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Introduction 
he success of a company is directly linked to the 

performance of its employees in today's world of 

globalization, free markets, intense competition, and 

constant change. If an organization wants to keep working 

toward its objectives, it needs to make sure that its employees 

are performing at their best. Organizations provide welfare 

facilities to their employees to keep their motivation levels high 

(Owusu-Achea, 2010). Employees, according to Human 

Resource Philosophy, are an important business resource that 

must be managed with care to maximize return on investment 

and achieve business goals. As a result, businesses must 

provide a diverse set of benefits to ensure their employees' 

well-being. In today's world, it's nearly impossible to run a 

business without providing some basic benefits for the well-

being of your employees. Organizations must provide health 

and wellness services and programs for their employees for the 

sake of the company (Owusu-Acheaw, 2010). 
The genuine concern shown for employees at all levels, as well 

as the physical and social conditions in which they work, reveal 

a company's attitude or commitment to their well-being 

(Cowling & Mailer, 1992). Staff welfare, according to Coventry 

and Barker (1988), includes providing social club and sports 
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facilities as needed; supervising staff and works' canteens; running sick clubs and savings 

schemes; dealing with superannuation, pension funds, and leave grants; making loans on 

hardship cases; arranging legal aid and giving advice on personal problems; making long 

service grants; and providing fringe benefits for employees (such as payment during 

sickness, luncheon vouchers and other indirect advantages). To put it another way, 

productivity is the amount of value added to a given number of resources over a given 

period (Singh, 2009). While some argue that it is merely a financial metric, Cohen, Cowling, 

and Mailer (1995) argue that the group's ability to satisfy customers both inside and 

outside the company is a more important factor. Productivity refers to how well a 

company's employees perform their duties. If workers' welfare benefits aren't paid on 

time, they may become apathetic, which can have a negative impact on productivity. 

Distressing circumstances include not being able to pay rent and having an argument with 

their landlord/caretaker, not being able to pay for their children's education, eating poorly 

and possibly going hungry, not having access to adequate medical care, and having 

difficulty meeting their maturing social and financial obligations. As a result of the 

dissatisfaction between the employee and his or her employer, low morale and 

productivity may result. Non-contractual benefits such as leave allowance, 

transportation, housing, overtime pay, travel reimbursement, and a Christmas bonus 

improve employees' psychological well-being. However, because these benefits are not 

covered by Nigeria's Trade Dispute Acts, they are not legally binding on the company. 

Denial of such benefits to employees could have a negative impact, particularly if the 

company has a history of providing them. According to Cowling and Mailer (1992), 

workers' rights to health and safety, as well as fair management, are intertwined in this 

framework. 

Employee welfare is a concept that is constantly changing as new welfare measures are 

implemented and social trends shift. In the modern sense, employee welfare refers to all 

an organization's activities aimed at providing benefits to its employees beyond basic 

remuneration. The availability of welfare services is inextricably linked to the productivity 

of the workforce, making them critical to the company's overall health. Increased 

primary documentation in order to meet the study's objectives (data). The researchers 

used simple percentages, descriptive statistics and regression analysis was employed to 

test the hypothesis for this study. Based on the findings of this study, efforts should be 

made to improve employees' working conditions and general well-being in order to elicit 

job satisfaction and motivation for increased performance. 
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productivity, motivation, healthy organizational relations, and employee retention for a 

longer period are all advantages of employee welfare measures. According to Cohen, 

Lucy, Huge, Thomson, and Edmond (1995), it is more than just a financial indicator; it also 

measures how well the team meets the needs of both internal and external customers. In 

practice, productivity is a measure of an employee's ability to use resources efficiently and 

effectively, as well as the quality of their output. Researchers have apparently done some 

research on employee well-being and productivity (Owusu-Acheaw 2010; Osterman 2010; 

Singh 2009; Cowling & Mailer 2002; Coventry & Barker 2008), but it appears that their 

focus was primarily on industrial settings, rather than government ministries, parastatals, 

and security formations. It is therefore necessary to conduct research into the subject 

matter of this study, which focuses on employee well-being and productivity in ISTH Irrua 

(Edo State, Nigeria). Because of these issues, a study of employee welfare and 

productivity is required. 

