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Abstract

The purpose of this study is to explore the effect of recognition and career advancement on
employee job performance in Nigeria Brewery Plc in Imagbon, ljebu Ode, Ogun State.
Survey research design was adopted for the study. The target population consists of 215 staff
of Nigerian Brewery Plc. Imagbon, and sample size was 88. A structured questionnaire was
used as a research instrument in gathering the primary data used for the study. The data
collected were analyzed using mean, standard deviation and correlation analysis with the help
of Statistical Package for Social Science (SPSS version 23). The results and findings
indicated that employee recognition (r-0.759, p- 0.029) and career advancement (r-0.594, p-
0.012) have significant and positive effects on employee job performance in Nigerian
Brewery Plc Imagbon, ljebu Ode, Ogun State. The research recommends that the
management of Nigerian brewery Plc should put a measure in place to ensure retention of
younger employees that constitute the greater percentage of the brewery industry through
adequate employee recognition programmes; and that management should be fully committed
to employee flexible work schedule and provide an enabling environment for all and sundry
within the organization.

Keywords: motivation, employee recognition, career development, performance, employee
job performance
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1. Introduction

It has often been said that the most important asset of any organization through which it
achieves competitive advantage is its employees. This is true because the key element of an
organization is not a building or a set of policies and procedures; but people and their
relationships with one another. An organization exists when people interact with one another
to perform essential functions that help attain goals (Daft, 2010). The so-called workforce is
the major determinant factor of the organization performance (Kakui, and Gachunga, 2016).
For employee to be more productive in their services to the organization, the need for
motivation cannot be over-flogged. It is believed that motivated employees are more likely to
stay and help build the firm which will in turn reduce the cost of recruitment and training
(Omollo, 2015). Various research studies have shown that the success and survival of
organizations, as well as the accomplishments and performance of the organizations, are
determined by the way the workers are motivated (Aarabi, Subramaniam andAkeel, 2013;
Zirra, Mambula and Anyatonwu, 2019). Motivation in organizations is perfectly vital and
needed because it could change and improve the performance of workers in affirmative
manner. Motivation remains an internal drive to satisfy an unsatisfied need of the employees
and to achieve a certain goal within the organization (Ongalo and Tari, 2015).

One of the business organization objectives is to gain competitive advantage and to make
profit. Without the employees discharging their assigned responsibilities, the objectives of the
organizations may not be achieved easily and timely. Thus, employee performance is a
crucial determinant of organizational goals (Olajide, Okunbanjo and Adeoye, 2016). Every
organization would desire the workforce that has a good performance and this is mostly
achieved through effective motivation. An employee may be motivated through financial or
non-financial incentives. Financial incentives are the monetary benefits provided to an
employee in the form of higher pay, bonus, commission etc., Non-financial incentives are the
non-monetary benefits such as greater decision-making authority, better designation, career
advancement opportunities, job recognition, good working environment, and so on. This
research study focuses on effect of recognition and career development as motivational tools
on employee job performance.

The capability of organizations to attain greater heights and have a sustainable competitive
advantage depends greatly on the performance of their workers. In their attempt to motivate
employees to achieve high performance, organizations often placed emphasis on financial
rewards at the expense of non-financial rewards (Amoatemaa and Kyeremeh, 2016).
However, considerable basic research has shown that though financial rewards positively
reinforce performance-enhancing behaviours and satisfy employees to some extent, but for
committed employees, recognition must be given to keep them motivated, appreciated and
committed (Luthans, 2000; Danish and Usman, 2010). It is believed that employees do not
only want attractive pay and benefits, but also expect that their efforts are valued, appreciated
and treated fairly (Akafo, and Boateng, 2015). It is against these backdrops that this study
examines the effects of recognition and career advancement in relations with employee job
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performance that have not been studied in Nigeria particularly with respect to alcoholic-
beverages industry in Nigeria. Thus, the present study is an attempt to bridge this identified
gap. The objective of this study therefore is to evaluate the effect of employee recognition on
employee job performance in Nigerian Brewery Plc. and as well find-out the influence of
career development on employee job performance in Nigerian Brewery Plc.

