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ARSTRACT

Whin |t comes o performing intermnl environmental malvies tind diseussing employes
performunce eviluations, mangers frequently maderestimile the: negative impoct of socin]
i, 4 3 resul, e ssse hoe heen loomung over muny firms for o loag; tme fow, The sty
mainty exmined stcial Joafing ind employies” performance I Plirmaceutizal Industry in
Wigeri, emplovess' performonee was negatively sffected by socinl Joafing. The research
stidied (1) hew mature of @ak-influences smployes commitment in manuficturing sectins, ati
(1) the extent to which group sive affects employee efficlency in manuletiring idusirices:
Spmﬁulh. the sidy used o survey reseanch design, Tl Phirmaeentieal industry wis (he
turgel population und SPSS 10 analyze the resultn. To et the sody: hypotheses, multiple
regression annlysis was used, The Tuyil Pharrucentical personne| comiploted nnd asseised 178
guesthotnaites for the smdy Hescarchers used a multi-stage sempling approsel for their
intvastigation. The firet hypothesis was that the nowre of the sk and employes commutimen
fiad & significant link with a & value of 0.783 and o p-value of .05, as shown by the results of
rejerextinn anulysis, The a’-.mhnurﬂmm ihe p-vidue of 05 in the seeond hypotiesis
Hith spipst thit e size of 1he proup ies o substintial impact on employee. :Eicumny The
sniedy s concluded hat soeial loafing s o pwges impaston employes pw_ﬁ:rmm:t

Keywordis Emploves comimitinent, Employes elficiency, Emplayee performince; Group siie,

Mature of tosk, Socil Inafing,

INTRODUCTION

Tutbsee than o hiemrehicn] strsiure, today's orgemzations sre made up of individunls who work
ingether 1 achieve common guals. Organizationnl operations are inerconnected and interlaced,
eqpetully in manofaciueing Inahustries, whieh perform a suocession of ks 1o gEsure the
prisduction of the requisite qualily and quantity of items, Conseguently, from product destgn 1o

ki Wolmme |, No, 1, Jenuary-June, 022




St Lonfing d Employes Pefosmmee in e Plpnetcenticol Tnticrtee in Nigeria .0

fervice development, companies noreasingly sefy an leims and groups to get the job done,
Lewns and organizong pervade every ans of our everyduy lives ond wifect noarly every
decision we ke (Marks, 2006), '

The prrposeful refusal of same members of o group or leam to engage i and put full effort
roward the nmamment of goop geals o ks s koown a8 ~social Inafing ", Mon-deliberate
group particaation can s be understbod 1= 3 growp member's non-delibernte response 1o the
group's collective effors. The term “social [oafing” refers 1o employeek whi pul in Jess efford
because-of the nature of the uctivity, the stz of thie growp, and the group's sensie of camnraderie
A o resmlt of suefl loafing, group perfonmance may be negatively frapacted, with (asks being.
performed tate, unfirished, or of Jower cquality. This has o degntive inpact on the overnll
perlommance of the orzamization hecuuse most of the actions that contribule: (o the- overnll
grerlimatice of the group are hol adequarely camed out.

Humas respuries munsgers m Nigerian pharmaecutical induatries and emnployess, i geneenl,
iyie bectt tommerted by the phenomenn of §ocinl foafing for & long time. In deslime with 1,
i an Tesources managers in Migeria bave found po sustiimsble snlution because little research
fias heen carried oist 1o assess s causes, signa and potential solutions i i Migerian comest,

ulnrly in pharmoecutical indnstnies where smployees’ ‘ugh perfarmonee: thioigh group
sk aéconplisiument und group cobesiveness is needed for employees i be mare pradietive in
delivering the required performunce level, Sosial leaflng is o phenomenon fhst hag heen
discussed and esearched smee 1913, Though i Ls been loag examined, reeent technelogical
develuprisents offer ample opparunity for futher swdy (Scott; & Pufly, 2015; Frkotlu, &
Chafrn, 2016)

However, xocial Toafing i not detnehnble from orgamzations wilh i tnrge numiber of smployees
working together o o team in fenns of group cobesiveness because the whsence of in emmpliyes
on @ team would wlways negatively influence the performance of others and the extent of thiy

influence vary umd dopends hurgsly on the bevel of absence of cohesion displayed by all group
inemmbers

