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Abstract

This main thrust of this paper is to look at the effects of industrial
health policies of corporations in Nigeria on worker’s productivity
using United Bank for Africa as a case study. In pursuance of this
goal, fieldwork was undertaken, questionnaire was administered,
and oral interview was equally conducted to complement and
enriches the methodology. The study shows that the industrial
policies of the bank were far from being ideal. In the main the
employees were of the opinion that the bank does not carry out
periodic inspection of their health, and so many absenteeism/man
hour loss that were reported by the workers were due to health
related problems, though at present this might seem not to have
contributed to profit declaration by the bank and as such the
productivity level might still be considered by the management as
being fair. This lack of adequate attention to worker’s health might
not pose any problem to profit making in the present, because
worker’s attention are shifted to other areas of motivation because
the bank is still enjoying the fact that most of the employees are still
within the youthful age bracket who are still struggling and aiming
for more money to save for the raining days ahead, but the future
could cause doom for the bank in future because health is a mirror
through which we see the strength and weaknesses of an
organization.

The Problem

Organizations exist to meet set objectives and these objectives can be met
through the effective and efficient management of both human and
material resources available accountable to those saddled with the
leadership of responsibility of organization (Beach, 1980). Among these
resources, human beings are about the most difficult to manage, hence,
the need for management to put in place policies that will not only
motivate workers but also increase their productivity (Beach, 1980).

One of the ways of ensuring higher productivity is through the good health
policies for members of the organization. An average employee hopes that
his/her organization will provide good health service to him/her and his
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A
mediate family members which may include his wife, including four rep
b ological children less than 18years old. of ]
mi
" Good health, like good food and water is easy to take for granted. du
Oftentimes, it is not until we fall victim to a life threatening illness or it rec
happens to someone we care about that we realize how important health ex|
really is (Mohammed, 2004). To many people, good health simply means WO
that they have no obvious illness or physical symptoms, but what about of
those people who are depressed, lack vitality and say, they are not feeling pre
well even though they show no specific illness (Olowa, 1989). Industrial
health is a branch of public health concern with the health and well-being S0
of workers. Its aims are to eliminate hazard and reduce industrial fatigue vik
in work place .Bureau of Labour statistics (BLS 2007). an
no
In the recent times, industrial health is widely regarded as one of the most se
important factors that any business, large or small must consider in its on
operation. One of the rapidly growing types of reported occupational 20
injuries is what the U.S bureau of Labour statistics refers to as disorder. in
These conditions result from repeatedly performing the same task over a
prolong period of time (Spring 2007). De¢
ov
Moreover, the issue of industrial health evolved concurrently with re
industrial development, of central importance was the establishment of de
protective legislation, most significantly the workers compensation laws sk
(Sensagent ,2003). in
A healthier, more educated and higher skilled population is the surest ICE
route to higher productivity and better standard of living. So says “Decent il
work”, the report of the director-general to the 1999 international labour
conference. In 2008 the journals of occupational and environmental Ay
medicine reported on a study of four companies with total to 15,000 gl
employees, it showed health-related lost productivity cost with direct ef
medical spending on medical and pharmacy claims were four times greater in
than direct medical spending alone. Musculoskeletal problems, depression, pi
fatigue and sleeping disorders, were cited as primary factors driving cost H
upward. A recent study by the med stat group examine on the job - S
slowdowns, so called “presenteeism” by economists found that workers ' th
who are present and working with health problems incur productivity
losses that exceeds the cost of absenteeism and medical/disability B
combined. The study also identified the employees’ health conditions that It
are most costly to employers. When factorizing in other costs, such as It
disability and health benefit with productivity losses due to workers slow- ; a:
downs and absenteeism the costliest conditions are hypertension, heart p
disease and mental health problems. | A
W
(1
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A recent common wealth fund study shows that 69 million workers
reported missing workdays because of illness, which translate into a total
of 407 million days of lost worker productivity per year. In addition, 55
million workers reported that they were “unable to concentrate” at work
due to their own illness or illnesses of family members. 478 million days of
reduced worker productivity. The study reports that one-half of all workers
experienced at least one day in which they are unable to concentrate at
work because their own or a family member’s illness, and about 20 percent
of all workers missed at least six work days due to their own health
problem or those of family members.

Some of the problems with workplace conditions are noise, dust, chemical,
vibration, faulty electrical appliances, and lack of temperature control
among others. The rising overall cost of health care in recent decades has
not only affected individuals, but is creating financial problems for social
security systems and threatens to crowd out other expenditures, notably
on income replacement benefits. The world labour report (2000) shows how
government can work to guarantee access for all to health care and protect
individuals from the detrimental effects of poor health on income security.