2. Literature Review and Hypotheses Development
Concept of Employee Recognition

Employees do not only want attractive pay and benefits, but also expect that their efforts are
valued, appreciated and treated fairly (Peter and Boateng, 2015). Recognition is the timely,
informal or formal acknowledgement of a person’s or team’s behaviour, effort or business
result that supports the organization’s goals and values, and which usually is beyond normal
expectations (Harrison, 2011). It is the acknowledgement, appreciation, or approval of the
positive accomplishments or behaviours of an individual or team (Caligiuri; Lepak; and
Bonache 2010; Nelson, 2005; University of IOWA, 2009). It also encompasses praise or a
personal note of acknowledging achievements including small gestures that are important to
employees (Gostick and Elton, 2007). This recognition could be in forms of personal
recognition, achievement recognition, work performance recognition; and recognition of
dedication on the part of the workers (Brun and Dugas, 2008).

Employee recognition is regarded as important tool in promoting workers’ motivation and
organizational success (Tessemal; Ready; and Embaye, 2013). This is because workers are
likely to be motivated to improve their performance based on recognition, and are likely to be
less motivated if organization neglects their contributions (Robbins and Coulter, 2002;
Shonubi; Abdullah; Hashim; and Hamid, 2016).

Hol:Recognition has no significant effect on the job performance of employee in the
Nigerian Brewery Plc.

Concept of Career and Career Development

Career refers to series of positions occupied by an individual throughout his or her lifespan
(Robbins and Coulter, 2002). It describes the constant progress, experience and skill acquisition
of a person in a specific work field. Career development, on the other hand, is a lifetime
process through which organization’s workforce is being managed within organization or
between the organizations especially in the area of their work experience (Ikechukwu and
Paschal, 2017). According to Armstrong (2009), career development is a lifelong process
involving managing learning, work, leisure, and transitions in order to move toward a
personally determined and evolving preferred future. Rival and Sagala (2009) opined that
career development is the process of improving the ability of individual work accomplished in
order to achieve the desired career. According to Ikechukwu and Paschal (2017), career
development covers an employee’s working life which starts with staff orientation, on-job
training, experience, short courses, professional courses, post graduate degrees or diplomas.
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Ho2:Career development has no positive effect on the job performance of an employee in the
Nigerian Brewery Plc.
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Employee Job Performance

The vital resource to any organization is its workforce. They have a regular role to play which
comprises of the organization’s success which cannot be underestimated (Kakui and
Gachunga, 2016). Performance is basically what employees do or do not do on their job.
Employee job performance involves quality and quantity of output, presence at work,
accommodative and helpful nature and timeliness of output (Shahzadi, et el., 2014).
Performance can be defined as “the achievement of specific tasks measured against
predetermined or identified standards of accuracy, completeness, cost and speed” (DeCenzo
and Robbins, 2010). It is the result of work produced by employees who appear in
accordance with its role in the organization.

3. Methodology

Survey method was adopted in carrying out this study. A survey research design can be used
when a researcher seeks to observe, assess and examine many variables at a point in time.
Survey research was applied to this study as a result of the need to generate primary data to
achieve the research objectives. The survey research design is appropriate because all the
variables of the study were observed at a point in time, and research design saves cost. Also,
the survey design gives the researcher opportunity to make predictions about the relationships
between certain variables. The population of this study was made up of all the employees in
the Nigeria Brewery Plc. Imagbon, Epe Road, ljebu Ode, Ogun State with a total population
of 124 as stated in the 2015 annual report. A sample of 90 staff from Nigerian Brewery Plc.
was randomly selected. A structured questionnaire was adopted and used for data collection.
The questionnaire contained biographical, recognition, career advancement and employee job
performance questionnaires. The biographical questionnaire contained the personal
information of the respondents: sex, age range, educational qualifications, marital status,
departments, and tenure. The questionnaire consisted of items related to employee
recognition, career advancement and employee job performance questionnaires.