As a result of this investigation, the following research questions were formulated: 

i. Is there a link between attractive pay packages and employee productivity 

at ISTH? 

ii. Is overtime pay a motivator for ISTH employees' productivity? 

iii. What impact do Christmas bonuses have on ISTH employee productivity? 

iv. Does the payment of a study leave allowance encourage employee 

productivity at ISTH? 

v. Is there a link between shift allowance and employee productivity at ISTH? 

 

The general objective of this study is to ascertain the impact of staff welfare and 

employee’s productivity in ISTH. The specific objectives are: 

i. To determine if attractive pay packages affect employee productivity in ISTH. 

ii. To ascertain whether overtime pay influences employee productivity ISTH. 

iii. To determine whether Christmas bonus influences employee productivity in 

ISTH. 

iv. To examine whether payment of a study leave allowance influences employee 

productivity in ISTH. 

v. To find out if shift allowances influence employee productivity in ISTH. 

This research formulates the following null hypothesis: 

i. HO: attractive pay package does not influence employee’s productivity in 

ISTH. 

ii. .HO: Over-time allowance does not motivate employee’s productivity in ISTH. 

iii. HO: Christmas bonus does not have effect on employee’s productivity in ISTH. 

iv. HO: Study leave allowance does not encourage employee’s productivity in 

ISTH. 
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v. HO: Shift allowance does not inspire employee’s productivity in ISTH. 

 

The scope of this study is restricted to investigate staff welfare and employee’s 

productivity in ISTH, Irrua Edo State, Nigeria.  

 

Literature Review 

Conceptual Framework 

Participants in the conversation are generally concerned about employees' well-being and 

productivity. The panelists discussed the importance of training, free medical care, 

protection from workplace hazards, travel reimbursements, financial incentives, leisure 

facilities, training and retraining, and timely payment of salaries and bonuses in terms of 

employee productivity and well-being. They also emphasized the significance of these 

elements. Cowling (2002) has repeatedly stated that a company's attitude toward 

employee welfare reflects its own values and commitments. This is concerning because it 

raises the risk of lower productivity among the company's employees. Employee morale 

and productivity appear to suffer as a result of the lack of a competitive benefits package. 

Employee morale and job satisfaction may suffer as a result of a lack of office space, 

furniture, and working supplies. The fact that data has revealed a poor working 

environment only adds to the problem. 

 

Concept of Staff Welfare 

Staff welfare, according to Gannon (2002), is a broad term that refers to a variety of 

services essential to your employees' well-being. Every employer is required by law to 

provide basic amenities for their employees, such as toilets and washing stations. Most 

employees expect a cloakroom as well as a clean place to eat and drink during their 

breaks. Larger corporations may have vending machines connected to dining rooms or 

canteens, with separate coffee areas. The genuine concern shown for their well-being at 

all levels, as well as the physical and social conditions in which they work, reveal a 

company's attitude or commitment to their employees' well-being (Cowling 2002). 

Coventry (2004) defines employee well-being as "everything from providing social clubs 

and sports facilities to monitoring staff and workplace canteens, running sick-fund 

programs and savings plans, handling pensions, leave grants, and hardship loans, as well 

as providing legal aid and personal problem advice." Long-service grants, relocation 

assistance, and fringe benefits are also included, according to them. It's a bit like the "egg 

and chicken" conundrum: Which comes first, job satisfaction or motivation? Mitchell 

(2008) cites Cohen, Fink, Gadon, and Willitts (Cohen, Fink, Gadon, & Willitts, 1995) and 

Cohen, Fink, Gadon, and Willitts Several studies have found that people who enjoy their 

work are more likely to perform well, according to Ibbetson and Whitmore (2007). This 
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contradicts the most well-established management and productivity theories. According 

to McGregor's Theory X, in order to be productive, employees must either be financially 

rewarded for increased productivity or negatively sanctioned (coerced, threatened with 

punishment) when they perform poorly on a task (Upton, 2001; Ibbetson and Whitmore, 