Despite major advances in the field of medicine and health care services
over the past decades, a significant health gap between the rich and poor
remains. As population grows, so apparently do inequalities. Today,
despite the wealth creating effects of globalization the poor continue to
shoulder a particular disproportionate social burden in terms of
inequalities access to decent healthcare, rising cost and high rates of
morbidity and mortality.(Diop ,2001)noted that this has been as a result of
disparities from political factors or the preference of private providers to
serve only income group.

Against the background of the above discourse the following questions will
guided the study: What are the perceptions of employees about the
effectiveness of industrial health policies? What are the impacts of
industrial health policies of the bank on workers commitment and
productivity? What are the effects of worker’s relocation on productivity?
How often does the bank carry out health examination? What are the
sources of employees’ information regarding health and safety? What are
the most desired improvements in workplace?

Brief Review of Literature

Industrial Health Policies

Industrial health policies are those policies related to health put in place in
an organization for safeguarding employee as well as to increase
productivity. It is also to help maintain a satisfied, productive workforce.
An unsafe or unhealthy workplace can lead to dissatisfaction among
workers, resulting in poor job performance and reduced productivity
(Thomas, 1982).
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Again, industrial health is an interdisciplinary field that focuses on
preventing occupational illness and injuries. The discipline of medicine,
psychology, sociology provides method for study. About ten thousand
occupational hazards exist. This occupational hazard can be organized in
terms of plant and equipment and physical work environment, hazard
material and task demands. Significantly, interaction occur between these
categories, equipment can modify work environment by producing noise,
potential hazardous material or heat but will be handled if only
inappropriate procedure are followed (Spring 2007).

More so, industrial health is the promotion and maintenance of physical
and mental health in the work environment (Spring, 2003).

Organization productivity and profitability are also greatly affected by
absenteeism, one of the major consequences and costs of work-related
injuries and illness. Measured as a percentage of scheduled work time,
absentee rates average about three percent annually from 1976 through
1979. The total annual costs of absenteeism in the United States have
been recently estimated at $264 billion. A recent estimate of the cost of

paid sick leave was approximately $7 billion (Bureau of National Affairs
1980).

Disabling injuries and illness also deprive an employer of the full working
life of an employee, (Schmitz, 1980).

Furthermore, unsafe working conditions often lead to voluntary turn over
when employees become anxious about work-related hazards having to
replace workers who die, become disabled or voluntarily terminate due to
unsafe working conditions increases an organizations, recruiting, selection
and training costs.

In addition, employers experience a rise in workers compensation,
disability and accident related insurance expenditures as the number of
work-related injury increases (Lindsay, 1980). Industrial health policy is a
function of personnel. Some of the functions directly related to safety and
health include selection, recruiting, training, performance appraisal among
others. The selection function facilitates safety and health by selecting
applicants who are physically and mentally able to perform the job.

While research shows very little support for an identifiable personality
trait, predictive of unsafe work behaviours (“accident proness”), selection
procedures can screen applicants of physical and mental impairments that
could conceivably increase the likelihood of accident or illness.

Many organizations require applicants to fill out health questionnaires and
to pass physical examination in order to qualify for certain job.
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Training facilitates safety and health by educating workers in safe work
procedures and behaviours. Safety training is one of the components
organizational programs to promote safety awareness among employees.

Recruiting and retention of employees is facilitated when organizations
demonstrate a protective concern for the safety and well-being of their
employees. Whereas a good safety and health record may facilitate
recruiting, a reputation for dangerous or unhealthy working conditions will
surely discourage many potential applicants.

Safety work procedures and behaviour can also be encouraged by
performance appraisal systems that make safety an important criterion of
job performance. For example, the safety record of a manager unit could be
one dimension for appraising managerial performance. This would
encourage the manager to demand his/her subordinates attention for
healthy and safety. (Komak, Lawson, and Heinzman, 1980).

Again, industrial health policies are set by government to enforce a
business affecting commerce. The purpose of the policies is an ambitious
one to prevent work related injuries and illness and deaths.

More so, an industrial health policy requires providing employee with a
workplace free from recognized hazards that could cause death or serious
injury. Employers are also required to comply with many safety rules and
standards relating to every aspect of the work environment, while
employees are required to comply with all safety and health rules,
standards and regulations of their employer.

Industrial Accidents

Industrial accidents are unintended happening or accidents at work that
has arisen out of and in the course of one’s employment and has resulted
in a personal injury. An unexpected, sudden occurrence includes in
particular, a major emission, fire or explosion resulting from abnormal
developments in the course of an industrial activity, leading to a serious
danger to workers, the public or the environment, whether immediate or
delayed, inside or outside the installation and involving one or more
hazardous substances.