Two human resources specialists validated the instrument and a reliability test using
test-retest method yielded a correlation of 0.85.Questionnaires were administered to 90 staffs.
88 copies of the questionnaires were received back and thus the return percentage was
95.56%. The questionnaire was self-administered. Statistical Package for Social Sciences
(SPSS) version 23 was adopted for the analysis of the data gathered through the questionnaire.
The statistical methods consisted of descriptive (mean and standard deviation) and inferential
statistics (Linear regression).

4. Results and Discussion
Table 1 shows, the total numbers of male respondents are 70 representing 79.55%, while the

remaining 18 (20.45%) are females. Therefore, the majority of the respondents are male
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which confirms the facts that brewery jobs are considered to be more suitable for male. In
respect to the age distribution of respondents, the table indicates that 17(19.32%),
48(54.55%), 19(21.59%) and 4(4.54%) are within the age brackets of 20 — 29 years, 30 — 39
years, 40 — 49 years and 50 years & above respectively. This implies that majority of the
respondents fall within the economic active age group as in summary, a total of 84
representing 95.46% of the respondents, going by the analysis, fall within 20 — 49 years.

Furthermore, the analysis reveals that 34(38.64%) of the respondents are single, and the
remaining 54(61.36%) are married. This indicates that there are more married workers in
Nigerian Brewery Plc compared to single. The survey also revealed that among the
respondents, 8(9.09%) had completed secondary education, 42(47.73%) had NCE/ND
certificate, 26(29.54%) had HND and bachelor degrees, 8(9.09%) had master’s degree, while
4(5.45%) had professional certificates. This shows that bulk of the respondents, (77.27%) had
NCE/ND certificate & HND/Bachelor degrees. This implies that majority of the respondents
are enlightened to provide adequate response to the questions in the research instrument.

The analysis shows that, 5(5.68%) are in the cadre of middle manager, 27(30.68%) are within
the level of supervisory manager and 56(63.64%) constitute other lower positions (factory
workers) in the Nigeria Brewery Plc. The study reveals that majority of the respondents are
within the lower level management and factory workers’ positions. In analyzing the
respondents base on employment contract, the table indicates that 45(51.14%) are permanent
staff, 3(3.41%) are contract staff and the remaining 40(45.45%) are casual workers.
Furthermore, the demographic analyses of the respondents on the basis of the department
they belong were also reported in Table 1.

In addition, the study analyzed the demographic factors based on the work experience in the
alcoholic- beverage industry. Among the respondents, 56(63.64%), 27(30.68%), and 5(5.68%)
have spent 1-5, 6-10, and 11-15 years in the services of Nigerian Brewery Plc respectively.
The analysis indicates that larger percentage (94.32%), of the respondents have spent
between 1- 10 years in the service of Nigerian Brewery PIc.
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Table 1. Demographic data of the Respondents

Item Frequency Percentage(%0o)
Sex

Male 70 79.55
Female 18 20.45
Total 88 100
Age Bracket

20-29years 17 19.32
30-39years 48 54.55
40-49years 19 21.59
50years & above 4 4.54
Total 88 100
Marital Status

Single 34 38.64
Married 54 61.36
Widow (er) - -
Seperated - -
Total 88 100
Educational Qualification

SSC/WASSC/GCE O level 8 9.09
ND/NCE 46 47.73
Bachelor’s Degree/HND 26 29.54
Master Degree 8 9.09
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Professional Certificate
Total

Status

Top Management Level
Middle Management Level
Lower Management Level
Factory workers

Total

Nature of Employment
Permanent

Temporary

Contract

Casual

Total

Work Experience
1-5years

6-10years

11-15years

16-20years

Above 20years

Total

88

27

56

88

45

40

88

56

27

88

5.45

100

5.68

30.68

63.64

100

51.14

341

45.45

100

63.64

30.68

5.68

100

Source: Field survey, 2019
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From the table 2 below, the respondents agreed that they normally receive regular praise for
work done (m = 2.95), that they also receive praise for every task they perform with good
output (t = 2.97); and few, less than average of the respondents, claimed they always get
credit for job well done (m = 2.44). Furthermore, the researcher observed form the analysis
that respondents agreed that their progress are always acknowledged in Nigerian Brewery Plc
(m = 3.34); and hard-work recognized (n = 3.42). They also agreed that Nigerian brewery Plc
cares about appreciating her employees (n = 3.96). Additional respondents agreed that job
recognition boosts their morale towards increased performance (mean= 4.56); and motivates
them towards improved performance (w = 4.52).