2007). Companies provide welfare benefits to their employees in order to keep them 

engaged. There are two types of employee welfare programs: those that are legally 

required and those that are not. In order to protect the health and safety of its employees, 

a company is required by law to implement statutory programs. Workers' safety, health, 

and welfare are protected under industrial laws like the Factories Act 1948, the Dock 

Workers Act (Safety, Health, and Welfare) 1986, and the Mines Act 1962. Non-statutory 

schemes are used in various ways by organizations and industries. Employee welfare, 

according to Abu (2016), refers to a company's efforts to make the lives of its employees 

more enjoyable and rewarding. 'Welfare' is a broad term that refers to a variety of 

services, benefits, and facilities that employers provide to their employees in order to 

improve their lives and motivate them to work harder. Workers' welfare refers to 

everything done for their well-being that isn't directly related to their pay. Employee 

welfare is important in order to keep employee morale and motivation high so that they 

stay with the company for a longer time. All welfare measures do not have to be 

monetary; they can be in any form or combination of forms. Employee well-being 

encompasses the preservation of safe working conditions as well as the development of 

healthy workplace relations and infrastructure, as well as the protection of employees 

and their families against illness, injury, and unemployment. Employee welfare refers to 

all of the activities undertaken by an employer in order to provide additional benefits and 

services to employees, such as wages or salaries, in addition to the benefits already 

provided. In order to improve a company's performance level, welfare programs are 

designed to create an efficient, healthy, loyal, and satisfied workforce (Iheanacho & 

Amgbare, 2010). 

 

VARIABLES OF STAFF WELFARE 

i.  Attractive pay package – Employees are more likely to put forth their best effort 

in order to meet or exceed expectations, and they are more likely to seek self-

improvement and self-improvement if their pay package is attractive. Employees are 

motivated to do their best work when they have a positive impact on the workplace and 

produce good results. Employers compensate their employees for their efforts (i.e., time, 

effort and skill). According to Swanepoel (2015), who defined compensation as both 

financial and non-financial extrinsic rewards, employers reward employees for the time, 

skills, and effort they put into their jobs in order to achieve organizational goals. 

Compensation is one of the most important aspects of human resource management, 
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according to Absar (2016). Both employers and employees require compensation in order 

to attract, retain, and motivate employees (Nel, 2018). "The total of all rewards given to 

employees in exchange for their services" is compensation or total compensation. 

Because it has such a large impact, pay is one of the most important factors in determining 

job satisfaction. Workers are looking for new sources of income as people's demands for 

higher wages grow in order to ensure their financial security and quality of life. People will 

also develop an emotional state of dissatisfaction if they believe they are underpaid. If the 

company continues to have such emotional imbalances, employees will become 

dissatisfied and disillusioned with their jobs. It motivates employees to stick to their guns 

and place a high value on their work so that they can continue to give it their all. 

ii.  Overtime Allowance - Every employee wishes to earn more money. Employers 

can expect to earn more if they are compensated for every additional minute or hour, 

they put in at work to help cover most of their expenses. Overtime, on the other hand, 

has little or no impact on a company or organization if it is properly managed. Some 

employees will refuse to work during the normal working day to persuade their bosses to 

give them more time off, claiming they need it to complete their daily tasks. In this 

situation, it's possible that employee performance will be significantly lower than usual. 

Employers who frequently must pay overtime and whose employees are only meeting, 

not exceeding, performance expectations should reconsider their pay rates. 

iii. Christmas bonuses - A Christmas Bonus is available to people who receive a long-

term social welfare payment. At Christmas, all your monthly long-term social welfare 

payments will be paid in full. This is the impression the employee has of their employer's 

end-of-year gift. As a result, they feel loved and appreciated. If the employee does a good 

job, their job performance will improve, possibly leading to a promotion within the 

company. 

iv. Study Leaves Allowance Payment: To complete an accredited course of study, an 

employee may be granted paid or unpaid study time off. It is legal to pay an employee up 

to seven hours per week to cover the cost of transportation to and from school as well as 

participation in classroom activities. If a government employee is granted study leave to 

pursue further education or go on an inspection tour for a specific category of work 

outside of India, they are entitled to a study allowance for the time spent on these 

activities as well as the period covered. As a result, the fact that the employee is being 

paid to study will have an impact on his or her knowledge. Not having to worry about 

paying tuition fees. 

