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ABSTRACT

This study investigates the impacts of the work environment on employee engagement in Indomie Noodles, Nigeria. The work environment constitutes of all tangible and intangible elements within the employee. The work environment consists of opaque management, leadership, welfare and pay. Therefore, the research investigates these in relation to Indomie Nigeria. The study’s objectives were to discover the adherence to standards of the work environment by Indomie, discover the impact of the work environment on employee engagement and to examine the challenges of the work environment at Indomie. The research adopted the qualitative methodology which collected data from the interview of nine staff at Indomie. The research discovered that Indomie Noodles is adhering to standards of the work environment including best practices on health and safety etc. The research also discovered that the work environment was essential to employee engagement thus commitment. The research also discovers that the challenges of the work environment are fierce competition, lack of pension etc. The research thus makes recommendations on how these challenges can be resolved. 

[bookmark: _Toc73576334]CHAPTER ONE
[bookmark: _Toc73576335]INTRODUCTION
[bookmark: _Toc73576336]1.1. Research Overview
This research is informed by the need to study the impacts of work environment on employee engagement, focusing on Indomie Noodles company in Nigeria. The work environment is regarded as the milieus around an employee, or where he/she carries out productive activities; as such, it is an important factor that boosts or retards engagement. Ali Yassin, et al. (2013), note that the work environment constitutes both professional and social factors that enable the positive interactions between employees in the organisation; hence if the environment is not properly constructed, it may lead to less engagement amongst staff. Jain and Kaur (2014), also note that a good work environment should be well-designed, contain safe physical space, good equipment, friendly relations, and effective communication; this was correlated to engagement. The impacts of work environment on an employee cannot be overemphasised, as such Tio (2014), notes that well-designed and organised work environment made significant differences on people perceptions, feelings and behaviours to their work, the work environment can either give encouraging or depressing signals to an employee about their worth and value to the organisation and also about what standards are expected from them. 
The work environment also influences the happiness, satisfaction, motivation, and commitment of employees to their workplace; these were all requirements for greater engagement (Awan and Tahir, 2015). Therefore, it is based on this background that this research will be studying the impacts of the work environment on employee engagement with reference to Indomie Noodles company.
Indomie is a noodles production company in Nigeria, which has the largest share in the noodles market (Stephen, 2020). The company is known for its excellence, dedication, and commitment to customer service and satisfaction. Within the company, research has revealed that the work environment was properly structured and contained all elements needed to make the workplace safe, healthy, and secure for production purposes (Stephen, 2020). Employee engagement within the company was also high; in 2019, the company witnessed a 70.4% employee engagement rate, which was higher than the previous year at 68.2% (Stephen, 2020). Management has also taken adequate measures to increase the comfort and safety of the workplace. Despite this, there is a lack of empirical literature that links the work environment at Indomie Noodles company to the engagement of its staff. This study thus seeks to explore the correlation between the work environment and employee engagement at Indomie noodles company and investigate if employee engagement at the company was a result of the work environment or other associated or different factors
[bookmark: _Toc57323082][bookmark: _Toc62642605][bookmark: _Toc73576337]1.2. Research Purpose
The cardinal focus of this research is to discover the impacts of the work environment on employee engagement with regard to Indomie noodle company, Nigeria. This was done by accessing the structure of the work environment, its impacts on employees, and identifying areas for improvement. A poor work environment is antithetical to engagement and performance; work environments that are poorly structured and designed result in a negative impact on the employee's psychological, emotional, and behavioural well-being, thus leading to poor engagement rates (Jain and Kaur, 2014). Tio (2014), explains that creating a work environment that is safe, secure and comfortable, enables employees to enjoy what they do, feel like they have a purpose in life, value their jobs, and also reach their potentials. The work environment affects employee morale, motivation, commitment, loyalty, and engagement (Awan and Tahir, 2015). Despite the importance of work-environment, no substantial research has been conducted on it regarding Indomie noodle company; this thus affects the reporting and academic comments on the company's work environment. Further, with the absence of empirical research, management cannot actively link employee engagement to the work environment; this thus creates a problem in making decisions, drafting policies, and identifying areas for improvement within the organisation. Thus, this study attempts to empirically investigate the impact of the work environment on employee involvement in Indomie noodles company to solve the problems as mentioned earlier. 
[bookmark: _Toc57323083][bookmark: _Toc62642606][bookmark: _Toc73576338]1.3. Research Questions
The following are the research questions
1. How is the work-environment at Indomie Noodles structured in line with good work-environment standards?
1. What are the observable impacts of the work environment at Indomie noodles on the engagement of staff?
[bookmark: _Toc57323086][bookmark: _Toc62642609][bookmark: _Toc73576339]1.4. Research Objectives
The central objective of this study is to discover the impacts of the work environment on employee engagement in Indomie noodles company. Research has revealed the importance of the work environment on employee engagement. Butt, Khan, and Rasli et al. (2012), notes that with a good work environment, employees are in the best state of mind to perform optimally, Iqra, Zhu, Saba, et al. (2019), also notes that the work environment provided significant motivation, enthusiasm, and vigour for employees to perform their duties. Tio (2014) notes that employees could easily perform their duties with much attention and focus in the appropriate work environment. A good work environment also reduced employee turnover and enhanced the organisation's retention of high and quality staff. A good work environment is thus necessary for employee engagement and the overall success of the organisation. Based on this, the research objectives are; 
[bookmark: _Toc57323017][bookmark: _Toc57323087][bookmark: _Toc62642610][bookmark: _Toc73576340]i. To Critically Examine How the Work Environment at Indomie Noodles is Structured In Line With Good Work-Environment Standards. 
Several governmental and non-governmental organisations like the International Labour Organisation (ILO), have produced standards and requirements of a good work environment. Other scholars like Butt, et al. (2012), and Tio (2014), note that a good work environment must be conducive, safe, well-equipped, and serene for productive activities. This objective will investigate how the work environment at Indomie noodles meets up to these requirements. 
[bookmark: _Toc57323018][bookmark: _Toc57323088][bookmark: _Toc62642611][bookmark: _Toc73576341]ii. To Critically Investigate the Observable Impacts of The Work Environment at Indomie Noodles on The Engagement of Staff
Naharuddin and Sadegi (2013), and Chandrasekar (2011), notes that a good work environment impacted positively on the psychological, emotional, and behavioural wellbeing of employees, thereby enhancing their engagement. Leblebici, (2012), also notes that the impact of the work environment is "all-round" on the employee as it influenced his state of mind, thinking, interactions with tangible and intangible elements at the office, etc. Thus, this objective seeks to discover how the work environment at Indomie Noodles impacts the engagement of staff. Comparisons will be made between what is discovered by other scholars with what is obtainable in Indomie Noodles. 
[bookmark: _Toc57323019][bookmark: _Toc57323089][bookmark: _Toc62642612][bookmark: _Toc73576342]iii. To Discover the Challenges of The Work Environment at Indomie Noodles
Naharuddin and Sadegi (2013), and Chandrasekar (2011), notes that a good work environment impacted positively on the psychological, emotional, and behavioural wellbeing of employees thereby enhancing their productivity. Leblebici, (2012), also notes that the impact of the work environment is "all-round" on the employee as it influenced his state of mind, thinking, interactions with tangible and intangible elements at the office etc. Thus, this objective seeks to discover the challenges of the work environment at Indomie Noodles and its impacts on employee engagement. 
[bookmark: _Toc57323090][bookmark: _Toc62642613][bookmark: _Toc73576343]1.5. Justification of the Study 
Within labour practices, several organisations such as the ILO have developed standards for organisational practice and environments; the essence of this is to serve as a yardstick or guideline for companies while establishing their organisational practice. The ILO has offered several guidelines concerning the work environment, including safety, comfort, welfare facilities, etc. Furthermore, scholars like Iqra, et al. (2019), note other requirements such as good equipment, friendliness, serenity, coordination, etc., as part of the requirements necessary for a good workplace. This study is justified based on its intention to link these requirements to what is obtained in Indomie noodles; Stephen (2020), research on the company revealed that the work environment was commendable and up to standards; however, he recorded significant shortcomings as he was unable to provide evidence of the work environment and link them to requirements made by different scholars and organisations. This study will fill the gap by assessing the work environment at Indomie in line with standards and requirements for a good work environment and noting areas that need improvement. 
This study is also justified based on its intention to discover the influence of the work environment and engagement of staff in Indomie. Other researchers, such as Butt et al. (2012) and Iqra et al. (2019), have underscored the relevance of the work environment in employee engagement. Tio (2014), also notes that the work environment in Indomie was up to standards; however, this aforementioned research has not linked engagement to the work environment in Indomie; thus, a gap exists that needs to be filled for academic and practical purposes. Hence the current study is justified based on its intention to fill in the gap
A critical analysis and assessment of the work environment at Indomie will lead to identifying shortcomings and areas for improvement for the betterment of staff. Therefore, the final justification for this research is in its desire to make recommendations on how the work environment at Indomie can be improved to enhance staff engagement, thereby increasing the organization's overall performance. 
[bookmark: _Toc73576344]1.6. Scope of the Study
This research is placed within the areas of human resource management (HRM), as both work environment and employee engagement were essential factors in employee management. Thus, relevant HRM literature will be considered while carrying out the research. Furthermore, recommendations will be made to improve the practice of work environment and employee engagement, thus increasing the operations of HRM. 
[bookmark: _Toc73576345]1.7. Outline of the Study
The research is subdivided into 5 chapters, which include: 
Chapter one contains the introductory chapter; it explains the research overview, research purpose, questions, and objectives
Chapter two contains the literature review, which gives a critical analysis of existing literature. Chapter two also contains the conceptual framework. 
Chapter three contains the research methodology, which outlines all the methodological frameworks for data collection and analysis. 
Chapter four contains the discussion and analysis of findings. 
Chapter five is the concluding chapter. 



[bookmark: _Toc73576346][bookmark: _Toc57323092][bookmark: _Toc62642615]CHAPTER TWO
LITERATURE REVIEW