An employer can only get benefits if the accident results in personal injury
(also described as loss of faculty). It does not matter if the effect of the
injury is immediate for example, if an employee break his/her leg in a fall
or is delayed for example, a blow to the knee which leads to impaired
mobility at a later time.

Generally, an accident which happens when people are at work is accepted

as having happened as a result of one’s work, unless there is some
evidence that this is not so. An accident can be treated as having
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happened when you were at work and as a result of one’s work if it
occurred: Because one is doing something employed to do; Or because
one’s work put one at special risk; Or while one is helping in an
emergency, for instance in rescue work at any premises used for employers

business.

If an employee is doing something which his/her employer does not allow
him/her to do, the rules for one’s job do not allow to do, the accident may
still be treated as having happened during and as a result of one’s work, if
what one were doing was done for the purpose of one’s employer’s business
and was within the scope of one’s job.

The potential for major industrial accidents which has become more
significant with the increasing production, storage and use of hazardous
substances, has emphasized the need for a clearly defined and systematic
approach to the control of such substance in order to protect workers, the

public and the environment.

Measures of Employee Productivity
Productivity in the widest sense can be defined as the ratio between output

and all the resources used in production i.e. capital, labour, raw materials
e.t.c. the most efficient use of all the resources available. (ILO, 2007)

Mali (1981) defines productivity as the measure of how well resources are
brought together in organizations and utilized for accomplishing a set of
results. It is the reaching of the highest level of performance with the least
expenditure of resources.

The essence of all motivational efforts is to increase employee productivity.
However, the willingness of the workers to be so motivated depends on
certain factors among them ability, lack of technological expertise or skill,
lack of physiological drive, managerial ability and attitude and technology
employed. Nwachukwu (1988) it is a recognized fact that productivity is a
critical factor in economic and social development for it determines the
standard of living of the citizens. With higher productivity, the organization
earns high income and profit; therefore, it is in a better position to pay

higher wages.

It is therefore important for the management to encourage higher
productivity by making the employees aware of the reasons behind
productivity, by making the employees awarc of the reasons behind
functions they are performing and providing the support required to obtain
sustained effort, which could be in the form of training, for both attitude
and new techniques (Mcbeath, 197 4).

In achieving higher productivity, the role of the supervisor cannot be over
emphasized. He influences and in some cases determines the productivity
of his subordinate and employees. T he productivity of employee hinges on
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many factors among them the willingness of the organization to meet the
needs of their workers (by way of motivation and incentives) and the ability
of the management to carry the workers along through good health policies
and sound supervisory ability. Productivity can also be enhanced through
the tapping of hidden potential of its work force by creating an
environment in which self-motivation and control may develop and
flourish.

Methods

This research makes use survey research design which concern itself with
the present and attempt to determine the current status of the phenomena
under investigation. Since the case study for this research is the United
Bank for Africa (UBA), all bankers permanently employed by six UBA
branches in Ilorin were the target. The researchers understand that there
are ad-hoc staffs and there may be contract staffs among staff of such
bank. The United bank of Africa has the total number of 17 thousands
staff nationwide. However, there is 248 staff in all Ilorin branches
including the regional house with 16 staffs, UBA challenge branch with 60
staffs, A-division branch with 62 staffs, Taiwo branch with 32 staffs, Oja
branch with 28 staffs, PS with 15 staffs and unity branch with 35 staffs.

There are six (6) branches of UBA in Ilorin with one regional office. One
hundred and twenty (120) staffs were the sample size in which 50 staff was
sampled in two branches, that is; from challenge and A-division branches,
40 staffs from other two branches, that is Oja and Taiwo branches. While
30 staffs were sample in regional and PS branches, 15 staffs from each of
the branches.

Simple random sampling was use. This was achieved by assigning
numbers to each sample unit and selecting members of the sample by
using a random number table. In this research all, the 248 staffs of UBA
branches were given numbers in which 120 staffs with an even numbers
were selected. Questionnaire and interview were selected due to the nature
of target population. Data were presented in form of appropriate table.