 

Employee’s productivity 

The productivity of each organization's employees is used to assess its progress. In other 

words, an employee's productivity can be used to assess his or her competence and 
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efficiency. Traditionally, employee productivity has been measured in terms of the 

amount of work completed in a given amount of time. According to Sharma and Sharma 

(2014) and Nollman (2013), there are many ways to measure productivity, but Sharma and 

Sharma (2014) believe that measuring employees' work input and output is the most 

important. Improved social relationships, economic growth, positive self-esteem, 

profitability, and mental alertness are among the benefits of employee productivity 

toward organizational achievement that lead to better remuneration and 

communication, according to Sharma and Sharma (2014). Employees' creativity, 

performance, and success at a high level of productivity can be attributed to their 

participation in an organization's strategic vision, according to research (Cato and 

Gordon, 2009; Obdulio. 2014). Nonetheless, the benefits of high employee productivity in 

the workplace for long-term success and survival in the service industry have made high 

employee productivity a competitive advantage (Hanaysha, 2016). 

 

Research Methodology 

This research employs a survey methodology. This design was chosen because it is quicker 

and easier to gather information in a limited amount of time (Hair, Money, Samoul and 

Page, 2007). Irrua Specialist Teaching Hospital, Irrua, Edo State, Nigeria is the study's 

target population. The study employed stratified sampling, which entailed selecting units 

from a diverse population (Castillo, 2009). Because the population was heterogeneous, 

the sampling technique was chosen. To ensure that all departments were represented, a 

stratified random sampling technique was used. Taro Yamane used a representative 

sample of 340 people from a population of 2300 (DA ISTH, 2021). The ISTH-Irrua 

employees were given the questionnaires. To allow for further investigation, it was 

administered through personal contact. After that, the questionnaires were returned for 

data analysis. The study combined tables and percentages with chi-square analysis to test 

the hypothesis raised earlier. 

 

Table 1: Spread of Questionnaire Administered 

S/N Departments No. of 

Staff 

No. of Administered 

questionnaires 

No. of Questionnaires 

Retrieved 

1 Clinical Service 1200 177 169 

2 Nursing 

Services 

560 83 78 

3 Administrative  330 49 46 

4 Engineering  210 31 29 

 Total 2300 340 322 
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Data Presentation and Analysis  

Analyzing data entails giving a purpose to the information that has been gathered (Gliner 

& Morgan, 2009). As part of the research process, researchers had to organize and 

synthesize large amounts of data, search for patterns and determine and present findings  

(Connaway & Powell, 2010). 

 

Result and Discussions 

Tables and frequency counts were used to rank the departments' attitudinal responses, 

and inferences were drawn from the data collected from the respondents. 

 

Table 2 Shows Response Rate 

Response Quantity 

Administered 

Quantity not 

Returned 

Quantity Returned 

Administrative 49 3 46 

Clinical 177 8 169 

Engineering 31 2 29 

Nursing 83 5 78 

 340 18 322 

Source: Survey Data ISTH-2021 

 

When the researcher gave out questionnaires to administrative staff, he found that out 

of 49 questionnaires, 46 were returned to him correctly filled and returned to the 

researcher for analysis; three were not. This indicates that the majority of administrative 

staff return the questionnaires given to them for analysis, as shown in Table 4.1. One 

hundred sixty-nine (169) of the 177 questionnaires given to the Clinical Department were 

returned for analysis, while eight (8) were not. Thirty-one (31) questionnaires were sent 

out to the Engineering Department, but only twenty-nine completed and returned them 

to the researcher for analysis; the remaining (18) were incomplete and did not return to 

the researcher for analysis. Seventy-eight (78) of the questionnaires that were sent to the 

Nurses Department were returned for review. 

 

Demographic characteristic of the respondents  

Table 3: Demographic Presentation of Data.  

