
 
Scholarly Journal of Management Sciences Research | ISSN: 2955-0793 

Vol. 2, Issue 3 (March, 2023) | www.ijaar.org/sjmsr 

 

1 
 

ORGANIZATIONAL SOCIALIZATION AND INDIVIDUAL 

WORK PERFORMANCE OF GENERAL HOSPITALS IN 

RIVERS STATE, NIGERIA 
 

Blessing Darius, PhD 

Department Of Management 

Faculty of Management Sciences 

Ignatius Ajuru University of Education 

Rumuolumeni, Port Harcourt 

Rivers State, Nigeria 

dariusblessing@gmail.com  

 

ABSTRACT 

This study examined the relationship between organizational socialization and individual 

work performance of general hospitals in Rivers State, Nigeria. The cross-sectional survey 

was adopted and a total population of seven hundred and ten (710) employees was covered. 

However, a total sample size of two hundred and forty-eight (248) employees was drawn 

from the population. The simple random sampling technique was utilized. The data were 

collected using copies of questionnaires and the Spearman Rank Order Correlation 

Coefficient was utilized in analyzing the retrieved data in order to ascertain the relationship 

between organizational socialization and individual work performance. The moderating 

influence of organizational culture on the relationship between organizational socialization 

and individual work performance was analyzed using the Partial correlation. The result 

revealed that there is a significant relationship between the dimensions of organizational 

socialization (anticipatory socialization, co-worker’s support and future prospect) with the 

measures of individual work performance (task performance, contextual performance and 

adaptive performance). The study also revealed that organizational culture has a significant 

moderating influence on the relationship between organizational socialization and individual 

work performance. It was thus concluded that there is significant relationship between 

organizational socialization and individual work performance of the general hospitals in 

Rivers State. The study recommended, among others that the management of the general 

hospital should encourage coworkers support as such will help resolve work related 

challenges and thus enhance task performance of the employees.  
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INTRODUCTION  

Citizens' well-being is greatly improved by the nation's health care system. Consequently, it 

is critical that personnel in this sector perform at a high level within the company to enhance 

the provision of health services in the country. Individual job performance has become more 

important than ever in recent years due to the current epidemic of the Coronavirus illness 

(COVID-19). Individual success at work determines an organization's long-term viability, 

performance, and capacity to bounce back (Purcell, 2014). A company's success relies 

heavily on its employees since they possess the tacit knowledge necessary to boost the 

company's fortunes. According to Muda, Rafiki, and Harahap (2014), the wealth of 

infrastructure and physical facilities are of little use to the long-term viability of company 

operations if they are not used effectively and efficiently by employees. An ever-changing 

economic climate necessitates organizations and enterprises to rely on people that are 

proactive, self-starters, and determined to succeed (Bakker & Leiter 2010). 

An organization's success depends on its capacity to manage and harness individual job 

performance, which is why it is vital for a business to have a well-rounded workforce. 

According to Campbell (1990), individual work performance is defined as the precise acts 

and behaviors that contribute to the success of an organization. Workers' individual 

performance, according to Viswesvaran and Ones (2000), includes behaviors, activities and 

results that contribute to the establishment's objectives. Since it has the potential to influence 

a wide range of organizational outcomes, the topic of individual work performance has drawn 

the attention of several academics. Rather focusing on the results of conduct or action, 

individual worker performance focuses on the behavior and actions of employees themselves. 

It has been suggested that even if there is an excess of infrastructure and physical facilities, it 

does not guarantee the viability of a firm if the employees do not work at their best. This 

suggests that the effectiveness of the company's employees is critical when evaluating the 

aspects that contribute to its long-term viability. Organizational performance is a result of 

individual performance, according to Venkatraman and Ramanujam (1986). Organizations 

depend on the productivity of their employees to maintain and grow their competitive 

advantages (Luthans & Stajkovic, 1999). 

It was proposed by Campbell (1990) that the four unique metrics of individual job 

performance are: adaptive, contextual, task, and counterproductive work behavior. It is 

possible for a single employee's actions and conduct to have a beneficial or bad influence on 

the company in a variety of ways. Employee performance is critical to the success of any 

firm, according to Adnan, Nhaily and Wang (2018). In the long run, a company's success is 

enhanced by the sum of its employees' efforts. A company's performance and growth are 

solely dependent on the efforts of its employees. Companies are continually looking for 

methods to improve individual job performance, which in turn improves the well-being of 

their business. The sum total of each employee's efforts at work contributes to the overall 

success of the company. As a result, a company's success is determined by the sum of its 

employees' performance. An organization that is plagued with underachievers is certain to 

fail in a short time. To put it another way: The efficacy of an employee's particular activities 

that contribute to the attainment of organizational objectives is characterized by Iqbal, Ijaz, 

Latif, and Mushtaq (2015) as employee performance. 

Individual job performance, according to Liwei and Erdong (2011), consists of two parts: the 

actions of the employees and what they have done, and the attitude of the workers while they 

complete different tasks. Employees' actions might have a direct or indirect impact on the 

organization's performance. Individual job performance, according to Williams and Anderson 
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(1991), demonstrates an employee's capacity to do a certain task. Employees that are 

naturally sociable tend to seek out opportunities to interact in the workplace, which might 

have an impact on their work ethic. There are several ways in which organizational 

socialization helps workers get a realistic picture of what it's like to work in the company 

before they even start. Organizational socialization, according to the authors, has a positive 

influence on both employee commitment and organizational fit. 

Illyas (2018) remarked that organizational socialization focuses on learning process and 

content by which new workers make their necessary adjustment as new employees in the 

firm. Employees' ability to perform their job duties effectively and socially is defined by 

VanMaanen and Schein (1979) in their early description of organizational socialization. 

Organizational socialization, as defined by Taormina (1997), as cited by Awan and Fatima 

(2018), refers to the process or means by which newly hired employees acquire relevant job 

skills, gain a thorough understanding of the company, gain the support of their coworkers, 

reach a functional level, and become accustomed to the company's established procedures. 

Over the years, there have been several empirical studies on the topic of ensuring excellent 

individual job performance. Research shows that some aspects of a person's work life are 

linked to their productivity on the job (Johari & Vahya, 2016; Matilu & K'bonyo, 2018). In 

addition, reward has a favorable influence on performance (Ngwa, et al, 2019; Salah, 2016). 

Munir and Azam (2018) found that emotional intelligence and employee performance are 

strongly linked. In Pakistan, Ilyas (2018) showed a favorable correlation between 

organizational socialization and employment results. There is also a clear relationship 

between organizational socialization and the performance of immigrants in Pakistan, as stated 

by Awan and Fatima (2018). Organizational socialization and individual performance in 

general hospitals in Rivers State have not been empirically studied. Previous research did not 

evaluate the effect of corporate culture on the link between organizational socialization and 

individual job performance, which is an important consideration. It is the purpose of this 

research to examine the relationship between organizational socialization and individual job 

performance in Rivers State, Nigeria's general hospitals. 

Statement of the Problem 

The general hospitals play a very crucial function in every country by assuring rapid and 

quality healthy service delivery to inhabitants. In the general hospital, however, poor 

individual performance is harmful to the organization's progress and might have a negative 

impact on the quality of services provided by the staff. The high fatality rate in the nation 

might be attributed to the poor performance of persons in the general hospital. Doctors and 

nurses with exceptional abilities have been rapidly emigrating from Nigeria to more 

developed regions of the globe. As a consequence of Nigeria's poor performance in the health 

sector, major health issues are frequently shifted to wealthier nations. If the company is to 

endure, it is more important than ever before to pay attention to how well its employees are 

doing. Patients may become dissatisfied with the service they get from a healthcare provider 

if an employee's performance is inadequate. 

This argument was echoed by Kuntardina (2017), who argued that poor performance by 

physicians and nurses would have an impact on the quality of care that patients get. 

Customers' perceptions of the quality of the hospital's service may be tainted if doctors and 

other healthcare professionals perform below expectations. In addition, patients' 

psychological well-being and productivity are both harmed as a result of poor staff 

performance, making it a serious threat to business success. The incapacity of employees to 

change with the times may also have an effect on their mental health, which can lead to 
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subpar work output. Poor employee performance has a detrimental impact on both the 

individual success of the employees and the bottom line of the business as a whole (Dapper, 

Ezenwuba & Eeanokwasa, 2019). This assumption is based on the fact that well-planned 

organizational socialization in general hospitals is expected to solve the issue of low 

performance. It is on this premise that this study examined how organizational socialization 

in terms of anticipatory socialization, co-worker’s support and future prospect relates to 

individual work performance of general hospitals in Rivers State. 

Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1: A conceptual framework showing the relationship between organizational 

socialization, individual work performance and organizational culture. 

Source: The dimensions of organizational socialization were adapted from Rashid and Noh 

(2012) while the measures of individual work performance were adapted from Koopmans, 

Bernaards, Hilderbrandt, DeVet and Beek (2013). 
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Aim and Objectives of the Study 

It is the goal of this research to investigate the link between organizational socialization and 

individual job performance at general hospitals in Rivers State, Nigeria. Specific goals 

include; 

I. Examine the relationship between anticipatory socialization and task performance of 

general hospitals in Rivers State, Nigeria.  

II. Determine the relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria.  

III. Investigate the relationship between anticipatory socialization and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

IV. Examine the relationship between co-workers support and task performance of 

general hospitals in Rivers State, Nigeria.  

V. Determine the relationship between co-workers support and contextual performance 

of general hospitals in Rivers State, Nigeria.  

VI. Investigate the relationship between co-workers support and adaptive performance of 

general hospitals in Rivers State, Nigeria.  

VII. Examine the relationship between future prospect and task performance of general 

hospitals in Rivers State, Nigeria.  

VIII. Determine the relationship between future prospect and contextual performance of 

general hospitals in Rivers State, Nigeria.  

IX. Investigate the relationship between future prospect and adaptive performance of 

general hospitals in Rivers State, Nigeria.  

X. Examine how organizational culture moderates the relationship between 

organizational socialization and individual work performance of general hospitals in 

Rivers State, Nigeria. 

Research Questions 

The following research questions were formulated as a guide to the study;  

I. How does anticipatory socialization relate with task performance of general hospitals 

in Rivers State, Nigeria? 

II. What is the relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria?  

III. How does anticipatory socialization relate with adaptive performance of general 

hospitals in Rivers state, Nigeria? 