2.1. Introduction

This section contains the review of literature which refers to the critical and systematic analysis, evaluation and critic of existing studies in line with the research topic and objectives. The literature review offers the opportunity to study relevant seminal documents thus providing a better understanding for the research objectives
[bookmark: _Toc73576347]2.2. Conceptual and Contextual Reviews
[bookmark: _Toc57323093][bookmark: _Toc62642616][bookmark: _Toc73576348]2.2.1. Work Environment
[bookmark: _Hlk62636250]Conceptualising work environment has been undertaken by several scholars. To a layman, the work environment may be seen as the physical settings, conditions, situations, and circumstances where employees work; however, academically, the work environment is more elaborate than that. Gunaseelan and Ollukkaran, (2012) note that the work environment consists of physical settings (equipment's, lighting, air, heat, etc), job characteristics (task complexities, workloads) broader features of the organisation (history, culture), and extra aspects within the organisation (relationship, hierarchical arrangements, etc), Based on this the work environment exceeds just the physical environment but consist of a sum of interrelationship, activities, structures, and events that take place within the organisation.
[bookmark: _Hlk57319505][bookmark: _Hlk62636055]In a separate explanation, Yusuf and Metoboba (2012) explain that the work environment consists of three significant sub-environments, i.e, the technical, human, and organisational environment. The technical refers to the tools, equipment, infrastructures, technology, and other elements utilised to perform tasks. The human environment consists of relationships between peers, employees, teams, workgroups, interactional processes, and leadership/management behaviours. The human environment is simply the network of relationships that exists within the work environment. The final type of sub-environment is the organisational environment, including procedures, systems, organisational values, philosophies, and ethics that govern the workplace. 
Yusuf and Metoboba's criteria for assessing the workplace is elaborate enough as it contains the basic elements which correctly describe the work environment. Tio (2014) adds to this conceptualisation by noting the importance of the work environment. Thus, according to him, the work environment is subdivided into two, i.e. conducive and toxic, based on its influence on the employees. The conducive environment consists of a workplace structured well with the appropriate equipment, systems, positive relationship, and balanced work life. This kind of workplace gives pleasure to the employee, thus enabling him/her to fulfil or actualise their dreams and needs. 
The toxic environment, however, was in contrast to the conducive environment, it consisted of bad work policies, poor structure, and relationships; these give the employees a painful experience, further making them uncommitted and unproductive. Productivity was higher in the conducive environment as it enhances and reinforces the self-actualising desires in employees
Thus, the work environment has proven to be important and central to employee conditions, attitudes, perceptions, motivations, profit orientations, and engagement. The importance of the work environment to employees cannot be overemphasised; being manipulatable it can be used to the detriment or benefit of employees. Mohd, Shah and Zailan (2016) note that a wrong manipulation of the work environment to introduce unfriendly or uncomfortable elements could make the environment unsafe, impeding employees' productivity and engagement rate. It is concerning this that Hoole and Bonnema (2015) explain that since the work environment is where the employees perform his/her duties, the environment must be safe, conducive, well-constructed. Furthermore, it must have the necessary equipment to make employees effective and achieve the desired outcomes as set by management. 
According to Leblebici (2012), two main aspects of an organisation that can be summed up to be part of the work environment are the physical factors and working conditions. Ojo, Salau and Falola (2014) note that the physical factors in an organisation can affect the employee sense of value and subtly change his interpersonal and intrapersonal interactions, increasing or decreasing employee engagement and productivity. They explain that the workplace features have consequences or benefits on the behavioural, emotional, and cognitive wellbeing of the employee, which leads to either contentment, commitment and motivation or discontentment, dissatisfaction, and disloyalty.
Bakare, Adewale, Akinbode et al. (2020) note that in a modern farm, 90 percent believed that the structured environment of the administration block was significant in ensuring that employees were actively engaged and their productivity was increased. This finding correlates with Hoole and Bonnema (2015), which sees the work environment is essential for keeping employees satisfied. They reason that employees take pride in working in big corporations was not just linked to the large salary, but the working environment that is conducive, attractive, and supports quality work. 
This means that the work environment can influence the sense of value, sense of meaning, and a sense of purpose that employees attach to their workplace, further signifying engagement as workplaces with quality physical engagement lead to greater attachment levels between the employee and the workplace. 
The other important aspect of the work environment is the working conditions which Leblebici (2012) referred to as all existing conditions which affect the employee in the workplace such as job hours, legal responsibilities, rights, organisational climate, culture, and workload. In explaining the importance of the work conditions Ojo, Salau and Falola (2014) note that it resonates with the physical aspect of the organisation, thus increasing the satisfaction levels of an employee. Leblebici (2012) explains that a bad working condition with a good physical environment or vis-versa would create contentment without engagement or productivity; he further notes that employees could be contented with their work however not be engaged and productive, this is because engagement and productivity where outcomes of the positive feeling which employees have concerning their workplace, thus a work environment that has good working conditions can reduce negative employee behaviours such as absenteeism, attrition, turnover and promote positive employee behaviour such as cooperation, commitment, motivation, loyalty, creativity, and engagement
The above shows that the work environment consists of technical aspects, human aspects, organisational aspects, physical setting, job characteristics, working conditions, conducive environment, and toxic environment. It is also revealed that those mentioned above were necessary in every workplace to ensure employees' satisfaction, productivity, and engagement. This will thus be the guiding point for interrogating the work environment at Indomie noodles.
[bookmark: _Toc73576349]2.2.2. Standards of Good Work Environment
Many organisational and academic standards have been postulated to describe the requirements of a good work environment. The ILO (2017) notes that a good workplace should consider employees' health, safety, physical and psychological wellbeing and includes necessary precautions that prevent accidents and hazards from occurring at the workplace. Iqra, , et al. (2019) note that a good workplace is more than just having health, safety, and wellbeing structures. 
According to them, the work environment exerts influences on the employee, which to a great extent determines employee's; commitment, level of innovation, error rate and collaboration with other employees, thus health and safety can be classified as just a single aspect of the work environment. They further mentioned 12 components which comprise a standard work environment these are; role congruity, goal-setting, defined processes, performance feedback, workplace incentives, mentoring/coaching, opportunity to apply new skills, supervisor support, job aids, environmental factors, and physical factors. These standards however, were compressed further to include six standards that can be adapted to a work environment. 
Opaque management: This consists of the mission, vision, goals, and objectives of an organisation. The positivity in a work environment is determined by the clarity of policies, systems, rules, regulations etc. There were less ambiguous roles with the aforementioned in place, violation of management principles, idleness and inefficiency, obedience and disruption of commands, cheating, or underperformance. The opaque management criteria were necessary to instil a sense of purpose, vision in employees and uphold organisational ethical behaviour.
Leadership: This involves the manner and style of leadership style. A good work environment should have a quality leader that displays positive managerial and leadership skills. Coordination in the work environment was significantly linked to the leader's management style; hence, the leader must possess skills that motivate, inspire, and keep workers engaged. 
Company policies: Policies should be focused on carrying everyone along; policies should also be accommodative to ensure the welfare of employees is protected 
Working conditions: Safety, clean, aerated environments with good technology and equipment should be in place
Interpersonal relations: cooperation, healthy politicking, teamwork, and harmony should be imbibed in the workplace.
Pay: Pay, bonuses, incentives, and remunerations should be adequate and timely. 
The above thus provides standards and requirements for a work environment. A work environment structured based on the above framework will positively influence employees, further increasing their productivity. This will thus be used to measure if the work environment at Indomie noodles is structured in conformance with the above.
[bookmark: _Toc57323094][bookmark: _Toc62642617][bookmark: _Toc73576350]2.2.3. Employee Engagement
Employee engagement has become a popular concept in human resource management and an increasingly important research field in practical HRM and academic analysis (Bender, et al., 2018); Markos and Sridevi, 2010); Patro, 2013).  Since its inception, the term has grown in popularity and has further evolved through several processes as scholars try to conceptualise, measure, and define it. 
The concept was first introduced in Khan's seminal studies (1990), where he defines it as the level of involvement and commitment that employees have towards an organisation and the value they place on it. Engaged workers have high regard and value for their workplace; this is seen in their willingness to work more to achieve organisational goals and objectives. Patro (2013) also notes that engaged workers will abide by organisational values, policies, and programs. 
[bookmark: _Hlk67537492]A more sophisticated definition of employee engagement was that provided by Robinson, Perryman, and Hayday (2004), who note that employee engagement refers to the positive feelings and attitudes employees have to their workplace, this is manifested through satisfaction, commitment, and the willingness to perform more task for the success of the organisation. An engaged worker is cognitively, emotionally, and behaviourally attached to their workplace (Sharma and Sharma (2014). Building on the work of Sharma and Sharma, Tiwari and Lenka (2016) note that employees were fully aware of the work environment and the context in which they work. The willingness to put more significant effort towards ensuring the organisation's positive performance is regarded as employee engagement. 
From the above argument, an essential proof of employee engagement is a corresponding positive action; hence, the willingness to do more for the organisation culminates in positive actions. Thus, what are these positive actions that employees display when they are engaged? Several scholars have provided their opinions based on research; Bender, et al. (2018), explain that the proof of employee engagement is motivation, behavioural, emotional, and technical skill mobilisation towards the achievement of organisational goals. In line with this, Markos and Sridevi (2010) explain that engaged employees were absorbed into the organisation; thus, they can use all their acquired skills to improve the company's fortunes within the organisation and in the marketplace. 
Patro (2013), added his explanations on how engaged employees behaved. He claimed engaged employees were able to connect with other employees and were willing to cooperate, work in teams, and show positive attitudes towards coordinated and harmonised activities. Similarly, Tiwari and Lenka (2016) note that engaged employees were obedient and took pride in abiding by organisational values and ethics. While SHRM (2014), explains that employees who were engaged displayed high levels of commitment and enthusiasm to work. 
The seminal studies of Robinson, et al.,(2004) have provided a diagram that sums up an engaged worker's behaviours. The figure below reveals this: 
[bookmark: _Toc73575170]Behaviours of an engaged employee
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[bookmark: _Hlk67538633]More recent studies on employee engagement as Mohd, et. al., (2016); Isnatun and Riyanto (2020); Vannan and Sanchita (2020) tend to make employee engagement more strategic and targeted. In other words, they are using employee engagement to achieve organisational goals. This idea resulted from Vannan and Sanchita (2020), which reveal that companies with an engaged workforce outperformed those without by 202%, thus making employee engagement important. Other reasons why employee engagement matters are revealed in the following diagram. 
[bookmark: _Toc73575171]Importance of Employee Engagement
[image: Logo, company name
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Figure 1. Source: Dale Carnegie Training
In making employee engagement strategic by aligning it to organisational goals and objectives, several processes have been developed explaining how this can be achieved.  Mohd, et. al. (2016); Isnatun and Riyanto (2020); Vannan and Sanchita (2020), agree that employee productivity is enhanced through employee engagement. They reason that employee productivity is one of the factors associated with goal attainment and achievement. Thus, increasing employee productivity through employee engagement placed employees in a more favourable condition to achieve organisational goals and increase organisational performance. 
A central issue that organisations face today is the need to improve the productivity of employees; employee productivity is cardinal to the achievement of tasks and overall performance of the organisation (Saxena and Srivastava, 2015). Anitha (2014) describes it as the efficiency recorded in an employee or employees. The need for company profits informed this definition. Hence how an employee uses minimum resources to deliver the highest products/services determines their productivity. Fadlallh (2015), in his definition, sees productivity as the evaluated output of an employee within a specific period. Thus, a worker's productivity is calculated concerning another worker's output carrying out the same job (Sharma and Sharma, 2014). In the same view, productivity can be calculated based on the units of products or services, and employees can deliver within a defined timeframe. 
From the three definitions, a simplified yet adequate definition of employee productivity, therefore, means the qualitative and quantitative achievement of task by an employee within a particular time
Achieving employee productivity is essential and important for any business. Thus, many processes and techniques have proffered on achieving productivity, one of which as earlier noted is through employee engagement. Engaged employees become more productive and thus could achieve more for the organisation in terms of quality and the attained number of goals. Given the above, a cardinal part that this research focuses on is how employee engagement is used to increase employees' productivity rate at Indomie noodles.
[bookmark: _Toc73576351]2.2.4. Importance of Work environment to Employee Engagement
From preceding sections of the literature review, it has been established that the work environment and employee engagement have an overall impact on the organisation. Recent studies by Isnatun and Riyanto (2020) ; Hoole and Bonnema, (2015); Leblebici, (2012); Bender, et al., (2018),  link the work environment and employee engagement. These studies have used different methods to establish the relation between both variables empirically. In most cases, there exist a positive relationship between the both, thus establishing that a good work environment is necessary and can influence employee engagement. 
In explaining this further, Hoole and Bonnema (2015), note that a significant "igniter" for engagement was satisfaction, the level of satisfaction an employee gets from his/her workplace could influence the degree of behavioural, cognitive, and emotional connection to the workplace. The work environment thus plays a significant role in ensuring that employees were satisfied. Leblebici (2012), argues that the physical environment, working conditions, and conducive nature of the work environment can give an employee a sense of meaning, thus increasing his/her satisfaction. Thus, if the work environment influences satisfaction and satisfaction influences employee engagement, the work environment was a necessary factor in increasing employee engagement. 
Studies like Bakare, et. al., (2020); Sharma and Sharma (2014); Tiwari and Lenka (2016), have taken into cognisance the impacts of contemporary development and situations that have led to series of change in the working structure of employees. In the 21st century issues like innovation on communication, technological development, virtual reality, and alternative work patterns have changed work patterns, many employees now "work from home", the COVID-19 pandemic and lockdown is also an associated factor that has given rise to a remote working workforce. Thus, the physical work environment was less important to workers as they no longer work in the office's four corners. A central question that needs to be answered is how employers can keep employees engaged since the physical work environment played a moderate role in the wake of contemporary changes. In answering this question, Tiwari and Lenka (2016) note that the work environment does not only consist of the physical environment but also working conditions and work practices. Achieving employee engagement with a remotely working workforce, employers have turned to new styles of work practices that support flexibility, offers interpersonal access, ease of communication and create a strong system between employees. 
Thus, engaging employees in the 21st century focuses more on work conditions than physical factors; however, it does not mean that the physical environment's role has been abridged but given the contemporary development and challenges. These working conditions ensure welfare, flexibility, and work-life balance were more important in engaging employees. 
From the overall perspective and through findings from scholars like Bakare, et al., (2020); Sharma and Sharma (2014); Tiwari and Lenka (2016) Mohd, et al., (2016); Isnatun and Riyanto (2020); Vannan and Sanchita (2020) the importance of work conditions to employee engagement can be compressed into the following;
Increased cognitive capacities: Cognition is responsible for attention, focus, and innovation (Leblebici, 2012). Work environments that were quiet, safe, comfortable, and well-designed encourage increased mental capacities amongst workers, increasing their engagement and productivity rate. Leblebici (2012) discovered that an employee's productivity increased by 3.4% in a quiet environment, 5.3% in a safe environment, and 6.2% in a comfortable environment. 
Increased motivation: As noted in the subsequent section, a work environment does not only comprise of the physical environment but also work conditions and policies on pay, interaction, and leadership etc. Kelloway, et al. (2013), discovers that employees with transformational leaders were more likely to be engaged and productive due to motivation and adequate inspiration from their leader. Also, good pay and remuneration policies were cardinal to keep employees satisfied, motivated, productive, and engaged.  
Increase cooperation and Teamwork: Cooperation and teamwork are necessary for engagement and productivity. Obdulio (2014) notes that employees who worked in teams had more qualitative output and less quantitative output, lone working employees had less qualitative output but more quantitative output. A good working environment that supports interpersonal relationships amongst staff and empowered transactional communication had a high chance of having cooperation amongst employees, thereby increasing their engagement and productivity as they work in teams. 
Other ways in which the work environment influences employee engagement is through positive growth and development, active decision making, creating a feeling of belonging and value of employees to the organisation, etc. It is thus proven that the work environment affects employee engagement.
From this review section that focuses on the relationship between the work environment and employee engagement, a lot has been revealed, which is the influence of the work environment on satisfaction, productivity, and engagement. Also, the rise of working conditions generates greater engagement than the physical environment in the 21st century. However, having compressed the impact of the work environment on employee engagement to focus on increased cognitive capacities, increased motivations, and increased teamwork, this study centres its attention on the aforementioned variables in measuring the work environment's influence on employee productivity. Data will thus be collected concerning how the work environment has increased cognitive capacities, increased motivation, and increased teamwork of employees in Indomie Noodles.
[bookmark: _Toc57323095][bookmark: _Toc62642618][bookmark: _Toc73576352]2.3. Theoretical Reviews
Since the work environment noted in the subsequent sections includes all tangible and intangible elements within the organisation, several theories have been postulated on the roles of several elements in the work environment needed to achieve employee engagement
[bookmark: _Toc73576353]2.3. 1. Herzberg’s theory
The Herzberg two factor theory provides an explanation of factors that influence the job satisfaction level of employees in an organisation. According to the theory every organisation has two factors i.e., motivational factors and hygiene factors. The motivational factors were essential in keeping employees satisfied, but an absence of these factors will not demotivate employees. On the other hand, the hygienic factors were essential to motivation, and the absence of these factors will demotivate workers. These factors are contained in figure 2
[bookmark: _Toc73575172]Herzberg’s Two Factor Theory
[image: Reading: Herzberg's Two-Factor Theory | Introduction to Business]
Figure 2. Source: Obdulio (2014)
[bookmark: _Toc57323096][bookmark: _Toc62642619]According to Kelloway, et al. (2013), the Herzberg theory provides an accurate explanation of the importance of the work environment, as the ideal work environment was that which could provide both hygienic and motivational factors. Furthermore, Vannan and Sanchita (2020), explain that in using the Herzberg theory, employers could create the best workplace, which could increase employee motivation and productivity
[bookmark: _Toc73576354]2.3.2. Principles of Management Theory 
This theory was developed by Henri Fayol, the theory discussed the role of management in shaping and constructing the work environment. Fayol noted that managers should be able to organise and interact with their teams in a way that enhanced performance, engagement, and positive outcomes. He also postulated that there are fourteen (14) principles that management needs to put in place to control, coordinate, and plan productivity in an organisation (Wren, 2001). These are represented in the table 1 below; 
[bookmark: _Toc73575173]Principles of Fayol
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Figure 3. Source: Wren (2001)
These fourteen (14) principles were compressed into five (5) essential roles of management. See Figure 4: 