Variables  Characteristics  Frequency Percentage  

Gender Male  

female  

175 

147 

54.3 

45.7 

Total  322 100 
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Age 25 – 35 

35 - 45 

45 - 50 

50 - 55 

55 and above  

34 

85 

153 

25 

25 

10.6 

26.3 

47.5 

7.8 

7.8 

Total  322 100 

Education Qualification Below B.Sc./HND 

B.Sc./HND 

Master’s Degree 

O’Level 

96 

179 

36 

11 

29.8 

55.6 

11.2 

3.4 

Total  322 100 

Marital Status  Single 

Married 

Separated 

 

189 

106 

27 

 

58.7 

32.9 

8.4 

Total   322 100 

Source: Survey data 2021 

 

The above table shows the gender of respondents, male personnel are 175(54.3%) while 

female personnel are 147(45.7%). The implication is that male respondents are more than 

female. 

 

Table 4:  Attractive Pay influence on employee’s productivity. 

Respondent Admin Clinical Engineering Nursing Total Percentage(%) 

SA 7 70 8 30 115 35.7 

A 11 50 8 20 89 27.6 

SD 8 20 7 10 45 14.0 

D 16 18 3 11 48 14.9 

U 4 11 3 7 25 7.8 

TOTAL 46 169 29 78 322 100% 

Source: Survey Data ISTH-2021 

 

There appears to be an even distribution of results across various departments, but the 

responses from the respondents show that attractive pay packages have an impact on 

employee welfare. Attractive pay has a positive impact on employee well-being and 

productivity, according to 70 employees in the Clinical department, while only 16 

employees in the administrative department believe this. 
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Table 5: Overtime Allowance influence on employee’s productivities. 

Respondent Admin Clinical Engineering Nursing Total Percentage(%) 

SA 8 75 8 25 116 36.0 

A 6 50 6 15 77 23.9 

SD 14 15 5 15 49 15.2 

D 13 13 4 14 44 13.7 

U 5 16 6 9 36 11.2 

TOTAL 46 169 29 78 322 100% 

Source: Survey Data ISTH-2021 

 

According to the results, 75 Clinical and 50 Nursing staff strongly agreed that overtime 

allowance has a significant impact on employee well-being, totaling 36 percent. While 14 

employees in the department of administration strongly disagreed that overtime pay has 

a significant impact on the welfare of their coworkers. 

 

Table 6: Response on Christmas Bonuses. 

Respondent Admin Clinical Engineering Nursing Total Percentage (%) 

SA 14 70 10 25 119 37.0 

A 6 45 6 15 72 22.4 

SD 13 20 4 15 52 16.1 

D 8 19 5 14 46 14.3 

U 5 15 4 9 33 10.2 

TOTAL 46 169 29 78 322 100% 

Source: Survey Data ISTH-2021 

 

The result shows that all departments, strongly Agree that Christmas Bonus will have 

great influence on employee’s welfare. However large number of the clinical staff seems 

not satisfy with the charismas Bonus.  

 

Table 7: Response on Study leaves Allowance payment. 

Respondent Admin Clinical Engineering Nursing Total Percentage (%) 

SA 15 96 10 40 161 50 

A 9 35 6 17 67 20.8 

SD 11 10 6 10 37 11.5 

D 6 19 3 5 33 10.2 

U 5 9 4 6 24 7.5 

TOTAL 46 169 29 78 322 100% 

Source: Survey Data ISTH-2021 
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The result shows that all departments, strongly Agrees that Christmas Bonus has great 

influence on employee’s productivity.  

 

Table 8:  Relationship Exist Between Staff welfare and Productivity Response. 

Respondent Admin Clincals Engineering Nursing Total Percentage 

% 

SA 14 83 8 20 125 38.8% 

A 16 54 7 18 95 29.5% 

SD 7 14 5 15 41 12.7% 

D 3 18 4 14 39 12.1% 

U 6 0 5 11 22 6.4% 

Total 46 169 29 78 322 100% 

Source: Survey Data ISTH-2021 

 

Table 4.8 asks for the respondent's opinion on the connection between employee well-

being and output. 38.8% strongly believe that there is a link between employee well-being 

and productivity. 12.1 percent of respondents disagree that there is no correlation 

between staff and output. 