Social loafing exerts a detrimental effect At thve wiork rae of proaps and conssquently reduces
the production of the overall firm, Foar team morale is one of the most serious conscquen<ies af
scinl Jonfing n the workplace %ahmﬂmdagﬂpbﬁm‘.:ﬂmmﬂ
esentful, e st ol the team sulfirs ¢ & result. Loafing about in public aleo canveys an isbeis of
e The sodial toafers' negutive bewviour diffused throughout the team due to their
mtreating mentlity, As 8 resull. sutput and t=am performnnee suffer [n companies, social
lapiness {s 4 hindrance 1o peogress. 11 social loafing persists for o lengthy pesiod, the fiom's
advahcernent and growth slow down, Itis & waste of tme and money. As 4 resull of the

enployess! social loafing, the organtzation’s human eapital is essentia iy worthless Many
UNTBEN fournl of Himon ftedotros Managemio 161




o=z ; Salman, 4., Glewate VoA, Obafemi 4, & Batogun E G,

stuedles hove examined different factors of socinl loafing which inclade but are sot limited to
perceved =ooim] boufing anticipated lower effort, sucker effect, group cohesiveness elc., ool
fetoes of wrgenestiond! loafing which melude environment, human, fechnology, aims and
struictiornl ficions | Abear & Sammini 2017 Rosalio, Abdy, & Fasifikes 2020, This study
exununed socinl leafing vsing differear factors such as the nature of-1ask-and group size in the
pharmaceunical context as little or no study on sool doufing hos been conducted in s context
before As a result, the purpose of this research is o determine ihe impact of soclal foafing on
eniployee performance in Topl Phomumeeutical mdusery limited. The following specific
ehjectives will be examined:

i Exammine how the sainte of 8tk fillisnces emplovee commitmail, ol
(1 evaluate fhe extent to which group size sffects the efficiency of workers,

REVIEW OF LITERATURE
Socinl Loufing

Stnger. (2019 charaetovizes socinl loafing b8 "n deerense in workers' morale a8 well ns #[fori
whan workers operate collectively as against when they work alone or cooperatively”. Just as
thiv definitson lus grown from the mitfal concept of secil lonfing is an equal decrepse in
workers' individual evertion of effort when working together, e tern socinl Toafing i wlie
evalving. While one student may negloer weprovede their for pertion of the work, socind losfing
nuny be mae comples tha that (Jnssswalls, Sashitial, & Sashival 2009).

In academic ercles, the words “social fonfing,” “free-riding” o "slacking™ ure sometimes
used intershangeubly. One itspect of the phenamenn af eftor reduction I highlighted by froe-

bdinigd il wnother by Slacking: off fobsy knows s shicking) (Zhu & Wang. 2018). Non-
contribution und svoidsnce behnvior is the focus of slacking off (Aggarwil & O'Brien, 2008).

hﬁ}'mMruﬁlbtniﬂhﬁﬂmihmrpu'ﬂqmmuﬂmugmupihdum!hmﬂr
contributions they maks to that group is said 1o be "frpge-riding” (Singer, 2019), Because awanls
are disgersed equally 1 all mhmfegnﬂm-ufhmu sy benelit from the afforts of athar
members while failing fomeet thewr comminments

Sueiul lodfing & a synonym fie froe-riding in the free-riding lierature (Muiden & Perry, 2011
Swaray, 2002} Free-nding i 0 grovp dyvianmic that may fead to social loafing, scconding 1o the
rengutch on socil lnufing, E was refiered to s “dispensabli® before the phrse free-riding
waa coined (Swaray, 2012). '

The criterion variable In this sudy s social Joafimg, which 38 measured ot the mierval level,
When people laboe in groups, they wre said 1o be "social loafing™ if they put in less effort and
don’t have any personal reason to do o When working for i common goal, people paot in Tess

W2 - Volume 1. No. 1, Jimuary-fune; 2022




Siretit! Lisafing & Employee Perforanesice in thi Hmimﬂmﬂi..iu’u@w AL 0 T
effor. Working as purt of 2 group requires less effort than working atone, regurdiess of skill
level,

Messures of Social Loafing

The aature of task doaé by employees nan organimmon unid e group size formed for ceriain
|k 10 be nehicved in the organizotion are the ko meastres of social \canfing considered n this®
piudy. s 15 discugsied below

Nature of Taslk

Tor et hettier it the work they do. matmgers Teeekp thide workers grow nmd uneover their lesming.
puicinal. Emplayees who are given umore 1ough und challenging tasks huve o better chanos al
exceading (heir expectitions { Lismanep, Keraf, & Wijaya 2021}, Members of a [TOUp Are MoEe

mutivated 1o work topether whea they afe given challanging goals or tasks 1o accomplish, In
scldition, encournging workers 10 inyprave thetr current abilities by shallengi ing thein 1 leam

e cinas i 0 great way 1o lessen the risk of yacial loafing.