IV. What is the relationship between co-workers support and task performance of general 

hospitals in Rivers State, Nigeria?  

V. How does co-workers support relate with contextual performance of general hospitals 

in Rivers State, Nigeria? 

VI. What is the relationship between co-workers support and adaptive performance of 

general hospitals in Rivers state, Nigeria?  

VII. What is the relationship between future prospect and task performance of general 

hospitals in Rivers State, Nigeria?  

VIII. What is the relationship between future prospect and contextual performance of 

general hospitals in Rivers State, Nigeria?  

IX. What is the relationship between future prospect and adaptive performance of general 

hospitals in Rivers State, Nigeria? 
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X. How does organizational culture moderate the relationship between organizational 

socialization and individual work performance of general hospitals in Rivers State, 

Nigeria? 

Research Hypotheses 

The following null hypotheses served as a tentative answer to the research questions;  

Ho1: There is no significant relationship between anticipatory socialization and task 

performance of general hospitals in Rivers State, Nigeria.  

Ho2: There is no significant relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ho3: There is no significant relationship between anticipatory socialization and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

Ho4: There is no significant relationship between co-workers support and task performance 

of general hospitals in Rivers State, Nigeria.  

Ho5: There is no significant relationship between co-workers support and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ho6: There is no significant relationship between co-workers support and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

Ho7: There is no significant relationship between future prospect and task performance of 

general hospitals in Rivers State, Nigeria.  

Ho8: There is no significant relationship between future prospect and contextual performance 

of general hospitals in Rivers State, Nigeria.  

Ho9: There is no significant relationship between future prospect and adaptive performance 

of general hospitals in Rivers State, Nigeria.  

Ho10: Organizational culture does not significantly moderate the relationship between 

organizational socialization and individual work performance of general hospitals in 

Rivers State, Nigeria. 

Significance of the Study  

Both the theoretical and practical implications of this research have been examined. 

Practical Significance 

The findings of this research will be useful to general hospitals because they will show how 

the level of socializing inside an organization affects the productivity of its staff. Moreover, 

the findings of this research will be useful to general hospitals because they will demonstrate 

the moderating effect of organizational culture on the link between organizational 

socialization and individual job performance. As a result of its findings, this research will 

benefit both the general public and the personnel of the general hospitals since it will help 

improve the quality of health care service delivery and thereby lower the mortality rate 

among people. 
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Theoretical Significance  

Scholars and future researchers who are interested in doing similar studies can greatly benefit 

from this study since it will assist to expand the literature on the subject matter, which will 

serve as a useful reference for future researchers. 

Scope of the Study 

All of this study was covered by the content, geographic scope and unit of analysis. 

The content scope of this study included the predictor variable (organizational socialization), 

the criterion variable (individual job performance), and the moderating factors 

(organizational culture). 

General hospitals in Rivers State and Port Harcourt were the focus of this study's geographic 

scope. 

A person is the unit of analysis. Doctors, nurses, and laboratory scientists who work in 

regular hospitals were included in the scope of the study. 

Operational Definition of Terms  

Adaptive Performance: This is the ability of employee to be open to new ideas, and 

flexibility to the point of adjusting to any dynamic circumstances. 

Anticipatory Socialization: This refers to the learning that takes place before workers join 

the organization.  

Contextual Performance: Contextual performance refers to activities that are not task or 

goal specific but that make individuals, teams and organizations more effective and 

successful. 

Co-workers Support: This refers to the employees’ social relation and the extent they are 

accepted by other workers. 

Future Prospect: This has to do with employees views about the organization in long-term.  

Individual Work Performance: Individual work performance (IWP) are scalable 

behaviours, actions and outcomes engaged in by staff to contribute the goals of the 

establishment. 

Organizational Culture: Organizational culture are specific norms and values which are 

shared by employees and which control the way and manner in which they interact with one 

another and with various stakeholders outside the organization. 

Organizational Socialization: This refers to the mechanism through which new employees 

acquire the necessary skill, knowledge and behaviours so as to become members and insider 

in the organization.  

Task Performance: Task Performance is the proficiency with which job incumbents perform 

activities that are formally recognized as part of their jobs 
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LITERATURE REVIEW 

Conceptual Review  

CONCEPT OF ORGANIZATIONAL SOCIALIZATION      

Workers are socialized at the workplace via the process of learning about and adjusting to 

new roles, responsibilities, and the company culture (Klein & Weaver, 2000). It is via 

organizational socialization that a person obtains the social knowledge and abilities needed to 

adopt an organizational function (Taormina, 1997). A shift in the organizational boundaries 

triggers an employee's need for socialization inside the organization (Wachtfogel, 2009; 

Dialoke & Edeh, 2016). Organizational socialization is the process through which individuals 

join an organization (Anderson et al., 1999). Organizational socialization is defined by Bauer 

et al. (2007) as the transformation of new workers from outsiders to members of the 

company. An organizational member's role in structuring how an employee's past experiences 

are applied to their current role is outlined by Van et al (1979). Organizational socialization, 

according to Taormina (2009), is the process by which a person gains an understanding of the 

values, skills, expected behaviors, and social knowledge required to fulfill the responsibilities 

of an organizational role and to take part in the organization's activities as an active member. 

This is a kind of organizational socialization that focuses on people's experiences when they 

transition into a new organizational job, position, or status (Robson, Gould-Williams and 

Lertthaiitrakul, 2013; Van 1979). 

Recruiting and terminating workers are only two ways an organization might manage 

organizational socialization, according to Reichers (1987). Employees, meanwhile, have the 

option of adjusting their work styles to fit the company's or not doing so altogether. Ideally, 

both sides would work together to facilitate a two-way socializing process for the 

organization. Taormina (1994) further defined organizational socialization as the "process 

through which new workers obtain the information, skills and responsibilities and behaviors 

essential to win the support of insiders and become productive members of the company." 

Socialization is important because it helps employees to adapt their behavior to fit in with 

their coworkers and the company culture (Taormina, 2009). 

A person's ability to perform in an organizational function was facilitated by their 

socialization process (Feldman, 1981), as well as their learning of corporate culture (van 

vianen, 2000; Taormina, 2009). Therefore, the process through which a person gets the 

attitudes, behaviors, and skills essential to engage in the organization as an organizational 

member is known as "organizational socialization" (Van Maanen & Schein, 1979). Although 

this term is often used, this definition stresses the role that socialization plays in helping a 

person adapt to the people and culture of an organization efficiently (Taormina, 2009). To put 

it another way, organizational socialization describes how newcomers transition from 

outsiders to members of the organization (Bauer, Bodner, Erdogan, Truxillo & Tucker, 

2007). In order to contribute more effectively as an employee of the business, people learn 

and adapt to new occupations, positions, work groups, and the corporate culture (Saks, 

Uggerslev & Fassina, 2007). 

DIMENSIONS OF ORGANIZATIONAL SOCIALIZATION  

Anticipatory Socialization 

An individual is better prepared for future roles and responsibilities via anticipatory 

socialization. A person's expectations regarding professions, jobs, and organizations are 
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formed prior to taking on organizational tasks. It is a term used to describe the training that 

takes place prior to new employees joining the company. According to Dialoke and Edeh 

(2016), the act of accepting or declining a job offer from a company after just seeing it from a 

distance is influenced by some kind of anticipatory socializing. Additionally, it might be 

described as a prospective employee's impression of the company prior to applying for 

employment. Some employees may have heard about a company's good reputation or the way 

it treats customers before applying to work there. Others may have travelled with a certain 

airline and had a positive experience on the way to their final destination. According to 

Dialoke and Edeh (2016), "anticipatory socialization" refers to employees' beliefs, 

assumptions, or impressions about the organization prior to applying to join the company. 

People undergo a training period before taking on a new position, during which they learn the 

appropriate behaviors, rights, and obligations. Sociological theory was developed by Robert 

King Merton who included this kind of socialization in his work (1965). It is his contention 

that social conformity to the values of a reference group distinct from the group of 

membership influences anticipatory socialization. Thus, Merton has developed the 

anticipatory socialization paradigm to demonstrate that the discussion over the words 

"passivity" and "activist" in connection to socialization is based on a false problem. The 

paradigm's fundamental concepts are the group of belonging (representing gatherings of 

people who meet the following three criteria: I the folks involved are constantly in contact; 

(ii) they consider themselves as group members; and (iii) those who do not participate in 

defining its interaction as a member of the group (Ferreol, 1998). 

Prior to joining a new organization, prospective members are taught about the principles and 

conventions of the group in order to make the transition easier and more productive. Changes 

in perspective and behavior are necessary in order to adapt to a new position. Anticipatory 

socialization is often associated with grooming, play-acting, training, and rehearsing. Refusal 

to let someone into a group they want to be a part of is a rejection of the values and norms of 

that group. Instead, people begin a process of anticipatory socializing with groups that are 

more open to their presence. As part of anticipatory socialization, you'll study more about a 

company or career path prior to being involved with it. When it comes to anticipatory 

socializing, VAS and OAS are two of the options (OAS). VAS provides insights on how 

individuals learn and develop their interests in educational and professional endeavors 

(Myers, et al., 2011). Working in an organization may be imagined with the help of the 

Organizational Assessment System (OAS) (Jablin, 2001). 

Role Anticipatory Socialization (RAS) is another name for the method through which 

children are taught about and prepared for certain roles in the future. VAS has been studied in 

further detail by scholars in the field of organizational communication. Studies like the VAS 

research show how people's early life experiences shape their judgments about what career 

path they should take when it comes to determining their vocation. Our understanding of how 

individuals learn about and acquire interests in educational pursuits, professional activities, 

and employment prospects has grown over the last half-century because to research on VAS 

(Myers, et al., 2011). Family, friends, coworkers, and the media all have a role in VAS's 

perceptions of themselves (Jablin, 1987). Although certain sources have received more 

attention than others, they have all been extensively vetted. 

