”, according to Maslow is the highest and the most desirable need. It is towards this that

<y

achieves this need is the type that has developed and made the most use of all his potentialities.

evelopment is directed. Most people however never achieve self-actualization. A person who

Among other things, Maslow’s model has shown that no need is so insignificant to be done without,

that the achievement of one need leads to the desire for getting the next.
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Applying this theory to this research, it could be deduced that employees are motivated by different
types of needs. The duty of the manager is to be conscious of the workers’ needs so that the workers
will be motivated to perform. Before a worker's cognitive needs can be met, they must first fulfil their
basic physiological needs - Shelter, food, water, rest etc. For example, a tired and hungry workeg will
find it difficult to focus and perform efficiently the task assigned to him. Employee o feel
emotionally and physically safe and accepted within the organization to progress &@ h their full

'\

potential. Maslow suggests employees must be shown that they are valued @ted in the family,
and the human resource managers should create a supportive enviro t. Workers with low self-

esteem will not perform at an optimum rate until their self-estee %gthened.

This study therefore derives its motivation form the Ma ﬁory of motivation and as such could
align it with the human resource in pushing productignefficiency of Fast-Moving Consumer Goods
(FMCQG) organizations in Nigeria. Factors suql% ining and development of employee, employee
motivation, reward and health and safeti(zj employees tend to influence production efficiency
positively or negatively in the attain Qf organizational goals. In order for human resources to be

adequately motivated to pursu@n}ction efficiency, their basic needs have to be met.

2.2.5 McGregors @ and Y

McGregor b& hat managers' basic beliefs have a dominant influence on the way that
organiza Qre run. Managers' assumptions about the behavior of people are central to this.
Mcr argued that these assumptions fall into two broad categories - Theory X and Theory Y.
Th&se findings were detailed in “The Human Side of Enterprise”, first published in 1960. Theory X
and Theory Y describe two views of people at work and may be used to describe two opposing

management styles.
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Theory X

Theory X relies on the authoritarian style of management, where the managers are required to give

instructions and keep a close check on each employee. As it is assumed, the employees are not

motivated, and they dislike working. \?\

This theory is based on the following the assumptions Q

1. The average human being has an inherent dislike of work and will avoid i 1f‘;%rble

'\
2. Because of this human dislike of work, most people must be c é&%@ontrolled directed, and

threatened with punishment to get them to put forth adequ @b toward the achievement of

organizational objectives.

3. The average human being prefers to be directe‘dkw s to avoid responsibility, has relatively little

ambition, and wants security above all. Q

4. Management is responsible for as@ling all the factors of production, Viz. Money, material,
equipment, and people. %E )

5. The managers are requ& «t0 control his employees, manage their efforts, motivate them, and

modify their beE comply with the organizational needs.

6. The mar@(&gnt must intervene to keep the employees working towards the economic ends. The
empﬂ%s must be persuaded, rewarded, motivated, punished, and controlled to get the work

eted.
Theory X assumptions believe that workers must be controlled and threatened with punishment.

Theory X management style therefore requires close, firm supervision with clearly specified tasks and

the threat of punishment or the promise of greater pay as motivating factors. A manager working
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under these assumptions will employ autocratic controls which can lead to mistrust and resentment
from those they manage. McGregor acknowledges that the "carrot and stick' approach can have a
place, but will not work when the needs of people are predominantly social and egoistic. Ultimately,
the assumption that a manager’s objective is to persuade people to be docile, to do what they told

in exchange for reward or escape from punishment, is presented as flawed and % f re-

%
4 -
Theory Y Q
S

Theory Y relies on the participative style of managemen@?e the managers assume that the

evaluation.

employees are self-directed and self- motivated to a the organizational objectives. Thus,

here the management attempts to get the maxim utput with least efforts on their part.
Theory Y is based on the assumptions that.< \)

1. The attrition of physical and t ort in work is as natural as play or rest. Ordinary people do

not hate work. Depending ntrollable conditions, work can be a source of satisfaction or a

source of punishme@

2. External co r@d the threat of punishment are not the only ways to advance efforts toward
organ:; % 1 goals. People will be self-directed and self-controlled to serve the goals they have

1t d to.

3. E;ommitment to goals is a function of the rewards associated with achieving the goals. The most
important of these rewards, such as ego-need satisfaction and self-actualization, can be a direct

product of efforts toward organizational goals.
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4. Under the right circumstances, the average person learns not only to take responsibility, but also to
seek it. Avoidance of responsibility, lack of ambition, and an emphasis on safety are generally the

result of experience, not an innate human trait.

5. The ability to use relatively high levels of imagination, ingenuity, and creativity@da'ie

organizational problems is broadly rather than narrowly distributed among the pop l%k

6. In the conditions of modern industrial life, the average person's intellecm%\g&ulties are only

partially utilized. @ "
Conversely, McGregor saw Theory Y managers as those that ssumptions that workers care
about the organization, will seek responsibility, and exercis@z{)ntrol. He found that most of the
population has the ability to be innovative and cre ={His finding supports the argument that

Theory Y assumptions contribute positively tow&more participative decision-making, ultimately

benefitting the organization’®. Q}

Theory Y assumptions can lead to &operative relationships between managers and workers. A
Theory Y management style 4@2 establish a working environment in which the personal needs

and objectives of indivi can relate to, and harmonize with the objectives of the organization. In

rise, McGregor recognized that Theory Y was not a panacea for all ills. By

The Human Side Q
highlightin '(%ry , he hoped instead to persuade managers to abandon the limiting assumptions
;d

of Thee%

l’%ﬁnore, Theory X fails because it does not consider human motivation, the needs of humans. It

consider using the techniques suggested by Theory Y.

fails because direction and control are useless methods of motivating people whose physiological and
safety needs are reasonably satisfied and whose social, egoistic, and self-fulfillment needs are

predominant.
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From the above it seems then an obvious choice for managers is to follow a Theory Y management
style rather than a Theory X one and achieve better overall results. Yet, this view (which was adopted
by many) is to misunderstand what McGregor was trying to achieve. It is important to note from the
beginning some important points which are often overlooked when considering McGregor's T

and Y. Firstly, he was not offering a blueprint for management success, as some@, ut a

starting point to begin discussion of the act of management and organizational cul xs\

There is nothing in this theory that says a manager should behave in any j@lc\g\l r matter, only that
how he or she behaves is driven by deep cognitive assumptions’ %places a burden on the
organization to learn whether being more Theory X or Y has %'act on the effectiveness of the
manager. The consequence for the organization is to u sﬁd what managerial assumptions are
more effective or desired and question underlying “4gsumptions rather than managerial actions and
abilities”. For those with a more Theory X é%ton understanding could result in a move to a

position where their skills and disposition (Q}e more effective.

23 Review of Empirical Stl@

2.3.1 Training and De)%).x)t and Production Efficiency

A recent study do &zama as regarding the role of training program in improving productivity
of a farmin amzatlon which adopted a quantitative research approach based on an empirical
analysi ang sample of data collected from a rice farming household in the Mvomero district
nia. The study revealed that the yield difference between trained and non-trained farmers

with water access for irrigation was significantly more than double; however, the yield difference

between trained and non-trained farmers was insignificant in non-irrigated plots. The authors argued
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that training and development contribute significantly productivity from the perspective of

agricultural organizations®.

Also, examination of the effects of training on employee performance in production and operations

was done in 2018 focusing on Bonjus Company, and Khatib and Alami Company in Lebanq@@ﬂe

study emphasized the need for using training and development programs in brid \@' gap in

indicated that the

employee performance in handling operational processes. The methodology wa on a survey
research design with sample size of 303 respondents. The findings from thet stqgi

two companies from Lebanon designed different training program% eYtwo companies designed
training programs that focuses on short-term skills and develo grams for long-term abilities.
The study concluded that training programs benefited e &the two companies by improving
their level of productivity.

In a study on the importance of training a @)ment in employee performance and evaluation
based on a qualitative research app;@ni%‘he authors emphasized the contemporary business
organizations are becoming mor; %of the significance of training and development. The study
used employee performancg as dependent variable indicating its impact on the bottom line of an
organization while t &p ;nce of training and development as the independent variable. The

findings revealed\that,€mployee training and development assists the organization and employees in

attaining @goals, such as improving morale, sense of security, employee engagement, and
over@O

Alg, training and development was considered as imperative towards employee productivity through

petencies necessary to perform a particular job.

work engagement based on empirical evidence from higher education sector in Malaysia®. The
purpose of their study was finding ways of increasing the levels of employee productivity towards the

enhancement of organizational success. The utilized primary data from a survey instrument issued to
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a sample of 242 employees at public universities in northern Malaysia. The results indicated that

when employees are trained via work engagement there is significant positive effect on productivity.

From a study done in Pakistan, the impact of training and development on employees’ performance
and productivity based on a case study of United Bank Limited Peshawar City, Pakit& s
examined®. The study investigated whether training and development has impact oyees’
performance and productivity. The study adopted quantitative research approagl%%ﬁe using data
collected through primary sources from questionnaires surveys from sample o{ cight united banks
limited were selected using eighty (80) respondents. The variable %study were training and
development (Independent) and employees’ performance and tvity. The findings revealed that
training and development is an important aspect of HR cthkto skilled and capable employees for
Another study considered training and deve e@ a tool for employee performance in the district
.

assemblies in Ghana3®. The study use;@ ive research approach with a sample of fifty (50) full

better productivity and performance.

time staff members of Kumasi@olitan Assembly. The study found that there exists direct
relationship between trai‘n'ﬁa evelopment and employee performance. In addition to this, the

results indicated a si@nt relationship between training and development and job satisfaction.

Also, trainin&%ﬁdrelopmen‘[ have become the popular words in the dynamic competitive market

8 % sed on the fact that training and development contribute to human resource quality
that %r ntiates a great organization from a good one. The study considered the impact of employee
tr&ng and development on employee productivity through presentation of extensive literature
review on the study variables. The study found that employees require continuous learning and
updating of the skill and knowledge invaluable, due to the organizational, technological and social

dynamics. Thus, training and development was linked to achieve optimum returns from investment
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by business organizations. Therefore, training and development is vital to the productivity of

organization’s workforce®.

Consequently, the relationship between human resource management (HRM) and productivity is

established based on the relevance of training and development. In essence, HRM is pla& te
generally within the literature on management practices and productivity. The auth
some facts on levels and trends of both HRM and productivity and the main N ic theories of

HRM. It was concluded that the determinants of HRM — training an%ie'l\opment, teamwork,
policies and regulation impact on productivity®é. CQ
2.3.2 Motivation and Production Efficiency @t

An empirical study of employees’ motivation and its4 Xe job satisfaction, based on predictors
such as productivity and performance, establ%d positive correlation’”. The study adopted
quantitative research approach using a suw@od with sample size of 140 respondents. The study
findings were indicative of the signiﬂ%inﬂuence elements of motivation such as compensations,

rewards, incentives and recogniti e on job satisfaction which is translated to increased quality of

work done. ‘{ .

In a study done i %est on the effect of motivation on employee performance in 2020, it was

argued that tﬁ%{tent of performance by an employee is based on the level of motivation to be

products study utilized descriptive research method and survey method with quantitative data
g and analysis through parametric statistical techniques. The findings established from the

study how motivation affects the level of commitment to work done and ensuring effectiveness and

efficiency in productivity and production®®,
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Likewise, a study done in Nigeria, focusing on employee motivation and productivity from the
perspective of a review of literature and implications for management practice, established that a
substantial body of theory and empirical evidence exists to attest to the fact that motivation and
productivity are concepts which have immense influence in management and organiz§o»nal
behaviour®®. The authors conducted a review of some of the key theories and empiri es on
motivation and its impact on employee productivity drawing experiences from di gg‘nizational

.\
consider in motivating employees: some monetary or financial suc@a and others are non-

financial like recognition and challenging jobs. %3

settings in Nigeria and several other countries. The study revealed that tl;eglre ifferent factors to

From another study done on the impact of motivatio the” employee performance and job
satisfaction. The authors argued that employees wil r}Xute to the efficiency of a production
system only if they are motivated in the right The study used a quantitative research approach
with sample size of 133 respondents. The rél}f om data analysis indicated that motivation plays an
important role toward the perform employees and job satisfaction in the IT Park (software
house) sector of Peshawar, Pakist

A study on motivation, p@rmance and efficiency, emphasized the link between human resource
management cons r@%nd organizational performance indicators®!. The author focused on the
importance A&gv)ating the employees and underlines the motivation as a key factor which
influencgs erformance of employees, their efficiency and efficiency of the company. The study
utili a qualitative research method based on review of previous studies establishing the
&)nship and connection between motivation, performance and efficiency, also how each other

influences and highlights the factors which affect the increase of performance maintaining the high

motivation of employees.
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Also, a study on the electronic industry in China focused on the impact of motivation on employee
performance. The focus is on the use of motivation within human resource management to target
increasing performance. The study adopted the descriptive and explanatory design using survey
questionnaire to a sample size of 100 employees from electronic manufacturing company inhina.
The study found that motivation through training and development, reward and re ioff, and

delegation of authority has significant impact on performance of employees®?. \@

Further examination into motivation and production efficiency through @;ﬁoroductiviw was
done in 2014 in Nnewi, Nigeria. The study focused on manufacturir@ in Nnewi, Anambra state
using quantitative research approach in terms of descriptive an %ﬂtial statistics. The sample size
was made up of 150 employees of the selected manufa % firms. Based on the findings of the
study productivity of manufacturing firms was significa linked to level of motivation in terms of
salaries, bonuses, commissions, and overtime &v es”.

In congruence, an empirical study was car@t on the fact that motivation and performance of the
employees are essential tools for Q:cess and survival of any organization. The study used
extensive literature review tourtltef buttress its point and found that on the one hand, measuring
performance is critic ﬁor‘ganization’s management, because it highlights the growth and

performance of tization. On the other hand, there is a positive correlation between employee

motivation anizational effectiveness in production capacity®*.