Employess are more lkely to self-evalae ther performuance if they are given o trget that 35
sulliciently fine-grained (o assist them in evaluating their ouiput. Additionally, Lamanepa,

Feernl, und Wijna (2021 ) elum ihi gemmmely soiivoied [mdividnwls o belicve their work is
significant are more Likely 1o work harder whon they perecive one of mere of their pecrs to be

lanfing, Social compensation i used to counteraet the bunfing of their coworkers ralher than

mrercly responding to the sowarker's loafing, Tb:gmwﬂflhrmﬂubﬂ’ﬁw tank nres

i, Sinple tusky: Thase are tasks that ate casy for employees to do within 4 ot p-uricrd. Doing
thi task takes little effort from the emnpioyees.

i Double taske: This happens when employees avg assigned (wo tsks 1o perform at i,

This type of task i usually not mupaally cxclusive from each ather.

il Single tasks! This ocours when emplioyees in s organization are mamggnied just g fagk o

perform at o time after which another may be assigned Lt

v Atmbiguous tusks: Thebe aze tusks that-are todious with no clear-cut disetion, These fasks
el ol ssunlly casy for emplayess o necomplish und maybe one of more tusks at a time.

Group Sise
Studies have demonsteated that the sunber of people in o group has & sipnificant impact o

whether ar 7iot social Jonfing occurs. Lorger workforees resulted in lower production pes
warket (Liden, Wayne, Liso, & Meuser, 2014). Loafing became increasingly consmon as the
uroup becknic larger. According 1o the noton oF secial influence, when the size of n grop
grows, the collective pressure on individuals reduces, causing them to exert less effort

URIAEN Joursl of Fluman Resparee Mandgeniens l93



g — Salint A, Olawade ¥, A Obafemi. A & Salngion E, ©

il el reseurch has found o listie between. growp size ond aciinl loafing (Liden of
al 2004)

Thera is & growing trend of & wider span of contral with organizations becoming nereasingly
“flumer’, which can Jesd 2 an incrcase i ocial losfing beouuse of the increased group sies
Auother factor contributing 10 the growth in group size is the trend of corporations moving
away from icrarchical structures und foward move teim-bised omes. As an aded benefll,
varius members of the team partivipete o numerous projects creuted by arganizutons (Hu &
Lidden 2011}, The components of group size e

i Srmall-size: This is o geoup st forrned (o ncliieve spueific tasks that need no more G 3-10
people tt sccumphish the specific sk, The task is usually liss. tedious wnd takes little time and
elfiny o comphdte.

. S mnereiveat: Thiy s o siation wheee there §8'a heed 1 add ‘more: employees to the
already number of employees that forms & group 0 acconyplish a perain task This huppens
whi the task requires mare hands and effort for fist completion. Thus, mue empluyees are
added up 70 the group. '

il Sige decsease: This tikes place Wwhen MANAZETs Of SUpCTVisors of & grop task realize the
need 1o reduce The rumber of employees that furns & group 10 achieve (e group task. This moy
e dug 1o oo lsving too many hisds on-a sk thit requires Jess hand oo effort or dus o
mamajeers tealizing that employees necded nre fow compares those on the sk,

v, Large size: This type of group vsually containg: typically mote than 10-employees nd is

always nevded Wwhen the type of sk to be done requires 4 ot af workforce, will take o long
timie 1 complete wnd the fask involyes o mﬁlnl’nﬂﬂ‘fﬁ_ﬂ;

Emploves Performance

Freple perform vwell when they are ethusiadtie about heir work and satisfied withtheir results,
secarding 1o Maharjan (2012). Everyone is: likely o encoumter B varicty ol wiexpecisd
situntions while they labor and gain experience to meet (eir Iife's goals, When it comses o
cmployes. performnee, you get what you poy for. An onginiEstion's spceess relies on the
ability af its employess to constantly improve their perfoemance and 1o develop and preserve
gy wnan poteitial Perfonmance’ vefats 12 Iwow well an erpluyee js doiog”’ Keming oo
Taeger. (19801, A compeiy's abillly w excute wicll ds 5 koy determinant of it future spgtess
anid growh, Modem beit pragtices measure (he financial success of an orginization's
enplayees in torms of financial results, new product developmenl, custamer loyalty, ansd the
quality of its emplayees' wotk (Armstrong 20L1) The meisures of employee perlormance
mnumdmlhh:u.d?munﬂw#mmﬁhmﬂmdmpw efficiency,

|94 Voleme |, Moy}, Janiary-June, 2022




Sactal Loafing & Empluyes Performance in thie Pharmaceuticol Industry: i Nigeria ...
Mewsures of Emploves Performance

