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Abstract
Formal work organizations are created to produce goods and services and to pursue dominant goals that
individuals acting alone cannot achieve. However, the importance of some factors in the achievement of this
objective cannot be overemphasized. This study examines the contribution of work environment, organisational
culture, to employees’ job performance. Ex-post facto research design was adopted. Proportional stratified and
simple random sampling techniques were utilized to select 500 participants from three oil companies in River
State, Nigeria (Agip = 150, Schlumberger = 185, Nigerian Agip exploration = 165). Two standardized self-report
questionnaires were used for data generation. Two hypotheses were raised and tested using multiple regression
and t-test statistics. Findings revealed among others that the two predictor variables (work environment and
organisational culture) combined and individually, predicted the criterion variable (job performance). Based on
the findings of this study, a number of recommendations were made among which are: employers of labour
should provide suitable work environment for increased job performance of employees; and make the
organizational culture favourable so as to enhance productivity of the work force.
Keywords: work environment, organisational culture, job performance, oil industry
1. Introduction
The importance of petroleum resource to the development of Nigeria as a nation is clearly reflected in the fact
that it remains the goose that lay the golden egg for the Nation’s economy as well as the supreme foreign
exchange earner; contributing over 80% of government revenues and helps in the development of Nigeria’s
infrastructure and other industries (Anya, 2002; Chukwu, 2002; Garry & Karl, 2003); thus, it is not an
overstatement to say that petroleum production is as important to Nigerian economy as oxygen is to human life.
Presently, Nigeria is the leading oil and gas producer in Africa (NNPC, 2004). The country is ranked 13th largest
oil producer in the world; and 6th largest oil producer among the organization of petroleum exporting countries
(OPEC). It ranks 5th in gas reserves which make the country more of a gas rather than an oil country (CBN,
2002). Indeed, Nigeria is often described as a gas zone with some oil in it (Assael, 2000; Ekpu, 2004). Currently,
Nigeria’s crude oil production is about 2.3 million barrels per day; and it is expected to be 2.5 million (NNPC,
2004). The oil and gas industry has been described as the nation’s life wire (Adidu & Ogbene, 2005;
Adegbulugbe, 2002).
However, due largely to the technical nature of exploration and production, the sector depends substantially on
imported technology, equipment and manpower for its operations. As estimated, $8 billion is spent annually on
servicing the industry operation such as: fabrication, engineering procurement construction (EPC), front end
engineering design (FEED), conceptual design and seismic studies. This figure is projected to hit $15 billion
within the next few years (Agbebaku & Edeko, 2005). Regrettably, despite this huge sum of money spent in
servicing the industry, only a very little proportion of the accruable profit is spent in Nigeria. Majority of the
amounts are repatriated abroad, where most of the equipments are manufactured; and providing employment
opportunities for citizens of other countries. The major reason for this situation has been attributed to low local
content (LC), a situation where most of the service contracts are awarded to foreign firms because local
indigenous firms lack the requisite skills, technical expertise, manpower and production capacity and capability
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to compete favourably (Ekpu, 2004). Adidu et al. (2005) and Agbebaku et al. (2005) expanded the above reasons
for low local content in Nigeria to include: low technological capacity, lack of funding from financial institutions,
inadequate and incoherent polices/legislations; inadequate infrastructures, unfavourable business climate etc.
Adidu et al. (2005) and Ajakaiye (2001) in similar studies also expanded the problem to include inability of
commercial banks to provide tenured loans to indigenous firms to execute project, among others.
It is so bad that upon the huge amount of money spent annually in servicing the operations of this sector, the oil
and gas sector is still far from attaining its full production capacity (NNPC, 2004). Performance is results
measurement. Therefore, any measure of an organisation’s effectiveness must attempt to relate its actual
performance to the standard or objective set. The only true measure of an employee’s effectiveness is job
performance; and it can be measured by comparing actual production with target production (Guion, 1997). Thus,
in order to attain the target job performance level, performance standard must be established and it must be
communicated to employee; actual performance must be measured; and comparison between the actual and
standard performance must be analysed. If the sector depends largely on imported technology (both material and
human) and such a huge amount of money ($ 8 billion) is expended annually on servicing the sector to ensure
ultimate performance and this objective is still not being achieved, there may be more to it. This study is
motivated by this realization.
Chandrasekar (2011) established that there is relationship between work place environmental factors such as job
aid, supervisor support, opportunity to get promotion, performance feedback, goal setting, coaching, physical
work environment and job performance of workers. Boles (2004) also affirm that employee-friendly work
environment helps in reducing the number of absenteeism and thus can increase employees’ performance.
Shikdar and Swaqed (2013) established that workplace environmental factors have a very strong relationship
with job performance. Improper workplace environment might result in physiological and psychological
reactions that might affect job performance at a long term (Clement-Croome, 2006). The aforementioned
research findings imply that for any business to thrive in a highly competitive business environment like oil and
gas sector, labour employers must be aware of the potentials of workplace environmental factors that could have
a great impact on performance level of workers.
Although, part of what determines high performance of workers may be sophisticated technology or state of the
art equipment and high level manpower expertise. But the importance of other environmental factors such as
organisational culture and work environment cannot be over-emphasized. Every work organization is concerned
with being effective. Upon the attainment of its aims and objectives rests the success and ultimate survival of the
organization. The quality of work environment and organisational culture are central to organisational
development and employee improved performance.
Previous studies on organisational behaviour and job performance pay little attention to features of the physical
environment in which work is performed. Yet, evidence is accumulating that the physical environment of work
affects job performance (Vischer, 2007). Contemporary research on work environment typically focuses on
psychosocial factors such as job attitude (e.g. Yusuf & Metibola, 2012), socioeconomic status (e.g. Burnastein &
