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Abstract

il rising labour mobiliny, the psychology, attitudes, and behaviouwrs of new
emplovees attracisignificant attention in organizational development. New
emplovees, including fresh graduates and those changing careers, regularly face
challenges such as vagueness in the organizational environment, team adaptability, and
cxpectation deviarions. This study examined the effect of socialization on employee
rroducnvine in the Nigerian pharmaceutical industry, focusing on (i) the effect of
D -.';f'.'o.';‘::f:;“ [well-being on emplovees' productivity and (ii) impact of cultural values on
cminlovees' productivine. A crass-sectional swivey research design was adopted, utilizing
bot: primary and secondary dara sources. A 7-point Likert scale structured questionnaire
was used, with a reliabiline test vielding a Cronbach's Alpha coefficient of 71.2. From a
_."-;‘-_:‘*..'.:-':'on of 433 staff ar Twvil Pharmaceutical Industry, a sample size of 205 was
derermined using Krejcic and Morgan (1970), and 197 questionnaires were duly filled. Data
were analvsed using mudiiple regression analysis. The findings for objective one revealed a
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gnificant effect of psye Lo/omc alwell- being on emplovees' productivity, with an R of 0.426
,.;: 595). an F-statistic 0/326.347, abetavalue of 0.319, at-value of 1.239, and a significant
pvalue of 0.000. Objective nvo showed a positive and significant impact of cultvral values

<

on employees' productivity, with a correlation coefficient (r) of 0.749, an R* of 0.561
(36.195). a beta value of 0.442, and a significant level of 0.000. The study concludes the
ﬁ ortance of prioritizing employees' mental health, job satisfaction, and overall well-being

maximize productiviry. It also highlights fostering a culture of respect for diversity and
.‘=' “lusion to enhance synergy and teanwork. Recommendations include prioritizing
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-mplovees' psychological well-being and managing cultural valies to boost productivity.
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INTRODUCTION

Employee productivity is a critical determinant of an organization's overall performance and
success. Within the pharmaceutical industry in Nigeria, this productivity is influenced by
various factors, including employee satisfaction, psychological well-being, and
socialization processes within the organization. Despite the eagerness ol employees to work
hard and support organizational goals, productivity can be severely impaired by negative
atitudes and a lack of understanding of the motivations, emotions, and cultural backgrounds
of the workforce. Hence, it aims to cxamine the effect of socialization on employee
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roducli"ity n the.Nigeriqn pharmaceutical industry, highlighting the importance of
Undcrstﬂ“dmg and u_ncgratmg cmployecs' psych.ological and cultural dimensions into
Orgamzational practices. The phamlace}ltlcal industry in Nigeria faces numerous
challenges, from stringent regulatory environments to intense competition and resource
constraints. Amid thﬁ.zse challenges, one criticgl yet often overlooked aspect is the
psychological well-being of employees. When organizations disregard the psychological
needs and cultural values of their employees, it can result in a decline in productﬂfity.
Employees are bchevcd_ to possess a unique psychological mind-set comprising their
feclings. Lhought_s, experiences, a_nc! mo_od. However, many employecs in this sector often
harbour a negative and pessimistic view of their organizafions, leading to decreased
producli\'if}'— Addl_llonqlly. the denial of cultural backgrounds and values, along with the
rejection of diversity, further c_:xac:crbates the issue, creating divisions based on individual
similaritics rather than organizational goals. This breeds animosity, greed, and discord

ultimately weakening employee productivity. Understanding the adaptation ofindividuals:
lo organizational duties and activities from the perspectives of personality, interests, and
emotions is crucial for enhancing human resource productivity. Effective socialization
processes can signi_ﬁcantly boost employees' motivation, sense of responsibility, and
enthusiasm for their work, thereby directly and indirectly enhancing organizational

productivity. Manag-crs, thcreforc,'place a significant emphasis on assessing and improving

productivity for various reasons, including enhancing performance, setting priorities, and

making informed decisions (Cohen, 2020).