Employee Commitment

Frmphoyce sommitment has been defined i vanety of wisys. Meyer, Stanley, i Parfyonove
(20121 ofler o stultidimension) delinition of employes commitment that thies hite account fis
alfective: continuution, and nermative. aspects The affective dimension of employes
commitment refers to an smotional aitachinent und Involvement with an organizasion, the
continuation commitment denotes the perceived costy of leaving on argmizution, ansd
pormative commitment refer o the felt responsibilite fe support and Temain i member of an
orgenizanon, Defimmons like the one above show that emplovess are comanitied to their
orgnnizations becsuse (hey want i serve them and help them ochieve thefr goals; thos,
amploves commitment may be definad os 1 hond between an employee-md their enployer.

Empliyee Efffciency

Eilicsenes s imeasured by outpat, which w the quantity produced gver a given time {Everand &
Hurronw:, 2001}, Emplayee effigiensy isunt employee chameteristic, which relutes (o e speed
el acurchcy of an emplives ab (he jods gk The ‘eoncept relites 1o emplovee productivity,
which provides that tlie more efficient an employes is, the more productive they will be 1f well-
managed {Fandom, 2017}, Inyvariably, empleyee efficiency is o commplex meusurshle pamimeter
that characterizes an output prosduced by the cfforts-and by schievéments of an amployee
| FaskManngementGuide, 2018

Social Loafing snd Employee Performance

The tendency 16 Ut mtﬂq-nﬁunmmmﬁwmtnnmpﬁmmm
il ar ifspendenty when surrinded by othest Is knowm

uE "wpew] lonfing! (Singer 2019}, This definmtion, however, comains o congepiual [laws,
Bocause the definition deesn't distinguish hmrmﬂ:lnu of one's motivatios owing to the
intentional reduetion i efort for cotrdination eid collabaration with sther group members and
ancigl looling. this.te the fire reason why the definition 1 Sewed, In order io keep up with their
less-chan-stellar gownrkers, this porson mity devide to put in o lawer fevel of effoel than they
atlerwise would It could be s rellection of ane's ability and skillfulness in werking with the
rest of the group b eeduee effort (Lumaneps, Kenf, & Pasilos 2021), Employee performince
Tas a-direct impact on the sucvess of an prgealzation. In order 1o be effective, an organization’s

it eapitl shust be continuously developed angd mndnisiied By the drganization's memberd
ilhaiiselven T addition e Keming and Joeger (19903, the effectiveness of o company s
measumed by it "orgenigational performance;” All organreations can be judged on thelr obility
by e fue wt il level, As o result of cemnt best practices, orgatzations may now ek
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ileir success i terms of their fnaocial performatice, produst insovation, custamer loyalty, and
cmployes productiviry | Ammstrong 2011).

Researeh Hypatheses

eis study ik secks 1o examine the effet und relatioaship of the following coujectures:

Hof - Emploves commitment tv anaffected by the naure of dhis ik

Hu2: Emplayes efficiancy it unaffected by the size of e grawp they ure workin s
Theoretical Review

The Sbcial Imphet Theary (SIT) nims to cxplum how people’s interugtions with oshers impact
their behuvior, Attitudes, and beliets (Cinldini and Coldstein, 2004, Ciakdin and Trost, 1998),

When discussing social influence, talks sboat processes that fanctien nt the interpersonal,
group, or socio-cultisral level und have an effect o penple's beliefs, judgments, snd ohservable
hehiviors i both i subconscious and conscious way (Tumer, 1991), "Norms,” "compleance.”
and "eonforminy™ are all subtypes of socinl influence {Claldini mnd Croldstein, 2004). Emplayes
at group member heligvise can be nffected by social influence in one of (wo weys! gither they
lare around oF they become cagaged. In conyeguence, this hus un impact oo bath the individial

and enllective perfarinance of empluyess,

Empirieal Review

Abcst and Samani (2017 studied factors affecting the phenomenon of crganizational luafing.
otganizational Joafing including environmen, human, technology, mims opd stracture wis
collected. Adter designing the model, e fiting, 15 well s oditing questionimine, Wers
mansyired. This resesreh which i3 bath amntiltive and qualitative designed the fingd model.
130 employees of the Minsy of Communications and Information Technology wore
sndomly selected ne the sample of the study. Statistieal arlywis of Tessarch dute wisi
performed with the help of i strugtaral equation. [ so doing. i questionnaiee, whose yalidity
und refiability with Cronbach's ulpha equal fo-834% was confinmed, was utilized 0 eollect daty,
And afier confirmatian of noral distribution of diia with the belp of Smart PLS sofiware and

approved. The findings of the resyhs showed that the must influentfal factor aflecting
orgunization Jofing is sganization envimnmeni, followed by other indexes including aims,
structure, iind hismsan Factors and technalogy. So, the study concluded tha the managers were 1o
wrn to fhe okt impostit indicators nffecting organizational loafing such as sinthsfaction,
cammitment and vrgamzanonal caltore to achieve efficient orgmmzational loafing managensent.