Table 2. Response to Questions on Employee Recognition

Statement N  Mean Std. Remark
(m) Dev.

| am praised regularly for my work 88  2.95 0.74 Good
I receive praise for every task I perform with good output. 88 297 074 Good
| always get credit for job well done. 88 244 1.18 Poor
I am told that I am making progress. 88 3.34 1.17 Good
My hardwork is always recognized. 88 342 1.00 Good
My company cares about appreciating her employees. 88  3.96 1.24 Good
Job recognition boosts my morale towards increased Good
performance. 88 4.6 0.49

Job recognition motivates me towards improved performance. 88  4.52 0.50 Good
Valid N (listwise) 88

Source: SPSS Computation (2019)

From table 3 below, it could be deduced that career development enhances employees' job
performance in Nigeria brewery Plc. From the analysis, the researcher observed that the
respondents generally agreed that employees are provided with opportunities to better their
personal career in Nigerian brewery Plc (m = 4.32), that the firm has a systematic program that
identifies and develops employee skills (m = 4.03); and that the company is quick in
implementing solutions that better their skills (m = 4.45). The study's analysis equally reveals
that the respondents agreed that in-house training enhances employees' dedication to job
performance (= 4.39) in Nigerian brewery Plc; that the organization adopted new strategies
to improve employees' efficiency (m = 4.54); the employees receive regular development
through workshops (n = 3.73); and that employees' skills match their responsibilities and also
enhance their performance (w = 4.36).

Table 3. Response to Questions on Career Development

Statement N  Mean Std. Remark
(m) Dev.

The organization provides opportunities that encourage me to Good

better my services. _ N 88 451 0.50

;I';reee(rzompany provides opportunities to better my personal 88 432 0.79 Good

The firm has a systematic program that identifies and develops 88  4.03 1.06 Good

4



ISSN 2157-6068

\\ MacrOthi“k Business Management and Strategy
A Institute ™ 2022, Vol. 13, No. 1

employee skills.

The company is quick in implementing solutions that better my Good
skills 88 445 096

In house training enhances my dedication to job performance. 88  4.39 0.49 Good
My organization adopted new strategies to improve efficiency. 88 454  0.50 Good
I receive regular development through workshops. 88 373 097 Good
My skills match my responsibilities and also enhance my Good
performance. 88 436 0.48

Valid N (listwise) 88

Source: SPSS Computation (2019)

Regarding employee job performance in Nigerian brewery Plc, the respondents agreed that
their performance became higher in spite of not being recognized for past achievement (7=
2.76), they fairly agreed that their level of creativity, consistency and work performance
increase despite not been delegated to carry out leadership role (m = 2.67). The analysis
revealed that respondents agreed that their service quality are not affected despite
non-advancement of their career (n = 2.87). Further, they disagreed to continuous hard-work
and maintenance of efficiency inspite of non- acknowledgement of job well done (1 =2.26).
The respondents equally agreed that they doubled their levels of performance despite lack of
delegation of responsibility to them (m = 2.51); and that their task proficiency level increases
whenever they are rewarded for past efficient services (m = 2.65). It was also observed that
respondents agreed that quality of work helps in enhancing performance on the job (n = 4.61);
and that adequate training development programmes boost their morale, hence leads to
increase job performance (n = 4.60).

Table 4. Response to Questions on Employee Performance

Statement N  Mean Std. Remark
(m) Dev.