Fisk, 2003) that affect job performance and does not address the growing body of work on the environmental
psychology of workplace. However, evidence is accumulating that the physical environment in which people
work affects both job performance and job satisfaction (Clements-Croome, 2000; Newsham et al., 2004). This
study aims at determining the contribution of work environment on job performance of employees in oil and gas
sector, among others
Work environment has been described to reflect every situation and event that influence the way in which people
live or work. Workplace environment consists of the relationship between work, tools of work and workplace
(Chandrasekar, 2011). In other words, work environment is the totality of forces, actions and other influential
factors that are currently and or potentially contending with the employee’s activities and performance (Kohun,
1992; Chandrasekar, 2011). It is the sum of the interrelationship that exists within the employees and between
the employees and the environment in which the employees work. The extent to which employees will benefit
from collective knowledge within the organization is dependent on how the work environment is designed to suit
employee’s satisfaction. However, free flow of exchange of ideas is a better medium of motivating employees
towards higher productivity. Work environment, when appropriately designed, motivates employees towards
productivity (Viasher, 2007). This study thus seeks to empirically determine the contribution of work
environment on job performance of employees.
Another variable of high importance in this study is organisational culture. In the midst of growing success
among organisations, the role of organisational culture is becoming increasingly important. Large bodies of
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research (Argyle, 1989; Burnstein & Fisk, 2003; Dasanayake & Mahakalanda, 2008) and articles (Varelas, 2009;
Cecunc, 2004) on the significance of cultural fit have all helped propel organisational culture into the spotlight.
Moreover, the performance and success of organisations with well-defined workplace culture has spurred many
scholars to be interested in investigating into the influence of organisational culture on employees’ behaviour. As
organisations constantly struggle to increase productivity, especially in this constantly changing and very volatile
business world, one way to achieve competitive advantage is to begin with an organisation’s internal culture. As
the unknown, unspoken rule book of employee’s behaviour, words and productivity. The ability of
organisational culture to drive successes and actively support business outcomes is unmatched (Stewart, 2010;
Varelas, 2009). Moreover, multiple office locations and globalization which are features of today’s business are
factors that further established the relevance of organisational culture in the work place. Organization culture has
been shown to have an impact on important organisational outcomes such as performance, employee satisfaction
and well-being among others (Burmer & Evans, 2008). The operation of any organisation is very much
influenced by their culture.
Schein (1992) and Shani and Lau (2005) affirm that organisational culture is more important than it was in the
past. Increased competition, globalization, mergers, acquisitions, alliances and various workplace developments
which are features of today’s work organisation have created a greater need for coordination and integration of
organisational units in order to improve efficiency, quality, and speed of designing, manufacturing, and
delivering products and services. To such organisation like Nigerian oil and gas industries that rely heavily on
imported technology, equipment and manpower (Ojo, 2010), effective management of dispersed work units and
workforce diversity become a serious issue.
Cross-cultural management or multi-national partnerships is also a pointer to the relevance of organisational
culture in industries like Nigerian oil and gas companies. A better understanding of organisational culture would
allow employee to solve problems and improve organisational performance. While corroborating this view,
Brooks (2006) suggests that an intimate knowledge and awareness of culture should improve ability to analyse
organisational behaviour and consequently lead to effective management.
The implication of the above statement is that such understanding will translate into superior corporate
performance. According to Mashane and Glinow (2005), culture assists the sense-making process. That is, it
helps employees understand organisational events and consequently, employees can communicate more
efficiently and effectively therefore, having mutual relationship with each other because they share common
mental models of realities and this will lead to improved performance. The pervasive role culture plays in
organisational life lends credence to the assumption that cultural factors may be linked with organizational
performance. But as important as this construct seems to be, there is no agreement among scholars on the precise
nature of the relationship between organisational culture and job performance. In other words, there is no widely
accepted causal relationship between organisational culture and employees’ job performance. The empirical
evidences emerging from various studies on the effect of organizational culture on job performance have so far
yielded mixed results that are inconclusive and sometimes contradictory (Dasanayake & Mahakalanda, 2008;
Ojo, 2010).
Furthermore, a review of academic literature on the subject of organisational culture and employees’ job
performance indicated that there is dearth of research work on the construct in developing countries, including
Nigeria. In view of this contradictory research outcomes and the existing gap in the literature on the subject of
organisational culture, especially in the less developed countries in general and Nigeria in particular, the question
of whether organisational culture improves or worsens employees’ job performance is worthy of further
research.
Organisational culture is defined as a set of norms, beliefs, principles and ways of behaving that give each
organisation a distinctive character (Brown, 1995). Wiegmann, Zhang, von Thaden, Sharma and Gibbons (2004)
provide a summary of various definitions of safety culture and conclude that all the definitions have a number of
common features, regardless of the industry being considered. Wiegmann et al. (2004) state that there are at least
five organisational indicators of a safety organisational culture. These include organisational commitment,
management involvement, employee empowerment, reward or accountability system and reporting system.
Burman and Evans (2008) further explain that it is a set of assumptions shared by the individuals in an
organisation that directs interpretation and action by defining appropriate behaviour for various situations; and
this have great implication on employees’ job performance. The present study therefore attempts to determine
the contribution of organisational culture in specific statistical term to employee’s job performance. To achieve
this objective, two hypotheses tested at 0.05 significant levels were raised:
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Hypotheses
i.