[bookmark: _Toc73575174]Fayol's Roles of Management
[image: Diagram

Description automatically generated]








Figure 4. Source: Adapted from Wren (2001)
Fayol's theory was essential in depicting the duties of management to ensure the engagement of employees, of a truth it is managements duty to ensure that the work environment is properly structured and well designed for employee activities, hence the theory is valid; however, this theory has been criticised based on rigidity and the un-realisable nature of the principles, it was difficult therefore for managers in the 21st century to perform all roles as Fayol noted (Daniel, Arthur, Bedeian, et al, 2002). 
[bookmark: _Toc73576355]2.3.3. Theory of Work Adjustment
[bookmark: _Hlk57319272]This theory was postulated by Dawes and Lofquist (1984), while the principle of management theory focuses on management and their roles in making the work environment conducive for activities. This theory focuses on interactions between employees and the work environment. According to the theory, the work environment has a certain task which needs to be performed, the employees thus provide the skills needed to achieve these tasks in the environment, in a form of exchange-interaction. Thus, the employee needs certain compensations and rewards for productivity and certain conditions that make his work safe, comfortable, and conducive. For productivity to be maintained, the interaction between the employee and the workplace must be sustained as each must keep up with its requirements (Iqra, et al., 2019). 
[bookmark: _Hlk57319590]This theory was commended by Gunaseelan and Ollukkaran (2012), who notes that it was relevant in human resource management as it carefully established that engagement is only attainable when employees interact with the work environment. This was true as, without employee efforts in a suitable and conducive environment, productivity and performance will be extinct. Furthermore, Iqra, et al. (2019), praised the theory by noting that engagement was a continuous relationship, and employees and the work environment needed to be constantly updated to meet up with the requirements for productivity. 
Thus, the two theories depict what transpires in the work environment and are equally important and essential for this study. While one theory looks at management, the other focuses on interactions between employees and the work environment. Both are important to the understanding of human resource management and practice. Thus, both will provide frameworks by which the impacts of the work environment on employee engagement can be investigated. 
[bookmark: _Toc57323097][bookmark: _Toc62642620][bookmark: _Toc73576356]2.4. Empirical review
Several empirical studies have been discovered which link work environment to employee satisfaction, commitment, and productivity
The study of Tio (2014), sought to establish the relationship between work environment, satisfaction, and greater productivity. Using a sample of 74 employees and multiple regression analysis the result discovers that there is a significant relationship between work environment, job satisfaction, and employee engagement. The study thus reveals the centrality of the work environment in enhancing employee engagement.
Other research has studied the specific factors within the work environment and its impacts on employee engagement, Ali, et. al. (2013) investigate the role of working conditions and employee engagement, in the manufacturing sector. The study revealed that working conditions such as pay, leave, promotions, training, and development were essential to productivity. Similarly, Junaida et al. (2010) focused on physical work environment and productivity, using 150 respondents from a government ministry in Malaysia; the study revealed that the physical work environment enhanced 
From the above, it is evident that the work environment significantly influenced employee engagement. A work environment that contained the requirements provided the basic motivations for employees, hence increasing their productivity. 
[bookmark: _Toc57323098][bookmark: _Toc62642621][bookmark: _Toc73576357]2.5. Review of Existing Debates within Literature
From the literature review, it was observed that most literature is complementary to each other and was an update on existing knowledge. For instance, Yusuf and Metoboba (2012), provided three components of the work environment. Tio (2014) added to these components by postulating that the work environment was either conducive or toxic. Further empirical literature also supports and collaborates with the findings identified in subsequent research. The major debate noted, however, was in standards for a workplace while the ILO, OHS regulations note that the work environment must be safe, secure, and void of any faulty equipment or process that can injure or cause harm to individuals within the environment, Iqra, et al., (2019), notes that health and safety is just an aspect of the work environment and elaborates that the work environment consists of 12 different aspects. In concluding this debate, it is prudent to point out that the ILO, OHS, was mainly concerned with employees' wellbeing and welfare in the work environment. Hence their focus on health and safety, Iqra et. al., (2019) is a management scholar; thus, their focus was on the overall work environment. 
[bookmark: _Toc73576358]2.6. Review on Indomie Noodles
[bookmark: _Toc62642624][bookmark: _Toc57323099][bookmark: _Toc62642622]Indomie Noodles is a company that specialises in the production of instant noodles in Nigeria. Musa (2013), explains that the company is amongst the 15th top-grossing firms in Nigeria. The company is also a symbol of ethical business and good practices. As Moses (2019) notes, the company has adhered to several rules and regulations regarding employee compensation, labor laws, health and safety, and good business practices. While there are existing literature on its business practice, there is a significant gap in studies that analyse its work environment. This study thus intends to fill in that gap
[bookmark: _Toc73576359]2.7. The Conceptual Framework 
The conceptual framework represents a description of the variables of the study and how they will be measured. It breaks down the study's main variables into several observable units, especially concerning a particular case study. The conceptual framework is drafted from the literature review. Thus, the variables of this study and how they are going to be measured are discussed in the table below and represented in the diagram
Conceptual Framework
	S/N
	Concept
	Unit of Measurement

	1
	Workplace Environment 
	Technical Aspect: The technical refers to the tools, equipment, infrastructures, technology, and other elements utilised for the performance of tasks
Human Aspect: The human environment is simply the network of relationships that exists within the work environment
Organisational aspect: includes procedures, systems, organisational values, philosophies, and ethics that govern the workplace
Physical settings: equipment's, lighting, air, heat, etc,
Job characteristics: task complexities, workloads
Work conditions: Pay, salaries, welfare, flexibility,etc
Broader features of the organisation: history, culture,
Extra aspects within the organisation: relationship, hierarchical arrangements, etc,
Conducive environment: consists of a workplace that is structured well with the relevant equipment, systems, positive relationship, and balanced work life
Toxic environment: consisted of bad work policies, poor structure, and relationship

	3
	Standards of the Work Environment
	Opaque management: The positivity in a work environment is determined by the clarity of policies, systems, rules, regulations etc
Leadership: A good work environment should have a quality leader that displays positive managerial and leadership skills
Company policies: Policies should be focused on carrying everyone along, policies should also be accommodative to ensure the welfare of employees is protected 
Working conditions: Safety, clean, aerated environments with good technology and equipment should be in place
Interpersonal relations: cooperation, healthy politicking, teamwork, and harmony should be imbibed in the workplace.
Pay: Pay, bonuses, incentives, and remunerations should be adequate and timely.

	2
	Employee engagement 
	Increased cognitive capacities
Increased motivation
Increase cooperation and Teamwork
Increased attainment of goals of organisation
Increased employee commitment







[bookmark: _Toc73575175]Conceptual Framework
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Figure 5. Conceptual Framework



From the pictorial diagram, several factors comprise the work environment as revealed by box A; thus, the researcher will critically examine these factors and their presence in Indomie noodles, therefore, getting answers concerning the characteristics of the work environment in Indomie Noodles company. The researcher will also interrogate the work environment at the company by asking questions in line with the variables in box A, this will be to prove if there is a synergy between what is discovered in the literature and what is present in reality. This will further achieve research objective one (1)
In investigating the standards of the work environment as discovered by the literature and revealed in box B of the diagram, using the variables contained in Box B the researcher will examine if the work environment at Indomie noodles conforms to standards of the work environment thereby achieving the research objective two (2). 
Finally, in investigating the impacts of the work environment on employee engagement, the researcher will study how the factors in box A have influenced the variables in Box C as they are being informed by variables in box D. This will be central in achieving research objective three (3). 
Primary data and secondary data will be used to achieve the research objectives as noted in the pictorial diagram. 
[bookmark: _Toc73576360]2.8. Conclusion 
Literature offered conceptual, contextual, theoretical, and empirical explanations on the work environment and employee engagement. The literature available was research-based and offered profound insights concerning the work environment and employee engagement. 
Regarding the three objectives, the literature review has provided insights that the researcher can test for validity, accuracy, and reliability in Indomie Noodles company. The standard requirement for the work environment as discovered will be used to access the work environment setup in Indomie noodles and its impact on employee engagement. 
In marshalling up all the literature review elements, the discoveries made regarding the work environment, employee engagement through the conceptual review, theoretical review, and the empirical review will be integrated together to produce the conceptual framework. The conceptual framework will influence the data collection process. From the conceptual framework, the researcher shall investigate the influence of the work environment on employee engagement variables. 
The next chapter contains the research methodology.