»
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Roben | 2020) eximsned Behivior-Cantput - Control Thisary, Trust and Social Loafing in Virtn
L e LIS, Thie goal of this sludy wits fo eximine the impact of controd and toust oo
social loafing in vielual teams. To accomplish this, it proposed und empirically testod i mulfi-
lewel research model that explaing the relinticnsitips among team cantrals, tust, social loafing,
and lewm performines. It tested the model with 272 information technelegy emplovess in 39
virtunl teams. Findings indicate that control ind trust reduce soeisl Inafing separely and ulso
Juinily, 11 was therstore: concludad that contml and trist significantly affcer sasial ToaGng
sepurutsly and also jointly:
Zhung, Ly Mo, Zhange, and Fou (2021) lecked b bow o allevinle socinl loafing in online
brand communities: The soles of commimnity support tnd commitment. To examine the effisot
af commueity support and commitment (o social Toafing (51.) 10 online business communitics
{OBCs), this paper cellected data from 274 members of UBCs and applicd the PLS-SEM
approach to estinete the conceptual model The findings indicate that (1) Community supporl
positively influences three  dimetsions of community commiitment, (2} Commumity
enmmitmenl plays o mediating rale betwaen commundty support and 5L, and diffiren
commdtment paths. have: differen) effects on 8L Affective comemitment is found negatively 1o
influence S1 und normative commitment pogitively influsnces it, but continunnce sormmi ment
is ot finmd 0 exent an influence, (3) Membership length only moderatey the relutioniship
beswen nammutive commitment and ST This siedy not enly examines the medinting rele of
sty eommitinent bebvesn community suppert and 8L, by also asalvees differont
elfects of the theee dimessions of camaneity commitment on SL thus previding key points of
guddance tor elleviationg SL in OBCe. [ concluded that comniyaity Support med commitment ke
mijer fastors 1o sonsider i determimng socil loufing und online business cormimunities

METHODOLOGY

The survey research destgn wis employed in this study because it i w formal nod sruemural
doaign dmt bwolves the collection of information from people sampled who are the seff of
Tuwil Phimmmecutical Tndustry Limited. Toyil Pharmaceatical industry’ is 8 compay which
proiices products wwh s dogs md ether medications. A soeowred. questionmite wiis
phugared and delivered W Tuyil Mlaomaceuseal wdustries limited employess whi purticipared
i she stody to collect the relevunt primary data, Section A and Section B mude up the bulk of
the servey. Those who took (he survey were asked to provide their demographic dosasin Section
A A Sepoint Likest Scale was uwsed t collect respanses from participants in Sextion B, and the
duta were then tilied, The ressurcher used a Likent Scale 1o muke it casicr to compure replies
amony difTerent staff who responded, Avcording 1o Ghenga {2022}, te administrtion manager
of Tuyil Pharmaceutical industries limited, Herin has.a population of 400 employess (2022,
Mulii-stape swmpling wos - ised. As o mdtﬂuﬂmﬁudmpiinglnhm:pn wid used 1)

UNIBEN Journal of Hemmn Resmires Manugenent 187




= s Ry, A, Clwwale T AL Obafemi, A, & Bafogun £ Q.

divade the population into thres st (top, medium, snd lower) dependimg on their positions in
the industry. Then, sirple random selectinn was used 1o select respondents from each sirata.
st Tatre Y aseana's { 96T ) sampie size determinaion, the number of participuns in the study

wits 200 cmployees of Tuyil Phurmaceuticel Industries Limited. Two bundred {200)
questivmses which were validated by leciurers aid expens in business idiminizration ornd
wanagement and yielded 2 Cronbach alpha retiability result of 0.84 were disiobyied o
employees, and one bundred and seventy-cight (17%) of thoss questionmaires were camectly

commpletisd and returmed, Muliiple linear negression was used o test the hypatheses produted for

it study with the lelp of the Stutistical package for social seiences version I3.
RESULTS AND DISCUSSIONS
Demographic Data of the Respandenis
Table I: Respondonts' demagraphics