Socialization occurs in early infancy and continues throughout a person's life, according to 

those who study the major source of VAS (family members) (Harpaz, Honig, & Coetsier, 

2002). Culture osmosis is the process by which parents implant in their children values about 

work and other family influences that they then unconsciously absorb in order for youngsters 
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to learn VAS from adults (Gibson & Papa, 2000). The second place where VAS comes from 

is in educational institutions. Word puzzles, activities, and class readings help to instill a 

sense of responsibility in students from an early age (Myers, et al. 2011). Thirdly, VAS 

comes from working part-time. According to study, people who work part-time develop and 

practice transferable communication abilities that may be used in a variety of professional 

settings (Jablin, 2001). Part-time work was found to be the least helpful in terms of career 

advice, according to Levine and Hoffner (2006). VAS may also be obtained from peers and 

acquaintances, who give a venue for discussing future professional objectives or possibilities 

in an attempt to make sense of one's future goals (Zorn & Gregory, 2005). Our ambitions 

become more concrete as we get older, and we have a better understanding of our own 

abilities and the work that we can accomplish. Our interactions with others throughout our 

lives help us adapt to the professional environment. It's possible that viewers are impacted 

both consciously and unconsciously by the values, ideas, and understandings around labor 

when they see media representations of it. Acquiring a vocation or a specialized professional 

path (VAS) is made easier by the five sources of anticipatory socialization (Jablin, 1985). 

Anticipation in the Workplace Learning about and understanding a certain organization may 

be done via socialization. One's impressions of a company before joining as an employee are 

influenced by the five sources listed in VAS (Jablin, 2001). It was found that most new 

workers had seen and heard about the company and position from family members who had 

previously worked there, according to Gibson and Papa (2000). Modern technology may also 

lead to OAS. Walker et al. argue for the need and volume of information searches on 

company websites by prospective and current employees (2009). The website is an artifact in 

the sense that it represents the organization's mission and goals. Cultural artifacts assist to 

identify an organization and typically provide a consistent picture of what the company is, 

what it does, and who it employs. OAS can also be used to uncover the flaws in a company. 

Chat rooms outside of an organization's control can also be a source of information about the 

organization's flaws (Gossett & Killer, 2006). 

TRAINING  

Employee performance is the ultimate goal of effective training techniques. The goal of 

training is to close the gap between one's current level of performance and their desired level 

of quality. Training may be delivered via a variety of methods, including one-on-one and 

group coaching and mentoring, as well as through the participation of subordinates. As a 

result of this collaboration, employees are more engaged in their job and the organization as a 

whole benefits from a more polished public image. Training programs not only help 

employees improve, but they may also help a firm achieve a competitive edge. As a result, it 

seems that the firm must prepare its workers for such a training program in order to enhance 

their knowledge and abilities that are required in the workplace (Debrah & Ofori, 2006). 

Manpower Services Board (UK) also characterizes training as a way for improving an 

individual's attitude or competence in order to achieve effective performance in an activity or 

group of activities. At work, it aims to help individuals develop their abilities and match the 

demands of their employer. It is apparent that training's primary purpose is to improve the 

overall performance of the company. As a result, 'efficiency' and 'training' go hand in hand. 

People, teams, and organizations may all benefit from a well-rounded approach to learning 

and development called "training" (Goldstein & Ford, 2002). A teacher-guided content-based 

intervention, according to Truelover (1992), is what training is all about. 
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According to Waleed (2011), as stated in Ng'ethe (2014), training is not just a means of 

providing employees with the skills they need to do their jobs, but it is also seen as a 

representation of an employer's loyalty to its staff. Human resources (HR) initiatives, on the 

other hand, aim to enhance employee attitudes and behaviors as well as their own knowledge 

and research. Human resources, attitudes, and behaviors, together with the surrounding 

organizational environment, will be sufficiently altered to influence business performance if 

these effects are prevalent enough across the working population (Eleve, 2012). 

An employee's logic and creativity are sharpened as a result of training, which enables them 

to make better judgments more quickly and efficiently (Harvey, 2002). Additionally, it aids 

employees in dealing with customers effectively and promptly in the event of a complaint 

(Harvey, Myers & Novicevic, 2002). A training program promotes self-efficacy and results in 

higher job performance by replacing work-related techniques that are useful and effective for 

conventional employment practices (Svenja, 2007; Kathiravan, Devadason & Zakkeer, 2006). 

Individual task performance may be improved by training, which is a planned intervention 

(Chiaburu & Tekleab, 2005). A company's competitive advantage may be enhanced by using 

job training to ensure that employees are well-trained while still preserving the company's 

key skills (Pfeffer 1994). At the beginning of the twenty-first century, human resource 

managers said that training and development issues were one of the biggest challenges they 

faced (Stavrou, Brewster and Charalambous, 2004). Training, according to Noe (2005), is a 

purposeful and pre-planned effort to relate work skills to employee learning. Human 

resources development has received more acceptance and relevance in the execution of 

reforms and restructuring. The growth of human resources has a key function in discussing 

and recognizing the activities and attitudes of persons at work. According to the notion of 

human resources, organizations may boost productivity by providing enough and effective 

training for employees (Becker, 1998). 

Organizational efficiency has been boosted through training as a key factor. Study after study 

has found a direct correlation between training and increased efficiency and job quality. 

Training also improves the use of resources and machines, reduces waste and injuries as well 

as absenteeism and other overhead costs. Training also reduces obsolescence in skills, 

technology and processes as well as in goods and resources (Oguntimehin, 2001). As a result, 

employees are better able to execute their jobs, new rules and regulations are implemented 

more smoothly, individuals are better prepared for success, and the company's human 

resources are better developed. There is no one-size-fits-all approach to training and 

development, according to Akinpelu (1999). Training and development are necessary for a 

variety of reasons, but two of the most compelling are the desire to improve one's ability to 

do one's work and the ability to lead others. As long as he stays with the same company and 

is properly trained, his work will be more effective, and his affective commitment will help 

him develop a stronger emotional connection with his coworkers, which will boost his 

productivity and provide his company a competitive edge in the market (Meyer & Allen, 

1990). 

The purpose of all human resources development strategies is to improve the individual's 

present work, train new skills for a new job or a new function for both people and 

organizations in the future, and expand the company to meet its current and future goals. 

People in different companies are motivated to use different training techniques for a number 

of reasons. These include the company's policies and goals as well as its financial and human 

resource availability. It also depends on what the company's current training requirements 

are. 
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Regardless of their qualifications, aptitude, or fit for a particular job, every employee at a 

firm should get training. Training is not a one-time event, but rather an ongoing process in 

any well-run organization for new employees. Further technical advancements, such as 

automation, make it possible to modify existing abilities and knowledge, which necessitates 

retraining of current employees. Because of the following, there is a pressing demand for 

education and professional development: 

To strike a balance between an employee's needs and the needs of the company: an 

employee's needs may not perfectly match those of the job or the company, regardless of past 

experience, qualifications, talents, competence, etc. There may be discrepancies between an 

employee's current expectations and those of his or her employer, as well. In order to close 

these gaps and help employees better fulfill the demands of their jobs and the goals of the 

business, they must get the training they need. 

Internal and external factors are continually affecting organizational viability. Organizational 

viability is the core purpose of most companies. Market share might be lost if the firm does 

not respond to a changing element in the globe. Prior to making these changes, the firm must 

ensure that employees have the necessary skills and knowledge to help the corporation 

succeed in a rapidly changing environment. It also provides a framework for the 

organization's development and functioning. The quality of the company's human capital is a 

major factor in achieving these objectives. Training is the best way to keep employees 

productive. 

Advancements in technology In order to succeed and remain competitive, every business 

must use the most recent technological advancements, such as mechanization, 

computerization, and automation. Unless it is backed up by people with the right expertise, 

technology cannot ensure success on its own. As a result of this, organizations should educate 

their employees on a regular basis to keep them up to date on the latest technical 

advancements. 

More and more products and services are being processed or provided, as well as a wider 

range of products and services being offered, which all contribute to an organization's 

growing complexity. The organizational structures of most of the corporations were 

complicated. Worker and organizational hierarchical levels are increasing due to this. It boils 

down to the issue of how activities are coordinated and integrated at various levels. 

Companies are always on the lookout for new ways to improve efficiency. As people are 

prepared to serve as agents of change, training plays a significant role in the projected success 

and transition of an organization. 

When a current employee gets promoted to a higher position in the company or when a new 

job or job is about to be assigned, training is sometimes required. Older employees frequently 

need specialized instruction in areas such as advanced discipline, processes, and other such 

topics. Training may also be used to increase productivity, assist an organization in meeting 

its future labor demands, enhance health and safety, reduce resistance to change, and improve 

the working environment of the firm. 

Gupta (2011) cites the following contributions to an organization's training as examples: 

allows employees to plan for future duties of a specific nature, allows for the advancement of 

one's skills, aids in the development of employees in the direction desired, and increases the 

willingness of the employee to think and observe the challenges he faces at work instead of 

providing him with ready-made solutions. Following are a few of the most often used 

methods, according to Ojoh & Okoh: 
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Lecture: This is the traditional method of teaching that gives the instructor the most control 

over the course of the class's learning. In terms of time and group size, it is cost-effective to 

develop and flexible in execution, and its effectiveness can be evaluated by the goal test or 

information. A lecture, on the other hand, is unlikely to change a person's habits or improve 

their abilities. Some lectures may be boring yet educational, while others may be amusing but 

not educational. 

Instructions to the program: For self-learning training materials, difficulty and mastery are 

organized in an increasing sequence such that each level is a requirement for the next. The 

programmed contents are often delivered to students through a computer or in the form of 

computer-based textbooks. 

Videotapes: For films to be shown, a projector screen and a suitable location are necessary. 

Films are exhibited to demonstrate proper conduct or to provide crucial details about a 

procedure. In a classroom, they are used to spark a discussion and motivate students to take 

more meaningful action. 

In order to allow for the development of foundational skills, employees are often rotated 

between jobs. There is an aim to help the trainee grasp the interrelationships between all of 

the various occupations. 

Apprenticeship: This strategy combines elements of both on- and off-the-job training. As 

with most things, it's a combination of the two. Examples abound in fields like hairdressing 

and printing, to name just a few. Interaction, feedback, etc. are essential in this kind of work. 

Taormina (2009) defines the reason for the inclusion of training as a component in the 

socialization process of the organization, which allows psychologists and sociologists to 

analyze the necessity of training in order to help employees interact with the institution, 

culture, etc. Indeed, as Feldman (1989) points out, training has evolved to become equivalent 

with socializing in many respects. For these reasons (and others), training is an essential 

component of socialization for employees, but not the only one. Other variables must be 

taken into account in order to comprehend the complete process of socialization. Most people 

are trained many times during their careers, therefore this might be seen as a continuous 

phase (Taormina, 1997). 