In the context of declining employee productivity, the psychology, attitudes, and behaviours
ofemployees have gained substantial attention in socialization research. Employees may not
fully appreciate the organizational climate, team adaptability, or expected variations (Chiu,
2019). Hence, organizational socialization strategies, such as promptly understanding
employces' psychological well-being and cultural values, are critical for helping new
employées adjust to their work environment. Socialization is a vital process that aids
employees in understanding corporate goals, behavioural standards, and responsibilities. It
helps new employees become insiders by providing learning opportunities, thus making a
substantial contribution to increasing employee productivity (O'Connor, 2020). Despite the
importance of productivity in ensuring organizational stability and compctitive advantage,
the impact of socialization on productivity often reccives less attention compared to its
effects on organizational and public cultures. Some perspectives view socialization and
personnel training merely as means to acclimate new hires to the workplace. However, the
dynamic nature of modern jobs, where employces frequently change roles, departments, or
organizations, necessitates continuous adaptation to new responsibilities and environments.
Socialization, therefore, involves developing new attitudes, values, and competencics that
help employees fulfill their new tasks effectively (Adler, 2020).

Given these complexities, productivity and efforts (o enhance it remain paramoum_for
today's management units, particularly in human resources. Productivity serves as a magical
tool that ensures the existence, stability, and competitive edge of businesses. Thus, this study
secks to explore the role of socialization in enhancing employcc productivity wi!hin the
Nigerian pharmaceutical industry. By understanding and integrating the psychologlcal and
cultural dimensions of employees into organizational practices, companies can foster amorc
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However, the research hypotheses were formulated

I Psychological well-beings have no significant effecton employees' productivity
2 Cultural value has no significant impact on employees' productivity
LITERATURE REVIEW

Overview of Socialization

Socialization is a fundamental process through which individuals learn and internalize the
values, belgefs, norms, and behaviours necessary for functioning in a particular society. It
shapes our identity, influences our actions, besides, 'plays acrucialrole in the developme }; f
so_cm'xl skills. The process of socialization occurs throughout the lifespan frop ; '?
childhood to adulthood, and involves numerous agents, including familyp pe,ers ?éhi?)llsy
gzc:;agi?f religious 1crilst1tut1_ons. One of the primary agents of socializati;n 1s tﬁe familyﬁ
iy é)rzrcetx_i](t; z;n incg;zilc\;er: te(?}f'lll (;:'hlldren the basic norms and values of their culture.
interpersonal skills. For example, throtighspasrzrrllstZl :Lfidsziig, erk?(l)ctilonal v aFd
norms, and moral values. The family also providz th itial rel.lleam'!anguage, i
children experience love, discipline, and ' g lr‘utlal Socla evironment e
A social roles, which are critical for their overall
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Effect of Socialization on Employee Productiviry

inthe Nigerian Pharmacculicul Industry
., attitudes, and behaviours. Media exposure can influence bod
cultural norms. For example, media representations of suce
on impact self-csteem zmd aspirations. However, media can also pe ¢
< and contribute to .thc. d.lsscmination of misinformation, Rcligiomlls iE dtafior,
| role in socializing individuals into a community of shared beliefs
an influence moral development, ethical behaviour, I

achings often provide guidelines for person
ommunity involvement. For many individuals
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and practices,
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Catically, socialization is not a uniform process and can vary significantly based on factors

. . ltural diversity means
(hat the norms and values imparted through socialization differ across societics. Moreover

individuals may c;perience resocializat.ion, .whore they adopt new norms and behaviours
que to significant life changes, such as migration, career shifts, or joining new social groups.
Socialization is the process through which a person learns and adjusts to fit into an
oreanizational role that meets their demands as well as those of the organization. A person's
iransition into a new or changing function within an organization is a dynamic process. It
involves systematic process of teaching people how to function as productive members of a
society isknown as socialization. More so, it explains how people acquire to understand new
things and conform to societal norms and expectations, as well as to embrace and recognize
theideals of society. However, it isa sociological process that happens through socializing; it
is not the same as socializing (interacting with people, like family, friends, and co-workers)
(Berry, 2020). In overall, socialization is a multifaceted and lifelong process essential for
individual development and social integration. It involves various agents that collectively
shape our identities, behaviors, and societal roles. While socialization fosters social
cohesion and continuity, it also allows for individual differences and cultural diversity,
highlighting the dynamic interplay between the individual and society.