My performance became higher in spite of not being oo .- (5

recognized for past achievement. Good
My level of creativity, consistency and work performance 88 267 051
increase despite not been delegated to carry out leadership role. ' ' Good
My service quality is not affected despite my career that is not
advanced. 88 287 03 Poor
I still work hard and maintain my efficiency inspite of not 88 226 044
being acknowledged for job well done. ' ' Poor
I doubled my level of job performance despite 88 251 050
lack of delegation of responsibility to me. ' ' Good
My task proficiency level increases whenever | am rewarded 88 265 047
specially for past efficient services. ' ' Good
Quality of work helps in enhancing my performance on the job. 88 461 048

' ' Good
Adequate training and development programmes boost my 88 460 049
morale, hence leads to increase job performance. ' ' Good

Valid N (listwise) 88

Source: SPSS Computation (2019)
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Testing of Hypothesis and Discussion of Findings
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The result shows that the relationship between employee recognition and employee job
performance that is p-value which is 0.029 which is less than significant level (p < 0 .05) and
co-efficient (r) value is 0.759 (75.9%). It shows that HO is rejected and hence H1 is accepted.
Therefore, employee recognition has positive effect (r- 0.759, p- 0.029) on employee job
performance in Nigeria Brewery Plc. In other words, increase in employee recognition will
simultaneously increase employee job performance. The result also reveals that career
advancement has positive influence (r- 0.594, p- 0.012) on employee job performance in
Nigeria Brewery Plc. The shows that Ho is rejected and hence H1 is accepted. Therefore,
career advancement has positive effect (r- 0.594, p- 0.012) on employee job performance in
Nigeria Brewery Plc. In other words, increase in career advancement will simultaneously
increase employee job performance.

Table 5. Correlation Result

Recognition Career advancement
Employee job performance Pearson correlation 0.759 0.594
Sig. (two tailed) .029 012
N 88 88

Source: SPSS Author's Calculation
4. Discussion

Considering the result of the first hypothesis, it shows that employee recognition has positive
effect on employee job performance in Nigeria Brewery Plc. This is in line with the
conclusion of the study conducted by Baskar in 2015 on the impact of rewards and
recognition on employee motivation. The study found out significant relationship between
motivation to perform better and the recognition workers received. It was discovered that
employees put extra effort in order to achieve a reward or recognition in their company. The
result also support the study conducted by Ndungu (2017) on the effect of rewards and
recognition on employee performance in public educational institutions, it was found-out that
recognition rewards affected employees’ performance as there was a significant relationship
between recognition rewards and employee performance. The result of the second hypothesis
shows that career development has influence on the job performance of employees in
Nigerian Brewery Plc. This result is in support of the study carried- out by Ikechukwu and
Pascal, (2017) which pointed out that career development has significant influence on
employee performance. It proves that career development has significant influence on the
increase in employee performance because career development which is managed well by a
company will provide good spirit for its employees to achieve their expected careers by
increasing their motivation. In other words, the better the career development in a certain
company, the better the employee performance in the company (Mark and Nzulwa, 2018).
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5. Conclusion and Recommendations

The present study investigated effect of recognition and career advancement on employee job
performance in Nigerian Brewery Plc. The study findings enabled the researchers make
various conclusions. Firstly, the researcher concluded that employee recognition has a
significant effect on the performance of employees in Nigerian brewery Plc. The findings
established positive relationship between employee recognition and the performance of
employees in Nigerian brewery Plc. Secondly, the researcher concluded that career
development has a significant effect on the job performance of an employee in the Nigerian
Brewery Plc. The findings established positive relationship between career development and
employees' performance in Nigerian brewery Plc. The management of Nigerian brewery Plc
should put a measure in place to ensure retention of younger employee that constitutes the
greater percentage of the brewery industry through adequate employee recognition
programmes. This will invariably reduce intention to quit, commitment will be high and
performance will improve. Attention should be given to improving on giving credit for job
well done by the employees (acknowledging employees' good performance). This may
enhance dedication to work and or trigger future greater performance. Management should be
fully committed to employee career advancement (employee education in particular)
especially among lower level management staff. This will not only improve performance,
boost morale, but also helps in organization succession planning.
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