Research Setting

Today’s United bank for Africa plc (UBA) is a product of the merger of
Nigeria third (3rd) and fifth (5th) largest banks, namely the old UBA and
erstwhile Standard Trust Bank PLC (STB) respectively and a subsequent
acquisition of the erstwhile Continental Trust Bank limited (CTB). The
union emerged as the first successful corporate combination in the history
of Nigeria banking.
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Results
Socio-demographic Characteristics of the Respondents
Demographic Data

Table 1: Distribution of respondent

Socio Demographic Characteristic | Frequency | Percentage T
Sex |
Male 68 61.8
Female 42 . 38.2
Age
23-29years 45 40.9
30-40years 60 54.5
41-55years 5 4.5
Respondents qualification
Secondary school certificate 3 2.7
ND/NCE 23 20.9
HND/B.SC/B.ENG 68 61.8
MSC/MA/MBA 15 13.6

| Others 1 0.9

| Marital status
Married 74 67.3
Single Gl 28.2
Divorced 1 0.9

rSeparated 4 3.6
Total 110 100.0

Column 1 shows that 68 (61.8) of the total respondents are males, while

42 (38.2%) are females; meaning that there are more male employees in
UBA Ilorin than females. The preponderance of more male to female might
not be unconnected with the fact that our culture still prefers more male to
working than females especially among those who were married, thereby
depleting the number of females who are willing, able and available for
banking jobs which might be so tasking and time demanding.

Column 2 shows that 45(40.9%) of the total respondents fell in the ages of
23-29 60 (54.5%) fall in the ages of 30-55 years and 5 (4.5%) fell in the
ages of 41-55 years. This simply means that we have people in their mid-
life in the organization and the implication of this is that where there are
more young people in an organization the probability of achieving
organizational goals are higher because young people still possess more
energy to put in all their best to ensure higher productivity as they have
lesser problem boring their mind except in rear cases.

Column 3 shows that 3(2.7%) of the total respondents have secondary
school certificate, 23(20.9%) have OND/NCE certificate, 68(61.8%) have
HND/B.Sc/B.ENG certificate, 13(13.6%) have MSC/MA/MBA and others
qualification is 1 (0.9%). This simply means that they more
HND/B.SC/B.ENG holders in the organization. This means that the
organization employed skilled workers who have undergone several
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training. The implication of this is positive, as there are more skilled
employee’s productivity will be enhancement.

Column 4 shows that 74 (67.3%) of the total respondents are married,
31(28.25%) are single, 1(0.9%) is divorced and 4(3.6%) are separated. This
simply means there are more married people in the organization. The
implication of this is that since there are more married male as table 1
indicated, this means that the male have wives that could cater for them at
home and this could enhance their productivity because they are less
bothered about the issue of taking care of house chores among others.
Thus behind every successive UBA Plc male employee, there is a female i.e.
wife. Also it might be noted that though the stated number of married is
high, the reality on ground might not be so, it is possible that more
divorcee might exist but because of the African belief which frown on
divorcing and disclosure of such that might be responsible for the low rate
of divorce in the study setting.

Column 5 shows that 29(26.4%) of the respondents are from kwara State,
7(6.4%) are from Ekiti, 9(8.2%) are from Ondo State, 12(10.9%) are from
Kogi, 2(1.8%) are from Anambra, 3(2.7%) are from Edo, 8(7.3%) are from
Lagos, 7(6.4%) are from Ogun, 2(1.8%) are from Imo State, 4(3.6%) are
from Benue, 3(2.7%) are from Niger State, 1(0.9%) from Delta and 1(0.9%)
are from Nasarawa. The high number of respondent from kwara might not
be unconnected with the fact that all the six branches surveyed are
domiciled in the state headquarter (Kwara State, Ilorin) and as such most
of its staff will be from the state. Again, the policy of the bank is to recruit
staff and post them to their state of origin, which will enhance the
productivity of the bank/staff, because the staff will be able to attract more
funds to the bank by depositor.

Substantive Issues
Table 1: Ranking of Respondents Description of the health policies of this Bank

Frequency Percentage
Opinion
Fair 31 28.2
Good 37 33.6
Very good 35 31.8
Excellent 7 6.4
Total 110 100

The above table shows that 31(28.2%) of the respondents describe the
health policy of their bank as fair, 37(33.6%) describe the health policy as
good, 35(31.8%) describe the health policy as very good, while 7(6.4%)
describe the health policy as excellent. From the table, it means that larger
percentage of the respondents describe the health policy as very good,
37(33.6%). The implication of this is that as there are health care
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ees and as such, productivity could be enhanced

provisions for the employ
2 mirror through which we can see€ the strength

as health could serve as
and weaknesses of each employee.

Table 2: Distribution of respondents by their perception about effectiveness of

trial Health Polic

Indus
Opimion | Frequemcy |

Fair

Percentage

Very good

The table above shows that 27(24.5%) of the total respondents perceive the
y as fair, 56 (50.9%) perceived it as

effectiveness of industrial heath Polic

good, 24(21.8%) perceived it as very good, 3(2.7%) perceived it as excellent.
The table shows that larger 9% of the respondents perceived the
effectiveness of the Industrial health Policy as good. The implication of this
is that when larger percentages of workers perceive the health policy of
their Bank a good one, it could serve as a motivator especially among

workers that takes their health as a priority.

pected to put in place good health pblicies that will

The organization is €X
improve the health of workers and which will in turn improve their
e, if there is

productivity. That is why the interviewer wants to be sur
adequate health care provision in the organization.