ON THE JOB TRAINING 

When the supervisor or senior officer takes time out of their schedule to coach or advise his 

or her subordinate, this is a sort of training. Some examples include job rotation, when 

employees are given the opportunity to work on a range of tasks and learn new abilities while 

moving from one unit to another. In the banking and insurance industries, job rotation is most 

common. As an alternative to a traditional internship or apprenticeship, an employee may 

learn on the job by shadowing a more experienced colleague or a supervisor who can guide 

them through the process. As a major benefit of on-the-job training, trainees may begin 

performing reproductive tasks immediately without the need for particular facilities. 

Damaged equipment, squandering supplies, and disgruntled customers or clients may all add 

up to significant expenses. Organizational personnel are given on-the-job training while 

continuing their normal education. Coaching and/or mentoring may be part of on-the-job 

training as well as job rotations and transfers. Training may be provided at a desk or a bench 

by more experienced workers and trainers, according to Armstrong (2013). 
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On-the-job training is by far the most common method of teaching employees at all levels. It 

is the goal of on-the-job training to swiftly raise employees' performance to a minimal 

acceptable level. These methods are used by the worker's immediate supervisor, who has the 

primary duty for giving this training, to help him or her grasp the job's processes. 

It is called "Informal Training" when the supervisor or senior officer takes time out of his or 

her schedule to mentor or advise his or her employee. One way to do this is to have staff 

rotate between units or departments and undertake a range of tasks and learn new skills. 

Banks and insurance companies, for example, have a high rate of employee turnover. 

Internships and apprenticeships, both of which combine on-the-job training with classroom 

education, are examples of on-the-job training that may be completed by both employees and 

employers. For starters, there are no special facilities needed for on-the-job training, so 

students may begin working right away. Faulty equipment, wastage of materials and unhappy 

clients or customers may all add up to a significant amount of money. Workers in the 

corporate world get training while they are still employed at their present workplace. On-the-

job training methods include work rotations and transitions, coaching, and mentoring. More 

experienced workers or trainers educating or guiding employees at their workstations or 

benches are examples given by Armstrong (2013). 

OFF THE JOB TRAINING  

Away from the office, off-the-job training is a kind of education. For training reasons, a 

replica of the workplace is used. That's why it's also known as vestibule training. In most 

cases, new workers who have no previous knowledge of the workplace and lack the requisite 

skills for the role are trained this way. Furthermore, off-the-job training is the ideal option 

when a significant number of workers need training (Vasanthi & Basariya, 2019). It's 

possible that this training isn't really part of the actual training, but in certain cases, it is. 

Classroom sessions, lectures, and films are all examples of off-the-job training. When a 

person works with genuine equipment and supplies, but in a room distinct from the one where 

he will be working, it is called vestibule training. The goal is to remove any distractions from 

work that can get in the way of learning. 

Employees may take one or two days off each week or month to attend formal lectures as part 

of their job's day-release classroom training program. Off-the-job training includes activities 

such as conferences and role playing, amongst others. It is necessary for workers to be taken 

out of their typical work environments in order to concentrate on preparation during off-the-

job training. Even while formal training takes place in the office, off-the-job training may 

also take place outside of the workplace via training workshops, lectures and videos. In 

certain cases, it includes vestibule training, where a person works at a genuine work setting 

with actual equipment and supplies, but in a location distinct from where he would be 

working. This is done to prevent the effects of work-related stress, which might impede 

education. A day-release classroom training program, in which employees are required to 

attend formal lectures weekly or monthly on one or two days off, is another kind of formal 

training. Off-the-job training includes workshops, role-playing, and more. Employees are 

taken out of their normal work environments and trained only on their readiness in an off-the-

job setting. 

GROOMING  

An unprofessional appearance is created when an employee lacks grooming skills. Whenever 

an employee interacts with a customer or any other business colleague, they are representing 

the firm. An unprofessional image is likely to be created by an employee with a bad 
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grooming practice. The following are the numerous ways in which grooming is 

communicated to a person in order to be successful in his or her job: (Fairmont Scottsdale 

Princess, 2015). 

Hair must be styled and a clean, ironed suit is essential; ladies may improve their personal 

appearance by wearing jewelry or make-up, if necessary, to enhance their personal 

appearance before going out to work. Communication that is clear and concise (Calms Hotel 

& Spa, 2011) - An individual must have a pleasant attitude in any form of work or job 

obligations and must be polite and courteous in their communication, An employee's 

behavioral features include his or her actions, mannerisms, activities, and behaviour. The 

character attributes of helpfulness, optimism, positivity, and encouragement should never be 

lacking. It is critical for an employee to be punctual, accurate in their timekeeping, reliable, 

and consistent (Eden and North Carolina, 2005). It was mentioned that workers in any 

company or organization are needed to maintain suitable clothing and grooming; the public 

image and capacity to give services to customers, families, and other members are directly 

influenced by the grooming and attire of the staff. 

Concept of Co-workers Support 

Working with and being supported by one's coworkers is an important part of any company 

culture (Karasek & Theorell, 1990). According to Beehr and McGrath (1992), social support 

is the readiness of coworkers to help one another in their everyday responsibilities and 

alleviate dangerous or stressful situations (for example, caring, being friendly, having warm 

relations, empathy, co-operation, not gossiping or back stabbing, recognition, and support). 

This has the potential to contribute to a more enjoyable work environment (Frone, Russell, & 

Cooper, 1997). According to Bateman (2009), workplace social support includes assistance 

from coworkers. When workers are required to undertake an individual task, such as sharing 

their expertise or providing emotional support, this is an example of employee assistance. 

Supportive personnel create an environment in which employees feel valued, supported, and 

able to learn from their colleagues (Van der Heijden, Kummerling, Van der Van Dam, 

Schoot, Estryn-Behar & Hasselhorn, 2010). A strong social support from bosses and 

coworkers makes employees more secure in their choices and closer to their job than if the 

supervisors and coworkers support themselves inadequately. Those working in the same 

environment have a common understanding of the importance of their work and the 

importance of ensuring the well-being of their companies (Eisenberg, Fasolo & Davis-

Lamastro, 1990). That way the company's assistance for its workers might be seen as a 

reflection of its commitment to its employees' well-being (Sora, Caballer & Peiro, 2011). 

According to Cobb, coworker support is defined as information that makes a person feel 

cared for, loved, respected, and valued as part of a communication and mutually binding 

network (1976). The assistance of one's coworkers. Employee assistance is conceptualized as 

the acts of those who are willing to provide a hand (Deelstra, Peeters, Schaufeli, Stroebe, 

Zijlstra& Van Doornen, 2003). Providing assistance from coworkers or peers is a complete 

degree of beneficial social contact possible in the workplace, according to Karasek and 

Theorell (1990). In addition to providing practical and emotional assistance, coworkers also 

exchange information and ideas (Yoon & Thye, 2000). As Hobfoll (1988) noted, 

collaborators may be an important source of human capital. To a greater extent, work group 

cohesiveness may be improved (Iverson, 1996) if workers are receptive to hearing about 

work-related stressors, ready to assist in solving such difficulties, and confident in their 

ability to turn to the group for support when things go tough (Ashford, 1988). 
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Coworker assistance, according to Zhou and George (2001), entails helping your colleagues 

handle everyday duties by providing information, knowledge, skills, as well as the motivation 

and advice needed to complete their responsibilities. Another option for employees to gain 

new skills is to acquire the knowledge of their coworkers (Perry-Smith, 2006). Social support 

by coworkers was recognized as a construct by Langford, Bowsher, Maloney, and Lillis 

(1997). It was also accepted by Langford et al. (1997) that emotional, instrumental, 

information, and understanding support may all be offered as a component of social support 

(sharing self-evaluation) (Langford et al. 1997). "Emotional or moral or instrumental 

sustenance that is offered without financial remuneration by other workers in the company 

where one works with the purpose of easing worry, fear, or uncertainty" is how Taormina 

(1997) described coworker support. Further, he went into depth to define the three 

components, which he described as emotional support, moral support, and instrumental social 

support. Emotional and moral support refers to verbal and behavioral encouragement/comfort 

(e.g. encouragement for job progress, embraces if allowed) (e.g. lending necessary 

equipment). 

Emotional well-being at work has been studied by Babin and Boles (1996) and others. 

Workplace assistance reduces strain, role stress, and role conflict, all of which are detrimental 

to maintaining a healthy emotional hygiene profile. When Ducharme, Knudsen and Roman 

(2007) studied coworker support, they found that it could be broken down into four different 

types: affective (or emotional) support (such as expressing acceptance and caring), 

informational support (such as offering suggestions) and instrumental support (such as 

providing material aid) (social networking). People who are well-supported by their 

coworkers are less likely to suffer from the negative effects of stress and strain, according to 

Beehr, Jex, Stacy, and Murray (2000). It has been shown that those who have had similar 

experiences in the workplace are more successful at helping people cope with work-related 

stress than those who have never had such experiences and are thus in a different social 

group. When it comes to boosting employee morale and retention, coworkers may be a 

valuable resource. (Kwon, 2017) and India (Kwon, 2017) have observed similar results, as 

well (Mutsuddi & Sinha, 2017). Co-worker interactions have an important influence in the 

recruitment and retention of human capital, according to these research. 

There was a correlation observed between coworker social support and job stress in the 

research done by Seers, McGee, Serey and Graen (1983). This study sought to investigate 

whether social support functions as a barrier against stress or as a technique to deal with 

stress. It's important to remember that although work-related stress might be a barrier to 

socializing, the encouragement and support of coworkers can function as a buffer. Emotions 

at work may be linked to both the supporting social milieu and improved office success, 

according to a conceptual model developed by Staw, Sutton, and Pelled (1994). It has been 

shown that obtaining emotional and social support from coworkers is an important part of 

organizational socialization, as evidenced by several research (e.g. Fisher, 1986; Feldman, 

1981). It was Reichers (1987) who made the argument that the key means of socialization in 

a company would be contacts between newcomers and long-term workers. The value of 

obtaining assistance from coworkers is also emphasized in two newly constructed assessment 

scales of organizational socialization by Chao et al (1994) and Taormina (1994). The concept 

of coworker help as a continuous process was also given by Taormina (1997). In his model, 

he argued that in order to portray this notion as a continuing process, it is required to explain 

that it is crucial for the employee to get assistance from coworkers during their time in the 

business. Taormina (1997) makes the premise that most newly hired workers may not know 

anybody in the company on their first day. If workers engage via personal connections, there 

may be an exception to this rule (In those instances initial support might be higher than 
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expected but still might be low). The degree of assistance employees get might rise 

significantly if they are able to form personal bonds with their coworkers within a few weeks. 