2.3.6(%rds and Production Efficiency

In%tts to how reward plays significant role in production efficiency based on input from employees
were put forward in a study done in Delta state in Nigeria®. The authors investigated reward
management and organizational performance of workers in Delta state. The study was done centering

on descriptive research design with sample of 400 respondents. The findings disclosed that the end
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result for a reward system is to motivate the workers to realize the goals and objectives of the
organization. The authors concluded that rewards can be seen as a booster to better productivity
achievement and that reward management has a positive relationship with the level of performance as
much as the reward motivates workers to perform.

An in-depth study on the impacts of reward system on employee performance, showed @rds is
1

pivotal to an organization in managing employees' performance®®. This study d different

'\

forms of reward systems, including intrinsic and extrinsic rewards. This st&ol ed a quantitative
research approach and distributed 132 sets of questionnaires t@c ed participants using

convenience sampling. The results showed that all variables o@s system have a significant
impact on employees' performance. Q

Similarly, incentives were investigated as an of reward that predicts employee’s

productivity®’. The study adopted quantitaf('@earch approach to investigate the effects of

incentives on employee’s productivity. The sapiple size in the study were 108 respondents and data

was analyzed using Pearson Produ ent Correlation Coefficient. The findings of this study
revealed that there was a itive’ relationship between incentives and productivity, alongside
monetary incentives, Key factor in motivating employees is to involve them in the process

aimed at attaininizational effectiveness because without their co-operation the organization

cannot perf

In a %al study done among 400 employees of Zenith Bank Plc branches in Nigeria in 2018,
a%ed that rewards management are effective tools for improving employee performance in a
private sector organization*’. The authors used descriptive research design and evaluated employee
performance with respect to how they are involved in production of quality banking services. The

major conclusion from their study was that rewards management in human resource management can
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help managers to effectively enhance production capabilities of employees as employees work harder

when rewards are higher.

Also, another study conducted in Pakistan in 2017 evaluate the impact relationship between intrinsic
rewards and extrinsic rewards on employee performance: The authors used Courier Com& of
City Faisalabad, Pakistan as case study and surveyed 60 employees. The result 10ated that
employees were more driven to perform with respect to extrinsic rewards such a }% , bonus pay,
allowances and financial incentives rather than intrinsic rewards such ec‘o%%ition, passion and
fulfillment®®. The study concluded significant positive relationship%f%en extrinsic rewards and

employees job performance, showing that the individuals enjo %‘payment given security and the

environment in the work place including their relationshipzarftong employees and at the same time

enhancing productivity levels. These results agreed aham Maslow Hierarchy of needs stating

the physical, security and social needs are all h@\o extrinsic rewards that influences employees to

do more on their jobs. <\)

Also, another study from Nigeri %’imed performance and reward systems in organization®. The
authors established their a, gw around the premise that reward systems act as a powerful tool
which may lead to @ws d.efﬁciency of employees in service delivery. The study therefore,
identified the negds for financial and non-financial rewards in achieving the primary aim of
organizati <%\“ﬁciency and effectiveness in workplace. The study was anchored on interpretative
und %g of Herzberg theory on two factor perspectives and has the potential to contribute to a
understanding of employees’ attitude, performance and perception towards achievement of

organizational set goals and objectives. The findings stated that different modes of reward, factors

influencing rewards system and performances as well as motivation on performances.
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Furthermore, studies done in Kenya in 2016 confirmed the role of reward systems in increasing
employee motivation in commercial banks towards operational duties. The authors particularly
investigated the role performance-based and social reward systems on employee motivation using a
descriptive survey research design with sample size of 95 respondents. The study opined a p§it»iye
and statistically significant relationship between performance-based reward system, ward

system and employee motivation. The study concluded that the career rew ﬂ\% e crucially
=

important in enhancing employee’s motivation to do work in a productive 3& 1sjent manner!%,
'\

Again, in Pakistan some scholars studied the influence of intrinsic a g&%ﬁsic rewards on employee
performance: the banking sector of Pakistan'?!. The study con %ﬂ’gniﬁcant influence of intrinsic
and extrinsic rewards in the light of Herzberg’s two fac ry in impacting banking employees’
job satisfaction and job performance. The study empiQy: descriptive research design with sample
size of 200 bank employees in Pakistan. Th&l s from data analysis in the study showed that
respondents agree that intrinsic and e@c rewards increase overall job satisfaction and
performance of employees. The fol@ intrinsic rewards were found significantly and positively
correlated with self—repoﬁed@ees’ performance for the year: Security, Ability Utilization,
Social Service, Variet [ Values, Activity, and Authority. On the other hand, the following
extrinsic reward@ found to be significantly and positively correlated with employees’

performancégg)gnition, supervision-human relations, advancement, and relationship with co-

Worker$

2.@ Health and Safety and Production Efficiency

A study on the nexus between improving the safety—performance emphasized the moderating and

mediating influence of work motivation in the causal link between occupational health and safety
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management practices and work performance in the oil and gas sector in Ghana'®>. The authors
reviewed key concepts of the job demand-resource model (JD-R), self-determination theory (SDT),
and perceived organizational support for safety theory (POSS) in developing an all-inclusive
conceptual model that explores the moderating and mediating impacts of job motivation on th%sal
link between OHSM practice and job performance in the fossil fuel space. This st sures

occupational health and safety practices from the perspective of six different saée@ nsions and

job performance, using a two-dimensional differential structure that assegses different aspects of

.\
positive work behaviour. A quantitative research approach was uS\ pplying the analytical

technique of structural equation modelling. A total of 131@%@6 were selected through

stratified, targeted and pragmatic sampling techniques fr: re®’ major organizations representing

the downstream, upstream and midstream of Ghana's as space. The results of path estimation
through SEM analysis show that OHSM practi ave a positive and significant effect on both safe
operations and on duty performance @p oyees. However, OHSM practices indicated a

significantly higher positive effect o@k performance than safety performance. The significant

influence of OHSM practices &%afew and task performance was significantly determined by
te

work motivation albeit mq%a

Empirical investigati as done in Nigeria, Rivers state in 2020 on the impact of industrial health

and mediated.

and safety @Sﬁployee performance based on case study of manufacturing firms. The quantitative
rese @oach was used through a structured questionnaire to 282 workers. The result of the study
i% d that health and safety practices, especially training has significant effect on employees’ job
performance. It was concluded that employees’ low performance can be attributed to both low health
and safety practices and lack of personal protecting equipment (PPE) and management commitment

to health and safety programs'®,
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In addition, scholars carried out a study in two Australian aircraft manufacturing facilities in 2018 to
investigate the balance between safety and productivity and its relationship with human factors and
safety awareness and communication in aircraft manufacturing!®. The study used survey research
design with sample size of 71 workers. The results indicated that workers were sufficiently aware of
how human factors and safety rules influence performance. The study concluded that and

productivity are significantly positively correlated \@

Also, a study carried out in Mbooni West district of Mbooni Subcounty iq@lgg\t%how to maintain
health and safety at workplace. The study used descriptive researc &% with sample size of 40
respondents. The findings indicated that majority of the teaghi aff were not involved in the
training programs that would equip them with safety skil %ir workplace. Most of them were not
involved in discussing safety policies in the workpl this significantly negatively impacted the

safety of teachers at workplace affecting thei@ dness on matters pertaining health hazards and

reducing general productivity performance@)

In the construction industry in G, k&estine, an empirical study was carried out and confirmed the
connection between occup tiomealth and safety (OHS) and increasing employee productivity. The
authors emphasized %s. that effectively promote both safety and productivity during a
construction tasky\ Th¢ study adopted quantitative research with a sample size of forty-three
responde t@%ﬁndings indicated that training workers to carry out works properly, especially in
the %s of work" factor has been ranked in the 1st position with regard to its importance in

s@ning safety and productivity of project The study concluded that safety strategies fall under five

major groups; planning, training, monitoring, communication skills, and inspection'.

A study done in 2010 in Zimbabwe food industry confirmed the impact of occupational health and

safety on worker productivity. The study used quantitative research approach targeting production
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supervisors, shop floor employees and industrial clinic nurses. The sample size of 73 main workers
and 50 casual workers. The study found out that occupational health and safety related problems

negatively affect workers’ productive capacity in the food industry resulting in reduced worker

volume of output!®’, \?».

In culmination, a study done in 2007 to investigate if there a link between Work§:®th and

safety and firm performance and productivity found that contemporary organi take human
resource management element of health and safety as vital strategie% Q\nsure efficiency in
production'®. The authors focused on the connection between occu @healtb and safety (OHS)
and increasing employee productivity and performance. The %e was based on occupational
health and safety academics being recognized for the socq %eﬁts of introducing improved health
and safety standards. However, there is debate as t& whether or not introducing improvements can
actually increase measurable economic benef& authors used a qualitative research approach

based on a comprehensive literature revie@ found that health and safety sets the workplace for

productivity. Q@

24 Conceptual Fran‘lyh\)

The key variables o@udy include human resource management as the independent variable and
production ef 'egl)as the dependent variable. Credible human resource management scholars have
opined t effective acquisition, management and utilization of people element is captured in
hun‘%esource management®'. Production efficiency has been defined as the ability to maximize
;&ction output through efficient capacity utilization, fewer machine breakdown and enhanced
product quality. Organizational productivity (output/input) measures how well an organization is

performing and is also an indication of the efficiency and competitiveness of a unit or division.
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Production efficiency is seen as a measure of productivity with respect to the degree to which

resources are brought together in an organization and used to achieve a set of results '%°,

Here, the effect of human resources development on organizational productivity is considered. It is
well known that a company cannot exist without people, so human resource developmex%fy
important for all organizations, from small businesses to large corporations. It show @ve’ of the
main functions of talent development is to motivate employees to work to achi growth and
profitability. We will also look at the method of training and developmenigt tlﬁ)e gathered from
the source of our information. For example, companies are trainh%(&e%employees less by role-
playing due to lack of funds to participate in such trainings. %'of competent personnel in the
company will also lead to increased productivity. This &at human resources employed in any
organization, whether for-profit or not-for-profit, swall er large, must be able to leverage other
available business resources to ensure their@ﬂization with the aim to positively influence

productivity. It will also be establishe@nd doubt that the adoption of human resources

development, motivational tools, tradtain®’ etc. enable workers to be more efficient in their different

jobs. Even though the anal elated to private enterprise, the necessity of the study is to
recognize the validity fact in all aspects of human enterprise, whether private or public

enterprise. It is n@r necessary to overemphasize what effective human resource development

can do for anization that embraces the practice.

Hu@al is sometimes used synonymously with human resources, although human capital
F% to a narrower view that is, the knowledge the individual can contribute to an organization.

Other terms sometimes used include talent, manpower, labour or simply people''°.

Additionally, it argued that the quality of labour in production management is based on several

factors such as education and training, personal health, organization of labour work conditions,
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attitudes towards the work, relationship between the senior management and junior management level

worker.

Also, in the study of strategic human resource management practices and organizational growth, the
authors adopting qualitative research approach revealed that it is necessary for organizations& Mize

the human resources effectively in order to enhance production management efficie e@'nespect

to maximizing volume of output and minimizing wastages?>. s\

While investigating the effects of human resource systems on man rifig performance and
turnover based on empirical taxonomy of identifying two types of h@esource systems, “control”
and “commitment,” it was opined that strategic human r @Bmposition based on specific

combinations of policies and practices are useful i A\ipting organizational performance and

turnover!!!. ‘%

In the study of relationship between hn@ ources and strategic performance based on the
mediating role of productivity. The‘%‘tors placed emphasis on how human resources make

significant contribution to produ®ti¥ity of organizations especially when they are trained and skilled
with production capabilit*%. .

An in-depth look %ffects of HRM practices, lean production practices and lean duration on
performance (&data collected from the firms operating in Sri Lanka, which fulfilled the selection
criteria%& e study, the authors found that lean production practices and operational performance

tated by effectiveness of HRM practices!!3. Considering the current situation in the world,
where innovations are rapidly disruptive and competition is fierce, organizations need to re-evaluate
their human resource strategies to adapt to these challenges. Typically, the HR manager's duties focus

on recruiting, selecting, orientations, training, analyzing and evaluating jobs, labor relations,
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performing appraisals, and more. These are the ideas that were imported from the transition from

personnel management to human resource management! ',

The human resource is critical in production management in an organization, the need for effective

HR strategy. Based on the above literature review the conceptual model of this @yﬁs

diagrammatically expressed below: :%,;

Elements of Human Q
Resources Management Yy

Training and
Development

 ’/ Production efficiency \\‘

e (Capacity Utilization
‘ e Volume of Output
(- e Product Quality

Reward
N J

Health and Safety
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Figure 2.2: Effects of Human Resources Management on Production Efficiency

Source: Author’s Compilation, 2022

The explanation of the above model is based on the core of this research to investigate ¢ Xctors
of human resource management and their influence on production efﬁciencx temporary

business organizations. Hence each factor is being investigated as meas reg%human resources

. - . : "
management which can enhance or limit production efficiency. (\&
The model of this study is adapted majorly from previous studi ¥ This is based on linking the
relevance of human resources management to operatio oduction management. Thus, this
current study is to investigate the relationship betwegn an resource management and production

efficiency. As mentioned earlier the indepe?@riables are the human resource management
components training and development, @tion, rewards and, health and safety, while the

dependent variable is production e@y in terms of capacity utilization, volume of output and

quality \%}
Model Specification é

PE=F (TD, M, @%)
PEit = B0 @n + B2Mit + B3Rit + BAHSIt + it rrrrvoreeeoorn) Equation 1

Whe

P%Qoduction Efficiency (with proxy for capacity utilization, volume of output and quality)
TD = Training and Development
M = Motivation

R = Reward
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HS = Health and Safety

€it = Error term
B0 = is the intercept
B1—pB4  =are the parameters to be estimated in the equation \?».