The finding from the respondents reveals that employees have a particular
perception about the industrial health policies in their organization. A
pointer to this emerges from an interview conducted with a male employee,

Who states: -
@ ‘our health policy is good to some extent”

Male respondents/ 45/ senior staff
The response above is corroborated by ano
there are health policies on ground

RSP Hem, the perception is fair, very fair”

Male respondents / 26/ junior staff

other employee responded that
2 Can I answer, well, I think it is ok”

ther respondents who said,

From the responses above, it was deduced that the perception of employee

about industriai health policies is on the average level because majority of

the respondents said their perception is good.
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Table 3: Distribution of respondents on how often their bank carryout Health

examination

Health examination Frequency Percentage
Monthly 7 6.4
Annually 42 38.2

None of the above 61 55.5

Total 110 100

The table above reveals that 7(6.4%) of the respondents saidthat health
examinations are carries out on monthly basis, 42(38.2%) said it is
conducted annually, while 61(55.5%) said it is not carried out at all. This
means that larger percentage of the respondents said their organization do
not examine their health. The implication of this could be negative on the
organization and this could hinder the achievement of the organizational
goals. If workers health is not taken as a priority, the management could
have more to pay for when rate of absenteeism increases as a result of
illness.

The responses of employee on how often their organization conduct health
examination varies among the responses are
AR To be frank, I think since I have been in this bank, they had it
once, it is not annually”.
Male respondents/ 45/ senior staff
Another respondent added that
“....Anytime, it is not weekly, monthly or annually, anytime you
have health problem you can work into the registered hospital or
whatever and they attend to you, once you have your card”.
Male respondent/ 31/ senior staff
Another respondent said:
“Hem, since I have been in the office here, I think they have it
once. They only had it when any of the staff fall sick “.
Male respondent/ 26/ junior staff

From the responses it was deduced that the organization only carry out
health examination on any workers that have health related problem and
the examination would be done by company health maintenance
organization such as Marina Medical Services Limited (MMSL) where all
the UBA banks are registered or nearest hospital in which the company
had registered with.

Table 4: Distribution of respondents on the impact of industrial health policies
on bank workers

Impact of health Frequency Percentage
Fair 28 25.5

Good 57 51.8

Very good 23 20.9
Excellent 2 1.8

Total 110 100
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The table above shows that 28(25.5%) of the respondents said that the
impact of industrial health policies on their work is fair, 57(51.8) said is
good, 23(20.9%) said is very good, while 2(1.8%) said the impact on their
work is excellent. since larger percentage of the respondent believe that
effect of Industrial health policies is good, it is good for the organization to
put in place health policies that could serves as motivator otherwise if
workers often fall sick and absent themselves from work it could reduce
productivity.

Table 5: Distribution of respondents on how health polices can change their
attitude to work

Opinion Frequency Percentage
Yes 90 81.8
No 20 18.2
Total 110 100

The table reveals that 90(81.8%) of the total respondent believe that health
policies can change their attitude to work, while 20(18.2%) believe that
health policies cannot change their attitude to work. The implication of this
is that since larger % of respondents believes that health policies can
change their attitude to work, the management are employ to take
provision of health care as a priority.

Any organization that want to achieve its goals to the fullest must put
employee’s health into a great consideration because if they do not, they
could have more cost to pay when employees performance starts to
reduced as a result of absenteeism due to illness. It was in the light on this
that UBA plc but in place some health policies in compliance with National
Health Insurance Scheme (NHIS).
The responses of employee go thus,
A Yes, it has effect on my performance as a worker. You
know if my health is good my performance will increase if the
organization can check my health status maybe once in a year”.
Male respondent/ 26/ junior staff
Another added that
e 1 Health policies can change my attitude towards work, but
if there are no policies the effect is very, very bad”.
Male respondent/ 45/ senior staff

Table 6: Distribution of respondents on the likely effect of non-health policies on
workers performance

Effect of non-health policies Frequency Percentage
Good 24 21.8

Bad 86 78.2

Total 110 100

The table reveals that 24(21.8%) of respondents view the likely effect of
non-health policies on their performance as good, while. 86(78.2%) view it
as bad. It means that workers know the importance of good health on their

Page | 112




[

ABUAD Journal of Social & Management
Sciences; Vol. 2, No. 1, 101-122; May, 2016

performance because if they are often absent from work as a result of
illness, it could hinder achievement of organizational goals. In addition,
this could in turn affect nation’s economy

Table 7: Distribution of respondents on how company’s health policies can be

sources of security when faced with hazard on the job
Opinion Frequency Percentage
Yes 85 77.3
No “l 25 92.7
Total 110 100

The table shows that 85(77.3%) of the total respondents said company’s
health policies can be a sources of security when faced with hazard on job ,
while 25(22.7%) said health policies can not be a sources of security when
faced with hazard. since larger percentage said the company’s health
policies could serves as security when face with hazard on job, the
implication is that if there are no health policies to serve as security
workers could be dissatisfy and exhibit not commitment attitude towards
work.