However, in the long run, a lot more assistance from colleagues is required to get a foothold 

in the company. According to a wide range of research, coworker assistance has several 

consequences for human resource management techniques. Social support, according to 

Haines, Hurlbert, and Zimmer (1991), may have a substantial role in lowering stress levels 

among workers. Employees who get less social support are more likely to experience stress 

from high levels of stressors. 

Support from coworkers may make or break your experience of working in a corporate 

atmosphere. Social support in the workplace has already been studied extensively, with an 

emphasis on supervisor assistance. According to Hodson (1997), workers' job happiness, 

productivity, and well-being may all be influenced by the workplace's social interactions. 

Because retail workers interact with coworkers on a daily basis, this study focuses on 

employee perceptions of support from coworkers. Workers who assist each other in their 

duties by sharing knowledge and expertise and encouraging and supporting each other are 

referred to as coworker support (Zhou & George, 2001). Pay, position, and influence on 

policy are all examples of tangible benefits that would increase public support for a cause 

(Eisenberger, Huntington, Hutchison & Sowa, 1986). Providing or failing to establish a 

framework for solidarity and unity in favor of management, as well as supporting coworkers. 

Other than helping coworkers, this has a large impact on the outside world as well. Positive 

social relationships have been linked to better physical and mental health, for example (Kaul 

& Lakey, 2003). 

According to Perry-Smith (2006), employees may learn about work-related topics from their 

coworkers, allowing them to discover new methods of doing things. Results show that high 

levels of coworker support may be linked to job satisfaction, job performance, job 

involvement, emotional, normative and tenure and creative behavior in the workplace. Low 

coworker support, on the other hand, was associated with higher rates of burnout and 

turnover. 

HELPING BEHAVIOUR 

Helping behaviors are those in which individuals provide a helping hand to those in need. In 

the majority of studies on OCB, helping behavior has been shown to be a key component 

(Podsakoff, MacKenzie, Paine & Bachrach, 2000). OCB has been found to be a useful tool 

(forms of behaviour reflecting social, moral or practical assistance). Altruism, reconciliation, 

and even politeness may all be shown through helping others. Employees' relationships are 

strengthened when they provide and receive assistance from one another. As a result of 

helping others, people are more likely to reciprocate, and management is freed up to 

concentrate on defining objectives, etc (Paille & Grima, 2011). Helping conduct may be 

defined as any action that benefits or helps another person. As long as the receiver receives 

assistance, it does not matter what the aid giver's reasons are. Prosocial behaviour, on the 

other hand, refers to any kind of cooperative or friendly action. Separate from altruistic 

conduct, which calls for the main incentive to be the well-being of the other person, even if it 

means sacrificing one's own. Giving back to the community is a way of expressing one's 

gratitude for what one has. Helping behavior has become synonymous with interpersonal 

facilitation, which is defined as a range of interpersonal behaviors that contribute to 

maintaining the social environment essential for successful task performance in an 

organizational setting. 
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ALTRUISM BEHAVIOUR 

To be altruistic, one must act in a way that goes beyond ordinary friendliness or role 

expectations, according to the definition provided by Smith et al. (2006) (i.e., family or 

work). For instance, blood donation and instrumental aid are examples of altruistic conduct, 

which is defined as self-sacrifice of resources for the benefit of others without expecting 

external returns. Human collective corporation and social progress rely on it as much as their 

own bodily and mental well-being (Tan et al., 2009; Ummet et al., 2015; Fehr & Fischbacher, 

2005). When it comes to human conduct, altruism is defined as an act done for the benefit of 

another person without any expectation of financial reward (Musick & Wilson, 2008). 

Prosocial conduct is defined as "doing in a manner that helps another person or group of 

people" in a behavioral setting (Snyder & Dwyer, 2013). This intervention is made to benefit 

the individual getting aid and is not made out of professional obligation (Bierhoff, 2002). 

When someone engages in altruistic conduct, they incur financial, time, and effort costs for 

themselves as well as for others they are trying to help. 

To be altruistic, one must have an overriding desire to promote the well-being of others 

(Batson, 2011). It is the antithesis of egoism, a state of mind defined by a focus on 

maximizing one's own well-being. If a good deed is done out of genuine concern for someone 

else's well-being, or if it's done in order to achieve a moral ideal or social norm, then it's a 

good deed (Batson et al., 2002). A person's willingness to sacrifice his or her own fitness 

(reproductive success) for the benefit of another species is known as altruism in evolutionary 

theory (Bowles & Gintis, 2011). 

SUPERVISOR SUPPORT 

As described by Burke et al. (1992), employee perceptions of direction, support, concern, 

and encouragement from their immediate supervisors constitute what is known as 

"supervisor support." Individual achievement may be amplified to a greater or lesser amount 

by the degree and scope of assistance provided by superiors. Support from a supervisor 

indicates that the supervisor is seen as kind and empathetic (Rhoades & Eisenberger, 2002). 

An immediate supervisor's strategic advantages to workers are enormous, especially when it 

comes to achieving company objectives and job goals. It aids not only in the present work, 

but also in the development of the employee's entire professional expertise. Employee 

results are strongly influenced by supervisor support (akmak-Otluoglu, 2012; Wang and 

colleagues, 2013). According to research, when workers see their bosses as being 

supportive, it makes it easier for them to respond quickly and effectively, which leads to 

better employee outcomes. Supervisor assistance has also been deemed important for 

employees in a company in a similar vein (Hunt, 2014; Fila et al., 2014; Burke et al., 2012; 

Adams & Bond, 2000). It is important for companies to measure supervisor support so that 

they may take remedial action to ensure that supervisors are seen positively by their workers 

and strengthen organizational ties (Eisenberger et al., 2002). 

 

Future Prospect 

As defined by Taormina (1997), future prospects are the extent to which an employee expects 

a successful career with their employer. This was postulated by Buchanan (1974) as a future 

level of reasonable termination of employment. When workers are working for a company, 

they anticipate long-term job security and access to both internal and external 

benefits/rewards to secure future employment. There are numerous aspects of the career that 

might be fulfilling, according to Taormina (1997). A few examples are employee attitudes on 
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retaining their current position, salary increases in the near future, anticipated work duties 

and responsibilities, career advancement opportunities, and appreciation for their employers. 

Employees form opinions on their chances for advancement, earnings potential, and perks 

like bonuses. People's decisions on where to work will be affected by their expected or actual 

salary needs (Reichers, 1987). 

According to Taormina (1997), corporations may entice workers to follow company 

regulations by framing jobs as future opportunities. Employees are worried about how well 

the organization will be able to meet their expectations for successes in the future. As a 

consequence, the problem of inadequate staffing intensifies (Taormina, 1997). This suggests 

that there will be both positive and negative outcomes in the future, both in terms of money 

and politics. 

He also drew a link between Maslow's ideas and McClelland (1961) study on the hierarchy of 

wants (especially the higher-order needs). As he sees it, not all employees have the same 

level of ambition for success. If their working conditions would not improve, they would stop 

showing up to work with enthusiasm (e.g. not getting promoted within the timescale or other 

co-workers getting promoted over oneself). A lack of socializing would lead to resignations. 

As a result, it's clear how people should organize their professional lives in the future (e.g., 

recognition, promotion). 

This emphasis on assessing newcomers' expectations and their expectations of incentives was 

highlighted by Fisher (1986) in her study on organizational socialization. A disappointed 

employee will acquire a hatred for their job if their unrealistic professional expectations are 

not realized. As long as employees are retained, it looks to be beneficial. However, the 

workplace culture must support their professional development. When it comes to good 

workplace socializing, this aspect has the most potential for a financial impact. 

Enticement may be a successful strategy of motivating current and prospective employees if 

HR management methods are assumed to give prospects for future success. This is because a 

person's outlook on the future and level of work satisfaction may have an impact on how well 

they perform. As a result, significant levels of engagement and job satisfaction may be 

achieved by allowing employees to work in accordance with their own preferences. A more 

effective remuneration structure has also been shown to boost employee motivation and 

advancement prospects, according to Caldwell et al. (1990). Research shows that "lack of 

sociability develops when workers perceive they have little possibility of promotion," and 

"true separation from the firm occurs when people are distanced from work" (Kirschenbaum 

& Weisberg 1990). Employees have a variety of alternatives to enhance their job 

performance, according to these studies; employees might be optimistic about the future or 

confident in their present workplace. Relationships (affective, continuing, normative and 

organizational) also have an impact on the future. Any job may be rewarding in many ways. 

To be clear, this domain comprises all elements that influence an employee's desire to stay 

with a firm. In addition to employee perceptions of their likelihood of remaining employed 

(i.e. not being terminated), current salary and potential or scheduled salary increases, future 

job assignments, promotions, bonuses, benefits, stock options, and other incentives, these 

include, but are not limited to, employee perceptions of the following: (a) current salary and 

potential or scheduled salary increases (b); 
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EMPLOYEE RETENTION  

Employer retention is an attempt by an organization to create an atmosphere that encourages 

existing workers to remain with the company, as outlined by Bushra Begum and Sultana 

Nazia (2013). In order to keep workers happy and lower the expenses of obtaining and 

training new employees, a wide range of policies are implemented to fulfill the needs of the 

workforce. Employees are encouraged to remain with the company for as long as feasible or 

until the project is done using this strategy. In order to boost employee engagement and 

support for essential corporate initiatives, retention strategies help companies to interact 

successfully with their workers. When it comes to retaining workers, McKeon says that it is 

"a deliberate effort by employers to build and maintain a culture that encourages current 

employees to stay employed by adopting rules and procedures that suit their particular 

requirements." Customers, money, and morale may all be lost as a result of a company's 

turnover. In addition, the true expenses of screening, authenticating credentials and 

references, interviewing, hiring and training the new employee must be included. To be 

competitive in today's business world, organizations must find and keep the best workers 

possible (Hiltrop, 1999). 

There is no one-size-fits-all solution to the problem of employee retention. To keep doing 

business with or exchanging products and services with a certain company on a regular basis 

is referred to as "retention" in the literature (Zineldin, 2000). Retention is affected by a 

variety of essential factors, including company culture, communication, strategic planning 

and salary and benefits, flexible work hours, and career development systems, according to 

research (Logan, 2000). 