 

Hypotheses Testing 

Regression statistics was used to test the hypotheses formulated for this study after the 

data has been presented using descriptive statistics, tables, and sample percentages. 

 

Relationships between Staff Welfare and Employee’s Productivity in the Nigerian 

Teaching Hospital. 

Variables Coefficient Std Error  t-Statistics Prob. 

C 0.930525 0.061418 1.808455 0.0854 

Attractive pay package 0.582245 0.042350 6.74602 0.0000 

Overtime allowance 0.200632 0.698343 3.258631 0.0001 

Christmas bonuses 0.445639 0.071308 6.836120 0.0000 

Study leave allowance 0.543223 0.674532 5.875402 0.0000 

R-Squared 0.819 F-Statistics 1194.170 

Adjusted R-Squared 0.803 Prob(F-Statistics) 0.0000 

  Durbin-Watson Statistics 1.3543 

Source: Regression Result, 2021. 

 

The r square vale of .819 (82 percent) indicates staff welfare has a significant relationship 

with employees’ productivity. The Adjusted R square was .803 (80%) while the Durbin 
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Watson value is 1.3543, it indicates that there is no first order serial correlation, making 

the result acceptable. The model is statistically significant which implies a relationship 

between staff welfare and employee productivity in the Nigerian teaching hospital using 

ISTH as the focus of this paper. The result also showed that staff welfare (attractive pay 

package, overtime allowance, Christmas bonuses and study leave allowance) had a 

positive and statistically significant relationship with employee productivity in the 

Nigerian teaching hospital at p>0.05; this means that there exists a statistically significant 

relationship between the dependent and independent variables as a group. Besides, the 

Durbin-Watson statistics of 1.774826 suggest the absence of first-order serial correlation 

 

Findings and Recommendations 

The findings of this research include: 

i. Attractive pay package influences on employee’s productivity 

ii. Overtime allowance influences on employee’s productivity 

iii. Christmas bonuses has an effect on employee’s productivity 

iv. Study leaves allowance payment influences employee’s productivity. 

 

A primary objective of the study was to examine the working conditions and productivity 

of ISTH employees. Males outnumbered females in the study's demographics section, 

indicating a gender imbalance. In addition, respondents in the organization were found 

to be in the middle and lower management ranks, according to the research. The study's 

goal was to examine the health and productivity of ISTH employees. Many of those polled 

agreed that a company's ability to retain and motivate employees is directly correlated to 

its ability to pay its workers well. To help their employees and produce high-quality results, 

the company provides them with a welfare plan. This suggests that the well-being of ISTH 

employees has a positive impact on their productivity. According to the findings of the 

study, overtime pay has a significant impact on the well-being and productivity of ISTH 

employees. In the survey, people agreed that overtime benefits employees and helps the 

company meet daily objectives. It was because of this that employee felt encouraged to 

put in extra effort each day, knowing that they would be rewarded for it later. Employee 

well-being and productivity appear to be significantly affected by overtime pay, according 

to this study. One of the objectives of the research was to examine the effect of ISTH 

employee compensation on their performance. Respondents agreed that the 

organization should support programs for paid study leave, as evidenced by the findings. 

In addition to encouraging employees to work together and go above and beyond what 

is expected of them, providing a training facility for them fosters a culture of teamwork 

and cooperation within the company. This indicates that the ISTH's employees' 

performance is influenced by the payment of study leave allowances. In the study, 
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researchers were interested in determining the effect of Christmas bonuses on ISTH 

employees' performance. When it came to receiving their wages and salaries from their 

employers, the employees who participated in the survey generally agreed that their 

employers always paid them on time. These findings indicate that ISTH employees' 

performance is affected by bonuses at year-end. An appropriate welfare package for 

employees was recommended based on this study's findings. Rather than relying on lip 

service when it comes to motivating employees to do better work, improve the working 

conditions and general well-being of employees. It's important that employers are aware 

of the company's benefits program as well. 
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