Psychological well-b eing

Description a person's mental, emotional, and social health is considered as psychological
well-being. It is a wide notion that includes many facets of human existence, such as social
cueraction, self-esteem, personal development and happiness (Aatbs, 2023). Numerous
ijic{t}?rs’ including as heredity, the environment, and life .experiences—such as connections
bs Cth;ml']y and peers, education, work, and physical hea.lth——have an impact on
m:na oeoglcal well-being. People who are in virtuous psychpsoc;al health are l.)etlt:e'r ‘?)t())lf 9t)o
Onvgrszresg, keep up good relationships, and l.ead satisfying lives (L_vgboniursf}.a(_{vcrs(;
conseqUeny’ m.adcqu_ﬁte psychosocial well-being can result in a range (l)health e
contripyyte ies’ mcl_udmg: bodily health problems: chronic stress'and poor ’nwga ; immu;w
etion Leo physical hc;alth problems like heart discase, obesity, a.nd wea f'm;itdiﬂ‘lcult
to perfoﬁn Sselrp roductivity: people with poor psychosocm} well-being ma}I;llltl 1 b
€ople withwc L at work or to be' motivated to pursue their career goals. Ma z \;rith e
em()ti()nal dip oor pSYCh_osocial well-being may turn to drugs or alcohol to cop
stress, leadin g to addiction and other ncgative consequences.
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continue to be vital to society. Each culture has its own distinct set_of values that direct ik
members' behavior and interactions and aid in their comprehension of their immedjq,

surroundings. (Hofstede, 2019).
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Socialization Effect on Employee Productivity

Socialization impacts employee productivity through severa_l mechanisms: Knowledge
Acquisition: Effective socialization insist that employees acquire the necessary knowledge

to perform their tasks efficiently. This includes understanding standard operating
procedures, safety protocols, and regulatory requirements, which are critical in the
ledge reduces errors and enhances the quality of

pharmaceutical industry. Adequate know
work, leading to increased productivity. Skill Development: Through formal training and

informal interactions, employees develop the technical and interpersonal skills required for
their roles. In the pharmaceutical industry, where precision and collaboration are essential,
well-developed skills directly contribute to higher productivity. Behavioral Adaptation:
Socialization helps employees adapt their behaviors to align with organizational
expectations. This includes adopting appropriate work habits, communication styles, and
teamwork practices. Behavioral adaptation fosters a collaborative and efficient work
environment, which is crucial for productivity in the pharmaceutical industry. Job
Satisfaction and Commitment: Employees who undergo effective socialization are more
likely to experience job satisfaction and commitment to the organization. Satisfied and
committed employees are motivated to perform well, exhibit lower : absenteeism, and are less
likely to leave the organization, all of which positively impact productivity.

Despite the potential benefits, the Nigerian pharmaceutical industry faces several challenges
in employee socialization: Inadequate Training Programs: Many pharmaceutical companies
in _ngerla_ Iggk comprehensive training programs, leading to insufficient knowledge an

skill acquisition among employees. This gap hampers ;roductivity as employees maY
lslt_ruhgg_z,le to meet industry standards. High Turnover Rates: The industry often experiences
beresourcedntencive Scfl‘l’:gmlugl}ﬂy invest in socialization efforts for new hires, which €2
achieving effective sécializartzilo lgerslty; Nigeria's qultural diversity can pose challeng 12
varyiag expectaions & intz lPmtplgyees from dlffgrer!t cultural backgrounds may h‘:;]' .
e rpretations of organizational norms, complicating
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Effect o f Socialization on Employce Productivity in the Nigerian I'Imrmacrulical Industry

output with less input.
ivotal role in integrqling new cmploycc; illlfO.thC organiz
.o to Akinbode and Afolabi (2014), effective socialization Programs in the Nigerian
ccording X ] industry significantly enhance cmployees' understanding of organizational
harmaceutica and expected behaviors. This understanding is crucig] for employees to align
norms, \:alues.-'ml organizational goals, thereby improving their productivity. Akinbode ang
thelr ac.t10;181\l) utili:zed a mixed-method approach, combining surveys and interviews, to
Afolabi, (2 well-structured onboarding programs reduce the time required for new
reveal thﬂtto reach optimal productivity levels. Job satisfaction is a critical determinant of
emPlOYfeS roductivity, and effective socialization can significantly enhance job
employec 0 pA study by Okoro and Emecheta (2017) focused on pharmaceutical companies
.Sansmnol\{iac‘ria. and found that employees who underwent comprehensive socialization
m_ Loaiglss l-ep:orted higher job satisfaction. This satisfaction, in turn, translated into higher
plogfwtivity and lower turnover rates. The study employed quantitative methods, using
gszstionnail‘es to gather data‘from 200 employees across five pharmaceutical firms. The
findings underscored the importance of mentorship and continuous professional

development as key components of the socialization process that contribute to job
satisfaction and productivity.