Research shows that businesses that consider their workers as significant contributors are 

more likely to keep them on board (Frost, 2001). In order to boost employee retention, 

companies must ensure that their staff are happy. A staff retention strategy is problematic for 

many companies, as DeYoung (2000) shows in his study. Many companies are seeing an 

increase in turnover rates, which is a sign that workers are unhappy with their jobs (Schuler 

& Jackson, 2006). To add to this, workers who are paid properly by their employers are more 

likely to remain with the company than those who aren't. Employees are more likely to 

remain with companies that recognize and appreciate their talents, accomplishments, and 

efforts (Davies, 2001). Internal and external equity must be taken into account when using 

pay as a retention strategy, according to Gomez-Mejia, Balkin and Cardy (2004). 

PROMOTION 

For superiors and leaders alike, the importance of promotion goes well beyond just choosing 

and putting the appropriate people in the right locations. It serves as a powerful motivation 

for employees to strive for advancement and success. The act of moving from one level of an 

organization to another at a higher or lower level is known as promotion. Promotion, 

according to Sikula (2000), is a move from one position to another within an organization, 

which may or may not include a wage raise or an improvement in status. One of the most 

important aspects of an employee's advancement is promotion, which shows that the 

company has confidence in and respect for their ability to maintain their current level of 

responsibility. Even though it's a pipe dream, every employee hopes for some day to be 

promoted in their current position. Employees will be motivated to work harder, be more 

enthusiastic, be more disciplined, and be more productive if advancement opportunities are 

founded on principles of fairness and objectivity. Organizations need high-performing 
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workers, but people also need feedback on how they're doing so they know where to focus 

their efforts going forward. 

In the workplace, "job promotion" is used to describe an employee's elevation to a position 

with more responsibility and, in theory, more prestige. Employees' conduct in the workplace 

is influenced by the prospect of promotion, which in turn encourages them to improve their 

skills in order to rise up the ranks (Parry & Kelliher, 2009). Incentives and rewards for 

increased work performance and other organizationally sanctioned behaviors are provided via 

job promotions. People will put in more effort if they feel it will lead to a promotion at work. 

If people feel that better employment is only accessible to those from outside their 

community, they will be less motivated (Pearce, 2011). Firms may use the job promotion 

strategy to match their needs for competent workers with the desire of employees to put their 

newly learned skills to use (Gomez, 2002). A high level of work satisfaction is strongly 

linked to opportunities for promotion. Organizational productivity and staff morale may be 

improved by a well-designed promotion system (Gomez, 2002). According to Armstrong 

(2006), a company's promotion procedure should be designed to allow management to recruit 

the best talent available within the organization to fill more senior positions and to provide 

employees with opportunities to advance their careers within the organization, based on 

available opportunities and their own abilities. Armstrong (2006) says. It is a universal 

human desire that one's activities be recognized and acknowledged by others (Richard & 

Johnson, 2001). As a kind of employee development, promotion may be seen as an 

acknowledgment of an employee's abilities and a reward for exceptional performance 

(Samuel & Chipunza, 2009). Maintaining excellent performance and long-term dedication to 

the business are both made possible by having a well-defined succession plan for personnel. 

Employees that are promoted feel more secure in their existing positions. 

JOB SECURITY 

Employee productivity and well-being depend on their ability to feel secure in their work 

environment (Shanti & Mah, 2008). Job insecurity, as defined by Sweet (2006), is the 

inability of a worker to have faith in the continuity of his or her employment from one day to 

the next, week to week, and year to year. Employees who remain with the same company and 

maintain their seniority, wages, and retirement benefits are considered to have "job security," 

according to Meltz (1989). As defined by Herzberg (1968), the capacity of a company to 

offer stable employment for its workers falls under the rubric of "job security." In this 

research, job security is defined as a guarantee of employment, which includes retirement 

security, job instability that jeopardizes the lives and work of workers in particular positions 

within the business, and the fear of losing one's job.. 

When a person's needs and desires are met, they feel a sense of security, which is what the 

term "job security" refers to. The capacity to preserve one's current assets and to earn more in 

the future are both necessary for a person to feel secure. In addition, the right to work until 

retirement should be emphasized (Araabi & Kamali 2000). There is a correlation between 

employee commitment and performance and job security, according to Lambert (1991). 

The state of the economy, current business conditions, and an individual's personal abilities 

all play a role in job security. People's feeling of job security rises when the economy is 

booming and plummets when the economy is in a slump, according to new research. Job 

security and economic health are regularly monitored by economists, government officials, 

and financial institutions. There is a widespread consensus that jobs in the public sector like 

teaching, health care, and law enforcement provide excellent job security; nevertheless, this 

varies widely by industry, area, and career path. People's ability to get employment depends 
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on a variety of factors, including their education, work experience, industry, and geographic 

location. Individuals who are in high demand by employers have a greater degree of job 

security since their abilities and expertise are required by companies, which in turn are 

dependent on the current economic and commercial climate. 

When an individual is certain that they will be employed for the long term, this is known as 

job security. Job loss or loss of desired on-the-employment benefits such as job growth and 

promotion chances, attractive work conditions, career development opportunities, and 

competitive compensation play a role in employee views. It is important for an employee's 

personal and professional commitment to a company to have a strong sense of job security. 

Employees will be more devoted to their employment and the company if they feel at ease. 

Employees' connection to their employment might be seen as a measure of job security. 

There is an emotional connection between workers who have a strong feeling of security in 

their companies and those who have a strong sense of belonging to their firms. A strong 

work-employer connection is also fostered by a sense of stability in one's employment. 

Organizations with stable positions may expect stability, security, and longevity (Robins and 

Timoty, 2010). In their study, Artz and Kaya (2014) asserted that the perceived likelihood of 

future job loss, which is a common measure of job security, might have an impact on 

employees' feelings of fulfillment at work. That job security has an effect on employee 

happiness isn't only a result of employees switching jobs, according to the researchers. A 

person's work satisfaction might be affected by this depending on the timing of their apparent 

job loss and the availability of alternative employment possibilities. 

CONCEPT OF INDIVIDUAL WORK PERFORMANCE (IWP) 

According to Campbell (1990), IWP are actions or behaviors that contribute to the 

organization's goals. The IWP, on the other hand, focuses on employees' behaviors rather 

than their outcomes. In addition, behaviors should be controlled by the person, omitting those 

that are constrained by their environment (Rotundo & Sackett, 2002). In order to calculate the 

IWP, one must first establish the structure of the system. As a result of this, the IWP structure 

has always placed a high value on the ability of employees to accomplish their job's most 

critical substantive and technical duties (Campbell, 1990). To measure task performance, it's 

common to look at the amount of work done and the quality of the work done (Rotundo & 

Sackett, 2002). As defined by Viswesvaran and Ones (2000), "work performance" refers to 

the measurable activities, behaviors, and outcomes that workers take or produce in support of 

and contribute to the organization's goals. 

Individual job performance is a significant consideration for both businesses and people 

(IWP). An organization's goals, productivity, and competitiveness can only be met if it 

employs individuals with exceptional work performance (Sonnentag & Frese, 2002). A 

higher level of performance equates to improved productivity, effectiveness, and quality at 

work (Goodhue & Thompson, 1995). For people, high performance leads to a sense of 

accomplishment (Sonnentag, Volmer, & Spychala, 2008). Work performance, according to 

Campbell, McHenry, and Wise (1990), is a behavior or activity related to the goals of the 

business. There are three concepts that are connected to definitions: (1) behavior or action, 

not a result, is what is meant by "job performance," (2) only behavior related to the 

organization's goals may be considered "job performance," and (3) there are several 

dimensions to this idea. 

The capacity of a corporation to accomplish its own goals is a measure of its organizational 

success (Venkatraman & Ramanujam, 1986). One aspect that may be evaluated is the 
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productivity of the workers' work product. Several studies have developed several approaches 

for assessing the performance of organizations (Wong & Wong, 2007). Individuals are 

judged on their ability to accomplish tasks in line with their responsibilities throughout a 

certain length of time. A manager's job is to make sure that the actions and outputs of their 

workers support the organization's goals. As a result, firms should make it a top priority to 

implement effective incentive strategies that boost employee initiative and productivity while 

also ensuring high-quality service delivery (Frimpong & Fan, 2009). 

A multidimensional concept, such as the International Workplace Performance (IWP) (Austin 

& Villanova, 1992), was identified long ago but only lately got full attention to the 

importance of employee behaviors beyond job performance (Dalal, 2005). CWB and 

contextual performance are now widely accepted as part of the IWP dimension, which also 

includes the execution of tasks (Rotundo & Sackett, 2002). Performance in the context of an 

organization, social group, or individual's psychology may be referred to as "contextual" 

(Borman & Motowidlo, 1993). Behaviours such as showing effort and encouraging others to 

do the same, as well as collaboration and communication are examples of context-specific 

performance behaviors (Rotundo & Sackett, 2002). 

An organization's success relies on the ability of its employees to think creatively, innovate, 

and put their hearts and minds into their work (Ramlall 2008). There are several factors that 

may stabilize our economy, including solid job performance and productivity growth as well 

as better living circumstances and higher salaries (Griffin, 2006). Individual employee 

performance study, according to Griffin (2006), is crucial to society as a whole. It seems to 

have something to do with the output of employees and the quality of their work. When it 

comes to determining a company's productivity, profit and turnover are the most often used 

metrics, whereas supervisory evaluations and target accomplishments are more closely tied 

with performance (Griffin, 2006) 

Individual job performance conceptual frameworks were defined and integrated to produce a 

heuristic conceptual framework in a research done by Koopmans, Bernaards, Hildebrandt, 

Schaufeli, de Vet and van der Beek (2011). Medical, psychological, and managerial databases 

have been reviewed in a methodical manner. In their conceptual framework of individual job 

performance, two researchers independently picked studies and incorporated them. Twenty-

eight job-specific frameworks were found to go with the 17 general frameworks (applying to 

specific professions). Individual job performance was described in terms of task performance, 

contextual performance, counterproductive work behavior, and adaptive performance. 