2.5 Summary of Gaps in Literature s\@

The purpose of this study is to examine the influence of human resourc ent on production

efficiency in FMCG organizations in Nigeria. Previous research o®effects of human resource

management are shown below: @

A study on the relationship between human resources tegic performance: The mediating role
of productivity. The researchers were of the opiw',%ha Employee productivity is increased through
human resources management that focu@strategic organizational performance. The study

findings cannot be easily generalized‘% is limited to Jordan companies; A study in Nigeria may

yield different outcome??. \%)

In another study, the figthsgs on the effects of HRM practices, lean production practices and lean
duration on perfo ggested that HRM Practices supports lean production and lean duration on
performance. o, the study is foreign focused (Sri Lanka) and cannot be generalized for Nigeria
manufastasiny-firms'!!,

on the efficiency of human resource management, the differences in actual/perceptual
performance evaluations found that efficiency in human resource management accounts for
differences in actual and intended performance. The main gap is based on the foreign nature of the

study which may not be easily applicable to the Nigerian business environment?>.
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A study on measuring the efficiency and effectiveness of the human resources training function at
Orange Jordan found that human resources training helps in increasing measuring effectiveness and
efficiency of productions. The study was carried out in Jordan with focus on Orange firms and cannot
be directly comparable to manufacturing firms in Nigeria®. ?»_

A Case Study of Bonjus and Khatib & Alami companies; The researchers found th ‘@g has
significant effect on employee performance. The study was done in foreign ce@ ocusing on

Bonjus and Khatib & Alami Companies with respect to only training as @ctice which only
t

'\
addresses one of the four independent variables of this research and "qég ¢ directly applicable to
Nigeria®!. %%'3

The importance of training and development in employee ,@@r nce and evaluation was reviewed
indicating that there is significant importance of traini development in employee performance
and evaluation. The study was done in foreign ¢ outside Nigerian perspective®?.

In the study of the impact of training and e%igp ent on employees’ performance and productivity;
A case study of United Bank Limit d%war City, KPK, Pakistan. There exist a significant impact
of training and development @ oyees’ performance and productivity. The study was done in
foreign country Pakistan%iqh makes it not directly relatable to Nigeria because of perceived
sociocultural differe

Research on gﬂe@t of motivation on employee performance revealed that there is a significant

effect ation on employee performance. However, the study findings cannot be easily
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Research on motivation, performance and efficiency. Suggested that there is an interlink between
motivation, performance and efficiency. The gap was based on the inadequacy to capture forms of
motivation that actually lead to production efficiency?'.

Research on the impacts of reward system on employee performance showed that all mria%s\pf

rewards system have a considerable impact on employees' performance. The gap in was
p ployees’ p gap
:ﬁcial reference to

The impact of Rewards (Intrinsic and extrinsic) on Employee Performance‘:{h
.\

hers found significant

that it was done outside the Nigerian business environment®®,

i
courier companies of city Faisalabad, Pakistan was researched and th& ear
positive Impact of Rewards (Intrinsic and extrinsic) on Emplo @rmance: The study findings
cannot be easily generalized as it is limited to companies i@s n and a study in Nigeria may give
different outcome®®,. @

In the research to identify the link between W ce Health and Safety and Firm Performance and
Productivity, the authors used a qualitati*{rj rch approach based on a comprehensive literature
review and found that health and sa e the workplace for productivity. The gap in this study was

based on the qualitative nature whi ay be deemed subjective!%.

Research on the role of x%d systems in enhancing employee motivation in commercial banks in
Nakuru town, Ke@ led that reward systems provide motivation for employees to be highly
involved in p@c ton efficiency. The study findings cannot be easily generalized as it is limited to
Kenya es and a study in Nigeria may give different outcomes'®,

R on improving the safety—performance nexus; A study on the moderating and mediating
infléfence of work motivation in the causal link between occupational health and safety management
practices and work performance in the oil and gas sector revealed from the path estimate through the

SEM analysis that OHSM practices positively and significantly influenced both safety performance
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and task performance of employees. However, OHSM practices indicated a higher positive
significant influence on task performance than safety performance. The gap in this study was that it
was done in the Ghanaian oil and gas sector!?,

Research on human resource strategy and production management adopting a resource-baseehyiew
approach linked human resource strategy and production management. The gap is bas ¢ fact

that the variables used were mediating variables rather than those for cause and eff a\@
r

Findings from research on strategic human resource management practices and nizational growth

0
. . “ .
from a theoretical perspective showed that strategic human re ¢ Mmanagement practices

significantly affect organizational growth. The study relates @all performance within the
organization'?, &

cview of literature and implications for

A study of employee motivation and productivity:
management practice explained that employee iyation leads to increased productivity. However, it

did not involve a quantitative study®’. ( \

A journal review of performance anq systems in organizations suggests that, there exists a

tangible link between increase@g

in the fact that the study @(}I quantitative in nature®.

ance and reward systems in organizations. The gap was found
Research on effecti d management as a tool for improving employee performance in a private
sector organi ionQCIA study of selected Zenith Bank Branches in Nigeria) indicated that effective
reward %nent is necessary to drive employee productivity level for performance. The gap was
t tudy used only rewards as an element of HRM measurement unlike this study that considers
traifing and development, employee motivation, employee reward and health and safety*2.

Research on understanding the Impact of Industrial health and Safety on Employees Performance: A

Study of Selected Manufacturing Firms in Rivers State, revealed that understanding and application

83



of industrial health and safety helps impact employees’ performance in study of selected
manufacturing firms in Rivers State. The study’s findings cannot be easily generalized as it is limited
to manufacturing firms in Rivers state Nigeria, whereas, the current study intends to find out what
entails in FMCG manufacturing companies operating in Lagos state!®. ?»_

In a study to research the effect of human resources development on organizational g‘i@'qw, it

was revealed that there is significant effect of human resources developmen oyganizational

'\

productivity. The main gap in this study is that the respondents were limit‘eg only senior managers
of the organization which subjected the result to a possible senior man@n bias, however, for the

current study, several levels of management were considered (s@" dle and lower).
Many of the literatures were conducted in different pa e world on the influence of human
resource management. While few research was carfy in manufacturing firm in Rivers States

Nigeria and another study in Zenith Bank @igeria. However, this study is different as it

researches of the influence of human resou@magemem on production efficiency in some selected

manufacturing firm in Lagos State Q
\<)§€‘
S
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Chapter Three

Methodology

This chapter discussed the methodology used for this study. It includes the research design, sample

population, sampling procedure and sample size, data collection methods and instrument,%\gzod
of data analysis. é)
3.1  Research Design ‘k S

& A

The methodology used in this study is based on a quantitative resea%gp oach made of descriptive

research design to effectively answer the research questions a s the research objectives.

For the purposes of this study, a descriptive survey dgst s used, which allows for primary data

collection to describe a large population with indj&a s the unit of analysis.

The link between this chapter and the lit@review is that, while the literature review offers an
overview and synthesis of suitabl @es that have been traversed, the research methodology
emphasizes the methods empl% ;;e researcher during this research.

3.2  Population of @\dy

For the pumo&ﬁ@ study, the population comprised of employees of selected manufacturing firms
in Nigeri @h include Nestle Nigeria Plc with 2209 employees!, Cadbury Nigeria Plc with 1151
emigerian Bottling Company with 1860 employees and 7up Bottling company Limited
with /1033 as at 2019 annual report and financial statement. This gives a total population of 6253
employees for this study. Due to the impracticality of covering all necessary respondents in the
population, a sample was drawn from the headquarters of the selected manufacturing firms in Lagos
state.
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33 Sample Size

For the purposes of this study, the target sample size was obtained using Yamane's formula to

() @v

n = Sample size N = Total Population = 6253 e = Precision estimate. Conﬁde%@ is 95% and

+ or — 5%.
& L
6253 3 6253 [ 6253 \ \
(W) - ((1+6253(0-0025))> B ((15.6325)) =400 §

Q

The sample size for the study is 400 which was divided %monally based on the staff strength of

calculate the sample size. The formula is

each company.

However, to determine the proportion o &%dents to be administered questionnaires in each

company, the Bourley’s Proportionat cation formula? was adopted as shown in table 3.1. The

formula is given as: %t
Nh =n x nh ‘{ .
0

N
Where Nh = Bounley Proportional allocation formula (questionnaire to be distributed per company)

ou
nh = Pop l®located to respondent groups (Number of employees per company)

n= 1'Sample Size

@opulation of the Study

Nestle Nigeria PLC =2209 x 400 = 141
6253

Cadbury Nigeria PLC =1151x400="74
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6253

Nigerian Bottling Company =1860x400=119
6253
7up Bottling Company =1033 x 400 = 66

Table 3.1 Sample Size Distribution %;
/\@

S/N  Name of FMCG Company  Number of Employee Selected Sample S@

1. Nestle Nigeria PLC 2209 141 ,{ . 7
2. Cadbury Nigeria PLC 1151 4@
3. Nigerian Bottling Company 1860 C@
4 7up Bottling Company 1033 66
Total 6253 f\Q, 400
Hence, 141 respondents were considered for N igeria PLC, 74 respondents for Cadbury Nigeria

PLC, while 119 respondents were consid@or Nigerian Bottling Company and 66 respondents

were considered for 7up Bottling C@ Limited.
Also, care was taken to ensurw nly competent select respondents with skill levels ranging from

semi-skilled to skilled nagement were handed questionnaires while casual workers were left

out, to ensure tha@h relatable data are collected from respondents.

34 @% Technique

e sampling technique, a non-probability sampling where the researcher adopts
personal/subjective judgement to select members of the population to take part in the survey was used
to select the organization of choice sample for this study and simple random sampling was used to

select respondents to be involved in the study.
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3.5 Method of Data Collection

The method of data collection for this study is majorly primary data sources from employees of the

selected manufacturing companies in Nigeria. %

The primary data was collected using a structured questionnaire.

3.6 Research Instrument S

Since most items in the questionnaire were intended to measur%{x%ndents opinions on the
effectiveness of the place element, a 4-point Likert scale w. ted for the research. The scale

ranges from strongly agree, agree, disagree, and strongly Me .

The questionnaire is split into two parts; Pa and B. Part A focuses on the demographic
background of respondents, i.e., age, gen Nl ation level, marital status, etc., while Part B is the
main part of the questionnaire and foc’ relevant information to study variables in terms of human

resource management and produ% fficiency.
3.7 Validi(QQReliability of the Research Instrument

The reliabt as ensured by testing the instruments for the reliability of values (Alpha values)?.

5 done by conducting a pilot study using Cronbach alpha. Cronbach Alpha values for each

vartable under study should not be less than 0.6 for the statements in the instruments to be deemed
reliable*. Consequently, all the statements under each variable were adopted from previous studies

and proven to be above 0.6.
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Alpha Coefficient Range | Strength of Association
<0.6 Poor

0.61t0<0.7 Moderate

0.7 to <0.8 Good

0.8t0<0.9 Very Good

0.9 Excellent

Sources: Hair et.al (2003); Essential of Business Research Method.

Figure 3.1: Cronbach’s Alpha Table. @’
Source: Rule of Thumb on Cronbach Alpha !E\Q

3.8 Administration of Research Instrument and Method of Data@sﬁ

The data collected from the field study was analysed and presen % simple frequency tables and
percentages. In testing the hypothesis, data obtained t uestionnaire was analysed using
Regression analysis. This is used to test the significariee of the hypotheses at 5 percent level of
significance. This is based on the fact that our s size is large (i.e. greater than 30). The computer

statistical package for social science (SPSQ}ftware version 20.0 was used for the analysis of the

data generated for this study based o@rcent level of confidence.

3.9 Ethical Consideratiou\%)

In any form of investigatb%one, ethical issues may arise in the process and all participants involved
must display ethi %\rior just as in other business aspects®. Pertaining to this study, ethical
measures stoq%iﬂértinent factor in order to eliminate bias for trustworthy outcomes to rely on.

In orde ntain ethics, there was a preservation of privacy and confidentiality during the data
C , analysis and evaluation process. All information relating to participants were kept

confidential in order to maintain utmost privacy. Objectivity and integrity were displayed by the

researcher at the different stages of research and all participants were respected and kept private.
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Furthermore, the participants who took part in the research had the right to withdraw and not

complete the surveys at any point in time
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Chapter Four

Results and Discussion of Findings

This chapter focuses on the analysis of data collected from questionnaires administered to
respondents in the study area. This chapter has the following major sections, firstly the aﬂqk%?af
demographic data of the study then analysis of the research questions and test of hy ﬁéy Finally,
the discussions of findings were carried out. The study investigated human resq@anagement and
production efficiency in FMCG companies in Lagos, Nigeria. The san@gof 400 respondents
that was used in this study consists of employees from Nestle N@x ¢, Cadbury Nigeria Plc,
Nigerian Bottling Company and 7up Bottling Company. A tq %ﬁr hundred (400) copies of the
questionnaire were distributed out of which two hun % d ninety-three (293) copies of the
questionnaire were returned and found usable wili erg sorted, edited and coded for data analysis.

This gives response rate of 73.25% which pr &UI able for a study of this kind.

4.1  Presentation of Demographi

Table 4.1: Gender of Respo g)

N
Cumulative
Responses Frequency  Percent  Valid Percent Percent
Valid Male 161 54.9 54.9 54.9
Female 132 45.1 45.1 100.0
Total 293 100.0 100.0

. Field Survey, 2022.
As shown in Table 4.1 above, it shows that 54.9% of total respondents are male, 45.1% of

respondents are female. This implies that the majority of respondents are male. However, the
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distribution suggests that the study is gender neutral, it includes all genders in selected production

institutions.