There is significant contribution of work environment and organisational culture in the prediction of job
performance of employees in selected oil and gas industries in River state, Nigeria.

ii. There is significant relative contribution of work environment and organisational culture in the
prediction of job performance of employees in selected oil and gas industries in River state, Nigeria.
2. Method
2.1 Design and Participants
This study employs the use of expost-facto research design. This is because the variables being investigated have
already occurred and attempt is only being made to determine the influence of the predictor variables on the
criterion measure.
Participants of this study were five hundred respondents selected through the use of proportional stratified and
simple random sampling techniques from three oil companies (Agip=150, Schlumberger=185, Nigerian Agip
exploration=165) in River state, Nigeria. The first stage of stratification was represented by the three oil and gas
companies (i.e. Agip, Schlumberger and Agip exploration) and this was followed by the different departments in
the selected oil and gas companies. The selection was based on the percentage of the population in each of the oil
and gas company selected with no special reference to gender. The mean age of the participants was 33.2 years
with a standard deviation of 3.1. Their ages ranged between 23 and 56 years.
2.2 Instruments
Three instruments and employees’ appraisal forms were used for data collection. The instruments are described
below:
2.2.1 Demographic Data Form
A form that contains demographic information of the participants was designed by the researchers. The form was
used to collect the appraisal form of the selected participants from the human resources department of the three
selected oil and gas companies. The form contains information such as: name of organisation, name of
participant, gender, work experience staff cadre/position (i.e. junior/senior staff) etc.
2.2.2 Work Environment Questionnaire (WEQ)
A 29-item scale developed by Stringer (1998) who pioneered the study of climate in corporate environments was
used to elicit response from the respondents. The questionnaire was designed in Likert format of strongly agree
to strongly disagree; strongly agree was scored 5, while strongly disagreed was scored 1. Sample items in the
scale include: “am encouraged to solve as many of my own work-related problems”, “I believe in and take pride
in my work and my workplace”, “I feel accepted and valued by my colleagues.
The scale reported a reliability level of 0.80 and a validity level of 0.62. The cronbach alpha of the scale in the
present sample is 0.79.
2.2.3 Organisational Culture
Organisational culture survey developed by Wiegmann et al. (2003) was adopted for this study. The scale
evaluates safety culture with consideration on the following components: Organisational commitment,
management involvement, employee empowerment, reward or accountability system and reporting system.
Sample items in the scale include; “in my organisation, change is viewed as a challenge and an opportunity”,
“our strategic plan is evaluated once a year and revised as needed; “our products and services reflect the
awareness of a diverse consumer base” The scale has a scoring format of almost always (4 point), often (3 point),
sometime (2 point); and almost never (1 point). The reliability coefficient of the scale is 0.87 and its Cronbach
alpha in the present study is 0.75.
2.2.4 Employee Appraisal Form
Employee appraisal form: The human resources department of the 3 oil companies used in this study have a
unified standardized employee appraisal forms and these appraisal forms of each sample used in this study as
scored by their various heads of unit were collected for analysis to evaluate the job performance of the selected
employees.
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Table 1. Demographic characteristic
Gender