ational culture,
l( plays a p

commitment to their organizations. The stud
modeling (SEM) to analyze data from 300 emplo
demonstrated a positive correlation between

commitment. Higher commitment levels were
committed employees are more likely to go
development and competence are directly link
Adamu, Garba, and Mohammed (2020) highlig
employees' skills and competencies. Through a
ollowed a cohort of new employees in a major
Years. They found that those who particip

Yy, which employed structural equation
yees in the Nigerian pharmaceutical sector,
socialization practices and organizational
associated with increased productivity, as

above and beyond in their roles. Skill
ed to employee productivity. A study by
hted the role of socialization in enhancing
longitudinal study design, the researchers
Nigerian pharmaceutical company over twq

_ ated in structured socialization programs,
ncluding training and development sessions, showed significant improvements in Jjob-

;erl;éed skills and gyera]] competence. This improvement was directly related to higher
Uctivity levels, a5 ¢mployees were better equipped to perform their tasks efficiently.

Desp; ..
Pe:rpr::zcg;ficp?mme impact of socialization on p_roductivity_, there are challepggs that
Programs Al companies iy N}geria face in implementing gffect-lve sc_)cmh.zagxon
TeS0urces. ac egfllkwu and Nnadi (2018) idennﬁeq several ba.m.ers, mcludl‘ng lll}}lt;d
Qalitagjy, Stude anagement support, and cultural differences within the workforce. Their
TeVealeq e & Y, which Involved In-depth interviews with HR managers fmd employees,
Stug ;¢ challenges could hinder the effectiveness of socialization efforts. "l_'he
essing these barriers requires a strategic approach, including

SecurinoggeSted that addr
-In and fostering an inclusive organizational culture. However,

S“-Veralbca: | gement buy
Studies highlight best practices in socialization within the Nigerian
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¢ Nevertheless, socialization places a greater emphasis on or aS reseach
ductivity of the workforce. Furthermore, there ifa”(‘iZauonal
| aspects of socialization that are link zanh of
achicvement of organizational goals and objectives. Additionally, not much effort}e; to the
do.ne.in the phaxmaceutical sector because socialization—related problems are overwhEls bc'cn
this industry. In the meantime, advanced statistical tools that may provide s ; lm.mg
information on the impact of socializing in their organization are not being used to :nglci?t

. y

“analyze data collected from the investigated area.

The examincd literature indicates that
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success than 1t does on the pro

research that has determined the fundamerita

METHODOLOGY

the effect of socialization on employee productivity within the

| industry. A cross-sectional survey research design was selectedto
ties characteristic of this sector. Data were
derstanding

This study investigates
Nigerian pharmaceutica
zsigt:lomgl?rdate the intricate and multifaceted activi
e ; et
= theeSUb;)er:tt;g;l:tgzxrgﬁrrz anddsecond_ary origins to ensure a comprehensive un
o . do were. Couegtryd ?ta were qbtamed through structured questionnaires, while
 fomacetica Sy 'Fh rom existing records, reports, and literature related to the
e designed v | 7:3 primary data collection instrument was a structured
o b reganiing SOCialintqmt Likert scale, aimed at capturing the perceptions of the
meticulously develoged to en;l"? and its impact on productivity. The questionnaire 42
Cronbach's Alpha coefficient f?.lt flC_CUI‘ately measured the variabes of Eiferss® o
minimum threshold of 0.70 as ;:clgzrlrlltgnéeeidt byiell\lding value of 0.0 8 P
uestionnaire's 1 S = ' !
el e A T e
design was driven by ‘need to capture a comprehensiv d ‘ te of
socialization productivity in (he sharmaceutical e study of the cgnent sta v
time. A multi ts tudies thaF seek to identify pattern ; mdUSlr.y' Th,ls design 15 _partm_llar)
reflecting thelSh?ge sampling procedure was em ls and relationships at 2 specific pomtdlr}
This approach ierarchical structure of the ph p Oyed to select participants for the stuck
ensured that both senio pharmaceutical organization underinvestlgatlon'
r and junior staff were adequately representet 4
7 enicic A

target populatio
: n compris 3
Morgan's (1970) tablegfssglsiesqgmployccs of Tuyil Pharmaceutical Industry- ejete
size determination was utilized, resultingina sample sizé (l)t
.. mp [+