Table 8: Distribution of respondents on should employees be punished for
unhealthy life style

Employee be punished for unhealthy lifestyle | frequency Percentage
Yes 51 46.4

No 59 53.6

Total 110 | 100 |

The table shows that 51(46.4%) of the total respondents said that employee
should be punished for unhealthy lifestyle, while 59(53.6%) said employees
should not be punished for unhealthy lifestyle. The employees should be
blamed for unhealthy lifestyle and the employers should be blame for not
educating their employees on the importance of healthy lifestyle.

Table 9: Distribution of respondents on absence from work since employment

Is your Absence from work | Frequency | Percentage
related to health issue?

Yes : 87 79.1

No. 23 20.9

Total 110 100

The table shows that 87(79.15%) of the total respondents have been absent
from work since employment, while 23(20.9%) have never been absent
from work. The implication of this could be adverse if the number of
absenteeism are more, production could be reduces as a result of
absenteeism.

The respondents have been absent from due to one thing or the other.
Except from annual leave, high rate of absenteeism from work could have
grievous effect on the organization and it could hinder the achievement of
organizational goals.
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A respondent states..

* eresnies Apart from my annual leave, my absence from work
is always related to trying to look after my health”

Male respondent/ 26/ junior staff
Another respondent adds

RO [ was absent due to maternity leave”

Female respondent/ 35/ senior staff

Table 10: Distribution of respondents on the reason for absence from work

Reason for absenteeism Frequency Percentage
Sick leave 50 45.5
Annual leave 24 21.8

| Otherwise 14 12.7
No response 22 20
Total 110 100

The table shows that 50(45.5%) of the total respondent said reasons for
their absent from work was due to sick leave, while 24(21.8%) were absent
as a result of annual leave and 14(12.7%) were absent as a result of other
reasons. Though 120 questionnaires were distributed but 110 were
returned and 88 respondents attempted this question, while there was 22
multiple responses, 22 did not attempt the question just'because the

question is not applicable to them.

Table 11: Distribution
accident at work

of respondents on whether they have ever incurred

Opinion Frequency Percentage
Yes 46 41.8
No 64 58.2
Total 110 100

The table shows that 46(41.8%) of respondents have incurred accident at
work, while 64(58.2%) has never incurred accident work. This might not be
good for the Bank as the management need to recognize the job schedule
so that lesser accident will be incurred in the future.

Table 12: Distribution of respondents on whether the accident was caused by

erson or colleague

Accident caused by your colleague | Frequency Percentage
Yes 15 13.6

No 34 30.9

No response 61 55.5

Total 110 100

The table reveals that 15(13.6%) of the total respondents said the accident
was caused by themselves or colleagues, while 34(30.9%) said the accident
was neither caused by them or colleague. Out of the 110 returned
questionnaires, only 49 people attempted this question and there was 61
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multiple responses. 61 people did not attempt the question because it did
not apply to them: N=49,

Table 13: Distribution of respondents on the nature of accident
incurred

Nature of accident Frequency Percentage
Robbery attack 3 6.5

Fire outbreak 1 2.2
Suffocation of elevator \ 2 4.3

Slip and fall due to slippery surface 5 10.9

No response 64 76.1

Total 110 100

Table above shows that 3(6.5%) of the total respondents experience
robbery attack as the incident incurred while doing their assignment at
the organization. 1(2.2%) of the respondents experience fire outbreak,
2(4.3%) of respondents experience suffocation in the elevator, 95(10.9%) of
respondents slip and fall due to slippery surface, while 35(76.1%) of
respondents incurred other accidents. Out of 110 questionnaires
returned, only 46 attempted this question and there was 61 multiple
responses because 61 did not attempt the question just because it did not
apply to them: N=46.

Reports have it that greater numbers of occupational accident have
been recorded over the years. For instance, 1.2 people die yearly
from work related accidents with the economic consequences of the
accident accounting for four percent of the global gross domestic
product. Describing the nature of accidents incurred, one of the
respondent’s states:
“.vieeeon...:Hem, it was because of power failure. The light

went off while I was in the elevator and I nearly suffocated”.
Another added:

i I had a robbery attack, we are on marketing

team and had robbery attack on our way”.