Years
of
working
experience

Position

CATEGORIES

FREQUENCY

PERCENTAGE %

Male

371

75.3%

Female

122

24.7%

Total

493

100%

0-5

134

27.1%

6-10

141

28.6%

11-15

73

14.8%

16-20

71

14.4%

21-25

52

10.5%

26-above

23

4.6%

Total

493

100%

Senior staff

240

48.7%

Junior staff

253

51.3%

Total

493

100%

From the table above, out of all the respondents 378 representing 75.6% of them were male while 122
representing 24.4% were female. 26.6% (134) have 0-5 years working experience 29% (145) have 6-10 years
working experience 15% (75) have 11-15 years working experience 14.2% (71) have 16-20 years working
experience 10.6% (53) have 21-25 years working experience while 4.6% (23) represent 26-above years working
experience. 48.4% (242) of the respondents were senior staff, while 51.6% (258) were junior staff.
2.3 Procedure
The researchers employed the assistance of three research assistants; one of them is a master student and
supervisee of the lead author. The other two research assistants are ex-students of the researchers. One of them is
a staff of one of the oil companies used in the study, while the third one is an undergraduate, and an indigene of
River state. A total of three weeks and four days were used for the administration and collection of the
questionnaires. Five hundred questionnaires were administered, but only 493 were retrieved and found adequate
for analysis. The response rate of the survey was 98.6. The data resulting from the scoring of the instruments and
coding of the demographic items were then subjected to multiple regression and t-test statistical analyses.
3. Results
Two issues were investigated by the study; one of the issues was to determine the contributions of work
environment and organisational culture to the prediction of employees’ job performance. The second concern of
the present study was to know the more potent of the two independent variables in predicting employees’ job
performance. The results of the data analysis are presented below:
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Table 2. Model summary of the multiple regression analysis for the combined effect of work environment and
organisational culture to the prediction of job performance of employees
Unstandardized
Coefficients B

Std. Error

(Constant)