Table 4.2: Age of Respondents

Valid Cumulative \?V.
Responses Frequency Percent Percent Percent ®'

Valid Below 21 years 0 0.0 0.0 0.0
21 - 30 years 116 39.6 39.6 39.6 \
31 - 40 years 120 41.0 41.0 80.5 «
41 - 50 years 43 14.7 14.7 95.2
Above 50years 14 4.8 4.8 100.0
Total 293 100.0 100.0

Source: Field Survey, 2022 \{
Also, the table shows that 0.0% are below 21ye , 39.6% of the total respondents fall within

%
the age bracket of 21 - 30years, 41.0% withi\ 40 years, 14.7% within 41 - 50years while 4.8% of

the respondents fall within the age bra gﬁlyears and above. It can be inferred from this analysis
g to the active force, with the age bracket of 31 to 40 years

that the majority of the respond%

Table 4.3: Highe?(\@ional Qualification

being the modal age.

Cumulative
Responses Frequency Percent Valid Percent Percent
Valid  SSCE/GCE 3 1.0 1.0 1.0
OND/NCE 48 16.4 16.4 17.4
BSC/HND 172 58.7 58.7 76.1
MASTERS 70 23.9 23.9 100.0

Total 293 100.0 100.0

Source: Field Survey, 2022
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The table shows the respondent’s educational qualification, 1.0% of respondents have SSCE/GCE,
16.4% have OND/NCE, 58.7% have BSC/HND, 23.9% have MASTERS. It can be inferred from this

analysis that the majority of respondents have a BSC/HND as the highest degree and understand the

Table 4.4: Years Working Experience of Respondents in the Manufacturing &%%%ion

variables of the study.

Cumulative
Responses Frequency Percent Valid Percent Percent
Valid Less than 1 year 5 1.7 1.7 1.7
1 — 3 years 64 21.8 21.8 23.5
4 — 6 years 124 42.4 42.4 65.9
7 —9 years 30 10.2 10.2 76.1
Above 10 years 70 23.9 23.9 100.0

Total 293 100.0 100.0
Y

Source: Field Survey, 2022.
The table 4.4 further revealed the e‘s@ien‘[’s number of years of working in the manufacturing
organizations. 1.7% of respo e@g worked for less than 1 year, 23.8% have worked for 1 to 3
years, 42.4% of respond have worked for 4 to 6 years, 10.2% of respondents have worked for 7 to
9 years and 23.9% (@espondents have worked for above 10 years. This shows that the majority

of responden@%vg‘ﬁ)/orked in selected manufacturing organizations for 4-6 years and have relevant

experien@ the research variables.

”@ ;.5: Management Level of Respondents

Cumulative

Responses Frequency  Percent Valid Percent Percent

Valid Top level 51 17.4 17.4 17.4
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Middle level 209 71.3 71.3 92.2
Low level 23 7.8 7.8 100.0
Total 293 100.0 100.0

Source: Field Survey, 2022

The table 4.5 further revealed the respondent’s level of management in the maalﬁ@?fr;g

organizations. 17.4% of respondents are in top level management, 73.1% of re %ﬁ S are in

middle level management and 7.8% of respondents are in low level manage:@t 1s shows that

majority of respondents are in middle level management. &{ *
Table 4.6: Department of the Respondents in the Manufactur@anization
N
Cumulative

Responses Frequency Percent Valid Percent Percent
Valid Operations/Production 165 56.3 56.3 56.3

Marketing/Sales 94 321 32.1 88.4

Human resources 24 8.2 8.2 96.6

Accounts/Finance 10 3.4 3.4 100.0

Total 293 100.0 100.0
Source: Field Survey, 2022. w

The table 4.6 further re &;itﬁe respondent’s department in the manufacturing organizations. 56.3%
of respondents ar@rations/production department, 32.1% of respondents are in marketing/sales
department of respondents are in human resources department and 3.4% of respondents are in

accounﬂ%ce department This shows that majority of respondents are in operations/production

ment in the manufacturing organizations.

104



4.2 Presentation of Research Questions

Table 4.7: I am Opportune to Attend Training and Development that are Relevz&@ﬁob in

this Organization \
Cumulative ‘%

Responses Frequency  Percent  Valid Percent Percent *
Valid SA 191 65.1 65.1 65.1Y

A 94 321 321 972

D 8 2.7 2.7 100.0

SD 0 0.0 0.0 100.0

Total 293 100.0 100.0
Source: Field Study, 2022 \

Table 4.7. shows that 65.1% of the respon@trongly agreed to the statement that “I am opportune
to attend training and developme @are relevant to my job in this organization”, 32.1% of
respondents agree, 2.8% disa ee%ﬂe 0.0% of respondents strongly disagree. As a result, a majority

of respondents stronglyé%e that they are opportune to attend training and development that are

relevant to the job: Q y

Table @der Adequate Training and Development as Essential to get the Task and

Assign ne
i
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 188 64.2 64.2 64.2
A 97 33.1 33.1 97.3
D 8 2.7 2.7 100.0
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SD 0 0.0 0.0 100.0
Total 293 100.0 100.0

Source: Field study, 2022

Table 4.8. shows that 64.2% of the respondents strongly agreed to the statement that “I consider
adequate training and development as essential to get the task and assignment done’. ?@of
respondents agree, 2.7% of respondents disagree while 0.0% of respondents s@) isagree.

Therefore, the majority of the respondents strongly agreed that they consider@te training and

development as essential to get the task and assignment done. (6 *

Table 4.9: I Work Better When am well Trained to Con@oduction Tasks
P

Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 00 0.0 100.0

Total 293 100.0 100.0

Source: Field Survey,

Table 4.9. shows % % of the respondents strongly agreed to the statement that “I work better

when am weHQ{ined to complete production tasks”, 31.7% of the respondents agreed, and 0.0% of

the res disagreed while 0.0% of the respondents strongly disagreed. Hence, the majority of
L nts strongly agreed that they work better when they are well trained to complete production
tasks.

Table 4.10: Training and Development as a HRM Component Assist in Increasing Level of
Production Efficiency in this Manufacturing Company
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Cumulative

Responses Frequency  Percent  Valid Percent Percent

Valid SA 218 74.4 74.4 74.4
A 60 20.5 20.5 94.9
D 9 3.1 3.1 98.0 ?\
SD 6 2.0 2.0 100.0 %\
Total 293 100.0 100.0 @)

Source: Field Survey, 2022 ,%\

Table 4.10 shows that 74.4% of the respondents strongly agreed to the @eﬁ that “Training and

development as a HRM component assist in increasing level C%Xg ction efficiency in this

manufacturing company”, 20.5% of the respondents agreed, 3 @Ee respondents disagreed while
N

2.0% of the respondents strongly disagreed. Hence, maj the respondents strongly agreed that

training and development as a HRM component asgist\n increasing level of production efficiency.
Table 4.11: I am Self-motivated to be C itted to my Job in this Organization
)
Cumulative

Responses Frequency Percent Valid Percent Percent
Valid SA 179 61.1 61.1 61.1

A 104 35.5 35.5 96.6

D 9 3.1 3.1 99.7

SD 1 0.3 0.3 100.0

Total 293 100.0 100.0

Source.‘%}furvey, 2022

q‘bg 1. shows that 61.1% of the respondents strongly agreed to the statement that “I am self-
motivated to be committed to my job in this organization”, 35.5% of the respondents agreed, 3.1% of
the respondents disagreed while 0.3% of the respondents strongly disagreed. Hence majority of the

respondents strongly agreed that they are self-motivated to be committed to the job.

107



Table 4.12: I Consider Being Adequately Motivated as Essential to get the Task and
Assignment Done

Valid Cumulative
Responses Frequency Percent Percent Percent
Valid SA 166 56.6 56.6 56.6 ?\.
A 83 28.3 28.3 84.9 \

D 29 9.9 9.9 94.9
SD 15 5.1 5.1 100.0 \Q
Total 293 100.0 100.0

Source: Field Survey, 2022 @ 0

Table 4.12. shows that 56.6% of the respondents strongly agree %statemem that “I consider

being adequately motivated as essential to get the tasl@ssignment done” 28.3% of the

respondents agreed, 9.9% of the respondents disa le 5.1% of the respondents strongly

disagreed. Hence majority of the respondents s},@gl agreed that they consider being adequately

motivated as essential to get the task and a@t done.

Table 4.13: I Work Better when a@ Motivated to Complete Production Tasks

AN

Cumulative
Frequency  Percent  Valid Percent Percent
Valid SA 194 66.2 66.2 66.2
A 92 31.4 314 97.6
D 3 1.0 1.0 98.6
SD 4 1.4 1.4 100.0

Total 293 100.0 100.0

1S@e‘:Field Survey, 2022

Table 4.13 shows that 66.2% of the respondents strongly agreed to the statement that “I work better

when am well motivated to complete production tasks”, 31.4% of the respondents agreed, 1.0% of the
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respondents disagreed while 1.4% of the respondents strongly disagreed. Hence majority of the

respondents agreed that they work better when they are well motivated to complete production tasks.

Table 4.14: Motivation as a HRM Component Assists in Increasing Level of Prﬁ@ﬁﬂn

Efficiency in this Manufacturing Company %
Cumulative @

Response Frequency Percent  Valid Percent Percent

Valid SA 199 67.9 67.9 67.9
A 91 31.1 31.1 99.0. "
D 3 1.0 1.0 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0

Source: Field Survey, 2022 *V

Table 4.14. shows that 67.9% of the respondents stro agreed to the statement that “Motivation as
a HRM component assists in increasing 13@ production efficiency in this manufacturing
company.”,31.1% of the respondents agr@ﬁ of the respondents disagreed while 0.0% of the

respondents strongly disagreed. He crity of the respondents strongly agreed that motivation as
i ;

a HRM component assists in incr level of production efficiency.

Table 4.15: I am ﬁd.ed Adequately upon Completion of an Assignment in this
Organization

c
Cumulative

Responses Frequency Percent Valid Percent Percent
Valid SA 159 54.3 54.3 543

A 117 39.9 39.9 94.2

D 13 4.4 4.4 98.6

SD 4 1.4 1.4 100.0

Total 293 100.0 100.0

Source: Field Survey, 2022
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Table 4.15. shows that 54.3% of the respondents strongly agreed to the statement that “I am rewarded
adequately upon completion of an assignment in this organization”, 39.9% of the respondents agreed,
4.4% of the respondents disagreed while 1.4% of the respondents strongly disagreed. Hence majority

of the respondents strongly agreed that they are rewarded adequately upon completionwQf an

assignment. ®r

Table 4.16: I Consider My Salary as an Adequate Reward for the Tasks an@;s I Carry Out.

Cumulative
Frequency Percent Valid Percent Percent
Valid SA 219 74.7 74.7 74.7
A 72 24.6 24.6 99.3
D 2 0.7 0.7 100.0
SD 0 0.0 00 100.0

Total 293 100.0 100.0

Source: Field Survey, 2022. g)\\'
€

Table 4.16. shows that 74.7% of the r@ nts strongly agreed to the statement that “I consider my

salary as an adequate reward fo@s and duties I carry out”, 24.6% of the respondents agreed,
0.7% of the respondents %&while 0.0% of the respondents strongly disagreed. Hence majority

of the respondents @that they consider their salary as an adequate reward for the tasks and

duties. (&Q)
Table A@ Rewards Given have a Positive Effect on my Level of Productivity

L
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 177 60.4 60.4 60.4
A 91 31.1 31.1 91.5
D 11 3.8 3.8 95.2
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SD 14 4.8 4.8 100.0
Total 293 100.0 100.0

Source: Field Survey, 2022.

Table 4.17. shows that 60.4% of the respondents strongly agreed to the statement that “The rewards

given have a positive effect on my level of productivity”, 31.1% of the respondents agr@%‘% of
0

the respondents disagreed while 4.8% of the respondents strongly disagreed. Henc@ y of the

respondents strongly agreed that the rewards given have a positive effect on lev@@ductivity

.\
Table 4.18: Rewards as a HRM Component Assists in Increasing %roduction Efficiency
in this Manufacturing Company

ra
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 168 57.3 57.3 57.3
A 110 37.6 37.6 94.9
D 9 3.1 3.1 98.0
SD 6 20 2.0 100.0

Total 293 100.0 100.0
Source: Field Survey, 2022. % v

Table 4.18. shows that 57. %}‘ﬂ%e respondents strongly agreed to the statement that “Rewards as a

HRM component asst increasing level of production efficiency in this manufacturing company”,

37.6% of the (rg&gbnts agreed, 3.1% of the respondents disagreed while 2.0% of the respondents
strongl d. Hence majority of the respondents strongly agreed that rewards as a HRM
com@n assists in increasing level of production efficiency

Table 4.19: I am Well Aware of the Health and Safety Regulations Attached to Tasks and
Duties in this Organization

Valid Cumulative

Responses Frequency Percent Percent Percent
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Valid SA 179 61.1 61.1 61.1

A 104 35.5 35.5 96.6
D 9 3.1 3.1 99.9
SD 1 0.3 0.3 100.0

Total 293 100.0 100.0 ?».
Source: Field Survey, 2022 %\

Table 4.19. shows that 61.1% of the respondents strongly agreed to the statemex@ am well
aware of the health and safety regulations attached to tasks and duties in this organiZation.”, 35.5% of
the respondents agreed, 3.1% of the respondents disagreed while 0.3%@ ?espondents strongly

disagreed. Hence majority of the respondents strongly agreed th. re well aware of the health

and safety regulations attached to tasks and duties. \Q

Table 4.20: I Consider my Mental and Physical4te as Essential to be Productive in this
Organization

ye
Valid Cumulative

Responses Frequency Percent Percent Percent
Valid SA 155 52.9 52.9 52.9

A 129 44.0 44.0 96.9

D 9 3.1 3.1 100.0

SD 0 00 0.0 100.0

Total 293 100.0 100.0
Source: Field Ve‘y',' 2022.
Table s that 52.9% of the respondents strongly agreed to the statement that “I consider my

nd physical health as essential to be productive in this organization”, 44.0% of the
respondents agreed, 3.1% of the respondents disagreed while 0.0% of the respondents strongly
disagreed. Hence majority of the respondents strongly agreed that they consider mental and physical

health as essential to be productive.
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Table 4.21: There is Adequate Implementation of Health and Safety in this Organization that
Protects Employees during Production and Operation

Cumulative
Responses Frequency Percent Valid Percent Percent

Valid SA 189 64.5 64.5 64.5

A 67 22.9 22.9 87.4 \?»
D 13 4.4 4.4 91.8 %
SD 24 8.2 8.2 100.0 é{)

Total 293 100.0 100.0

Source: Field Survey, 2022.
Table 4.21. shows that 64.5% of the respondents strongly agreed to@eﬂment that “There is

adequate implementation of health and safety in this organizat@ protects employees during

production and operation”. 22.9% of the respondents agree% the respondents disagreed while
8.2% of the respondents strongly disagreed. Hence y Of the respondents strongly agreed that

there is adequate implementation of health andAQQty n the selected manufacturing organizations,

that protects employees during production @ ation.