 

MEASURES OF INDIVIDUAL WORK PERFORMANCE 

Concept of Task Performance 

The ability to successfully complete important jobs is what we mean when we talk about 

"task performance" (Campbell, 1990). While job-specific task skills (Griffin, Neal & Parker, 

2007) and technical skills (Campbell, Hanson & Oppler, 2001) have been mentioned in the 

context of task performance, they are not the only ones (Bakker, Demerouti & Verbeke, 

2004). Demerouti and Verbeke (2004a) state that this includes, for example, the amount of 

work, the quality of the work, and the employee's expertise of their position (Campbell, 

1990). Ability to accomplish the job's most important duties may be defined as task 

performance (Koopmans et al., 2011). A person's ability to plan and organize their work, as 

well as their job quality and efficiency, are all part of this dimension. The technological core 

of the organization is directly related to task performance. 
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Using Murphy's (1989) framework, the dimension of task behavior may be deemed task 

performance. Work-specific task ability and non-job-specific task ability (tasks that are not 

unique to a job but are needed of all employees) are the two categories that Campbell (1990) 

himself believed reflected task performance (Viswesvaran & Ones, 2000). Efficacy, quality, 

and work awareness, the first three characteristics of Viswesvaran (1993), might all be 

regarded to represent task performance. A single dimension was used to define task 

performance in later job performance constructions, all of which had this single dimension 

(Viswesvaran & Ones, 2000; Griffin, Neal & Parker, 2007; Rotund & Sackett, 2002). Only 

Renn and Fedor's method, in which task performance was separated into work quantity and 

quality, was an exception (Renn & Fedor, 2001). 

Core job responsibilities might differ from one employer to the next. When compared to 

generic frameworks, job-specific frameworks also employ a variety of specialized 

characteristics to characterize the execution of the activity. Accurate measurements of 

working dimensions, respect for time, attention to detail, and preparation were shown by 

Arvey and Mussion (1973) when they described the duties of clerical employees. For public 

accountants, Jiambalvo (1979) defined job performance as a combination of understanding, 

planning, and modifying. Executive task performance was separated by Engelbrecht and 

Fischer (1995) into action orientation, task structuring, and inquiry, synthesis, and decision-

making (e.g., getting things done, determination) (problem resolution). To add to this, 

managers' task performance was split by Tett, Guterman, Bleier, and Murphy (2000) into 

traditional duties (such as decision-making and planning) and occupational insight and 

concerns (eg, job knowledge, concern for quantity and quality). According to Motowidlo 

(2003), task performance may be divided into two categories: operations that directly 

transform raw materials into goods and services, and other sorts. Operations to support and 

maintain the technological basis are included in the second category. 

EFFICIENCY  

Industrial organization and strategic management collection works both emphasize the 

importance of company-specific attributes, such as managerial talents; innovation; cost 

control; and market share; as predictors of present business success and stability. As a result 

of their efforts, the results of an activity are maximized in proportion to the amount of time 

and money invested. In order to attain maximum performance, it is necessary to use the 

fewest resources feasible while yet generating the highest amount of output (Banton, 2020). 

To be efficient, one must utilize as little resources as possible, such as one's own time and 

energy, in order to achieve a certain goal. Calculating it may be done by comparing useful 

output to total input. Reduces waste by optimizing physical materials, energy and time 

consumption while still attaining the required result.. To maximize the net benefit to each 

person in a particular economic situation, the term "economic efficiency" refers to the 

efficient use of resources. No one metric can be used to assess an economy's efficiency, 

although some common measures include things sold at the lowest possible price and labor 

that yields as much as possible. The degree to which prices integrate available knowledge is 

referred to as market efficiency. There is no such thing as "beating" the market since there are 

no underpriced or overvalued equities. Efficiency in operations is a measure of how 

profitably a company generates earnings relative to its operational expenses. A company's 

operations will be more effective if it can make a return on its efficiency or investment. This 

is due to the fact that the business produces more income or returns at the same or lower cost 

than a rival entity (Banton, 2020). 
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JOB KNOWLEDGE 

Knowledge of a job's particular responsibilities and the ability to keep up with changes in 

work activity is known as job knowledge (Fletcher, n.d.). It is impossible to overstate the 

importance of an organization's or company's workforce's collective job knowledge. 

Measuring employee knowledge on a regular basis may have a variety of positive effects on 

productivity. Tasks in a specific employment role might be modified over time when new 

processes and technologies are implemented. Assessment of job knowledge is done to see 

how well the current job description matches the tasks that each employee is expected to do. 

Managers and HR experts are likely to investigate if there is a significant discrepancy 

between what is expected and what is actually done. As a last resort, they may choose to take 

remedial measures, such as re-assigning tasks and revising job descriptions. 

CREATIVITY ON THE JOB 

One of the few components that may help firms succeed and compete with other 

organizations is the creativity of their workers, according to (Mittal and Dhar, 2015). 

"Innovators" are increasingly rewarded in the workplace. The notion of innovation and 

modernity must be understood by all workers. Creativity, according to Zhou and George 

(2001), may be defined as an individual or group's efforts to maximize human labor's 

capacity, resulting in a more effective achievement of the organization's objectives, owing to 

innovation and globalization. The only way a company can compete with its rival is to 

acquire creative employees that are outgoing and like working in teams. Employees with 

proactive personalities are the ones who are most valued for their ability to bring about 

positive change in their organizations. Creativity is defined as the development of fresh and 

beneficial ideas, according to researchers (Amabile, 1988, 1996). It's essential for the 

company's survival and competitiveness to do so (George & Zhou, 2002; Oldham & 

Cummings, 1996; Zhou, 1998). Creativity among employees is important not just to the 

individual, but to the company as a whole. As we all know, technology is fast taking over in 

the 21st century, thus it is imperative that all workers have a technological and inventive 

mindset. It's also having a favorable impact on the economy (Runco, 2004). In order to assist 

staff grow intellectually, it's critical to pair them with projects that need them to work in 

teams to solve problems (Kremer, Villamor and Aguinis 2018). To thrive in today's 

workplace, people must be inventive and flexible. 

Enabling and providing feedback on how an employee attained their objectives, while 

allowing them the freedom to pursue their goals anyway they see fit, can result in an increase 

in performance that goes well beyond the employee's wildest dreams (Dvir, Eden, Avolio, & 

Shamir, 2002). As a result, a positive effect was felt by all involved in the linking of 

employee creativity to the firm's performance, which explained that it takes time to gain new 

knowledge, but in the end, an individual is able to come up with new techniques that are 

creative and efficient and have a positive impact on the firm's performance (Jaussi & Dionne 

2003). 

Contextual Performance 

Contextual performance occurs when employees offer to help colleagues, put in additional 

effort to accomplish a job, work longer hours to meet deadlines, and so on (Van Scotter, 

2000). It has been suggested that individuals who are unsatisfied with their employment may 

display lower levels of contextual performance behaviors reflecting that overall job happiness 

is more directly linked to contextual performance than task performance. Employees must 

constantly engage, cooperate, and go above and beyond their normal work obligations in 
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order to be successful. An organization's success is dependent on certain characteristics, 

according to Katz and Kahn (1978). 

It is the social and psychological environment in which the technical core functions that is 

influenced and supported by contextual performance. Behaviors that are prescribed in a 

unique context are known as contextual performance behaviors (1994; Van Scotter & 

Motowidlo). Contextual behaviors may be observed in a broad range of occupations and are 

more likely to be influenced by other aspects of a person's personality and drive. Contextual 

performance should become increasingly more crucial to organizational success as job 

categories become less relevant and cooperation becomes more frequent. There are a number 

of ways that contextual performance might boost productivity (Podskoff and MacKenzie, 

1997). Interpersonal support and facilitation, employee adherence to company standards and 

procedures, improvement suggestions to the business, and customer satisfaction are just a few 

examples to consider (Morrison, 1996). 

For research on contextual performance, Ployhart et al. (2006) recommends focusing on the 

determinants of contextual performance as the key result. Contextual performance was shown 

to be the most important factor in the link between personality and total work success, 

according to Borman and Motowidlo (1997). In fact, research shows that personality traits 

(such as agreeableness, extraversion, and conscientiousness) are positively related to 

performance in many contexts (Delgado-Rodriguez et al., 2018; Witt et al., 2002). 

Extra-role performance, also known as contextual performance, refers to acts made by an 

employee that are not directly related to their job duties but are thought to help the business 

as a whole (Podsakoff et al., 2000). Extra-role performance, also known as contextual 

performance, refers to acts made by an employee that are not directly related to their job 

duties but are thought to help the business as a whole (Podsakoff et al., 2000). However, 

many (if not all) professions need contextual duties, which are less job-specific. They have an 

impact on the work environment, both in terms of the physical environment and the mental 

environment. People's variations in motivational traits and tendency, as well as the person-

organization fit, are likely to have a greater impact on behaviors like volunteering, assisting, 

and sticking with something over time (Motowidlo and Van Scotter, 1994). 

INTERPERSONAL FACILITATION  

If a person's interpersonal facilitation is high, it suggests that he or she has the kind of 

personality traits that are liked and desired by their coworkers. The term "interpersonal 

facilitation" refers to activities that are linked to an employee's interpersonal orientation and 

contribute to the achievement of an organization's objectives. It is essential for an 

organization's social and interpersonal environment to be maintained in order to function well 

at work. Motivating employees, encouraging teamwork, and assisting colleagues in 

completing their tasks are some of the common goals of these types of acts. Such measures 

are also thought to have a positive effect on the work satisfaction of employees. It is the 

belief of the social exchange theory that individuals are able to maintain a balance between 

what they give and get via social trade. It is common for employees to "give back" when they 

are content with their jobs by helping their colleagues, supporting them to overcome 

challenges and applauding them for their efforts, and offering to assist. 

 

PERSISTENT EFFORT 

Those who are able to endure in the face of hardship to achieve their goals are highly prized 

in the workplace. An individual's propensity for perseverance is characterized by adherence 
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to socially enforced impulse control standards and a desire to be goal-directed and planful 

(Jackson et al., 2010). It means sticking with a project till the end, no matter how mundane or 

difficult it may seem at the time (Miller & Rucas, 2012). An individual's inclination to 

engage in an activity they like, see as significant, and devote their time and attention to 

(Vallerand & Houlfort, 2003). Desire to fulfill several responsibilities and to contribute to the 

attainment of group objectives in an effective manner (Benschop et al., 2013). 

People are praised for overcoming considerable challenges in the "period of the startup" 

(Zwilling, 2013), and their tenacity is widely recognized as a key signal of success 

(Dimotakis, Conlon, & Ilies, 2012). As a result, it is essential to measure persistence and 

describe its effects from both a theoretical and practical perspective. Researchers have seen 

people whose persistence seems to be habitual and applied to all objectives widely, despite 

the fact that persistence is typically defined in terms of state-level desire toward a single goal. 