36.568

.511

Organisational culture

.322

.020

Work environment

.527

.014

t

p

71.612

.000

.357

16.168

.000

.822

37.262

.000

Unstandardized
Coefficients Beta

R=.873
R2=.763
R2(adj)=.762
F (2,490) = 786.929
P < .001
The result above revealed that there exists positive and significant contribution of the predictor variables (work
environment and Organisational culture) to the prediction of the criterion measure (job performance). The value
of the coefficient of determination (R2 = 0.763) implies that 76.3% of the variance in the job performance of
employees in oil and gas industries in River state, Nigeria was accounted for by the combination of work
environment and organisational culture. This suggests that the first hypothesis that there would be combined
effect of work environment and organisational culture on job performance of employees is accepted.
To determine the contribution of each of the predictor variables to the prediction of the criterion measure, it was
revealed in the above table that job performance of employees in oil and gas industries in rivers state, Nigeria
could be significantly attributed to work environment and Organizational culture. These are the prominent
factors that enhance job performance of employees in oil and gas industries in rivers state, Nigeria. The
empirical result of the survey which depicts work environment (β=.822; P<.001) as the most potent predictor,
followed by Organizational culture (β=.357; P<.001) are evidence of the positive and significant relationship
existing between the predictor variables (work environment and Organisational culture) and the criterion variable
(job performance). This implies that the second hypothesis that there would be significant relative contribution
of work environment and organisational culture on job performance is fully supported and the hypothesis is
therefore, accepted
4. Discussion
This study sought to investigate the contribution of work environment and organisational culture in explaining
the variance in job performance of employees in oil and gas sector in River state, Nigeria. This research theme
was born out of the need to provide an empirical basis for the improvement of employees’ productivity; more so
that the oil and gas sector remain the backbone of the nation’s economy. The results revealed that the predictor
variables (work environment and organisational culture) could significantly predict the criterion variable (Job
performance)
The findings of this study showed a significant combine effect of work environment and organisational culture
on job performance of employees in oil and gas sector in River state, Nigeria. The observed F-ratio is significant
at 0.05 levels – an indication that the combine effect of the independent variables in predicting job performance
could not have occurred by chance. When the independent variables were put together, they accounted for 76.3%
of the variance in job performance (R2 = 0.763) leaving 23.7% as unaccounted factors that could also influence
job performance of employees.
In considering the relative contribution of the independent variables to the prediction of the criterion measure, it
could be inferred from the result that each of the independent variables contributed significantly to the prediction
of job performance of employees in oil and gas sector in River state, Nigeria with work environment being the
most potent contributor.
Consequently, conclusion could be drawn that the independent variables used in the present study are good
predictors of employees’ job performance. However, the findings of this study is not amazing considering the
fact that the various factors of work environment such as supervisor support, opportunity to get promotion,
performance feedback, workplace incentives, mentoring, coaching, to mention but a few; should enhance
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employees’ performance and thereby increase productivity level. Corporate culture assists the sense-making
process (Mcshane & Glinow, 2005). It helps employees understand organisational events; and when this happens,
employees can communicate efficiently and effectively thereby reaching higher levels of cooperation with each
other because they share common mental models of realities. The pervasive role culture plays in shaping
organisational life lends plausibility to the assumptions that cultural factors may be linked with exceptional
levels of organisational performance. Strong and powerful culture has been hailed as one of the major keys to
improved performance (Ojo, 2010).
The findings of this study attests to the strong relationship between the predictor variables and the criterion
measure; and the finding is also in agreement with the assertion of Alharbi and Alyahya (2013) that the
attractions of organisation norms, values and beliefs have strong effect on employees’ job performance. The
results of this study also strengthen the findings of Chandrasekar (2011) who established that employees’
performance level is hinged on the quality of factors of workplace environment some of which are the job aid,
supervisor support and the physical workplace environment.
The finding is also consistent with the assertion of Philips, Little and Goodine (1996), and the research outcome
of Ogunyemi and Awoyele (2014) that work environment that are stimulating, high in morale, caring and
cooperative, with supportive co-workers and management that allow individuals to exercise responsibility and
listen to ideas, are conducive to satisfy employees; and when employees are satisfied, they will give their best to
the organisation.
5. Implication of Findings
Our study has added to the body of research in regards to the role of work environment and organisational
culture on employees’ job performance, particularly those in oil and gas sector in 3rd world country like Nigeria.
The findings underscore the need for employers of labour, government and policy makers to focus attention on
organisational employees’ friendly culture that are of some consequence to human effective functioning. Since
work environment and organizational culture are significantly related to job performance, the management of oil
and gas sector should ensure that Organizational culture is binding on all members and staff of the organisation
as this will encourage uniformity among members of the organization and thus enhance commitment and group
efficiency.
Furthermore, more attention should be given to work environment in order to make it more favourable in terms
of physical facilities, information services, authority-staff relationship, and staff development so as to enhance
better job performance of workers; more so that there is ample research evidences to the effect that human
behaviour and effective performance are directly influenced by the factors in the work environment. The design
of the work environment is the domain within which individual bahaviours are either encouraged or discouraged.
Workplace is where a significant proportion of culture is formed and where teams engage in the process needed
to achieve the goal of the organisation. How work environment is design affect not only how people feel, but
also the work performance, their commitment to their employer, and the creation of innovative ideas (human
capital) in the organisation (Vischer, 2008). The difference between a supportive work environment and an
unsupportive work environment is the degree to which employees can conserve their attention and energy for
their tasks, as opposed to expending it to cope with adverse environmental conditions. The observe of this
argument holds that an environment conducive to the performance of work improves performance and morale
(Vischer, 2008).
The limitation of our study, however, is that it represents a single industry which operates in a limited
geographical area. While this factor allows for a degree of standardization, one should exercise caution in
generalizing the results.
For government and employers of labour, the implications must be tempered by the nature of the company
studied. Future research needs to look beyond oil and gas sector. Future research needs to look in the direction of
a longitudinal as well as a more cross sectional methodology.
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