Table 4.22: Health and Safety @Components Assists in Increasing Level of Production

Efficiency in this Manufacturi pany
= Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 209 71.3 71.3 71.3
A 77 26.3 26.3 97.6
D 3 1.0 1.0 98.6
SD 4 1.4 1.4 100.0

Total 293 100.0 100.0

Source: Field Survey, 2022

Table 4.22. shows that 71.3% of the respondents strongly agreed to the statement that “Health and

Safety as HRM components assist in increasing level of production efficiency in this manufacturing
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company”. 26.3% of the respondents agreed, 1.0% of the respondents disagreed while 1.4% of the
respondents strongly disagreed. Hence majority of the respondents strongly agreed that there is health

and safety as HRM components assists in increasing level of production efficiency.

‘k *
Table 4.23: This Organization has High Levels of Capacity Utilization\in Terms of Efficient use
of Raw Materials and Man-Hours in the Production Process

A

Cumulative
Responses Frequency  Percent Valid Percent Percent
Valid SA 181 61.8 61.8 61.8
A 104 35.5 35.5 97.3
D 8 2.7 2.7 100.0
SD 0 0.0 0.0 100.0

Total 293 100.0 100.0
Source: Field Study, 2022 ’\g)y

Table 4.23. shows that@% of the respondents strongly agreed to the statement that “This

organization has Iigrs of capacity utilization in terms of efficient use of raw materials and man-

hours in the p@

e respondents strongly disagreed. Hence majority of the respondents strongly agreed

n process”, 35.5% of the respondents agreed, 2.7% of the respondents disagreed

while 0%
th;u acturing organization they work in have high levels of capacity utilization in terms of

effi®ient use of raw materials and man-hours in the production process.

Table 4.24: The Volume of Output has been Increasing Year on Year Indicating Increased
Production Efficiency in this Organization
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Cumulative

Responses Frequency  Percent Valid Percent Percent

Valid SA 188 64.2 64.2 64.2
A 97 33.1 33.1 97.3
D 8 2.7 2.7 100.0

v.
SD 0 0.0 0.0 100.0 %\
&

Total 293 100.0 100.0

Source: Field study, 2022

Table 4.24. shows that 64.2% of the respondents strongly agreed to the st entthat “The volume of
output has been increasing year on year indicating increasedc%bé ction efficiency in this

organization” 33.1% of the respondents agreed, 2.7% of the r nts disagreed while 0.0% of the

respondents strongly disagreed. Hence majority of th;§ enits strongly agreed that the volume of

output has been increasing year on year indica ncreased production efficiency in their

manufacturing organization. Q

Table 4.25: This Organization H@orded High Product Quality Year on Year and it is

Critical in Determining Productio iency
- Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 0.0 0.0 100.0

Total 293 100.0 100.0
Swe: Field Survey, 2022

Table 4.25 shows that 68.3% of the respondents strongly agreed to the statement that “This
organization has recorded high product quality year on year and it is critical in determine production

of efficiency”, 31.7% of the respondents agreed, 0.0% of the respondents disagreed while 0.0% of the
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respondents strongly disagreed. Hence majority of the respondents strongly agreed that their
manufacturing organization has recorded high product quality year on year and it is critical in

determining production efficiency.

N
&

Table 4.26: Production Efficiency is Measured in this Organizati t;ﬁgh Quality and
Volume of Output "

A
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 00 0.0 100.0

Total 293 100.0 100.0

Source: Field Survey, 2022 \ \)

Table 4.26 shows that 68.3% 0&%}

espondents strongly agreed to the statement that “Production
efficiency is measured i%s.organization through quality and volume of output”, 31.7% of the
respondents agree of the respondents disagreed while 0.0% of the respondents strongly
disagreed. Hefige ority of the respondents strongly agreed that production efficiency is measured

in this ion through quality and volume of output

;.27: There is Significant Relationship between HRM and Production Efficiency in this
Org

anization
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 215 73.4 73.4 73.4
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A 78 26.6 26.6 100.0

D 0 0.0 0.0 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0

Source: Field Survey, 2022

Table 4.27 shows that 73.4% of the respondents strongly agreed to the statement @ere is

significant relationship between HRM and production efficiency in this organiz ﬂ@ .6% of the
%ndents strongly
.\

respondents agreed, 0.0% of the respondents disagreed while 0.0% 0&
disagreed. Hence majority of the respondents strongly agreed there is s@:a t relationship between

HRM and production efficiency in this organization @3

4.3 Presentation of Test of Hypotheses

Hypothesis One @

There is no significant effect of training a@velopment of employees on production efficiency in

FMCG organizations in Nigeria. @

A

Regression Analysis

Model Summary

Model R R Square Adjusted R Square  Std. Error of the Estimate

1 .845 714 .700 1.008

a. Predictors: (Constant), Training and development

ANOVA?
Sum of
Model Squares Df Mean Square F Sig.
1 Regression  3.551 1 3.551 3.022 0.01
Residual 308.694 292 5.250
Total 312.245 293
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a. Dependent Variable: production efficiency

b. Predictors: (Constant) training and development

Coefficients
Model Unstandardized Coefficients Standardized Coefficients
B Std. Error Beta f Sig.
1 (Constant) 2.890 0.203 0.234 14.265 0.000
Training and
0.120 0.046 0.714 1.529  0.01

development

a. Dependent Variable: production efficiency
v
R square value = .714 shows that 71.4% of the depende& taple can be accounted for by the

independent variable. The regression table shows F val 22 at 0.01 significant level (p < 0.05)
which shows that the null hypothesis one should be rejdeted and the alternative hypothesis one should
be accepted, thus indicating that there is sigrfificant effect of training and development of employees

on production efficiency in FMCG or aftofis in Nigeria.

Hypothesis Two %Z

There is no signiﬁcan&ff@of employee motivation on production efficiency in FMCG

organizations in Nig@Q

Regression A&l i

Model Summary
Model R R Square Adjusted R Square  Std. Error of the Estimate
1 .880 7174 11 1.107

a. Predictors: (Constant), employee motivation

ANOVA?

Sum of

Model Squares Df Mean Square F Sig.
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1 Regression  3.500 1 3.500 3.280 0.02
Residual 311.604 292 1.067
Total 315.104 293

a. Dependent Variable: production efficiency
b. Predictors: (Constant) employee motivation A\%-

Coefficients

Unstandardized Coefficients Standardized Coefficients

Model B Std. Error Beta f Sig.
1 (Constant) 2.888 0.220 0.267 14.005 0.000
Motivation 0.100 0.0142 0.774 1.529  0.02

a. Dependent Variable: production efficiency

N
R square value = .774 shows that 77.4% of the de \Variable can be accounted for by the
independent variable. The regression table showx.&alue is 3.280 at 0.02 significant level (p < 0.05)
which shows that the null hypothesis two s rejected and the alternative hypothesis two should
be accepted, thus indicating that the\%signiﬁcant effect of employee motivation on production

efficiency in FMCG organizatio igeria

Hypothesis Three « .

Rewards do not s@ﬂly affect production efficiency in FMCG organizations in Nigeria.

Regressig@sis

Model Summary

Model R R Square Adjusted R Square  Std. Error of the Estimate

1 903 815 .800 1.0552

a. Predictors: (Constant), Rewards

ANOVA?
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Sum of

Model Squares Df Mean Square F Sig.
1 Regression 3.110 1 3.110 2.904 0.01
Residual 312.640 292 1.071

Total 315.750 293 \?\‘
a. Dependent Variable: production efficiency ®

b. Predictors: (Constant). Rewards S

Coefficients

Standardized

Unstandardized Coefficients Coefficients

Std.
Model B Error Beta f Sig.
1 (Constant) 2.800 0.211 0.234 14.265 0.000
Rewards 0.100  0.046 0.815 1.529 0.01

a. Dependent Variable: production efficiency

>
R square value = .815 shows that 81 O(Q.f)}e dependent variable can be accounted for by the

independent variable. The regresfzo{l) shows F value is 2.904 at 0.01 significant level (p < 0.05)
h

which shows that the null hyp\Q

should be accepted, th@l yeating that rewards significantly affect production efficiency in FMCG

is three should be rejected and the alternative hypothesis three

organizations in Nige

Hypothe i@

TEf no significant effect of health and safety on production efficiency in FMCG organizations in
igkria.

N

Regression Analysis

Model Summary
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Std. Error of the

Model R R Square Adjusted R Square  Estimate

1 721 519 .500 1.033

a. Predictors: (Constant), health and safety

S

ANOVA?
Sum of
Model Squares Df Mean Square F Sig.
1 Regression 3.501 1 3.501 3.331 0.03
Residual 307.004 292 1.051
Total 310.505 293 :

a. Dependent Variable: production efficiency
b. Predictors: (Constant) health and safety

Coefficients

&

Nt

Standardized

Unstandardized Coefficients Coefficients

Std.
Model B Error Beta f Sig.
1 (Constant) 2.800 0.203 0.234 14.265 0.000
Health and safety 0.101 0.06 0.519 1.529 0.01

a. Dependent Variable: production efficiency

\¢
R square value @shows that 51.9%of the dependent variable can be accounted for by the

independer@%ble. The regression table shows F value is 3.331 at 0.03 significant level (p < 0.05)

whicl: show$ that the null hypothesis one should be rejected and the alternative hypothesis one should

c pted, thus indicating that there is significant effect of health and safety on production

efficiency in FMCG organizations in Nigeria.

4.4  Discussion of Findings
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This study investigated the influence of human resource management on production efficiency based
on insights from selected FMCG organizations in Lagos state Nigeria. Based on the analysis of the
collected data from the respondents who are employees of selected manufacturing organizations, the
following findings are discussed as well as tests of hypotheses. There were four hypothesesﬁ&t»ed.

All the null hypotheses were rejected. @,

Training and Development \

.\
production efficiency in FMCG organizations in Nigeria in Lagos sta(@f\g&is s in line with previous

The study found that there is significant effect of training and deve&en of employees on
studies expressing that the concept “training and development n important role in human
resource management in enhancing production efficienc ‘@ the findings of this study gave
insight to the fact that through training and develop etployees are positioned in a manner that

improves the capacity utilization of productio d operations in manufacturing organizations. In

essence, a well-trained employee would @ better and more economic use of materials and

equipment which would go a long a@ositively contributing to production and operation process
';i

in terms of minimize wastagx%y

effective learning, training and,development for human resources of an organization cannot be over

zing volume of output and ensuring quality. The need for

emphasized this is l@e no organization can rise above the quality of its human resource. This is
also in line &g«:{rious studies where it was stated that through training and development the
capabilj,% he employees are enhanced to address diverse challenges around production and
O

process of training and developing workers to be able to contribute to production process and

. In essence, the findings of this study asserted that human resource management through

ensuring that they are well equipped with knowledge and skills to operate machines, tools and

equipment enhances production efficiency.
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Employee Motivation

The study findings also showed that there is substantial effect of employee motivation on production
efficiency in FMCG organizations in Nigeria. Hence majority of the respondents stated that
motivation is a major determinant in human resource management that is linked with emplQyegs

carrying out their roles and responsibility effectively. This means that when workers vated

rightly their contribution towards production efficiency in terms of mim waste of

organizational resources is significant. 4&
.\

The findings from this current study agreed with previous empirica%i{%s as regarding the use of
motivation to direct employee behavior and performance. It h sserted motivation in terms of
intrinsic and extrinsic variables such as positive feeli ork, recognition and salary, drive
employees to be productive>®. Motivation is an € of human resource management that is
contributory to how workers take on tasks in $on process, in an efficient and effective manner.
It was therefore pointed out from this stud)Qgt motivation increases the worker’s effort to increasing
the volume of output in the produgti acity and capability. Also, motivation of employees boosts
an organization to be more s&&e} 1 because the employees are constantly looking for improved
practices to do their %sz) it is essential for organizations to persuade motivation of their
employees. Getti\@)moyee to do their best in their work, even in strenuous circumstances is one of

the emplon t obvious challenge and this can be made possible through motivating them.