[bookmark: _Toc73576361][bookmark: _Toc62642627]CHAPTER THREE
[bookmark: _Toc73576362]RESEARCH METHODOLOGY
[bookmark: _Toc73576363]3.1. Introduction
This chapter discusses the overall methodological frameworks used to achieve the research objectives of this study. It considers all approaches and strategies towards data collection and data analysis, thus enhancing the logical answering of the research questions. The research methodology is structured using the Saunders, Lewis and Thronhill (2016) and Research onions as depicted below;
[bookmark: _Toc73575176]Research Onions
[image: Diagram
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Figure 6. Saunders, Lewis and Thronhill (2016)







[bookmark: _Toc73576364]3.2. Research Philosophy. 
The research philosophy refers to a model or framework which gives the standard for knowledge acquisition and academic inquiry. It is a standard that has been substantially practiced by researchers and has been verified as being the standard for all academic inquiry (Cohen, Manion and Morrison, 2007). It is thus a body of rules that governs academic analysis and inquiry. The research philosophy enhances the acceptability of a research finding and makes it suitable to be accepted into the existing body of knowledge. Two types of philosophies exist Positivism and Interpretivism. The table below shows a description of positivism and interpretivism philosophies
[bookmark: _Toc73575153]Difference between Positivism and Interpretivism
	Positivism
	Interpretivism

	                             Relationship between Society and the Individual

	Society shapes the individual-society consist of social facts which exercise coercive control over individuals
	Individual have consciousness and are not just puppets who react to external social forces as positivist believe

	General focus of social research

	The point of research is to uncover the laws that govern human behaviour, just as scientist have discovered laws that govern the physical world
	The point of research is to gain in-depth insight into the lives of people, to gain empathetic understanding of why they act in the way they do

	Preferred Research Methods

	Quantitative: Requires Research to be valid, reliable and representative
	Qualitative: Which allows for close interaction with people for greater validity and understanding phenomena in-depth details


Table 1. Source: Cohen, Manion and Marrison, 2007
For this study the interpretivism philosophy is used. The interpretivism philosophy agitates for subjectivism in the study of humans, organizations, and realities which they create for themselves. Interpretivism focuses on understanding human behaviours, actions, and relationships through their experiences in the world they create for themselves (Cohen, Manion and Morrison, 2007). A researcher's role using the interpretivism philosophy is to understand the way people experience the social world and interact with organizations and other systems that they create for themselves. The interpretivism philosophy thus tries to understand social phenomena from the context of humans.
This research philosophy is adopted for this study because the research seeks to understand the impact of the work environment on employee productivity. Employees are mainly people working in an organization, thus the organizational process is bound to affect them, to understand these effects, studies must be done from the perspective of the employees. This is a central postulation of the interpretivism philosophy, which tries to investigate the impacts of phenomena from humans' context and perspectives. Furthermore, since the research purely deals with humans and understanding their relationship with organizations, the subjectivism and flexibility of the interpretivism philosophy will be much needed, the study of humans cannot be done in a purely objective manner Gage (2007), hence subjectivism and flexibility is necessary for understanding human behaviour and the role organizations play in affecting their actions. 
A major criticism of the interpretivism philosophy is its subjectivism which makes it difficult to truly represent reality (Grix, 2004), this criticism however did not affect the validity of this research as the researcher adopts a robust methodology to boost the validity and reliability of this study.
[bookmark: _Toc73576365]3.3. Research Approach 
The approach generally adopted while using the interpretivism philosophy is the inductive approach. The inductive approach seeks to discover patterns from data that enhance understanding a phenomenon, leading to theory development, generalization, or making conclusions of the relationship between variables (Grix, 2004). The inductive approach sees the relationship between phenomenon as deriving from existing data and hence a driving force in research. Using the inductive approach in this study is justified because the researcher attempted to understand existing patterns amongst the variables of the study (work environment and employee productivity), thereby enhancing the conclusions on the pattern of relationship between the two. Furthermore, the inductive approach moves from specific to general. By focusing on a single industry "Indomie noodles", the researcher was able to access specific patterns of relationships within the company, which enabled the researcher to make general conclusions about the variables under study. 
[bookmark: _Toc62642628][bookmark: _Toc73576366]3.4. Research Design
The research design explains the framework for research techniques and methods chosen by the researcher. The research design allows the researcher to integrate all parts of the research methodology to enhance the success of the study (Richards, 2003). With a standard research design, the researcher can get a coherent and logical study. Thus, the research design is a logical plan adopted to address the research question, enhance the collection of data, make a proper analysis, and ensure that a reasonable finding and conclusion of the research is derived (Scott and Usher, 2010). 
The qualitative methods help to reveal perceptions and behaviour of a group of people in reference to a particular subject (Scott and Usher, 2010). Instead of going broad, the qualitative design seeks to go in-depth thereby getting tangible explanations concerning phenomena. This research design is in contrast with the quantitative design, which collects data in form of numbers and seeks to get a generalized view of phenomenon while studying the frequency and magnitude of occurrences. The table below shows the difference between the two





[bookmark: _Toc73575154]. Difference between Qualitative and Quantitative Research[image: Table
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Table 2. Source: Scott and Usher (2010)
The research design adopted for this study is the qualitative research design. This research design focuses on the collection of non-numerical data and values to provide exploratory and narrative explanations of variables. This design excels in getting an in-depth and detailed explanation about the influence of variables and how they interact with each other. This design is adopted for this study as it enhances the researcher's ability to get in-depth data concerning the relationship between work environment and employee productivity, this is something that cannot be achieved while using the quantitative research. An in-depth understanding is necessary for getting tangible explanations between the two variables, further establishing the pattern of relationship between them and making general conclusions of how one variable impacts the other.
In using qualitative design for this research, the researcher focused on collecting non-numerical data to boost the quality of the research, it offered a more standard and credible understanding of how good working environments can boost employee productivity. The qualitative research design has been criticized for its inability to make generalizations and also its subjectivity (Richards, 2003), however using the inductive approach which moves from specific to general, the qualitative design can achieve some form of generalization even though it might not be on the overall phenomenon (Scott and Usher, 2010). 
[bookmark: _Toc62642629][bookmark: _Toc73576367]3.5. Research Strategy
The research strategy is the technique adopted for the collection of data. The research strategy tells the researcher what form of data to collect and how to analyse this data. The research design is influenced by the research design (Richards, 2003), as the research design prescribes the kind of data to be collected while the research strategy prescribes the particular means of collecting the data. As such, the qualitative strategy was used for this study. The qualitative strategy goes in hand with the qualitative design, and it collects non-numerical data through interviews, observations, ethnographies, and printed documents. 
A core strength of the qualitative strategy is in its ability to collect in-depth and detailed data, therefore, enhancing the credibility of its research findings, especially in offering conclusions about the influence of variables. This strategy is thus adopted in this study because of the aforementioned purpose. The qualitative strategy enabled the researcher to collect in-depth and detailed data concerning work environment and employee productivity, thereby making credible and authentic conclusions of the patterns, association, relationships between the work environment and productivity of employees (Creswell, 2003).
A major limitation of this strategy is that it does not support generalization, it is time-consuming and its subject to misinterpretations by the researcher (Scott and Usher, 2010). This however did not constitute a problem as the researcher adopted empirical methods to ensure the validity and reliability of the findings. 
[bookmark: _Toc62642630][bookmark: _Toc73576368]3.6. Sources of Data
The primary data was the major source of data utilised in this study; primary data was collected via the conduct of interviews. Primary data are more reliable and recognized as credible because it is collected first-hand from the research participant, it is also considered as a direct representation of the perspectives and opinions of the research participants (Creswell, 2013). Using the primary data enhanced the credibility and authenticity of this research. Primary data enabled the researcher to get accurate responses from the research participants concerning the impacts of the work environment on their productivity. 
Secondary data in form of information gotten from printed documents, such as books, journals, and articles are also be used for this study. The secondary data was used to buttress and support arguments made from the findings of the primary data. Secondary literature was synthesized with primary data to enable proper discussions of the research findings. 
[bookmark: _Toc62642631][bookmark: _Toc73576369]3.6. Instrument of Data Collection
[bookmark: _Hlk68550282]The instrument of data collection was the interviews. The interview works by asking the research participant a set of questions and the participant provides answers to these questions. Interviews are good in getting in-depth data especially because it allows the participant to express him/herself through experiences, stories, events, illustrations, etc (Creswell, 2013). The researcher can also probe responses from the participant thus leading to further answers. The quality of response gotten from the interviews is generally high because of the interactive relationship developed between the researcher and participant (Grix, 2004).
The interview scheduled was drafted in an opened ended and semi-structured format. This enabled the participant to give responses to a set of questions elaborately however preventing the participant from moving into other unrelated and unwanted fields. The interview questions are drafted in line with the conceptual framework. 
[bookmark: _Toc62642632][bookmark: _Toc73576370]3.7. Population of the Study
The population of the study consisted of staff of Indomie noodles company. The participants were recruited via convenience, purposive and snowballing sampling. This sampling technique ensured that only those staff with the right information and were willing to participate in the research were recruited. This increased the quality of data collected. Interviews were conducted with nine (9) staff, both management and employee staff were included in the interview.
[bookmark: _Toc62642633][bookmark: _Toc73576371]3.8. Access and Ethical Principles
Adhering to ethical principles is fundamental to any research as it enhances the overall acceptability of the research, it also ensures that the research is conducted according to outline principles regarding recruiting participants, handling of data and documentation of resources (Creswell, 2013). 
In accessing the participants, the researcher wrote a letter of introduction to the company, requesting to research with its staff. Upon the approval of the request, a consent and plain language statement form is sent to all participants which are to serve as evidence for participant involvement in the research. See Appendix A for Plain language and Consent forms
While conducting the interviews, the researcher upheld all ethical principles concerning participant safety, security, and identity. The participants were also be free to quit the research at any time they want. The researcher also upheld principles of documentation and safeguarding all responses until the research is over. The researcher also upheld all principles regarding the adequate referencing of academic resources, non-falsification of data and intellectual property.
[bookmark: _Toc62642634][bookmark: _Toc73576372]3.9. Method of Data Analysis
The thematic and narrative analysis was adopted to analyse the data of the study. The thematic analysis operates by grouping research ideas and data under a specific heading, this enhanced easy understanding of the research findings. Thematic analysis provided authentic reporting of participants' ideas, as themes are generated based on participants' responses. 
There is no universal process for conducting a thematic analysis. However, Scott and Usher (2010), note that the following process is adopted for thematic analysis;
1. Listening and transcribing interviews: Transcription of the interviews by the researcher enabled the researcher to get conversant with the data
1. Coding of responses: This was done using codes generated from the conceptual framework
1. Generating of themes through the coded interviews: Themes were generated based on the combination of several codes
1. Synthesising themes with secondary literature: Using secondary data to back up the themes
1. Discussing the findings: Discussion of findings in line with the research approach.
The above framework was adopted for this study. The data analysis was guided by the conceptual framework. 

3.10. Validity of The Research
The validity of the research was achieved using the pilot studies and content validity; thus, the researcher presented the research instrument to the supervisor who critically access it for theoretical development and empirical construction. The next stage was the pilot studies where the researcher conducted a few preliminary interviews with potential participants thereby observing errors and areas that needed to be improved. The findings from the pilot studies were then incorporated into the research thus enhancing the structure and robustness of the research instrument
[bookmark: _Toc73576373]3.11. Conclusion
The outcome of this study was the understanding of the impact of the business environment on the productivity of employees in Indomie noodles. Since the research used qualitative designs, an in-depth understanding with the tangible explanation that establishes the patterns of relationship between the two variables will be gotten. The findings of the research was useful to both academic and business practices. Using set standards by the interpretivism philosophy, the outcome of the study was accepted as knowledge and addition to the existing body of knowledge. The next chapter is the discussion of research findings









[bookmark: _Toc73576374]CHAPTER FOUR
[bookmark: _Toc73576375]DISCUSSION OF FINDINGS
[bookmark: _Toc73576376]4.1. Introduction
This chapter contains a discussion of findings. Interviews were conducted with nine employees of Indomie via zoom. Interviews revealed several insights regarding the work environment at Indomie. The interviews were analysed using the thematic model as explained in the subsequent chapter of this research. The Thematic model groups ideas under relevant heading and makes sophisticated discussions (Scott and Usher, 2010).  Three themes were identified with sub findings. The table below lists the participant's biodata; due to the principle of anonymity, only initials are documented. 
[bookmark: _Toc73575155]Participant biodata
	S/N
	NAME
	DEPARTMENT
	YEARS OF WORK

	1
	CP
	Finance
	Three years

	2
	OB
	Finance 
	Six years

	3
	BO
	Human resource
	Eighteen Years

	4
	TP
	Production and Sales
	Ten years

	5
	PA
	Customer care
	One year

	6
	AA
	Production and Sales
	Eight years

	7
	EI
	Marketing
	Fifteen years

	8
	NA
	Marketing
	Five years

	9
	OP
	Marketing
	Three Years


Table 3. 
[bookmark: _Toc73576377]4.2. Analysis of Themes
[bookmark: _Toc73576378]4.2.1. Theme One: Standards of The Work Environment at Indomie Noodles
The standards of the work environment placed by the management yielded several responses. Most participants mentioned five areas in which the work environment of Indomie noodles has conformed to best practices regarding the work environment. 
[bookmark: _Toc73576379]a. Finding one: Opaque Management 
Opaque management refers to policies, rules, mission statements, ethics, in the workplace. Participants had different opinions about the opaque management
[bookmark: _Toc73575156]Reponses for theme finding one
	PARTICIPANT 
	RESPONSE

	CP 
	Me the policies in my workplace is good, rules are put in place to ensure that everything goes well, excesses of both employee and employer are limited and that the general work place is safe. With good policies and rules, I am sure that everything is well and that I can be productivity and keep up to my job roles.

	BO
	Work policies are fair, transparent and good, at least you are informed about all work policies before you are employed so I see no problem with it at all. At least work policies are here to keep me safe and productivity, rules and regulations also. Some rules do not need to be spelled out in black and white, you just know that you have to adhere to them.