Gender of Respondents
- Walid Cumiilutive
ooy, || Fasont Percent Pereenl
Walid | Male il N .3 573 |
| Fomale o 4T 417 16K,
Tertal 178 L0008 a0 1
Apy of Hespondents
Valid Cuimulative
Frequenoy Perezit Percent Prrosnt
" Nald 15-23 Years fi4 A 360 6.0
© | D633 Yeurs 54 03 ina G,
3441 Ve Al 215 23:5 HE.X
4249 Yenns 14 T.9 19 Sl
0 Yeaus and :
Il 1] 14 34 oo |
Toal e 104380 oo
Marltal Seatus of Respondenis -
: Vatid Cumulative
Frequency Pereant Weeiant Perseal
Yalid | Single #9 S0 S04 50.0
Marmies) T8 414 4% [ER
Dirvireed 11 62 &.d 100
Total |78 1iHp.0 100 )
) Highest Educational Qualification of ndenis
: e
Frejguescy | Perceat : i Eurrmlp o
Yalid | QNDMCE 54 0.3 3 a0.3
1% Nolume 1, Mo, 1, Januacy-Tuna, zniz
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BSeHND 106 396 a1y [
M S MBA & 10,1 101 LD
Towl 174 100 10

The whave mivle shows (he respontents’ demographic data, $7.3% of the respondents wers male

while uliers were female. The arganteution hay more smployees within he age ruge of 18-33
wers than any nther caeganies of age due 1o ns high percenbige of 66.3%. Alsn, mast of the
plovess 10 (e oranizntion are vingle a the muber of single conployees reeorded from the
dute collected wre 8% with 500 Lastly, 106 of the respondents feprescnting 54,64 are
B.5c/HND holders,

Test of Hypotheses:

Hypotheses onet Nature of ek does not hive any significan influsnce on emplayse
COTIHLI e,

Tahle 3: Model Stmmary

Model R RSquwre | Adjusted R Square | O EROrofthe
i BES el TE3 1 8401

& Predictors: (Consiant), Ambiguous task, Double task, Single task, Simple task

“The result chows the 17 which s the coefficien) of deterimination gives appremimately TH 3%,
Tlhis isiplies that TR3% of employes commitment {dependent variabla) is wifectod by nuiure of
tak {idliepenadent varishle) white the renminmeg, percentoge of the emphoyes. commitment by
emploves sy be affected mnd determiried by other unexplained factars. Also, the I squiare
aidpusted which 15 the level of correlation beiween the two variables i.c. employee commiment
and patuse of task shows 783 which indicate that there-is high degree of comelation hetween
the varinbles, This implies thot nature of task a5 & proky of social lnafing s pesitively reluted o
emploves coanmitment in Toyil,
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Tuhle 3: ANOFA"
Sum ol )
Model 'Sg.um D Pelean Heouase F Sig
1 Regression T 238 4 47560 l404.558 | o000
Residunl 5554 173 034
Total 196,007 Frt

i, Dependent Visgable: Emploves commifment
I Predictors: (Constant), Andvignmis task, Dooble uesk, Sinele task, Simple sk

The F-satistics shown from the ANDVA whle s ngnificant since the ANDVA sigmificance af
G015 leks than e atphn level of 05, thus the resoll is achieved. Also, the repression sum of
square of 190.230 ia groater than residusl sem of sguare of $R5K, this farther show: the
signilicance of the oversll moded therefore the proxies which ore ambignous sk, double task,
single fask, us well as siniple fask ase major deterndnant of faclers alfecting emploves
commutrient in Tuyil. F

Table 4: Coefffctenty’
Maodel Coeffivients Coefficients T Sig.
H St Eamer et

1 | Constan) 223 080 TTIE | 00D
Simple tusk 12%] A1 257 2184 30
Trouhie task! A6l (62 40 23R i
Single msk 262 A2i3 273 2353 021
Amibigous task 286 050 326 Ll I

1, Bependent Virinhle: Emploves commitment

Thar esperfTiesent of individual imdependent varisble dicated thut simple taek { 257), douhle task
1140, sngle task (273}, and ambiguons msk {326) 8l bave G effoct respectively is proxies
ol rtiute of bask. an emplisyee commibmient: In uddition, the (probability) snd t-satision value
of simple sk (.030) and 2. 189, double tsk 01 1) ond 2982, single sk (021 end 2323 85
wiell s ambygeous sk (00 md 5,706 furher sugeest that the relationship bejween simple
sk, double task, single 1ask, smbiguous task and employee commitment by emiployecs i
significant sthee alpha lével ol 005 15 prester than the pvaluss of 0030, 0011, 0.021 and
(.00, The conclusion thevefore i that simple thsk, double task sngle msk, and ambigocus
tagk Fitve inflicnce on employes commitiment in Tayil

Thieretors; since BT of TH3% iz positive s the ANOVA significunce’ of 000 is loss than p-
vatwe ol 05, therefore, the null hyputhesis which state: thot “Nature of sk decs not kave any
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sigmificant iiluenze on the employes commitment in Tuyil" is not tccepted: and the alternate
hyrpthesin B3 pccepad.