Em ee>Reward
I@ermore, the findings from this study indicated that rewards have significant effect and influence
on production efficiency. Most of the respondents emphasized that the reward system used in the

organization was commensurate to the work effort with the production process.
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The study showed that human resource management practices and policies in the line of rewards and
incentives tend to make workers more productive. The study agreed with assertion that rewards are
required as the exchange for employee doing their job and producing desired results’. Likewise, it
was asserted in this study that rewards can be a positive and negative force for workers, f(?»the

positive perspective it can enable workers to work more and be productive, howev% s can

make workers complacent and lack creativity®”°. \Q

A motivated person will produce good results because employees know thd%ergg is a reward waiting

at the end of each month. The reward system has a huge impac@anizations to retain and

motivate employees and achieve high levels of performance. ®'

Employee Health and Safety \
Finally, the results of this study indicate that %@ ¥$ a significant health and safety effect on

production efficiency in FMCG organiza@Nigeria. The respondents stated that mental and

physical health are key to employee bor and productivity.

Health and safety are conter@tools in human resource management that seeks to focus on
employee well-being fé%le purpose of harnessing their potentials towards organizational
productivity. The %ﬁnd that health and safety as human resource management components had
moderate eff(&ncﬁr)oduction efficiency as compared to other human resource management tools.
This w ed to the intangible and variability nature of the reception of health and safety across
e s. The findings were not in line with previous studies, which mentioned that health and

safety is pivotal for workers to be productive!%!!,

Hence, the argument from this study is that health and safety ensure workers are in good conditions to

work, however, it may not translate to production efficiency as other variables are more tangible
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towards influencing workers and affecting their productive work. Improvement in Health and safety
have been shown to benefit employees in a number of ways. This can lead to increased profits,
competitiveness, and employee motivation. Through the implementation of an operational and
effective occupational health and safety system, human resources can have an operation%nd

effective framework that can significantly contribute to the reduction and preventio% ents,

injury, health problems, illness and even fatality. \@

The results from the study give insights on the influence of human%ux\ce management on
production efficiency. The interpretation of the data collected for %?\gtu y in terms of frequency

distribution, percentages and regression analysis show the cagsg-agd-effect paradigm of the study
nagem

variables. The independent variable human resource ent was seen to have varying
dimensions of effect on production efficiency. Trawing”and development have 0.714 significant

effect on production efficiency, while motivati %0.774 significant effect on production efficiency,

reward has most significant 0.815 effect ocwoduction efficiency and, health and safety have 0.519

moderate effect on production ef@;:

The results give indicatio‘&%ﬁe}wt in manufacturing organizations such as FMCG organizations in
Nigeria, there is a li between HRM components, practices and policies to how well production

process is carri th) The results indicated that key areas of production efficiency such as volume of

output, utilization, and product quality are achieved based on effectiveness of human

reso@ nagement.
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Chapter Five

Conclusion

This chapter discusses the summary of the study, the conclusions based on the findings, makes some

useful recommendations in the light of the findings of the study, and suggestions for further @?

5.1 Summary of Findings é)

Most of the respondents are male and range from 31 to 40 years old. Ad{n.%l , the majority of

respondents are literate and educated with the majority having at leasdg& A/HND.

Furthermore, majority of the respondents are in mid %; management in the selected

manufacturing organizations, with work experience @years and are in production/operations

department.

Furthermore, the major findings deductﬁQ}m the study which are in line with the research

objectives resulting from the analysi %otheses are as follows:

i.  Findings from the s udy\@kaled that there is significant effect of training and development of
employees on ﬁon efficiency in FMCG organizations in Nigeria.
ii.  Also, the\findirigs revealed that there is significant effect of employee motivation on
pro@% efficiency in FMCG organizations in Nigeria.
iil. ~Rewards significantly affects production efficiency in FMCG organizations in Nigeria.
Q Finally, there is significant effect of health and safety on production efficiency in FMCG

organizations in Nigeria.
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5.2 Conclusion

Based on the findings, this study concludes that there is significant influence of human resource
management on production efficiency in FMCG organizations in Nigeria. In essence, training and

development as human resource management practices helps in the enhancement of p@iﬁn

capability through the engagement of skilled and trained workers who know how tg@mrpment,

machines and tools. A E\

Also, this study concludes that employee motivation significantly c@e’é to the production
efficiency of manufacturing organizations based on the drive \mployees to work whole

heartedly. Motivation is a construct that influences emplo& aviour and performance in the

workplace. \

It is therefore concluded from these research ings that the effect of motivation on employee
productivity is very visible in the organiz@ order to meet up with the current dynamic rate of
the business trends, the management@e Fast Moving Consumer Goods manufacturing firms in
Lagos should try as much as @kadopt good and positive motivational techniques to increase

the morale of the workerg%atd productivity and performance.

Management of Q%Q-Moving Consumer Goods manufacturing firms in Lagos should seek for
various wa improving productivity in their companies by finding out the effect, causes or
problerﬂ%ociated with motivation. Meanwhile, for the workers to be motivated, the management

Qsess good quality and personal values which will help them to identify those things that

motivate their staff and apply them properly.

This study concludes that rewards have the most significant effect on production efficiency in terms

of the incentives and compensation for worker’s contribution to the production process. Rewards are
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tools in human resource management arsenal for improving employee productive behaviour in
manufacturing organizations in Nigeria.

Finally, this study concludes that there is a significant effect of health and safety on production
efficiency in manufacturing organizations in Nigeria. The study concludes through health and%&ly

there is moderate effect on the level of production capacity and capability. Q%,\

Overall, this study concludes that in manufacturing organizations such as Nestle @Plc, Cadbury
Nigeria Plc, Nigerian Bottling Company and 7up Bottling company %d‘ the integration of
effective human resource management practices can increase the %&n efficiency in terms of
volume output, capacity utilization and product quality. Th@'ﬁ resources of manufacturing
organizations are essential to improve production effi @, the workers need to be trained,

motivated, well rewarded and taken care of in other fog t to do well with the production process.

53 Recommendations Q:\&

Based on findings from this study, t@wing recommendations are suggested:

&

i.  Firstly, manufact;lrigi nizations should continue to use training and development to
improve workerk Is in handling production process and attain efficiency. Also training
and devel@ is needed to keep up with changes in technology used in production.

Tra@&nd development should be done on a regular basis to get workers regularly

equipped with production capabilities.
Q ;t is recommended to utilize appropriate motivation to drive employees to be more productive
on their job in operations and productions.

iii.  Furthermore, it is recommended that manufacturing organizations should innovate and

cultivate rewards that connect well with workers to improve their contribution towards
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production efficiency. Manufacturing organizations should also device reward strategy
through employer and employee engagements.

iv.  Finally, the study recommends that health and safety policies should be regularly reviewed to
continue to meet globally accepted standard. This is integral in production because of i%{ds

of the production environment. Q%’\

5.4 Contribution to Knowledge

The findings for this study contributed to knowledge by establishing théJignificant link between

human resource management and production efficiency. C\

Additionally, while reviewed literatures considered only @ements of HRM individually in

relation to production efficiency, this research cons@\tombination of several HRM elements

and their impact on production efficiency and &&vas reflected by the conceptual model that was

designed for the research. Q}

This contribution will serve both aca@b purposes as well as industry purposes.
5.5 Suggested Areas @ger Study

The study investi @%inﬂuence of human resource management on the production efficiency in
manufacturing wrganizations in Nigeria, hence the following areas can be considered for further study
such a eneral management areas, operations and production. Also, it is suggested that more

uring organizations in the FMCG industry can be studied to further to get a holistic view of

the role of the role of human resource management on production efficiency.
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The study was primarily a basic research, further studies may consider carrying out applied research
to further understand other HRM components that may influence production efficiency in FMCG

companies in Lagos, Nigeria.

Finally, this study was done using quantitative research method, thus further studie@se

qualitative research method or mixed research method. @);

131



Bibliography

Chapter in a Book Q?\

Barber, A. E. & Bretz, R. D. Compensation, Attraction, and Retention in Rynes, 84@ erhart, B.
S

(Eds), Compensations in Organizations: Current Research and Practi ey-Bass, San
Francisco, CA. 2000.

Reenen, J. V. Human, Resource Management and Productivity. 1 A(ﬁ??;}landbook of Labor
Economics. 2011, 1697-1767.

Book %%'
Armstrong, M. & Taylor, S. Armstrong’s Handbook of@a Resource Management Practice.

London: Kogan Page, 2015.

Armstrong, M. & Taylor, S. Human Resource Mandgement Practice. (13th edn.) London: Kogan
page Limited, 2014.

Armstrong, M. Armstrong’s Handbook of | ic Human Resource Management. London: Kogan
Page, 2016.

Armstrong, M. Armstrong’s Hand, o@trategic Human Resource Management, 6" edition. Kogan
Page Limited, 2016.

Armstrong, M. Human Rﬁ’b&anagemem‘ Practice, 10th edition. Kogan page Limited, 2006.

Blumberg, B. F., QpE . R. & Schindler, P. S. Business Research Methods, McGraw-hill
Education m

Boxall, P. é(g{:ell, J. Strategy and Human Resource Management. London: Palgrave Macmilla,

2:;1
Bra% Y& Gold, J. Human Resource Management: Theory and Practice, 5" edition. Palgrave,

Q 012

Deardorff, A.V. The Terms of Trade and other Wonders. Glossary of International Economics.
Dugguh, S. I. Human Resource Management. Nigeria: Oracle Ltd, 2017.

Kothari, C. R. Research Methodology, Methods and Techniques (2nd ed.). New Delhi: New Age
International limited, 2008.

132


https://en.wikipedia.org/wiki/Alan_Deardorff

Martin, Human Resource Management (HRM). Cleverism, 2017

Mullins, L. J. Management and Organizational Behaviour, (7th Editon). England: Pearson Education
Limited. Edinburgh Gate Harlow, 2005, 470-494

O’riordan, J. The Practice of Human Resource Management, Palgrave, 2017.
Pilbeam, S. & Corbridge, M. People Resourcing: MRM in Practice England: Prentice Hall, 1?\'

Reese, D. C. Occupational Health and Safety Management: A Practical Approach (. ™. Boca
Raton: CRC Press, 2018

Robbins, S. P. Essentials of Organizational Behaviour, 15th edition. Pearson, 29%\

Saunders, M., Lewis, P., & Thornhill, A. Research Methods for Business, emts, (5th ed.). Chapter
4 pp136-140. Edinburgh Gate Harlow Essex Pearson Educatio i

Stevenson, W. J. Operations Management (11th ed). Boston: Mc@ 1,2012.

Journal @

AbuHamra, L. A. & Enshassi, A. A. Strategies for Saf Productivity Improvement. Journal of
Engineering Research and Technology, 2( , 65

Adeyemi, P. A. & Olufemi, O. B, Determinants of Capacity Utilization in the Nigerian
Manufacturing Sector. J(% Economics and Sustainable Development, 7(5), 2016

Ali, Z. The Impact of Motivation on the Employee Performance

Ahmed, A., Bin, Z. L., Piang,
and Job Satzsfm%.in IT Park (Software House) Sector of Peshawar, Pakistan.
Internation : rndl of Academic Research in Business and Social Sciences, 6(9), 2016,

10-19.
Ajiri, S. P. %Management and Organizational Performance of Workers in Delta State.
Int al Journal of Business and Law Research, 9(2), 2021, 106-113.

Akinola, NA™O., Obayelu, A. E., Shittu, A. M. & Akinbode, S. O. Production Efficiency and its
eterminants in Cassava—Based Production in Ogun, state Nigeria. Ife Journal of

Q Agriculture, 32(1), 2020, 1-12.

Akpan, E. L. Effective Safety and Health Management Policy for Improved Performance of
Organizations in Africa. International Journal of Business and Management, 6(3), 2011,
159-165.

133



Ali, M. R. H. & Ngui, T. The Effect of Employee Training on Organizational Performance in the
Building and Construction Sector in Kenya: A Case Study of Tile and Carpet Centre. Global
Scientific Journal, 7(10), 2019, 318-333

Ali, W. Understanding the Concept of Job Satisfaction, Measurements, Theories and its Significance
in the Recent Organizational Environment: A Theoretical Framework. Archives of Business
Research, 4(1), 2016, 100-111.

Allio, R. J. Leadership-The Five Big Ideas. Strategy and Leadership, 37(2), 2009, 4- %}%\;

Turnover.

Arthur, B. J. Effects of Human Resource Systems on Manufacturing Performa L@
Academy of Management Journal, 37(3), 2017, 1-17. &

Bao, C. & Nizam, 1. The Impact of Motivation on Employee Performance ji\the Electronics Industry
in China. International Journal of Accounting and Business a '}ent, 3(2), 2015.

Barney, J. Firm Resources and Sustained Competitive Advantage: %al of management, 17(1),

1991, 99-120. %
&d an Agenda for the Future. Journal

Barreto, I. Dynamic Capabilities: A Review of Past Resear:

of Management, 36(1), 2010, 256-280.
Battistoni, E., Bonacelli, A., Colladon, A. F. Séhiraldi, M. M. An Analysis of the Effect of

Operations Management Practices on mance, International Journal of Engineering
Business Management, 5(44), 2013

Bawa, M. A. Employee Motivation and Preductivity: A Review of Literature and Implications for
Management Practice. Inte na al journal of commerce and management, 7(12), 2017,
662-673.

Bayad, A. J. & Anwar, G. pirical Study of Employees’ Motivation and its Influence Job
Satisfaction. Inte%op journal of Engineering, Business and Management, 5(2), 2021,

21-31. Qg

Boadu, F., Dwonjo- o, E., Boakye, J. K. & Owusu-Kwaning, C. Training and Development: A
Tool fc vee Performance in the District Assemblies in Ghana. International Journal
of cation and Research, 2(5), 2014, 513-523.

Boadu,‘%womo—Fokuo, E., Boakye, J. K. & Owusu-Kwaning, C. Training and Development: A
qo for Employee Performance in the District Assemblies in Ghana. International Journal
f Education and Research, 2(5), 2014, 513-523.