205. This method i
od is widely r :
¢ .
y recognized for its accuracy and reliability in determinings?

sizes for given :
d population
l:(k’ completed and rctulﬁj(gan-‘eters- Out of the 205 questionnaires distributé
cates a robust data set an,d 1cpre§c11ting a high response rate ThilsS level o, res ons¢
provides a solid foundation for s.ubsequent analysis: The
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Effect of Secialization on Employee Productivig,
A ity ;

.” ll’c N.ﬂ il }'
/ ] - ler"mce"lica[ e
lucstionllal] es were HletICll]OUSly C (‘3Cked fOl' con l)l t .
h 1plc Cness and

om errors and sui . : _
data WeIC free fT ultable for analysis, .The use ofbaccurz‘]cy’ casuring that (1
Jata SOUICES enhanced the robustness of the sy oth pr 1c

e research problem. The structured QUestionna);,rg,l (\)\Yi[l?l“i]ti Ei\NE”-r(?llﬂﬁl_cr()i/ nd seconda
that the data collected were bOt.h accurate and consistent, The muglti lte ability score, ensureq
- justiﬁed e Ol‘galllgat1011al Stmc.mre of the Dharnmceuticqsl “8esampling procedure
the sample Was representative of the various levels of cmployccstqumpa"% ensuring tha
the collection of(_ilverse pEIspectives, c nriching the overalj fmdi.n s] lSfa [Lproach [acilitated
earession analysis was used. This statistical method was chosen t(;)gc;) 1 study. Muldiple
among the selected variables and to determine the extent to which gam.ml(_’ the variability

yee productivity. Regression analysis (multiple) allows for tl.]gc;a 17ation impacts
relationship between one dependent variable (employee Productiviissssmzm of the
independent variables (various aspects of socialization), providing a nuance{i u:(?e tseve'ral
of these dynamics. Finally, the choice of multiple regression analysis was appro rirast: ?ﬁmg
the research obJ ectives. This me;thod enabled the identification of significant ])Ir)edictgrl: (;nf
employce productivity and provided insights into the relative importance of different aspects
of socialization.

RESULT PRESENTATION & DISCUSSION OF FINDINGS

From data obtained, the research hypotheses were analyzed abelow:

- (ie, r=653%) indicating that there exists a very strong rel

. Psych ge change in employees’ p

I 315.069 205 |
S L) Predin et Variable: Employees’ Productivity
SW@, Psychological well-bein

- O0Urca.
- "% Researcher's Field Survey, 2024.

Hypothesis I :
H,: Psychological well-beings have no significant effect on employees' productivity
[ Table4.1: Model Summary '
Model | R R Square Adjusted R Square Std. Error of the Estimate
I | 653 | .426 451 430
a. Predictors: (Constant), Psychological well-being ___

~Source: Researcher's Field Survey, 2024.

at the correlation coefficient I 18 0.653'
ationship between employees

: : oical well-
Er(-)ducti"ity (dependent variable i.e., the variable being predicted) ?ﬂd E’fggl:?é?g;ﬁa Cther’
“ing (which is predictors or independent variables)- It is also clear front

-« implies that
Which j - P i ately 42.6%. This IMPEe® 0
Ich is the coefficient of determination is 0.426 appromm'l:lfi:n); A ffect of

| by other factors thatare

Table 4.1 presents the model summary. It shows th

Ological well-being, while the remaining 57.4% is explamnec

ho .

;Ca tured in the model
1 lable 4 5. ANOVA® .
Sum of Squares | df
242207 1 342.049
72.862 204 { .149

Mean Square
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/’/
e F-stat

table. Th .stic as shown from the table is s

ANOVA gnifi
Abov; tag:.gggislei?ytsvalue of 000 is less than the alpha level of 0.05, thus the model j ﬁtlcam
since the .
. i ///'/T .
Table 4.3: Coefficients rtandar Jized Sta11dar§ilzed TﬁTl\
Model Coefficients Coefficients g
' Std. Error Beta
e
(Constant) 319 111%59 00|
Psychological well- : 241 | 000
being , — -
a. Dependent Variable: Employees Productivity

Source: Researcher's Field Survey, 2024

Table coefficient 4.3 above depicts 2 significant level of O.QOO, Whi.Ch is less than the alpha
set value of 0.05 significant level. This implies that there 1s a significant positive effect of
psychological well-being on employees’ productivity, therefore the null hypothesis is
rejected and the alternative hypothesis is accepted. The beta value of 0.319 implies thata
change in psychological well-being will lead to 3 1.9% changes in employees' productivity;
and the positive value of 1.259 further buttresses the relationship between bank's
commitment and employees' productivity.