	TP
	The rules are ok, they are convenient, even when they are not at least there is nothing you can, but what matters is that there are rules which make the workplace orderly, rules on resumption, break time, social activities, work behavior etc., all these rules make the work environment enjoyable 

	CP
	Systems, policies and laws are set to create a more productive, serene and quiet environment, this is essential for work, like no one can work properly in a noise environment, even in productions where there is high level of noise due to constant engine movement, they always wear head puffs so they can concentrate. 


Table 4
From the above, it is clear that the workplace at Indomie has good opaque management in terms of rules; also, rules serve the function of concentration, orderliness, safety, and limiting the excesses of employer and employers

[bookmark: _Toc73576380]b. Discussion of Finding One
Opaque management refers to outlining rules, systems, policies, and regulations in the work environment. According to Gunaseelan and Ollukkaran, (2012), opaque management is a combination of all laws and principles guiding the activities of employees in an organization. From the literature review, opaque management is essential to the workplace as it upholds organizational, ethical behaviour and instilled purpose and vision in employees (Yusuf and Metoboba, 2012); Gunaseelan and Ollukkaran, (2012); Mohd, et al, (2016). The interviews reveal that opaque management performs the function of instilling ethical behaviour, purpose, and vision for employees. Further, participants  provided more opinions on the importance of opaque management, 
"Laws, Policies and systems was necessary for orderliness in an organization"- BO
"Good company laws enhanced concentration, coordination and checks the excesses of employees and employers"-EI
The above two responses reveal that good laws and policies enhanced orderliness and composure in Indomie. This conforms to Hoole and Bonnema (2015), who note that orderliness is necessary for the overall coordination and organization of the work environment; thus, rules, policies, and systems are implemented to ensure that everything goes smoothly in the organization. Also, opaque management enhances concentration which was also relevant to productivity as employees could not perform adequately in a noisy environment. Furthermore, opaque management is essential to check the excesses of employers and employees. This implies that good organizational policies limit exploitation and unethical actions by employers and employees (Mohd, et, al., 2016). This thus applies to Indomie 
Another discovery on the importance of laws, systems, and regulation is contained in the statement below;
"laws ensured that the workplace is enjoyable, serene and peaceful; this creates satisfaction and pride. Setting laws on noise reduction, wastage disposals, religious activities within work hours etc. these laws ensured that everything goes on smoothly in the work environment, thus enhancing the peace, serenity, and quietness of the workplace"-NA

In the opinion of NA, opaque management as manifested by laws and company policies created a peaceful and serene environment. This is true, as this is confirmed by Yusuf and Metoboba (2012); Gunaseelan and Ollukkaran, (2012), who note that it is necessary to brief employees on workplace policies before engagement; this instils the required knowledge of expected behaviour, rights, and privileges, and obligations to the organization. Thus, creating a serene environment that is void of mistakes and unethical behaviour. In addition, with good rules and systems, employees can seek redress if employers performed contrary to stipulated rules—this further aids in conflict management and resolution.
[bookmark: _Toc73576381]c. Finding Two: Leadership 
The work environment comprised of leadership. Participants were aware of leadership in Indomie noodles and offered different perspectives. 
[bookmark: _Toc73575157]Reponses for Finding Two
	[bookmark: _Hlk72465002]PARTICIPANT 
	RESPONSE

	EI
	leaders in the company where good, had good relationship between them and staff, you could meet you department leader and explain things to him, and get good answers, communication between I and leaders was good and excellent. Leaders also motivated you, encouraging you always to keep up to your jobs and achieve all deadlines, leaders were also the kind of people that could inspire you based on their expertise, and experience they could tell you things which you can do and you receive answers

	CP
	leaders had good communication skills, they know just how to talk to you, even when you are down, they do not commandeer you, leaders were also friendly, with good interpersonal skills, they call you to check up on you, during work tasks, they always want to supervise and put you through difficult task, they also have good intellectual skills, I.e use their intelligence to solve critical problems, this is especially the leader of my department is very inspirational, and I aspire to be like him one day.

	PA
	well leadership is there to guide you, put you through to work, offer supervision to you exercise, leadership is also essential in keeping you productivity i.e ensuring that you constantly meet up to your task, good leadership is also there for discipline, it is not always that you can have your way as a staff, sometimes you need to get a harder hand to keep you on the job


 Table 5
From the above responses, it is glaring that leadership is a cardinal factor of the work environment, and it plays essential roles in keeping the work environment at Indomie noodles up to standard


[bookmark: _Toc73576382]d. Discussion for Finding Two 
Leadership is the act of leading people by inspiring them; it is an essential part of organizations as leadership is the steering wheel that directs other employees towards goal attainment and achievement (Yusuf and Metoboba,2012). Therefore, leadership becomes a central factor in ensuring the standardization of the work environment (Tio, 2014). In terms of leadership, the, work environment in Indomie noodles is up to standard as revealed in the statement below: 
"In my department, we have good leaders, leaders who inspire you to become a better version of yourself, as well as keep you on the job"-PA.
"My leader motivates me to perform tasks properly; he calls when I am not around, when I am having difficulty in performing tasks, I can always walk to him and get the right response"- EI
From the two responses, it is evident that leaders in Indomie noodles have inspirational, motivational, and experts qualities, as revealed by the statement of 
Also, leaders have intellectual and expertise skills as revealed from:
"My leader can use his expertise, intelligence, and experience to put you through several issues"- CP 
The above reveals the quality of leadership in Indomie. Leaders have a combination of inspiration, motivation, intellectual, and experiential qualities. Leblebici (2012); Ojo, Salau, and Falola (2014) expressed these skills are essential in the workplace. They argue that leaders serve as inspiration and motivation to employees; leaders challenge employees to develop skills and expertise. In a similar argument, Tio (2014) also reports that leadership offers supervisory and advisory roles; using intellectual capabilities, leaders can solve complex problems, ensuring that the work environment is void of impossible tasks. Thus, leadership is an integral part of the work environment at Indomie. As revealed in the literature, leadership was also important to keep employees disciplined and orderly. Without good leadership, certain employees became lackadaisical on the job (Leblebici, 2012). Leaders in Indomie noodles ensured discipline, therefore upholding serious work ethics.




[bookmark: _Toc73576383]e. Finding Three: Work-Conditions 
Work conditions are among the essential parts of the work environment; most discourse on the work environment focuses mainly on working conditions. Different participants had several issues to say concerning the working conditions at Indomie 
[bookmark: _Toc73575158]Reponses for Finding Three
	PARTICIPANT 
	RESPONSE

	OB
	my office is good, clean, well aerated, we have air conditioners, opened windows, good comfortable chairs. Technology has also been provided for us to ensure that we meet up without daily duties, computers, WiFi, printers etc, have been provided to ensure that our work is smooth and that we have no reason to to achieve whatever tasks has been setup. 

	FE
	Work conditions are ok at least even though it is a private organization, there is job security, someone cannot just sack you for no reason, working hours were strictly 8 hours, you come to work at 8am and you are sure of leaving work at 4pm, at least there is work-life balance, I can attend to my office work and also attend to my house roles, also there is no over bullying, unnecessary politicking and victimization in my office. 

	CP
	well this place has made me enjoy my job, at least, the work conditions are good no excess or extra time spent in the office, the environment is clean, it was beneficial to health and it also helped me love my work, where I was working before I came here, I could not wait to leave, it was my prayer point every day to get a good job, but now am here and I haven't prayed to secure a better job.


 Table 6
The above statements prove that Indomie supports a conducive and healthy work condition. 
[bookmark: _Toc73576384]f. Discussion of Finding Three
[bookmark: _Hlk72465456][bookmark: _Hlk72465472]Good work condition is a standard mandated by the ILO (2017) for work environments. The ILO notes that the work environment must be safe, clean, and void of any element affecting employees' or visitors' health.  Bakare, et. al. (2020), adds that the work environment should ensure that all tools and equipment are provided to enhance the performance of employees. Hoole and Bonnema (2015), also note that since the work environment is where the employee performs his/her duties, it should be less toxic and more friendly. It must be safe, conducive, and well-constructed. This observed in Indomie; 
"My office, the environment was clean, well-aerated, safe and healthy for jobs, we also have all the equipments necessary for work "- CP 
From the literature review Bakare, et al. (2020); Hoole and Bonnema (2015), note that the work environment does not only consist of the physical work conditions but the psychological work conditions i.e, policies on welfare, work balance, work time, safety, friendliness and work atmosphere. Leblebici (2012) notes that a good work environment should support good work-life balance and work security as employees should not be subjected to arbitrary disengagement, promote healthy relationships, and have good work ethics and culture. This created a conducive work environment against the toxic work environment.
 From the analysis of the interviews, in Indomie, work policies on work hours were exact, 8 hours each day; the company supports good work-life balance by providing ample time for employees to carter for both work and family roles. This is evident from the statement of; 
"The company supports good work practices, I have ample time to take care of my family, there is no extra time spent in the office, this has really helped me, and I am satisfied with my work"- OB
The findings from this section are in line with the literature review that notes that a standard work environment should have good working conditions in terms of the physical environment, psychological policies, health work practices, and culture. This is the case in Indomie, it can be asserted that the working conditions in Indomie meet up to standards of a good work environment. 
[bookmark: _Toc73576385]g. Finding Four: Interpersonal Relationships 
Interpersonal relationships consider human relations between managers-employees and employees-employees. The participants had different opinions concerning interpersonal relationships. 
[bookmark: _Toc73575159]Reponses for Finding Four
	PARTICIPANT 
	RESPONSE

	NA
	Well, it is a workplace hence everyone is expected to work in teams, you have an office, where you share with others, it is compulsory for you to mingle with people, but you can decide who to mingle or who not to. Since, it is an office you meet different people of different lifestyles and opinions what is necessary is that you mind your business and keep doing your job. 

	TP
	, well in my department when have 6 offices, and each office has four staff, apart from the leader's office, so we are forced to develop that cordial relationship, yes we work in teams and teamwork is demanded. We also try as much as possible to settle differences as much as possible without resorting to violence. The company does not tolerate violence, physical fights insults are not allowed, this could lead to your untimely dismissal, this is why the company has set up good chains for conflict management as well as settling of grievances, we also have social gatherings that help us bond better, understand each other and limit the chances of fights quarells etc

	EI
	Interpersonal relationships depended on communication, how well you communicate with your friends, colleagues in the office, leaders, managers etc. this is very healthy in the organization, as there is good communication from managers to leaders then to us, we can also take our complaints from leaders then to managers. These acts enhanced the overall interpersonal relationship in the company


Table 7
From the above, it is noted that interpersonal relationship in Indomie is cordial and good, however, it is maintained by good communication, teamwork, and conflict and grievance management 
[bookmark: _Toc73576386]h. Discussion for Finding Four
Interpersonal relationship refers to the nature of cordial associations and interactions between managers, leaders, and employees in an organization; a work environment must have an excellent interpersonal relationship, especially in terms of cooperation, harmony coordination, and teamwork (Iqra, Zhu, Saba, et al., 2019; Bender, Nicholasm John, et al., 2018). The interviews note that the work environment of Indomie adheres to best practices in terms of interpersonal relationships. Participants note that interpersonal relationship was excellent and cordial. However, this was not attained automatically; probes of questions revealed that in Indomie, interpersonal relationships is fostered by communication, teamwork, and suitable conflict resolution mechanism. This is a new finding as elements that enhanced interpersonal relationships were not discussed in the literature review. 
Communication bridges the gap between managers, leaders, and employees; it informs everyone in the workplace and boosts employee interaction (Kelloway, Weigand, McKee, et al., 2013). Communication is the life-wire of any organization, as it is necessary for building healthy relationships. Communications should engage both management and employees. This is seen in Indomie as communication was strong and healthy, as the statement below suggests; 
"Communication between management and us was good, communication is mainly done from managers to leaders and us and vise-versa" - TP
Teamwork is also essential in keeping interpersonal relationships; with teamwork, employees could engage in meaningful team-building exercises and activities that foster unity and harmony. Probing this further NA, revealed some team building activities and exercises in Indomie; 
"We have regular department discussions, where we air our views, we also have social events, parties, birthday celebrations, department holiday get-togethers this enabled us to build a stronger interpersonal relationship"- NA
Finally, conflict management was a stated method used to enhance interpersonal relations, Obdulio (2014), notes that conflict management is for settling disputes and preventing the escalation of disagreements. Good conflict management fostered interpersonal relationships as everyone's grievance was sufficiently pacified (Ajala, 2012). Conflict resolution strategies were put in place in Indomie; this helped maintain cordial and interpersonal relationships. Probing further on the methods of conflict resolution, EI explains:
"Conflicts within the organization, especially concerning work related issues, was settled based on dialogue in meetings; the disciplinary committee also had a hand in conflict resolution; however, issues of conflict from a personal relationship between employees outside the workplace was not a concern of the organization"-EI
Positive interpersonal relationships existed in Indomie noodles. Therefore, the company conforms to the standards of a good work environment 
[bookmark: _Toc73576387]i. Finding Five: Pay, Wages, and Salaries. 
Finally, a good standard of the work environment is manifested in good pay, salaries and wages. Different opinions also trailed the standards of pay in Indomie 
[bookmark: _Toc73575160]Reponses for Finding Five
	[bookmark: _Hlk72479320]PARTICIPANT
	RESPONSE

	AA
	[bookmark: _Hlk72478968]Pay is good, mainly based on your level and your duties in the organization, for example we in sales do not collect the same as those in production and the medical department, this is because their academic qualifications outweigh ours.  Our own salaries also is more than customer care, as we need some professional qualifications, while does in customer care do not need qualifications. Pay generally is good, at least it can take me home. 