Male respondent/ 31/ senior staff

Tablé 14: Distribution of respondents on the response of management
to the accident incurred.

Response of Management | Frequency Percentage
Free care 5 4.5

Show a great concern 42 38.2

No response 63 DD

Total 110 100

The table shows that 5(10.5%) respondents said that their management
respond to the accident by showing free care attitude, while 42(89.4%) of
respondents said their management response was that of a great concern.
Out of the 110 questionnaire returned, only 47 attempted this question
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and there was 63 multiple responses because 63 did not attempt the
question just because it did not apply to them:-N=47.

Table 15: Distribution of respondents on whether the accident affects their

performance at work

Opinion Frequency Percentage
Yes 34 30.9
No 14 127
No response 62 56.4
Total 110 100

The table shows that 34(70.8%) of respondents said the accident affects
their performance at work, while 14(29.2%) said that it did not affect their
performances. Out of 110 questionnaires returned, 48 attempted this
question and there was 62 multiple responses, 62 did not attempt the
question because it did not apply to them.

Table 16: Distribution of respondents on assignment in the organization

Assignment more prone to accident | Frequency Percentage
Administrative 39 35.5
Marketing 24 21.8
Cashier 25 22,7
Others 22 20.0

Total 110 100

The table shows that 39(35.5%) are administrative staffs, 24(21.8%) are
marketing, 25(22.7%) are casher, while 22(20.0%) take up other
assignment in the organization. This shows that there are more
administrative staff in the organization.

Table 17: Distribution of respondents on which assignment is more prone to job

accident

Assignment more prone to accident | Frequency Percentage
Administrative 23 20.9

Marketing 55 50.0

Cashier 24 21.8

Others 8 7.3

Total 110 100

The table shows that 23(20.9%) of the total respondents said

administrative work is prone to accident, 55(50.0%) said marketing is more
prone to accident, 24 (21.8%) said cahier work is more prone to accident,
while others 8(7.3%) said other assignment is in the organization is prone
to accident.

Provision of good healthcare is part of management tools for improving the
morale and commitment of the workers though they are not easy to
manage. The extent to which the organization is able to manage this

important tool will in no small way determine the level of performance of
the human element in it.
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Theoretical Context and Discussion of Findings

Functionalist Theory

Functionalism first emerged in ninetieth-century Europe. The French
sociologist Emile Durkheim was the most influential if the early
functionalists. The theory was developed by American sociologist such as
Talcott Parsons in the twentieth century, and it became the dominant
theoretical perspective in sociology during 1940s and 1950s.

The starting point for Parsons is that all social actions can be understood
in terms of how they help society to function effectively or not. When a
person is sick, they are unable to perform their social roles normally
Parsons argued that the best way to understand illness sociologically is
therefore to view it as a form of deviance which disturbs society’s
functioning in just the same way that crime does. Therefore, like crime
any other form of deviance, illness needed to be controlled in some way,
and the deviant helped or forced into performing their social role once
again.

This led Parsons to explore the relationship between illness and social
control.

Talcott Parsons: The Sick Role
In the social system Talcott Parsons (1951), put forward one of the most
famous concepts in the sociology of health and illness: the sick role.

Instead accepting the idea of sickness as a biological concept, Parsons
suggested that it was a social concept, so being ill meant acting in
different, deviant ways ‘to the norm. Being sick was therefore a form of
social role, with people acting in particular ways according to the culture of
society. In modern societies, this involves four elements, two of which are
rights and two of which are obligations.

The rights of the sick role

The sick person has the right to be exempted from normal social
obligations. Such as attending employment or engaging in family activities.
However, the extents to which the person can take on the sick role and
avoid normal duties depend upon the seriousness of the illness and other
people’s acceptance that they are genuinely ill. For example, employers
might reject an employee’s claim to be sick and unable to work. They may
argue that the person is merely forging illness. In cases like this, a medical
expert is called upon to decide on the validity of the claim to be sick.

The sick role is something that the person can do nothing about and for
which they should not be blamed. They therefore have the right to be
looked after by others. The sick role effectively absolves the person from
any blame for their social deviance.
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As well as the two rights, there are two related obligations:
The sick person must accept that the situation they are in is undesirable
and they should seek to get well as soon as possible.

The sick person must seek professional help and cooperate with the
medical profession to get better.

According to Parsons, the rights of the sick role are completely dependent
on the sick person undertaking these obligations-if not, their illness is not
regarded as legitimate and they are seen as unfairly appropriating the sick
role.