Hypothesis 11
H,: Cultural values have no significantimpacton employee's productivity
| Table 4.4: Model Summary |

[ —
Model | R R Square | Adjusted R Square Std. EHW
1 749* | .0.561 508 582

a. Predictors: (Constant), Employees’ Productivity
Source: Researcher's Field Survey, 2024.

-

T‘able 4 4 presents tl}e model summary. It shows that the correlation coefficient s 0./49.
(le,r= 74.9) specifies that there exists a very strong relationship between employe®
pro}?ucnv“y (dependent variable i.e., the variable being predicteg) and cultural vl
ggvthmh arc;f;_) rfidlctors o md?,per}dem variables). [tis also cloear from the table thatthe r"\\'hl:b

e coefficient of determination is 0.561 approximately 56.1%. This implies that 56.1 7

change in employees' pr ivi - alucs
ployees' productivity can be explained by the improvement in culturd val

though the remaining 43.9%1 : . det:
Table 4.5: ANOVA® ois explained by other factors that are not captured 1 the mO

| Model | Sum of
f Squar
1 | Regression | 237.097 == (:f Liean>quare
| Residual | 107.125 LA
| Total 344222 A, L
\ a. Dependent Variable: 205

L:m?loyees’ Productivity
ant), Cultural values

Source: Researcher's Field Su rvey, 2024

| b. Predictors: (Const
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- Igerian Phq,
Maceuticql

4 depicts ANOVA table. The F-statistic as |
mable 42 S alue of .001 isless 5 Shown from the tale i
pability vaid 1an the alpha level 0f0.05, lhu;:t:?:,ls 1S Significant since

e pro !
: ple 4-6: Coefficients® sl
Ta/"‘""_ Unstandardized Standardized
olandardize ﬁ
T Te—

'lldusfry

Model Coefficients
- CoefTici Sip
| B Std. Error Bctamti\*\ *
107 177 L
497 067 591 | 605 | E
trust 7.389 | .000
—Dependent Variable: Employees’ Productivity -
Source: Researcher's Field Survey, 2024..
Above table 4.6 shows S.igl?»iﬁca,m level of 0.000, which is less than the alpha set value of
0.05 significant level. This implies that there is a significant positive impact of Cull:ﬁrc;]

values on employegs" productivity, therefore the null hypothesis is rejected and th
alternative hypothesis 1s accepted. The beta value of 0.442 implies that a change in Culturael
values will lead to 52.1% changes in employees' productivity; and the positive value 0f 0.605
further buttresses the relationship between cultural values and employees’ productivity. '

Discussion of Findings

The first hypothesis (HO1) posited that psychological well-beings have no significant effect
on employees'’ productivity. The model summary in Table 4.1 reveals a correlation
coefficient (R) 0f 0.653, representative a strong positive relationship between psychological
well-being and employees’ productivity. The coefficient of determination (R?) is 0.426,
suggesting that 42.6% of the variance in employees' productivity can be explained by
psychological well-being, whereas the remaining 57.4% is attributable to other factors not
included in the model. The ANOVA results in Table 4.2 indicate that the model 1 statxstlcall_y
significant (F = 326.547, p = 0.002), which is less than the alpha level of 0.05. This
significance demonstrates that the model fits the data well and that psychological well—l;emg

isasignificant predictor of employees’ productivity. The coefficients table (Table 4.3) s :1\:;
 thatthe unstandardized coefficient forpsychological well-being {5_0-318’5‘gmﬁ°a" pl-\ A
- °£0.000. This indicates that psychological well-being positively aﬁei:fitei?ci?sle in

Productivity, The standardized beta coefficient of 0.319'1mphes that a One;luctivity- i
- Dsychological well-being results in a 31.9% 1ncreass in employecs PrO :