	CP
	Well pay and salary is timely, paid adequately, the company does not owe anyone salary, at least two days before the month ends you receive you salary, pay is also sufficient as it is based on your qualifications, the more qualifications you have the better your pay. 


 Table 8.
From the above, it is glaring that pay standards in the work environment are adhered to in Indomie noodles. 
[bookmark: _Toc73576388]j. Discussion for Finding Five
The ILO (2017), notes that payment of salaries in companies should be regular and timely. Also, it should be in accordance with working conditions prevalent in the specific country, professional qualifications, and available market payments. Furthermore, the Nigerian labor Act (2004), notes that salaries and wages should be in accordance with the prevailing minimum wage in the country. These standards have been adhered to in Indomie, as CP reveals;
"Our pay is determined based on professional qualifications and the minimum wage of the country"- CP
Payment of salaries should also be timely, adequate, and satisfactory (Ajayi, et al., 2011). Indomie adheres to these standards as all participants noted that they had good pay, wages, and salaries. Salaries are based on qualifications and organizational status. 
Pay is good, mainly based on your level and your duties in the organization- AA
This section has proven that Indomie adheres to standards of the work environment, management has carefully implemented best practices concerning opaque management, leadership, working conditions, and interpersonal relationships. 
[bookmark: _Toc73576389]4.2.2. Theme Two: The Work Environment and Employee Engagement 
The work environment is the milieus where employees carry out their work activities, impacting employee engagement. Employee engagement determined the level of emotional, cognitive, and behavioural attachment of employees to the workplace. In stating the impact of the work environment on engagement, different participants had different things to say
[bookmark: _Toc73575161]Responses for Theme two
	[bookmark: _Hlk72480198]PARTICIPANT
	RESPONSE

	OB
	For me I will say the greatest impact is satisfaction, I feel satisfied with my workplace, as such I give better attention towards accomplishing tasks. My satisfaction comes from the conducive work environment, relationships, the pay and the opportunities for training provided 

	CP
	the work environment has influenced my connection to this place based on healthy factors, safety, peace and serenity. There is no cause for alarm in this workplace, I am good, I can remember the last time I feel sick and generally the workplace has ensured that my health is maintained, therefore I am more engaged

	BO
	avenues for training and development have increased my engagement, as the work environment has good opportunities for career development. This thus helps me achieve my dreams of rising across the corporate ladder and therefore achieving what is necessary for my self-esteem.


 Table 9
From the above responses, three cardinal factors exist on how the work environment influences employee engagement, i.e, Job satisfaction, health, wellbeing and welfare, and talent development and career growth. 
[bookmark: _Toc73576390]a. Finding One: Job Satisfaction 
[bookmark: _Hlk72479780]From the literature review, Akintayo (2012), notes that job satisfaction is the feeling of contentment by an employee to his/her workplace. Job satisfaction is the positive feeling that an employee has for his workplace; job satisfaction leads to a sense of value and commitment, thus resulting in engagement. The literature review Finminiyi (2018), notes that job satisfaction was not employee engagement but is a central factor to employee engagement, as satisfied employees had a greater feeling and emotional attachment to their workplace. The interviews confirm this as several participants expressed their contentment with the workplace. Hanaysha (2016); Imam and Shafique (2014) note that job satisfaction is a product of the work environment, work environment conducive, healthy with good pay, and working conditions increased employee satisfaction, further increasing employee engagement. Furthermore, Finminiyi (2018), explains that the work environment can give an employee a sense of meaning, thus increasing his/her satisfaction. This is confirmed by the interviews, as BO notes 
"The working conditions, the pay, and the general organizational atmosphere makes me satisfied, I have been working here for the past 18 years, I do not have the intention of leaving" -BO
[bookmark: _Toc73576391]b. Finding Two: Health, Wellbeing, and Welfare 
Health, wellbeing, and welfare were essential factors determining employee engagement (Iqra, Zhu, Saba, et al., 2019). The literature review, Hanaysha (2016), explains that amongst factors responsible for creating a greater workforce was when employers took cognizance of employees' health, wellbeing, and welfare. When adequate policies are made to ensure that the workforce is healthy, and their welfare and wellbeing is safeguarded, employees become more emotionally attached to the workplace. 
The interviews confirm this. CP notes that her attachment to Indomie is based on the fact that the company took cognizance of employees healthy, wellbeing, and welfare. Probing further, she revealed that the organization promoted the health, wellbeing, and welfare of employees through
"By ensuring that the work environment is always safe, by providing adequate sickness leaves and compensation, by supporting policies for work-life balance and building teamwork activities"-CP
The above policies for health and wellbeing is discovered from the literature review as part of policies that enhanced employee engagement; thus, this finding aligns with the literature review. 
[bookmark: _Toc73576392] c. Finding Three: Opportunities for Growth and Development 
Growth and development are essential needs of every employee. It ensured that employees grow in the organization and fulfil self-esteem and actualization needs. Jain and Kaur (2014) note that good opportunities for growth and development enhanced employee engagement as employees felt that they were continuously progressing; hence, they became more connected to the work environment. This is revealed from the interviews; Indomie supports employee growth and development; it offered employees the opportunity to grow on the corporate ladder, giving employees the feeling of making progress. Progress entails bigger salaries; thus, opportunities for growth and development in Indomie provided employees with the specific requirements for enhancing their career and job development. This provided employees with adequate motivation hence keeping them engaged.  BO statement confirms this; 
"Any organization that supports growth for its employees, will definitely have a greater workforce engagement"-BO
Indomie thus supports growth and development of its employees, this gives them a high level of engagement and connection to the company, thus stirring up employee productivity. 
This section has proven that the work environment is essential for employee productivity, reflecting what was discovered from the literature review. The work environment in Indomie provides satisfaction, takes cognizance of the employees' health and welfare, and increases the opportunities for growth and development.  
[bookmark: _Toc73576393]4.2.3. Theme Three: Challenges with the Work Environment at Indomie Noodles

[bookmark: _Toc73575162]Responses for theme three
	PARTICIPANT
	RESPONSE

	CP
	is competition, especially amongst employees, the higher you ascend on the organizational ladder, the more your salary is, this thus creates fierce competition between employees, employees are eager to get more academic qualification so that during promotions they can be promoted, also I have heard cases from other departments of victimization of people, furthermore some employees even go the extra mile of reporting bad behaviour of leaders to superiors just to see that the leader is sacked

	EI
	Well I will say there is a lack of flexibility must especially with the rules and regulations, everything is just so stringent, the rules and principles must be followed to the book, or employees risk getting fired. Lack of flexibility sometimes hindered initiative, innovation and creativity, especially in carrying out a task

	TP
	My own problem with the work environment is the welfare, the company only takes care of you when you are working in the organization, however, the most you disengage from the work, no more welfare, this creates fear in many employees, therefore, they do everything to ensure that they amass a lot of wealth before leaving the organization, sometimes using unethical means. 


Table 10
From the above responses, the challenges of the work environment include; Fierce Competition, Lack of Flexibility, and Lack of Pension scheme.  The challenges highlighted above are new findings, which is not contained in the literature review. 
[bookmark: _Toc73576394]a. Finding One: Fierce Competition 
[bookmark: _Hlk72480483]Competition is a jostle for scarce resources, Junaida, et al. (2010), notes that in an organization competition was mainly due to the lucrativeness of offices, which makes everyone interested in such offices. Competition in the workplace is a reason for workplace conflicts; Leblebici (2012), in his research, notes that 14% of disputes in the workplace are caused by unhealthy competition. Competition could be a good thing when it challenges employees to self-develop and attain greater productivity and professional qualifications; however, when it resorts to unethical practices such as victimization, backstabbing, false accusation, it negatively impacts the organization. This can lead to a breakdown of law and order and low performance (Junaida, et al., 2010). Participants revealed that fierce competition was present in the work environment of Indomie Noodles. The reason is contained in the statement below 
"The higher you ascend on the corporate ladder, the higher your salary and working conditions, this creates fierce competition to attain higher levels, some department, employees engage in backstabbing and false accusations of leaders "-CP
The above habit is improper and needs to be redressed if the work environment at Indomie will continuously healthy. 
[bookmark: _Toc73576395]b. Finding Two: Lack of Flexibility 
Lack of flexibility is another associated problem discovered from the work environment in Indomie Noodles. Flexibility is need for initiative, innovation, and creativity which further stimulates organizational growth. Raziq and Maulabakhsh (2015) note that lack of flexibility in organization may significantly lead to discontentment amongst employees if laws hindered creativity and innovation. In Indomie noodles, there was a lack of flexibility, rules and principles had to be followed judiciously, staff found to break the rules were disciplined. Though Samson, et.al, (2015) argue that lack of flexibility was essential to keep employees performing and limit lackadaisical attitudes. When it is excess, employees can get demotivated. Responses from the interviews have revealed that employees had not reached the level where they react to lack of flexibility, but it was still a problem in the work environment of Indomie noodles, as the statement below reveals
"There is lack of flexibility, you have to follow all principles to the letter, there was less room for initiatives and creativity"-EI
[bookmark: _Toc73576396]c. Finding Three: Absence of Pension Scheme
The work environment at Indomie catered for welfare when employees were actively engaged in the organization; however, management stopped all welfare and incentives once an employee leaves the organization. This means that pensions were not covered in Indomie noodles. Tio (2014) explains that lack of pension in organization hindered full commitment to the organization, as employees will constantly search for better jobs that ensure pensions when they retire. The absence of pension schemes is a problem at Indomie, which management needs to address, or they risk losing high performing workers 
This section has revealed the shortcoming of the work environment of Indomie instant noodles; these are; fierce competition, lack of flexibility, and absence of pension schemes. However, it is necessary to restate that these findings are new to the study, as the challenges of the work environment are not discussed in any available literature. 
[bookmark: _Toc73576397]4.3. Summary of Findings
This section has been intriguing as several elements of the work environment in Indomie have been explored, revealing discoveries. 
The first discovery was on the standards of the work environment at Indomie noodles. From the opinions discovered that the company adhered to best practices associated with the work environment, some of these best practices include practices on opaque management and leadership: working conditions, interpersonal relationships, pay, and salaries. The adherence to these best practices by Indomie signifies that the standard of its work environment is high. Thus, it can be concluded that the work environment in Indomie is well designed and drafted to ensure productivity; this goes in line with Sharma and Sharma (2014); Tiwari and Lenka (2016), who note that work environments drafted according to specific quality standards, were bound to stir up motivation, commitment, and productivity amongst its employees. Furthermore, a standard work environment was a precursor to productivity as it influenced the employee's cognitive, emotional, and behavioural wellbeing, making it more goal-oriented and targeted towards achievement. 
The second discovery was on the influence of the work environment on employee engagement, engaged employees are emotionally, cognitively and behaviourally attached to the organization, previous studies by Mohd, Shah and Zailan (2016); Isnatun and Riyanto (2020); Vannan and Sanchita (2020), established that the work environment was essential to employee engagement. This research tried to discover "how" the work environment influenced employee engagement; from the analysis of interviews, it was found that the standard work environment in Indomie provided job satisfaction, health and welfare, and opportunities for growth and development; these influenced the effective engagement of staff. Existing literature has documented these factors; therefore, this finding is in line with existing literature. 
The final finding of this research was the challenges of the work environment at Indomie noodles. It was discussed that the challenges included; fierce competition amongst employees; lack of flexibility of rules and policies; lack of pension scheme, these challenges to an extent, limited the engagement of employees to the organization. Thus, these challenges need to be addressed for employees to have total commitment and engagement to Indomie noodles company.
