Boyle, T. Health and Safety: Risk Management. Leicestershire: International Occupational Health and
Safety Services limited Press, 2012

Chen, Z., Zhang, X. & Ni, G. Decomposing Capacity Utilization under Carbon Dioxide Emissions
Reduction Constraints in Data Envelopment Analysis: An Application to Chinese Regions.
Energy Policy, 139, 2020.

134



Cicek, I. & Demir, M, Efficiency of Human Resource Management: Differences in Actual/Perceptual
Performance Evaluations, Journal of Management, Marketing & Logistics, 2(4), 2015,
403-426

Daniel, C. O. Effects of Incentives on Employee’s Productivity. International Journal of Business
Marketing and Management, 4(1), 2019, 41-48.

Dobre, O. Employee Motivation and Organizational Performance. Review of Applie@ﬁa-
Economic Research, 5(1), 2013, 53-61.

Ehsani, Z. & Ehsani, M. H. Effect of Quality and Price on Customer Satisfaction a %itment in
Iran Auto Industry, International Journal of Service Sciences, ement and
Engineering, 1(5), 2015, 52-56

Eisenhardt, K. & Martin, J. Dynamic Capability: What are they? Str Q‘Mz'ﬁlagement Journal,

21,2000, 1105-1121.

Ellitan, L. & Pradana, D. W. Effect of Total Quality Man :;mplementatzon on Business
Performance of East Java Small and Medium Scale M a urmg Companies. International
Journal of New Technology and Research, 3(7)

Eneh, S. I. & Awara, N. F. Strategic Human Resoyr nagement Practices and Organizational
Growth: A Theoretical Perspective. Globa Jo 1 of Social Sciences, 15, 2016, 27-37.

Gado, N. D. The Impact of the Nigerian Busi Envzronment on Company Performance: A Case of
20 most Capitalized Companies(in Wigeria, International Journal of Business and
Management Review, 3(4), 20 8.

Galvin, P., Rice, J. & Liao, T. S~4 ng a Darwinian Model to the Dynamic Capabilities View:
Insights and Issues, Jory Management & Organization, 20(2), 2014, 250-263.

Gnizy, 1., Baker, W. E. %n.st in, A. Proactive Learning Culture: A Dynamic Capability and Key
Success F actor& Es Entering Foreign Market. International Marketing Review, 31(5),
2014, 477-5

Goel, R. K. & Nelson, M. A. Capacity utilization in Emerging Economy Firms: Some New Insights
Related to the Role of Infrastructure and Institutions. The Quarterly Review of Economics
and Finance, February, 79, 2021, 97-106.

Hal%A\.’ & Nada Haydar, N. Effects of Training on Employee Performance: A Case Study of
Q onjus and Khatib & Alami Companies, International Humanities Studies, 5(2), 2018, 24-
47

Halawi, A. & Haydar, N. N. Effects of Training on Employee Performance: A Case Study of Bonjus
and Khatib & Alami Companies. International Humanities Studies, 5(2), 2018, 24-47.

Hanaysha, J. Improving Employee Productivity through Work Engagement: Empirical Evidence from
Higher Education Sector. Management Science Letters, 6, 2016, 61-70.

135



Horvathova, P., MikuSova, M. & Kashi, K. Comparison of Human Resources Management in Non-
Family and Family Businesses: Case Study of the Czech Republic. Sustainability, 12(40),
2020.

Hsu, C., Lien, Y. & Chen, H. International Ambidexterity and Firm Performance in Small Emerging
Economies. Journal of World Business, 48, 2013, 58-67.

Hung, R. Y. Y., Yang, B, Lien, B. Y. H., McLean, G. N. & Kuo, Y. M. Dynamic Capabili %ct
of Process Alzgnment and Orgamzatzonal Learning Culture on Performance l of
World Business, 45(3), 2010, 285-294. %

Relationship with Human Factors and Safety Awareness and Comm tion in Aircraft

Karanikas, N., Melis, D. J. & Kourousis, K. I. The Balance between Safety an‘% tivity and its
Manufacturing. Safety and Health at Work journal, 9(3), 2018, 2%64.

.\

Katsuro, P., Gadzirayi, C. T., Taruwona, M. & Suzanna, M. Imp ccupational Health and
Safety on Worker Productivity: A Case of Zimbabwe f stry. African Journal of
Business Management, 4(13), 2010, 2644-2651.

Katunge, J. G. & Wahu, M. R. Maintaining Health %e)ty at workplace: Employee and
Employer’s Role in Ensuring a Safe Workin onmem‘ Journal of Education and

Practice, 7(29), 2016, 2-9.

Khan, I., Shahid, M., Nawab, S. & Wali, S.&. uence of Intrinsic and Extrinsic Rewards on
Employee Performance: The BankingdSedtor of Pakistan, Academic Research International
Journal, 4(1), 2013, 282-292.

Khan, N., Waqgas, H. & Muneer,
Performance: With Specj
International Journalof

act of Rewards (Intrinsic and extrinsic) on Employee
ence to Courier Companies of City Faisalabad, Pakistan.
agement Excellence, 8(2), 2017, 15-27.

Killen, C., Jugdev, K. %Jin, N. & Petit, Y. Advancing Project and Portfolio Management
Research Ap trategic Management Theories. International Journal of Project

Managem in@ ), 2012, 525-538

Kuswatl Y. of Motivation on Employee Performance. Budapest International Research
Instltute Humanities, 3(2), 2020, 11-29.

Lalis, A%Vittek, P. Safety KPIs Monitoring of Safety Performance, Magazine of Aviation
evelopment, 2(11), 2014, 9-15.

Lalgm, F., Massey, C. & Perry, M. Is there a Link between Workplace Health and Safety and Firm
Performance and Productivity? Journal of Environmental Medicine’s Special Issue, 43(1),
2007.

Lun, J. C. & Wahab, S. R. The Effect of Safety Leadership on Safety Performance in Malaysia. Saudi
Journal of Business and Management Studies, 2(1), 2017, 12-18.

136



Luo, Y. & Rui, H. An Ambidexterity Perspective towards Multinational Enterprises from Emerging
Economies. Organization Science, 13, 2009, 48-63.

Luo, Y. Capability Exploitation and Building in a Foreign Market: Implications for Multinational
Enterprise. Organization Science, 13, 2002, 48-63.

Maduka, C. E. & Okafor, O. Effect of Motivation on Employee Productivity: A Stydy of
Manufacturing Companies in Nnewi, International Journal of Managerial Stﬂ@bﬂd
ance: The

=" Journal of
-19

Research, 2(7), 2014, 137-147.

Monteiro, A., Soares, A. M. & Rua, O. L. Entrepreneurial Orientation and Export
Mediating Effect of Organizational Resources and Dynamic Capabilit
International Business and Entrepreneurship Development, 10(1), 201\/;

Muogbo, S. U. & Justin, C. J. Effective Reward Management as a @ﬁnproving Employee
Performance in a Private Sector Organization (4 study of S edyZenith Bank Branches in
Nigeria). International Journal of Humanities and Soci ce Invention, 7(4), 2018,
106-117.

Nda, M. M. & Fard, R. Y. The Impact of Employee @(ng and Development on Employee
Productivity. Global Journal of Commerce a agement Perspective, 2(6), 2013, 91-
93.

Ndung’u, A. W. & Kwasira, J. Role of Re
Commercial Banks in Nakuru T
Commerce and Management, 4(1

7 stems in Enhancing Employee Motivation in
enya. International Journal of Economics,

Nkrumah, E. N. K., Liu, S., Doe
Nexus: A Study on the M.

r, D. & Akoto, L. S. Improving the Safety Performance
and Mediating Influence of Work Motivation in the Causal
Link between Occupatjon alth and Safety Management Practices and Work Performance
in the Oil and Gas Sec nternational Journal of Environmental Research and Public
Health, 18(5064 214 1-23.

Nnabuife, E. K., , E. M. & Ojukwu, H. S. Knowledge Management and Organizational
Performance ip-Selected Commercial Banks in Awka, Anambra State, Nigeria. IOSR Journal
of Bugines d Management, 17(8), 2015, 25-32.

Nooraze %A., Sabri, S. M. & Nazir, E. N. The Effects of Reward System on Employee
mance. Journal Intelek, 16(1), 2021, 1-13.

P%Q(wu, P. 1., Akpuh, D. C., Irimagha, S. B., Udeme, A. P. Understanding The Impact of

Industrial health and Safety on Employees Performance: A Study of Selected Manufacturing
Firms in Rivers State. International Journal of Research and Innovation in Social Science,
4(3), 2020, 315-322.

Obi, J. N. Effective Human Resources Management Practices as the Key to Organizational
Performance. International Journal of Educational Research, Innovations and Methods,
3(1), 2015.

137



Obisi, C. Employee Training and Development in Nigerian Organizations: Some Observations and
Agenda for Research, Australian Journal of Business and Management Research, 1(9),
2013, 82-91

Ojeleye, Y. C. & Okoro, C. L. Job Stress and Employees’ Productivity in Telecommunication Sector
of Nigeria (A Study of Globacom, MTN, Airtel and Etisalat). International Journal of
Multidisciplinary Education and Research, 2016

Okoye, P. V. C. & Ezejiofor, R. A. The Effect of Human Resources Development on O &»zonal
Productivity. International Journal of Academic Research in Busin Social
Sciences, 3(10), 2013, 250-270.

Olota, O., Oyedokun, G. E. & lortimbir, A. I. Human Resource Strategy and Prlo%ﬁon Management:
A Resource Based View Approach. Research Journal of Financia stq% ability Reporting,
2(1), 2019, 278-289.

Omolawal, S. A. & Bawalla, O. Performance and Reward System, 'ﬁ%anizations. Research Gate
Journal, 2017. %’

Osamwonyi, 1. O. & Imafidon, K. The Technical Effici
Nigerian Stock Exchange. Journal of Applied Ei

C Manufacturing Companies on the
& Banking, 6(1), 2016, 127-138.

Prange, C. & Verdier, S. Dynamic Capabilitie:: I ationalization Process and Performance.

Journal of World Business, 46(1), 20 14

133.

Ramlawati, R. & Putra, A. H. P. K. T otal@ry Management as the Key of the Company to Gain
the Competitiveness, Perform ievement and Consumer Satisfaction, International
Review of Management anq %(eting, 8(5), 2018, 60-69.

7~
Razaq, D. 4 Strategic Approach to Building Online Customer Loyalty: Integrating Customer

Profitability Tiers. Journal of Consumer Marketing, 23(7), 2016, 421-429.

Effect of Co jve Advantage. Journal of Knowledge Management, 22(2), 2018, 257-

Rua, O., Franca, A. fc@m& Ortiz, R. Key Drivers of SMEs Export Performance: The Mediating
279

heory X/Y Assumptions as Predictors of Managers’ Propensity for Participative
h Making, Management Decision, 49, 2011, 823-836.

Sch JDouglas McGregor: Theoretician, Moral Philosopher or Behaviorist? An Analysis of the
terconnections between Assumptions, Values and Behavior. Journal of Management
History, 17(2), 2011, 156-164.

Shehada, M. & Alkhaldi, F. Measuring the efficiency and Effectiveness of the Human Resources
Training Function at Orange Jordan, International Journal of Quantitative and
Qualitative Research Method, 3(2), 2015, 1-12

138



Shrouf, H., Al-Qudah, S., Al Khawaldeh, K., Obeidat, A. & Rawashdehd, A. 4 Study on Relationship
between Human Resources and Strategic Performance: The Mediating Role of Productivity.
Management Science Letters, 10, 2020, 3189-3196.

Sund, K. J., Bogers, M., Villarroel, J. A., & Foss, N. Managing Tensions Between New and Existing
Business Models, MIT Sloan Management Review, 57(4), 2016.

Tahir, N., Yousafzai, I. K., Jan, S. & Hashim, M. The Impact of Training and Devel
Employees’ Performance and Productivity: A Case Study of United Bank Limi

City, KPK, Pakistan. International Journal of Academic Research in Busj d Social
Sciences, 4(4), 2014, 86-99. B

Teece, D. J., Pisano, G. & Shuen, A. Dynamic Capabilities and Strategic M‘c%emem‘, Strategic
Management Journal, 18(7), 1997, 509-533.

Umeokafor, N. L., Isaac, D., Jones, K. & Umeadi, B. Enforcement of, tzonal Safety and Health
Regulattons in Nzgerza An exploration, European Scienti % al 3,2014, 1857-7881.
e a

Umugwaneza, C., Nkechi, I. & Mugabe, J. Effect of Wor.
Employee Commitment and Performance in Ste
European Journal of Business and Manage

ifety and Health Practices on

ufacturing Companies in Rwanda,
arch, 4(5), 2019, 1-11.

nd Development in Employee Performance

Walters, K. & Rodriguez, J. The Importance of Trdini
ultidisciplinary Research and Development,

and Evaluation. World Wide Journ
3(10), 2017, 206-212

Wambulwa, B. N., Makokha, E. N. &el)nge G. Effect of Occupational Safety and Health on
Organizational Performance; se of Nzoia Water in Trans-Nzoia Country, European
Journal of Business and %&ment 10(11), 2018, 47-56

Wheelen, T. L. & Hunger, N} Strategic Management and Business Policy: Toward Global
Sustainability, (]ﬂ%m). New York: Pearson, 2012.

Wickramasinghe, V| 1ckramasinghe G. L. D. Effects of HRM Practices, Lean Production
Practzces% ean Duration on Performance. The International Journal of Human
Reso agement, 31(11), 2020, 1467-1512.

Wilden, ergan S. P., Nielsen, B. & Lings, 1. Dynamic Capabilites and Performance: Strategy,
re and Envzronment Long Range Planning, 46(1), 2013, 72-96.

Zhu L., Jiang, Q. & Xia, A. Safety Monitoring in Clinical Trials. Pharmaceutics, 5, 2013,
94 106.

Periodic Article

KPMG, Impact of Covid-19 on the Nigerian Consumer and Industrial Market. KPMG Report, 2020.