S:dmgs reject the null hypothesis and accept the alternative 'h
: aiychok.’glca_l well-being significantly influences employchk o
- Shswith existing literature of Kashdan, (2020) and Lyubomirsty: & job performance:

f erglpk;asizes the importance of mental health and well-being 1f 10222‘:“:& ke :
| engﬁ Oyees who experience higher levels of psychologlcal well-beinte Id invest 1!
g%, motivated, and productive. This Sugges

. ations shou
. ts that orgamzat:on h
! ctivity-
- Tental hea|th programs and supportive work environments 0 poost produ |
- . significant
_ em;lzzzond hypothesis (H02) stated that culturzl4v;lu;sl:lz:ztggmﬁsion n icient ®)
e’ productivity. Model summary i) Table 4.4 sho
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_ " lationship betwe

' tive rela p en cultura)
. a very strong pOSIIVE F&C ; )

of 0.749, .mdlililt::l:i%ity. Coefficient of determination (R%) 15 0.561, meaning gy 36.1y,
employees' Pro roductivity can be cxplained by cultural values Whereaswf

the variation in employccs pfactorS not included in the model. The ANOVA results inTable
€

i o 43 9% due to other : RS .. _ _
Zcrsn c:il;?r;gxglstratc :hat the model is statistically si gnificant (F=339.643,p=0.00] ), lesser thap
; alues are

‘s sioni hat the model fits well and that cultyr

the alpha level qf0.05. This Slgmr}esrtoductiVity- The coefficients table (Tab?cl: Z

significant predictor of cmployces' p tural values is 0:497, p-val -6) revey)q
that the unstandardized coefficient for cultural values d » p-value of 0.00< 0.05.
depicts that cultural values positively impact employees’ productivity. The standardizeq by,
coefficient of 0.521 implies that a one-unit increase in cultural values results ip 5 521,
increase in employees' productivity. These findings dlscard.the. null hyp.othesis and accept
the alternative hypothesis, confirming that cultural values significantly impact employeeg
productivity. This result is consistent with literature of Albrecht (2019) and Chiy (2019),
highlighting the importance of organizational culture in shaping employee behaviour ang
performance. Strong cultural values foster a sense of belonging, motivation, and alignmey

with organizational goals, leading to enhanced productivity. Organizations should therefore
cultivate and maintain strong, positive cultural values to improve productivity.

The results from both hypotheses underscore the critical role of psychological well-being
and cultural values in enhancing employees' productivity. Psychological well-being and
cultural values accounted for 42.6% and 56.1% of the variance in employees' productivity,
respectively, highlighting their substantial impact. The strong positive relationships
observed in both cases suggest that these factors are integral to employee performance and
organizational success. Investing in employees' psychological well-being can lead t
significant productivity gains. Mental health programs, stress management initiatives, and
supportive work environments are essential strategies that organizations.can employ
1r:};])rove psychological'wel-l-being. This investment not only b:neﬁts employees but also
et ez peromace, Sl fosein posiive il

‘ proved productivity. Cultural values that emphasize

collz;boratlon, respect, and ali gnment with organizational goals create an environment where
employees feel valued and motivated. OrganiZations
nurturing these values to drive

CONCLUSIONAND RECOMMENDAT[ON

S, lt « / 'nG ﬂn
88, 1t concludes that giving careful thought to dev clop! e

e .
as well as cultural normyg tl " 1o account the psychological health of their ol jal i
I to put workers' menty| health, work |asc worker productivity. It emphasizes hoW e lrto
maximize their gy . Workplace happ; ' : tinof
ut. : Ppiness, and -being firs t
Y Addltlonally, It has beep sho:vn g)?éefr(?slt\:rigob:rll atmospher® b
o
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lusiveness, and individual contriby;
. ,' lnc u:

Ons increas
ancty

€s worker productivity by
ol { belonging. Following recommendationg Were given ip light of the
Lll.r'luz-i"”’
con

sonable that coercive measures ma
" r(t:i:i/ity but psychological well-being of
1' uc ’ . - - °
prod ity inside the company if itis to sustain a sy
jori
pnor

Y be used to increase employee
employees ought to be given top

stained competitive advantage gver

rivals'dl s of the current diversity within the business, cy
es

Regar

Itural values need to be
ively managed and promoted in order to improve colla
effective _

borationand synergy.
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