Hypoiheses twa: Group size hasno-significant o Mect on employees? efficiency,
Tubile 52 Model Sumimary

: St Errorof the
Madel i R Seuare Adjusted K Square Estimate
1 H93 T98 747 13910

4, Preadiceors: (Constant), Livge i, Small size, Siee nerement, Size decronss

The sl shows the B which is the coelficient of detérmination gives approximately 79 8%,
Thiis tinplies thit 79:8% of emploves officiency’ (dependesl variable] is affected by LT siee
(independent varable) while the remaining percentuge of the emplayes efficiency muy b
affected and determivied by other unexplrined fastors, Also, the R square adjusted which is the
level of corelation between the twu virinbles Le. smployes efficieney and group size shiws
797 which indicates thal there is high degree of comrelatinn between the varishics This fmpliss
that growp sies s & proxy of social lafing is positively relnied to employes efficiency,

Tulde iz ANG A"

Misded Sum of Sgunres o Mean Square: F Sig,
I Hegession 223377 4 ssgad | 286197 | oot
Reesicial 3.347 173 a9
Total 236,735 177

8 Pependent Varighle: Employee cificiancy
b Predicters; (Constanty, Large size, Smaoll 5ize, Siee merement, Stee decreass

The Festatstics shown from the ANOVA wlble & sipnificant since the ANOVA signifounce of
AN s less than the alpha Jevel of 05, (hus the remll s uchieved. Alzo, the regrossion s of
sguate of 225377 i grisiier thun residial sum of aquare of 3347, this furiher show the
significanec of the overnll moded Mierelore the progies which dre shal] sike, size inererment,
size decrese, a5 well de hirge slac are mgor determinant of facsors affecting employer
elficiency. b
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Tubie 7 Cosfficients
Unsipdardized Standordized
Meondel Coeflicients LaelTicients i Sig.
B Sl Error Beta
i {Comgtam) =116 043 -2.72% 07
Somll size 450} 7 44 FLERTE S A00
Size increment 20 M6 211 4.51] Ay
Sise decrense Al 066 Al 6336 | 000
l.-a:E: Lires =085 33 = {18 1254 125
&, Dependent Variahle: Employer efficiency
Suurce: SPSS Outpat, 2023

The coefficieit of [ndividun] ndep:nduu vatiable mdicated thar small ste (449), e
increment (221); sre deersage {4 19), snd firge size (-088) all hove niodernte, fuir, modernte
imd fiir affeet respectively as proxics ufgrwp siceon cmployee efficiency, In addition, the
{prehibility) und |-statistica value of small stz (O06) and 10,099, stze increment {000 and
L5001 st dereuie {00 und 6,336 as well a8 large size { 025) nnd -2,354 further siagment (el
the relutionship berween mmall size, size increment, sige decrease, lnrpe sz nwd employves
efficiency (s significanl since alpha level of (0,05 is greater than the p-walues of 1L000, K000,
0000 wed 0,025, The conclusing therefore is that smbll siee, stze dncrement, size degrease, and
large wize have influence on employee efficiency. Since R of 79.8% is positive and (he
ANCVA signidficance of 000 {5 Jess than p-value of 08, therefors, the sl hypothests which
states that "Giroup sise bas no significent elfect on employees* elficiency™ is not sccepled and
The altermate hypothesis is aecepted.

Discussion of Researeh Findings

The result of the-study confirmed thar nasure of task such o5 ambimens task double sk:
single tash and simple mek hove gignificont impset on emplives commitnment, The study dlso
confirmed thul group size has significaist impist on employes efficiency,