Much of the industrial health policies are established so as to prevent
related injuries and illness, thereby preventing employees from being
deviant as argued by Parsons because if the health policies are not put in
place or not effective when an employee incur an injury and is not treated
on time, it could lead to a long standing illness which could in turn lead to
a decrease in production as a result of absenteeism or not being able to
perform duties normally.

On one hand, an employee who is sick has the right to be exempted from
employment and employers have the right to take care of the sick employee
provided such sickness resulted from an industrial accident.

On the other hand, the sick employees are to see their situation as
undesirable and seek to get well as soon as possible because if they do not
do so their absenteeism could affect productivity seriously.

The sick employee must also report an industrial accident to the authority
in charge of health and safety at work so as to seek professional help.

Summary of findings

From the study so far, we have been able to establish the following facts. In
any organization be it public or private, the level of attainment of
organization aims and objectives depend largely on the commitment of the
human assets therein. The extent to which they are managed and
motivated determine s their readiness to put in their best. It has been
established that motivation is a continuous exercise and it should be made
so if it is to achieve the desired result.

It was also established in the course of study that Health policies can only
be meaningful if they meet needs of those it is intended to serve. These
Health policies are of different types and can best apply to different
situations. It is measures of good management if the organization can
introduce plans that will suit the generality of the workers needs so that
they can put in extra effort thereby improve productivity level.
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Provision of good healthcare is part of management tools for improving the
morale and commitment of the workers though they are not easy to
manage. The extent to which the organization is able to manage this
important tool will in no small way determine the level of performance of
the human element in it.

With particular reference to UBA Plc. Ilorin, the study has been able to
establish that the management does not attach importance to health of
workers but they concentrate on other areas of motivation especially
through money incentives. It was established that workers are alienated
from specie being i.e. they have Jettison their human characteristics for
animal characteristics. Workers are not really satisfied with the Health
policies but they hardly complain even on other issues affecting them
negatively because they are afraid of losing their job if they complain too
much. UBA plc llorin does not conduct health examination on worker
except in some rear cases. The employers on the other hand deliberately
create an artificial figure of unemployed so as to use the unemployed as a
mirror for checking the employed.

It was also established that even employees themselves live an unhealthy
lifestyle such as smoking, alcohol taking among others.

It was also found that the Health policies of the company left much to be
desired, thus there was the need for improvement if it was to serve as a
motivation.

On the effect of health policies on productivity of workers of the company,
it was the submission of most workers that poorly managed Health
policies as found in the company did not give room for enhanced
productivity. However, it was their contention that productivity level could
be better if greater attention is given to their health coupled with other
motivation policies.

Generally, about 1.2 million workers die as a result of work-related
hazards annually, with the economic consequences of the accidents
accounting for four percent of the global Gross domestic product.

Conclusion

The issue of health is central to all societies. Without adequate level of
health in a population, society cannot function. In addition, members of
organization must be healthy in order to be productive and to contribute to
society’s growth. Different organizations, however, place different
emphases on health’s importance and safety at work. However, the study
concludes (based on the results of the findings) that:

A health policy in the company is far cry from what can be regarded as
ideal. Though health examination are not frequently carried out provision
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of health care mainly on what the management wants and not what is good
for both company and the interest of workers.

The company pays a handsome package of fringe benefits, which has
shifted the attention of workers away from the inadequacies of health
policies in the company. Nevertheless, if care is not taken sooner than
later, the workers will react.

Productivity of workers is at satisfactory level but this can still be furtheg
improved upon if what is due to the workers are given to them as at when
due.

Health policies can contribute positively or negatively to workers
productivity depending on how it is managed. With particular reference to
UBA Plc. llorin, the study has been able to establish that the management
does not attach importance to health of workers but they concentrate on
other areas of motivation especially through money ingentives. It was
established that workers are alienated from specie being i.e. they have
Jettison their human characteristics for animal characteristics. Workers
are not really satisfied with the Health policies but they hardly complain
even on other issues affecting them negatively because they are afraid of
losing their job if they complain too much. UBA plc Ilorin does not conduct
health examination on worker except in some rear cases. The employers on
the other hand deliberately create an artificial figure of unemployed so as
to use the unemployed as a mirror for checking the employed.

It was also established that some of the employees themselves live an
unhealthy lifestyle such as smoking, alcohol taking among others. It was
also found that the Health policies of the company left much to be desired,
thus there was the need for improvement if it was to serve as a motivation.

On the effect of health policies on productivity of workers of the company,
it was the submission of most workers that poorly managed Health
policies as found in the company did not give room for enhanced
productivity. But it was their contention that productivity level could be
better if greater attention is given to their health coupled with other
motivation policies.
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