[bookmark: _Toc73576398]CHAPTER FIVE
[bookmark: _Toc73576399]CONCLUSION
[bookmark: _Toc73576400]5.1. Implications of the Research Findings on the Research Objectives
The work environment is amongst the crucial factors in organizational practice and studies it embodies all factors that influence employees' actions. Since the work environment is essential, it needs to be structured to include all components that enhance employee satisfaction and commitment. The work environment serves as an igniter of satisfaction; the degree of satisfaction that is necessary for productivity, performance, and engagement is significantly linked to the work environment. Therefore, if employees had low performance, it was prudent to check the work environment for defects. Previous studies on work environment such as Ojo, Salau, and Falola (2014); Leblebici (2012); Hoole and Bonnema (2015), limit the work environment to only physical conditions of work, i.e., the arrangement of chairs, comfort, cleanliness, and conduciveness of the work environment. However, contemporary studies reveal that the work environment transcends the physical environment to include more than the “four corners of an office", leadership, opaque management, payment and salaries, and interpersonal relationship constitute the modern work environment. Several emerging trends such as labour laws that support fewer hours at work, the COVID-19 pandemic, and other flexible working hour policies have downplayed the role of the physical work environment. Emphasis is now on the welfare and non-tangible aspect of the work environment. These should be structured and appropriately developed to attain maximum employee engagement, productivity, and performance. This study investigates the influence of the work environment on employee engagement in Indomie noodles company. The research tried to examine specific areas of the work environment to understand how it ignites cognitive, emotional, and behavioural attachments to the workplace; thus, three board objectives of the study were drafted. The following discusses the implications of the research findings on the research objectives 
[bookmark: _Toc73576401]5.1.1. Research Objectives One: To Critically Examine How the Work-Environment at Indomie Is Structured In Line With Good Work-Environment Standards
Standards include best practices and acceptable principles that should be implemented in a work environment; these principles guide the work environment's design, practices, construction, and operations. Employers are expected to comply with these standards; they were beneficial to the employer, employee, and general operations of the organization, as these practices ensured the health, safety, physical and psychological wellbeing that enabled the proper conduct of the work environment. 
Thus, standards need to be adhered to if employers must boost the quality of the work environment, therefore enhancing employee engagement. From the literature review, Samson et al. (2015); Saxena and Srivastava (2015); Rizwan, et al. (2016), it is discovered that five basic standards of the work environment need to be adhered to. Standards on opaque management (policies, rules, regulation, work ethics, and culture), standards on leadership (motivating and inspiring), standards on working conditions (physical and non-tangible environment, atmosphere, and meeting needs of employees), standards on interpersonal relationship (cooperation, interaction, teamwork, etc.) standards on pay (timely, adequate and fair pay). 
The above standards were investigated in Indomie; it is discovered that all standards have been adhered to; standards on opaque management are in place as the company had good laws and systems that encouraged orderliness and productivity.  The leadership in the company was strategic, possessing the ability to motivate, inspire and lead with intellect, expertise, and experience. Work conditions were also adhered to, as the physical environment was safe, clean, and healthy. The non-tangible environment was also healthy as there were no unnecessary pressures, stress, and workloads on employees. Also, standards on the interpersonal relationship were adhered to, the relationship was cordial, and the spirit of teamwork was high. This study made a significant discovery concerning the reasons for good standards on interpersonal relationships; these are related to high levels of communication, team building activities, and conflict management strategies. Standards on pay, salaries, and wages are also adhered to. The findings from the interviews revealed that Indomie had implemented good practices in the work environment. This implies that implementing best practices is attainable with the right strategies and commitment from managers; it also means that organizations that implement good standards had a better chance of engaging their workforce. 
[bookmark: _Toc73576402]5.1.2. Research Objective Two: To critically Investigate the observable impacts of the work environment at Indomie on the Employee Engagement

The arguments informed this research objective of Junaida, et al. (2010): Jain and Kaur (2014); Iqra, et. al. (2019), who argued that the work environment was essential for employee engagement, work environments that were adequately structured, exert influences on the employee, which determines employee commitment and engagement. This objective sought to investigate how the work environment impacts employee engagement in Indomie. The study discovers that the work environment creates employee engagement through job satisfaction, health, and wellbeing; opportunities for growth and development. 

Job satisfaction is a necessary factor for employee engagement. Good standard in the work environment plays a significant role in ensuring that employees Indomie were satisfied. Working conditions, pay, and the conducive nature of the environment gave employees a sense of meaning and value, thus increasing their job satisfaction and leading to more significant connections between employees and the organization. 

This finding is in line with the literature review, where Finminiyi (2018), notes that 56% of employees in Nigeria accept that the work environment was significant for job satisfaction. The second way the work environment influenced employee engagement is through health, wellbeing, and welfare. Work environments that support employees' health, wellbeing, and welfare created a conducive and less toxic atmosphere, increasing engagement and productivity. The research discovers that in Indomie noodles, the work environment was quiet, comfortable, well-designed, and supported the health and welfare of the employees. This created greater engagement and connection between employees and the company. 
Lastly, the research discovers that opportunities for growth and development in Indomie noodle company also enhanced employees' engagement. Opportunities for growth and development provide employees with the means of making progress on the organizational ladder. This created more significant avenues for achieving better pay, work conditions, and self-esteem; therefore, the company's employees were more engaged with such good career growth and development opportunities. These findings imply that the work environment plays a significant role in enhancing employee engagement, as discovered from the literature review. 
[bookmark: _Toc73576403]5.1.3. Research Objectives Three: To Investigate the Challenges Facing the Work Environment of Indomie
The research discovered that the challenges of the work environment in Indomie noodles are fierce competition, lack of flexibility, and lack of Pension scheme. These are new findings, thus were not captured in the existing literature. Fierce competition in Indomie noodles is associated with the lucrativeness of high positions. The higher an employee rose on the organizational ladder, the better pay, and benefits the employee received; therefore, employees engaged in fierce competition to get promoted. 
Markos and Sridevi (2010) note that competition is good when it is healthy. It led to the quality development of employees through professional and personal development; however, unethical practices such as victimization, backstabbing, and false accusations are in place, there is the risk of organizational failure. This implies that if tangible steps are not taking to address the company's fierce competition, the company's positive performance is bound to diminish. 
The second challenge discovered was lack of flexibility; the company had strict rules and ensured that they were judiciously adhered to, giving room for less flexibility, initiative, and creativity. Iqra, Zhu, Saba, et al. (2019) notes that less flexibility in organizations crippled innovation and retarded organizational growth; furthermore, Akintayo (2012); Awan and Tahir (2015) assert that flexibility was necessary for growth and development. Therefore, the lack of flexibility in Indomie company, if not addressed, will lead to gradual organizational failures. Thus, it implies that the organization could witness a negative performance in the nearest future. 
The last challenge discovered was the lack of pension schemes; the company only focused on providing good welfare packages for employees when they are active in the organization. This created a serious loyalty problem as employees sought occupations that considered their welfare even after leaving the organisation. This implies that Indomie could be challenged with losing a quality workforce in the nearest future, as most employees will go for better pension schemes. 
Thus, the three objectives have been fulfilled, in line with the conceptual framework drafted in chapter 2 of this study. From the conceptual framework box A achieved the first research objective, box B achieved the second research objective, and box C achieved the third research objective. 
[bookmark: _Toc73576404]5.2. Contributions And Limitations of The Study.
This study has made significant contributions in authenticating the role of the work environment by studying the peculiar case of Indomie. The research has also contributed to knowledge by discovering how interpersonal relationships can be achieved in an organization. Existing literature only notes the relevance and benefits of interpersonal relationships; however, none discussed how good interpersonal relationships could be cultivated and enhanced. This study has pointed out steps in which interpersonal relationships can be built. Firstly, through communication, communication was necessary for bridging the gap between managers and employees, employees and employees. With good communication expectations, ideas and feedbacks are transmitted, therefore enhancing mutual understanding. Secondly, through team-building activities such as dialogue, work sharing, social events, etc., employees cultivated greater bonds, connections, and cooperation. Finally, through conflict management, work disputes were amicably resolved; this ensured that grievances were settled and every conflicting party is pacified. 
The second intriguing contribution of this study is in the challenges of the work environment, challenges of fierce competition, lack of flexibility and welfare when employees retire are significant issues that can lead to employees under productivity and less engagement. Thus, it is prudent for management to take active steps in addressing these issues before they snowball into more daunting challenges. 
A significant limitation of the study is the inability to generalize.  Due to the small and unrepresentative sample size, the findings of this study were limited to Indomie. Time constraints also limited the number of interviews that the researcher could conduct. Furthermore, being a novice in research, the researcher could not analyse several complex data revealed from the interviews
[bookmark: _Toc73576405]5.3. Recommendations for Practice:
Based on the findings of this study, the following is recommended;  
1. Management should create avenues for communication, as it is a central part of the work environment that ensured that there is understanding and cooperation amongst managers and employees
1. Management should make avenues for team-building activities and conflict resolution; these will foster a cordial relationship in the organization.
1. The management should ensure that standards and best practices regarding the work environment are adhered to; this increases the level of employee engagement 
1. Management should improve the quality of the work environment, both the tangible and non-tangible aspects; this will enhance employee engagement and productivity. 
1. Management should implement strategies for curtailing fierce competition by making higher company positions less lucrative or providing more standard methods for promotions. This will curb fierce competition in Indomie noodles. 
1. Management should also be flexible in laws, policies, and regulations; this will increase creativity, initiatives, and innovation 
1. Management should also consider creating more sustainable pension schemes to reward employees after their service in the organization. This will help in increasing commitment and loyalty 
[bookmark: _Toc73576406]5.4. Recommendations For Future Research 
Based on the limitations of this study, the following is recommended;
1. Future researchers can conduct more quantitative studies which have representative samples; this increases the possibilities of generalizing the impacts of the work environment on employee engagement
1. Future researchers can conduct a more detailed investigation by focusing on specific areas of the work environment, e.g., opaque management, leadership, etc., thus getting a greater understanding of how particular areas affect employee engagement
1. Future researchers can make a comparative study between the work environment in two organizations; this will enable the discovery of areas for improvement in the overall work environment 
1. Future researchers can conduct a validity test to authenticate the findings of this research. 
[bookmark: _Toc73576407]5.5. Conclusion and Self Reflection
In concluding this research, it is prudent to reflect on the gains made in each chapter; chapter one was the background and introduction. The researcher was able to succinctly capture the research problems and provide the highlights for the study. Chapter two tested the critical and review skills of the researcher; thus, the researcher was able to critique different concepts and models, thus drafting the literature review and conceptual framework; in chapter three, the researcher was able to integrate different methods for data collection and analysis, thus attaining the empirical conduct of this research. In chapter four, the researcher produced the discussion and findings of the study; this helped the researcher present the study results based on themes. The final chapter provided the researcher with the opportunity to harmonize all the analysis ends and conclude what was discovered, further providing recommendations for practice and future research.
Overall, the researcher had obtained a good understanding of the work environment and employee engagement. The researcher has come to understand the need for evidence-based decision-making. Also, the researcher has come to a greater appreciation of the potentials of the work environment in motivating employees.  The researcher faced few challenges in analysing the interviews; however, with the aid of an expert supervisor, this was easily resolved. The researcher can thus conclude by asserting that the work environment is a cardinal factor in employee engagement. Therefore, managers need to create suitable work environments that will support productivity, commitments, and engagement.
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Appendix B: Plain Language Statement

	PLAIN LANGUAGE STATEMENT 
	Introduction to the Research Study
[bookmark: _Hlk73569914]Research Study Title:  Impacts of Work Environment on Employee Productivity: Evidence from Indomie Noodles in Nigeria
University: Griffith College, Graduate Business School.
Principal Investigator: Dr Garrett Ryan. 
Researcher Name: Daniel Umeh
[bookmark: _Hlk73569895]Email: umehdaniel34@gmail.com
II.	Details of what involvement in the Research Study will require

[bookmark: _Hlk73569980]This project involves taking part in semi-structured interviews.  The interviews responses will be recorded, and seek to gather information on the nature of the work environment in your organization and how it aids employee productivity. Questions are directed towards your thoughts on the work environment i.e all elements of your workplace and how it has enabled you become more productivity. I estimate the interviews will take no longer than 30 minutes to complete. 
III.	Potential risks to participants from involvement in the Research Study (if greater than that encountered in everyday life) I do not anticipate any risk to participants as a result of participation in this Research Study.
IV.	Benefits (direct or indirect) to participants from involvement in the Research Study
The objective of this Research Study is to gain new knowledge that will enable me fulfill the requirements of obtaining an MSC in international business management, as well as understanding the relationship between the work environment and productivity. This study may, therefore, be of benefit to you by providing you with the opportunity to contribute to body of knowledge on information, its processes a, so that you and or society may benefit.
V.	Advice as to arrangements to be made to protect the confidentiality of data, including that confidentiality of information provided is subject to legal limitations 
Every effort is made to ensure the confidentiality of the participant. Participant names will not be recorded, as all participants will be assigned a code. Where used, recorded interviews/survey data will be downloaded to a password-controlled computer, typed transcripts/survey results are held within password-controlled documents. Participant biographical details and or mention of other persons will be omitted in the final report. Confidentiality of information provided is subject to legal limitations.   
VI.	Advice as to whether or not data is to be destroyed after a minimum period 
Audio tapes/Survey data will be destroyed on the successful completion of this master’s degree in full compliance with GDPR regulations.  
VII.	Statement that involvement in the Research Study is voluntary
Involvement in this Research Study is voluntary.  Participants who decide to take part may withdraw from the Research Study at any point.  There will be no penalty for withdrawing before all stages of the Research Study are complete..  
	