Nestle Nigeria PLC, Annual Report and Accounts. Nestle Reports, 2020

139



Conference

Abolo, E. M. Overcoming the Challenges of the Manufacturing Sector in Nigeria and the Outlook for
2017. Conference Paper at Manufacturing and Equipment Expo Nigeria, 2017

Atiyah, 1. Product’s Quality and its Impact on Customer Satisfaction a Field Study in Diwaniyah
Dairy Factory. Proceedings of the 10th international management conference "challenges of
modern management, November 3rd-4th, 2016, bucharest, Romania, 57 — 65. \n?»

Polackova, K. Motivation, Performance and Efficiency. Conference: Intemaﬁ@@ﬂenﬁﬁc

Conference for Ph.D. students of EU countries. 2016, 2.1-4

Thesis A{ N
S

Satik, H. Capacity Utilization. A thesis presented to the Industrial E ﬁ\r g Department, Dokuz
Eylul University, Turkey, 2017 ‘%

Website Q@

Bardot, S. What Is the Difference Between A Bon@\fln Incentive? Compensation Insider.
Available online:  http://CompensationinsidenCom/What-Is-The-Difference-Between-A-
Bonusand-AnlIncentive/ 2014. ‘{-\)

£

Career Guide, Understanding Product Quality: What It Is and Why It Matters. Available online:
https://www.indeed.com/career-advice/career-development/product-quality

Codeless Platforms, How to Improye rational Efficiency in Manufacturing. Available online:
https://www.codelessplat 4 log/how-to-improve-operational-efficiency-in-
manufacturing/ 2020.\)

Corporate Finance Institute, Capacity Utilization. Available online:

https://corporatéftnaneeinstitute.com/resources/knowledge/economics/capacity-utilization/

Cruz, A. V. Rel tiogp between Product Quality and Customer Satisfaction. Available online:
http://s¢holasworks.waldenu.edu/dissertations Part of the Business Administration,

Mapagehent, and Operations Commons, Industrial Engineering Commons, Management

Séienges and Quantitative Methods Commons, and the Mechanical Engineering Commons

Hea 1d;S. M. Bonus Pay: The Balance. Available online: https://www.thebalance.com/what-is-

onus-pay1918069, 2016

Lori, L. 12 Ways Technology Can Increase Workplace Productivity. Available online:
https://www.tinypulse.com/blog/12-ways-technology-can-increase-workplace-productivity

OEE, What is the ideal OEE score? Available online: https://fullfact.com/blog/ideal-oee-score/ 2022.

140


http://compensationinsider.com/What-Is-The-Difference-Between-A-Bonusand-AnIncentive/
http://compensationinsider.com/What-Is-The-Difference-Between-A-Bonusand-AnIncentive/
https://www.indeed.com/career-advice/career-development/product-quality
https://www.codelessplatforms.com/blog/how-to-improve-operational-efficiency-in-manufacturing/
https://www.codelessplatforms.com/blog/how-to-improve-operational-efficiency-in-manufacturing/
https://corporatefinanceinstitute.com/resources/knowledge/economics/capacity-utilization/
https://www.thebalance.com/what-is-bonus-pay1918069
https://www.thebalance.com/what-is-bonus-pay1918069
https://fullfact.com/blog/ideal-oee-score/

Radhika, K. The Principles of Human Resource Management. Available online:
https://www.researchgate.net/publication/338335044 Theprincipleothumanresourcemanageme
nt 2020

141


https://www.researchgate.net/publication/338335044Theprincipleofhumanresourcemanagement
https://www.researchgate.net/publication/338335044Theprincipleofhumanresourcemanagement

Appendix I

Introduction Letter
Lead City University,

School of Postgraduate Studies. \
Master of Science (MSc) in Ope% and

Production Management \%

Ibadan, Oyo state

Date @
Dear Sir/Ma, %%\

Good day,
This is a questionnaire to gather information fo mic research on “Human Resource
Management and Production Efficiency in FM anies in Nigeria”. I am a student of Lead

City University Ibadan. Kindly help fill t@ onnaire to the best of your ability, your response

will only be used for research purpose% with utmost confidentiality.

Thank you for taking the tir@gsist me in my educational endeavors. The data collected will

provide useful informati egarding this research. If you require additional information or have

questions, please @ e at the number listed below.

Sincer: Q
Qé%
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Appendix 1T

Research Questionnaire for Human Resources Management and Production Efficiency in Fast
Moving Consumer Goods Companies in Lagos Nigeria

Instructions: Your responses are important to this study. Please respond to each statement o\?“f'
question as honestly and accurately as you can, there are no correct or incorrect answers AN

questionnaire. You may answer all the questions. @
Demographic Related Questions ‘%\

1) Gender: Male () Female ( ) é

.\
2) What is your age bracket: Below 21years () 21-30( ) 31-40 %ﬂ&— 0( )51& above

3) Educational Qualification:

SSCE/GCE ( )

$

BSC/HND ( )

MASTERS ( ) Q}

4) Number of years work experi e@ the manufacturing organization:

Less than 1 year S\)%)
(

1 — 3 years

)
4 — 6 years Q ()
79@@ ()
@ years ()

5) @e 1 of Management: Toplevel () Middlelevel ( ) Lowlevel ()

Q Department in the manufacturing organization:

Operations/Production ()
Marketing/Sales ()
Human resources ()
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Research Related Questions

S/A= Strongly Agree A= Agree, D= Disagree S/D = Strongly Disagree

Items S/A A D S/D

Training and Development

1 I am opportune to attend training and @
development that are relevant to my job in this @

A
organization %\\

2 I consider adequate training and development as (Q N

essential to get the task and assignment done. %\\

production tasks A

3 I work better when am well trained to complete $ )V
R

4 Training and development as a HRM cm}wﬁ f
ffic

assist in increasing level of productio ncy

in this manufacturing company  (

N\
Motivation \)

Qs

1 I am self-motivated to mitted to my job in

this organization A{ .

2 I consider i‘j&)ﬁéquately motivated as essential

to get and assignment done.

3 \sk’ better when am well motivated to
(30 plete production tasks

)

4 Y| Motivation as a HRM component assists in
increasing level of production efficiency in this

manufacturing company
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Rewards

I am rewarded adequately upon completion of an

assignment in this organization

I consider my salary as an adequate reward for the

tasks and duties I carry out.

The rewards given have a positive effect on my

level of productivity

Rewards as a HRM component assists in
increasing level of production efficiency in this

manufacturing company

Health and Safety

S

I am well aware of the health an@%@

regulations attached to tasks and du{&i this

organization. ( \
N\

I consider my mental and% cal health as
essential to be product% organization

4

There 1is adequat p]-ementatlon of health and

safety in this zatlon that protects employees
during produc and operation.

O

%@n‘ﬁ Safety as HRM components assists in

sing level of production efficiency in this

anufacturlng company

Production Efficiency

This organization has high levels of capacity

utilization in terms of efficient use of raw
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materials and man-hours in the production

process.

The volume of output has been increasing year on
year indicating increased production efficiency in

this organization.

)N

This organization has recorded high product
quality year on year and it is critical in determine

production of efficiency

/I/)

Production efficiency is measured in this
organization through quality and volume of

output

There is significant relationship between P@

and production efficiency in this organizatign

&

Thank you for your cooperation :‘\\,
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Appendix II1

SPSS Output Raw Data

100.0 &@

N

Cumulative
Responses Frequency  Percent  Valid Percent Percent
Valid Male 161 54.9 54.9 54.9
Female 132 45.1 45.1
Total 293 100.0 100.0
Valid Cumu(lfﬁ
Responses Frequency Percent Percent Percent
Valid Below 21 years 0 0.0 0.0 0.0
21 - 30 years 116 39.6 39.6 39.6
31 - 40 years 120 41.0 41,0 80.5
41 - 50 years 43 14.7 14.7 95.2
Above 50years 14 4.8 4.8 100.0
Total 293 100.0 100.0
X
s
Cumulative
Responses Frequency  Percent  Valid Percent  Percent
Valid SSCE/GCE 3 1.0 1.0 1.0
OND/NCE 48 16.4 16.4 17.4
BSC/HND 172 58.7 58.7 76.1
MASTERS 70 23.9 23.9 100.0
Total 293 100.0 100.0
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Cumulative

Responses Frequency Percent Valid Percent  Percent

Valid Less than 1 year 5 1.7 1.7 1.7
1 — 3 years 64 21.8 21.8 23.5
4 — 6 years 124 42.4 42.4 65.9
7—9 years 30 10.2 10.2 76.1
Above 10 years 70 23.9 23.9 100.0
Total 293 100.0 100.0 .

&

Cumulative
Responses Frequency Percent ~ Valid Percent  Percent
Valid Top level 51 17.4 17.4 17.4
Middle level 209 71.3 71.3 92.2
Low level 23 7.8 7.8 100.0
Total 293 100.0 100.0
\g
S
Valid Cumulative
Responses Frequency Percent Percent  Percent
Valid Operations/Production 165 56.3 56.3 56.3
Marketing/Sales 94 321 32.1 88.4
Human resources 24 8.2 8.2 96.6
Accounts/Finance 10 3.4 3.4 100.0
Total 293 100.0 100.0
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Cumulative

Responses Frequency  Percent Valid Percent Percent
Valid SA 191 65.1 65.1 65.1
A 94 32.1 32.1 97.2
D 8 2.7 2.7 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
Py
Cumulative '\
Responses Frequency Percent Valid Percent Percent y
Valid SA 188 64.2 64.2 64.2
A 97 33.1 33.1 97.3
D 8 2.7 2.7 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
(\ Yy
O
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
A\
N
Cumulative
Responses Frequency  Percent  Valid Percent Percent
Valid SA 218 74.4 74.4 74.4
A 60 20.5 20.5 94.9
D 9 3.1 3.1 98.0
SD 6 2.0 2.0 100.0
Total 293 100.0 100.0
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Cumulative

Responses Frequency  Percent  Valid Percent Percent
Valid SA 179 61.1 61.1 61.1
A 104 35.5 35.5 96.6
D 9 3.1 3.1 99.7
SD 1 0.3 0.3 100.0
Total 293 100.0 100.0
\\
QD
Cumulative
Responses Frequency Percent  Valid Percent Percent
Valid SA 166 56.6 56.6 56.6
A 83 28.3 28.3 84.9
D 29 9.9 9.9 94.9
SD 15 5.1 5.1 100.0
Total 293 100.0 100.0
N4
o& )
Cumulative
Frequency  Percent  Valid Percent Percent
Valid SA 194 66.2 66.2 66.2
A 92 31.4 31.4 97.6
D 3 1.0 1.0 98.6
SD 4 1.4 1.4 100.0
Total 293 100.0 100.0
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Response Frequency  Percent Valid Percent Cumulative
Percent
Valid SA 199 67.9 67.9 67.9
A 91 31.1 31.1 99.0
D 3 1.0 1.0 100.0
SD 0 0.0 0.0 1(@
Total 293 100 100 (¢ :\
AN
Cumulative
Responses Frequency Percent  Valid Percent Percent
Valid SA 159 54.3 54.3 54.3
A 117 39.9 39.9 94.2
D 13 4.4 4.4 98.6
SD 4 1.4 1.4 100.0
Total 293 100.0 100.0
‘VY
N
Cumulative
Frequency Percent  Valid Percent  Percent
Valid SA 219 74.7 74.7 74.7
A 72 24.6 24.6 99.3
D 2 0.7 0.7 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
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Cumulative

Responses Frequency Percent Valid Percent Percent
Valid SA 177 60.4 60.4 60.4
A 91 31.1 31.1 91.5
D 11 3.8 3.8 95.2
SD 14 4.8 4.8 100.0
Total 293 100.0 100.0
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 168 57.3 57.3 57.3
A 110 37.6 37.6 94.9
D 9 3.1 3.1 98.0
SD 6 2.0 2.0 100.0
Total 293 100.0 100.0
QN
Cumulative
Responses Frequency Percent  Valid Percent Percent
Valid SA 179 61.1 61.1 61.1
A 104 355 355 96.6
D 9 3.1 3.1 99.9
SD 1 0.3 0.3 100.0
Toti3 293 100.0 100.0
Cumulative
Responses Frequency  Percent  Valid Percent Percent
Valid SA 155 52.9 52.9 52.9
A 129 44.0 44.0 96.9
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D 9 3.1 100.0
SD 0 0.0 100.0
Total 293 100.0
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 189 64.5 64.5 64.5
A 67 22.9 22.9 87.4
D 13 4.4 4.4 91.8
SD 24 8.2 8.2 100.0
Total 293 100.0 100.0
X
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 209 71.3 71.3 71.3
A 77 26.3 26.3 97.6
D 3 1.0 1.0 98.6
SD 4 1.4 1.4 100.0
Total 293 100.0 100.0
Cumulative
Responses Frequency  Percent  Valid Percent Percent



Valid SA 181 61.8 61.8 61.8
A 104 35.5 35.5 97.3
D 8 2.7 2.7 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
Cumulative ‘%
Responses Frequency Percent Valid Percent Percent
Valid SA 188 64.2 64.2 64.2 & "
A 97 33.1 33.1 97.3
D 8 2.7 2.7 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
1
& Cumulative
Responses Frequency Percent Valid Percent Percent
Valid SA 200 68.3 68.3 68.3
A 93 31.7 31.7 100.0
D 0 0.0 0.0 100.0
SD 0 0.0 0.0 100.0
Total 293 100.0 100.0
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Cumulative

Responses Frequency Percent Valid Percent Percent

Valid SA 215 73.4 73.4 73.4
A 78 26.6 31.7 100.0
D 0 0.0 0.0 100.0 ?,
SD 0 0.0 0.0 100.0 %\
Total 293 100.0 100.0 @)
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