The :lmn]ysm of The first objective vevislid thil nature of task such s ambigaous tsk; double

tusk, single task and simple task have (mpsct on employee comminment, 1| wos ohseresd from
the finding that the narre of msk can fnfluence the employes commitment specifically the
empluyees of Tuyil phanmaceutical fndustry, From: the study, 1 was: demonstented . (hat
employee commitment was affected hy 78,3% of nature of fask while other unexplained factors
sveoumd for the eormnining percentape. Thi, nature of sk is significomtly significai 1o
emplaress” employes commitment st Tuwil. This implies tha the empiover commitment-of an
studsv il dmplayee i determmed by the sk ey perform. This imukes employoes o redyce
benmng it frez nder when smplovees ate paid based on their performunee,
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The umljrm af secomd ebjective nlsp demonsrnes thay emploves efficiency i influeneed by
group size. The p-values of proxy give 0000 which is less thun the alphs level of 0,05 which
innplics thar fhe smoll sice, size increment, size docresse, and luge st is o proxy of goup siee
determunes: employee eificioncy, Thus, group siwe e sigificant to employes efficiency, This
inplies that empluyees are more efficient at work when they are paired with groups, This
makes smpinyees learn and develop nevw slalls snd competencies, uned wse it 6 wosk i gther o
be Gaster and efficient,

CONCLUSIHON AND RECOMMENDATIONS

Given the various datn collected through the use of questionmire: on social |oafing mnd
cinployee performinee, natire of task should be given congideration when diseudsing fectons
nifecting employes commyitment. Simple Tk, double tusk, ambiguous ek, snd r]ngl: sk e
significant in order fo manimze employes commirmens. However, there are alig proxies of
rnbre: ol task being tedious fasks and lechiienl tasks and g0 on It i therefire impartant to
renlize that watire u{luﬁd&mldnnthchmﬂadlﬂﬁnerbmmlm.bﬂﬂmnthmﬁm:ﬁhudg
tor manture-of sk, When Tuyil pharmicy considers: the nnmure of fask before sssigming group
membiers, eiplapees with best fit in for each job ure ussigned and thus make such employee
mure committed and perform betler an the job. Thorefore, this study concludes that natire of
sk has o sirong pasinve mfluence on employes commitment. This ks supportad by Hu and
Liden™s (2ULLY conclusion thig employees that are competens and-ffisacious oo any nature of
Liak sre cotmnlied and acts Yo enbnnee performanse.

Adga, group sioe Had 2 significant influcnce on employes efficiency, Growp size such as smmll
size, size increment, size decreuse, and large size are important factors affecting the employeey
efficiency. When employees are grouped following the work requirement of the job, this
eliminates workloads on empleyess and also eliminares free-riding from ather penbers of the
group tug 1o {idleness a8 o reault of large proup members facing & minimal fask, Therefore, this
study eoneludes that group size significantly imlusnces cmployesy efficiency positively. Tins
i supporied.by Liden, Wayne, Liko, and Menser (2014) conchusion that moup size indeed s
been sl to selate o individunl employee performance in terms of efficiency.

The gverall conclusion from the study of st back und et ofhers do the work; & study of
employes performunce thrsugh soctal loafing In Nigerias phanmaceutical Ansdustry 4a ihat
ampiloyes et formunce s majorly enhanced by cirbing social Joafing ainongst employess in
orgatuzitiins: Thus, resiioting employvees: from iming back wnd watching their fellow
emplayees da their work for them. -

This study examined nature of tasks sad group size in the pharmaceutical industry by studying
employee performance through seeml loofing. Therefore, mamapers whe: want 10 increuse the
level uf their employess! perfirmance o aehicve (mproved organizational performance and
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utpanleational goals while minimizing time feme, worklond, free: riding and employes
idieness; and benefiting from employees’ commitment and efficiency should itroduce and
impletnent such socal Joafing techriques: ke wirk-tudy on the nature of the oiganization
st m the form of ambiguogs sk, simple wsk, double uskand single sk as 1 significantly
Influence employee's commitmant positively and work-study on group size in the form of large
stze, small size, size incrament, and size decrease as it significantly inflummoes atrpliyes's
elficiency positively.

A eruvial nssessment of the impact of social loafing en enployess’ performance with a
partieular referencs: o Tuyil Bhommeeoncal indussry in florin, K atale was made. aid
berelugions were reactsed, In view of the ﬂrdh:gm abwrye, the follawing recommendariong
Were suigented

& Tuyil pharmaceutical manigement and other veganizations should examine the noture of
tusk done in thele arganication wnd break tasks inlo smaller aml well-defined groups that
will help 10 enhance employes commitinent. This will muke most ¢mployvees participate i,
group msks-especially (hose mssirmed in variouws department and olse make then not it axd
Lok ofivers perform the tk for {hem.

o Tuyil pharmsceutical industry management sind other orgunizations should casure ihe
ﬂnﬂ:undmmwmuwmmmmmmmmmﬂm
are efficient an their job and muke their overal| performanee betrer. The need {or mcreasing
thee group bize or decreasing it should also be looked tto o surh employees feam relying
on others’ effor in the roup; thus; restricting group membiers fram sting wnd looking at
uthers perform the b,
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