If participants have concerns about this study and wish to contact an independent 
person, please contact: 

Dr. Garrett Ryan

MSCIB Programme director
Graduate Business School
Office: A109
 
Griffith College
South Circular Road, Dublin 8, Ireland
 
Phone:  + 353 1 416 3324
Email: garrett.ryan@griffith.ie
Website: www.griffith.ie  







































[bookmark: _Toc73576410]Appendix C: Interview Schedule

Introductory Questions
1. Please what is your name?
1. How long have you worked here?
1. What department do you work in?
1. Do you have sufficient knowledge on work environment?
1. I'm I permitted to record this interview?
Questions on Work Environment
1. How will you describe the physical setting of your work place?
1. How conducive is the work environment? 
1. Are organizational systems e.g laws, procedures, ethics made to make you productivity?
1. How will you describe working relationships, teamwork and coordination in your workplace?
1. Are there times when you felt like working conditions e.g pay, rewards, work-life balance etc where insufficient?
Questions on Standards of Work Environment
1. Are there instances when you felt the positivity of your work environment is questionable? Like in terms of clarity of policies, systems and rules?
1. How effective is leadership in your work place? Are there skills you admire from your managers and department leaders?
1. Are policies in the company properly structured to accommodate, carry everyone along and ensure welfare of staff?
Questions on Employee Engagement
1. Are there times when you had to give more to the organization than what was required in your job description? How did you react to this situation?
1. How will you explain your commitment towards achieving organizational goals?
1. How often do you work in teams? Is teamwork always successful on your part?
1. Will you leave this organization if you get a better workplace with better pay or working conditions?
Questions on Impact of Workplace on Employee Engagement
1. How does workplace increase your drive to perform more for your organization? 
1. How has your workplace implemented policies to ensure that you are commitment to the organization? 
1. How are you able to manage task complexities and achieve productivity at the same time?
1. How has the conduciveness of your work environment enhanced your productivity?
Conclusion
1. Is there anything you will like to add that has not been covered in this interview?
1. Can you make certain recommendations to improve work environment in your workplace?
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A RESEARCH ON THE PRODUCTIVITY OF AN INDOMIE COMPANY
AN INTERVIEW WITH MR. TOCHI

Interviewer:	Hello Mr Tochi, thank you so much for agreeing to take part in this research. Have you
had the opportunity to read the plain language statement and influence consent form.
Mr Tochi:     	 yes
Interviewer: 	Thank you. Are you comfortable with the information supplied?
Mr Tochi:  	absolutely
Interviewer:	Do you have any question before we get started?
Mr. Tochi:	None for now
Interviewer: 	Okay, great. Just on last night, can you confirm that you are aware that this interview is    		been tagged for transcription accuracy purpose only?
Mr Tochi :	Yes
Interviewer:	Okay, let’s begin and remember that there are no right or wrong answers .this interview is all about your credit ,perception ,your gift on experience of your work place.
Mr Tochi:	Okay
Interviewer: 	Well, please, what is your name?
Mr Tochi:	My name is Udako Promise Tochi.
Interviewer:	Okay, how long have you worked in indomie noddles Company?
Mr Tochi: 	3 years.
Interviewer:	Thank you, what department did you work in?
Mr Tochi:	IT department.
Interviewer:	Alright. Do you have any supervisory or management responsibilities?
Mr Tochi:	Yes, I do supervise some of the IT rated work.
Interviewer: 	So, how many employees report to you?
Mr Tochi:  	Four employees.
Interviewer:	Alright, okay thank you. How will you describe the physical setting of your work place.
Mr Tochi:	Oh, it’s an open work place where we interplay as desk but it’s a setting where you can see each other as desk. It’s not even like a private close work place. It an open office.
Interviewer:	Thank you. Please I will like you to be audible, thank you very much. Is the work environment conducive towards your work?
Mr Tochi:	Yes it is. It could be better though because sometimes it can be difficult to concentrate being an open work place any colleague could come to you and distract you while you are trying to concentrate but it could be much better.
Interviewer:	Thank you. Do organizational systems e.g. guidelines, procedures, policy, this affect your productivity?
Mr Tochi:	Yes absolutely, ah…we do have some policies around communications that affect productivity. So for example you are trying to concentrate on a task you get a message on slack you are obligated to respond to a message as soon as possible and leave whatever you are doing, so in that case your obligation to reply immediately affects ones level of concentration , so yeah policies do affect productivity.
Interviewer:	Thank you very much. How would you describe work, working relationship seeing work and coordination in your workplace?
Mr Tochi:	It’s ah… I describe it as friendly and Work base, there isn’t much of relationship of aside work but it’s vowed that work is very conducive and relationship is much.
Interviewer:	Alright. How would you describe your working conditions e.g. pay, rewards, work life balance?
Mr. Tochi: 	Work life balance is okay. Pay is ah… I will say that its about 40% below the industries standard. So work life balance is okay thee isn’t ah there isn’t extra long hour of work so, and in terms of rewards, there aren’t so much rewards asides the pay on the salary.
Interviewer:	Thank you very much. Are there instances when you felt that your work environment is questionable like in terms of clarity of policies systems and the rest?.
Mr. Tochi:	 Yes, there are instances yes ah I think that there aren’t instances that come to mind right now but yeah there  definitely had instances that I could think about the working environment have been questionable.
Interviewer:	Thank you. How effective is leadership in your work place?
Mr. Tochi:	 No I think ah the effectiveness of leadership is I think that would be I won’t say it’s been so effective because I think to measure the effectiveness of leadership look like you look at main things like employee satisfaction and the company’s growth and revenue so in terms of employee satisfaction its quite good but at the same time we had a number of employees leave the company so in that aspect I will say that the leadership is effective not as effective everything at it can be.
Interviewer:	Alright thank you. Okay, next question are policies in the company accommodate, carry everyone along and ensure welfare of staff?
Mr. Tochi:	Yes. I think policies have been able to carry everyone along in term of being properly structured  not so much there are improvement now, there are improvement on going but it previously about a year ago it wasn’t properly structured. It was more of like a just general communication, word or mouth communication policies but now its gets properly structured.
Interviewer:	Alright thank you. So are there times where had to give more to the organization than what was required in your job description?. How did you react to this situation?
Tochi:	Yes. There are times where I felt l have had to do and give more , it was in my job description the works are evenly expected and IT work. How did l deal with the situation I carried on with the extra work believing that it’s temporary and just and issue of time. So there wasn’t much of an issue with that as long as it was also something that could be done within the daily hours of work.
Interviewer:	Okay. Thank you very much the next question is the achievement of the organization goals important to you.
Tochi:	Yes they are, they have been time l felt my goals and the organizational goals are not so aligned especially  in times or in situation where l have to do the work that wasn’t  part of my job description so at that point the company goals and mine are not aligned but the organizational goals are very important to me.
Interviewer:	Right, to the next question you have already answer the question I wanted to ask you is there any alignment between the organizational goals and your personal goals and you have already given the answer. Thank you. The next question. How often do you work in teams?
Mr Tochi:	We work in teams always ah so l am part of a team right now and we do have daily                      meeting were we get update from each member of the team. It terms of task we work on task individually but we do meet everyday as a team to discuss each person task as for there are any update issues we can try to address the issue together we’re always in a meeting.
Interviewer: 	The next question. What was the experience of working in teams like for you?.
Mr Tochi:	No. I wouldn’t find it had.
Interviewer:	Next question. Does the work place increases your drive to perform more for your     organization?
Mr Tochi:	Yes, it does. I think I work with great, like very friendly people that are really interesting to work with in terms of quality or general routine organization itself not so much but I do ah have the drive to try to perform more in the organization.
Interviewer:	Thank you. Okay does your work place implement policies to enhance your commitment to the organization?
Mr Tochi:	Yes. It does ah it does but I think it not doing enough in terms of ah in terms of finding out personally what to drive the individual trying to align the work places and though it also drives the individual in that aspect it’s not doing enough but and also in the aspect of pay like I said the pay is like 50% below the industries standard so definitely not doing enough.
Interviewer:	Alright thank you. Are you able to manage task complexities and achieve productivity at the same time?

Mr Tochi:	 Yes and in terms of managing task complexities ah we do try to break complex task down as much as possible and we try to have detailed description of what is needed to be done and yeah we are getting work done so we are productive ah we can make improvement but in terms of answering of question yes we are able to manage that and am also able to manage task and complexity and productivity at the same time.

Interviewer:	Thank you Mr. Tochi. Then does your work environment enhance your productivity?
Mr Tochi:	Does my work environment enhance my productivity I will say yes it does ah it does in the sense that there is  all the equipments that I need to work with so that it helps me to be productive in terms of the environment itself the area of the employment space the of the work environment does help a lot because it can get me distracted easily so it like ah in between so.
Interviewer:	Alright thank you, Mr. Tochikwu is there anything you like to add that has not been covered in the interview?
Mr Tochi:	No, no.
Interviewer: 	Okay thank you, what changes would you make to improve the working environment?
Mr Tochi:	Okay, so one of the things that I will definitely do is to is to make sure that like about every three months  employees are assessed the goals and the personal goals of the employee are assessed about every three months to make sure that they aligned with the companies goal and the employees are working and are like achieving their goals because that will make them much fulfilled with each other and also the working environment there should be sections where individuals could work privately so individuals can chose employees can chose to work either in the open of space or private work space so would be first improvement that I would be looking into in my work place.
Interviewer:	Thank you very much Mr Tochikwu Udako for your time and for and for your participation, for participating in this research I really appreciate, thank you very much.
Mr Tochi:	Thank you.
Interviewer:	Alright, so that is the end.
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  INFORMED   CONSENT   FORM       I.   Research Study Title :  Impacts of Work Environment on Employee Productivity:  Evidence from Indomie Noodles in Nigeria     University: Griffith College, Graduate Business School.   Princi pal Investigator:  Dr G arrett Ryan .    Researcher Name:   Daniel  UMEH   Email:  umehdaniel34@gmail.com   II.   Clarification of the purpose of the research     This project involves taking part in semi - structured interviews.  The interviews responses will  be recorded, and seek to gather information on the nature of the work environment in your  organization and how it aids employee productivity. Questions are dire cted towards your  thoughts on the work environment i.e all elements of your workplace and how it has enabled  you become more productivity. I estimate the interviews will take no longer than 30 minutes  to complete.      III.   Confirmation of particular requirements as highlighted in the Plain Language  Statement       This project involves taking part in completion of a survey.  The survey responses will be  recorded, and seek to gather information on your experience of   the above topic . Questions  are directed towards your thoughts on   rewards in the above bank . I estimate  questionnaires  will take no longer than   30   minutes to complete.     Every attempt will be made not to interfere with normal business operations, as such surveys  will not be conducted at month or quarter end.     Participant   –   please complete the following (Circle Yes or No for each question)     Have you read or had read to you the Plain Language Statement         Yes /No   Do you understand the information provided?             Yes /No   Have you had an opportunity to ask questions and discuss this study?      Yes /No   Have you received satisfactory answers to all your questions?          Yes /No   Are you aware that interviews will be audiotaped?             Yes /No   IV.   Confirmation that involvement in t he Research Study is voluntary   Involvement in this Research Study is voluntary.  Participants who decide to take part may  withdraw from the Research Study at any point.  There will be no penalty for withdrawing  before all stages of the Research Study are c omplete   V.   Advice as to arrangements to be made to protect confidentiality of data, including  that confidentiality of information provided is subject to legal limitations   
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Every effort is made to ensure the confidentiality of the participant. Participant names will  n ot be recorded, as all participants will be assigned a code. Where used, recorded  interviews/survey data will be downloaded to a password - controlled computer, typed  transcripts/survey results are held within password - controlled documents. Participant  biogr aphical details and or mention of other persons will be omitted in the final report.  Confidentiality of information provided is subject to legal limitations.      VI.   Participant  Signature :   I have read and understood the information in this form.  My  questions and concerns have  been answered by the researcher, and I have a copy of this consent form.  Therefore, I  consent to take part in this research project   Participants Signature:                   Name in Block Capitals:     UDAKO PROMISE TOCHI       Witness:                   OKINJULO ABRA HAM                 Date:               23 /05/2021                  
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