As a result of this second discovery, researchers began to speculate about the existence of a 

personality trait known as persistence. Trait persistence has long been thought to be a key 

predictor of personal performance by academics due to the construct's structure and generally 

held perceptions of persistent individuals. There have been a slew of persistence-related 

categories developed to define characteristics that are largely consistent as a consequence of 

the search for this connection and an appreciation of the underlying individual variances. 

JOB DEDICATION 

To be dedicated to one's job entails not just showing up for scheduled work hours on time, 

but also giving out your all in order to produce excellent results. According to Van Scotter & 

Motowidlo (1996), "at-work acts that reflect discipline, effort, and enthusiasm," such as 

working late or pursuing new duties, are examples of workplace devotion. The individual's 

self-discipline is the driving force behind these kinds of actions. It is a belief held by Van 

Scotter and Motowidlo (1996) that work dedication is the cornerstone of job performance. 

Employees are more likely to act in the company's best interests when they see their actions 

rewarded in this way. Working longer shifts or hours, being more disciplined and self-

controllable, and taking on challenges with more enthusiasm are all signs that someone is 

satisfied with their work environment. In the face of difficulty, an employee's dedication to 

their work allows them to persist or they may volunteer for extra labor outside of their job 

description requirements. 

Adaptive Performance 

In a recent study, Koopmans, Bernaards, Hildebrandt, Schaufeli, De Vet, and Van der Beek 

(2011) defined adaptive performance in IWP frameworks (Sinclair & Tucker, 2006). This 

component focuses on the change in the IWP's design brought on by the growing 

interconnectedness and complexity of organizational structures. To put it another way, 

adaptive performance is how well a person adjusts to changes in their work environment 

(Griffin, Neal & Parker, 2007). A person's ability to adjust to changes in a work environment 

or job function is referred to as adaptive performance (Griffin, Neal & Parker, 2007). 

Creative problem solving, adjusting to new jobs, technology and procedures, and learning 

about foreign cultures and physical settings are all examples of this. 

In terms of outcomes, such as task or work performance (Kozlowski, Gully, Brown, Salas, 

Smith &Nason 2001), strategy selection or adaptive expertise (Reder&Schunn, 1999), as well 

as a secure construct of individual difference (Ployhart and Bliese, 2006), workplace 

adaptability has been conceptualized and researched in various ways. According to Pulako, 

Arad, Donivan and Plamondon (2000), adaptive performance is defined as altering one's 
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behavior in order to meet the needs of the environment, case or situation. An adaptability-

based theoretical model posits that individual variations are linked to task, contextual, and 

detrimental components of work performance (Ployhart & Bliese, 2006). 

The term "adaptive performance" refers to the importance of discussing how well employees 

can adjust to shifts in their working environment. Individuals can benefit from adaptive 

performance in a variety of ways, including increased performance potential and career 

success (Griffin, Neal, & Parker, 2007; Shoss, Witt, & Vera, 2012). Employees' ability to 

adapt to changing conditions, such as change management and organizational learning, may 

also be a factor in the success of an organization (Dorsey, Cortina, & Luchman, 2010). 

Researchers have found that adaptability is an important factor in determining a person's 

ability to perform at work (Allworth & Hesketh, 1999). Companies and the military place a 

high value on the ability of their employees to adapt and be flexible (Ilgen & Pulakos, 1999). 

Numerous studies have been undertaken in an attempt to identify adaptive performance 

predictors for use in training and selection. Adaptive performance's criterion side received 

little attention, which exacerbates the complaint about the criterion (Austin & Villanova, 

1992). Academic and practical methods to adaptive performance assessment have tended to 

diverge. Along this division, the setting (lab vs field), the dimension of creation 

(unidimensional vs multidimensional), the style of assessment (objective task scores vs 

subjective evaluations), and the sample (students vs workers) are all constantly changing. 

EMPLOYEE FLEXIBILITY 

It's important to have employees who can adapt to new situations and show their versatility in 

their job duties in a variety of different contexts. It differs from skill flexibility in that 

employees may be talented but lacking in motivation to change, or they may be highly 

motivated but lacking in the requisite skills or knowledge to make change decisions 

(MacDuffie, 1995). When it comes to an employee's adaptability, flexibility is a term that 

comes to mind (Beltrán-Martn and Roca-Puig, 2013). The dynamic workplace, it is 

suggested, requires employees to be more adaptable in their skill use, views of their job 

duties, and ability to adjust to changing work situations (Bhattacharya et al., 2005; Beltrán-

Martn et al., 2008). 

Personality inventories may be used to determine an individual's ability to adapt to change, 

according to a recent study in the field. Thus, businesses can increase employee adaptability 

by purposefully selecting employees with higher degrees of adaptability. Flexibility in the 

workplace also requires the company to show a greater tolerance for non-routine employees, 

which can only be achieved by developing an appropriate culture. Flexibility among 

employees grows as a result. There are two ways in which flexibility among employees is 

beneficial. To begin, an individual’s capacity to adapt to changing circumstances adds value 

since the organization avoids the expenses associated with non-adjustment to changing 

circumstances. Individuals that are adaptable adjust to the complexities and novelty of altered 

situations (Lepine et al., 2000); as a result, losses associated with inaction are minimized. As 

a second benefit, flexibility in the workforce helps the company adapt to a wide range of 

circumstances and facilitates change implementation. Having personnel with greater learning 

capacities eliminates the requirement for the firm to hire new people with new characteristics 

in response to environmental changes. 
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EMPLOYEE RESILIENCE 

In the field of workplace resilience, positive psychology is at the heart of the study (Luthans, 

2002). Staff resiliency is the ability that workers may acquire with the help and support of the 

company to effectively deal with, adapt to, and flourish under changing working conditions. 

According to Luthans (2002), resilience may be learned, but it can also be seen as a 

personality trait. Understanding and identifying the organizational enablers that support 

employee resilience in the workplace is crucial to increasing employee resilience. An open, 

welcoming, collaborative, empowered and learning-oriented work atmosphere has been 

linked to employee resilience despite the lack of concrete linkages (Bommer, Rich, & Rubin, 

2005; Bouckenooghe, Devos, & Van den Broeck, 2009). 

Resilience in the workplace may be seen as a trait, a condition, or as a process that can be 

improved through time (Kossek & Perrigino, 2016; Richardson, 2002). Resilience is seen 

from the characteristic viewpoint as a set of different personal talents or as an individual's 

own and consistent personality quality (Wanberg & Banas, 2000). Resilient people, according 

to this theory, are better equipped to deal with adversity and failures than non-resilient people 

(Shin et al., 2012). Although resilience is a state-like trait, the capacity approach sees it as 

malleable throughout time. As a result, from this vantage point, resilience is seen as a talent 

that can be improved via practice (Luthans, 2002). From a process perspective, resilience is 

described as an unfolding development that happens in response to a range of events and 

resulting in good adaptation (McLarnon & Rothstein, 2013; Moenkemeyer, Hoegl, & Weiss, 

2012). 

Resilience outcomes may be influenced by mechanisms of resilience as well as variables that 

promote resilience. Resilience mechanisms are defined by Fisher et al. (2018) as "those 

experiences, emotions, and behaviors that people adopt in response to adversity, such as 

unique coping skills or emotional responses." It is important to note that resilience-promoting 

characteristics exist independently of a person's experience of adversity; yet, these 

characteristics may minimize the negative effects of adversity or establish resilience 

mechanisms throughout adverse situations. The character trait of toughness serves as a 

motivating force (Fisher et al., 2018). Adversity, resilience mechanisms, and factors that 

promote resilience, along with the outcomes of resilience, are all critical components of the 

resilience process (Hartmann, 2020). 

EMPLOYEE ADAPTABILITY 

People's inherent capability for adjusting and anticipating task-related, environmental, 

and professional demands may be obtained from their cognitive, emotional, and 

behavioral resources when they are referred to as having "individual adaptability" at 

work. Organizational change and socialization, career growth, and difficult work 

environments all fall under the umbrella of employee adaptability. Adaptability, 

according to this definition, may be broken down into three distinct but interconnected 

aspects: cognitive, emotional, and behavioral (Fugate et al., 2004). An ever-changing 

business climate calls on firms to be more flexible and adaptable. Some of the factors 

that need an organization's constant change and development include increased 

competition, changing markets, innovation, and technological improvements. To keep up 

with the rapid speed of environmental and organizational change, personnel must 

become more adaptable, flexible, and tolerant of ambiguity in order to succeed in new or 

changing work environments (Pulakos et al., 2000). According to Griffin and Hesketh 

(2003), a lack of coordinated research on individual adaptation is a problem. For 

example, research has just lately begun to examine adaptability and adaptable behaviors, 
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concentrating on such topics as task adaptability, adaptability to work transitions 

(Ashford and Taylor, 1990), adaptability to career changes (Savickas, 2005), and leader 

adaptability (Pulakos et al., 2000; Mueller-Hanson et al., 2005). 

ORGANIZATIONAL CULTURE  

How things are done in an organization may be regarded as an organization's culture, 

according to Deal and Kennedy (2000). Incorporating expectations, philosophy, and values 

that guide members' behavior and interactions with the outside world, as well as past and 

present interactions, are all part of a company's mission and vision statements. Assumptions, 

rituals, symbols, language & habits are all part of the culture of an organization. Needless to 

say, this isn't the case. Shared values, practices and unwritten regulations are also part of the 

organization's culture (The Business Dictionary). 

When we talk about organizational culture, we're talking about how people behave in the 

workplace and how their actions are directly impacted by the culture of the company. 

However, the effect of organizational culture on other organizational outcomes, such as 

productivity, employee engagement, dedication, etc., makes it one of the most important 

factors in influencing organizational behavior. For further information, see Cancialosi (2017). 

Organizational culture has a direct correlation with an organization's performance if its 

employees are encouraged to work together and share resources as required. 

It is important to note that there are parts of an organization's culture that may be hidden from 

one's conscious knowledge at each of three levels of organizational culture (Chatman and 

Eunyoung, 2003). There are three interconnected layers of corporate culture, according to this 

theory (i.e Assumption, Values and Artifacts). A person's most fundamental assumptions are 

found at the bottom of one's consciousness; these assumptions represent one's ideas about 

human nature, nature, and reality. Values exist on a deeper level; they are shared ideas, 

norms, and aspirations. Artifacts or visible/tangible parts of corporate culture are at the third 

level. In order to better comprehend an organization's culture, one may begin by studying its 

artifacts, which is a good place to begin. However, focusing just on the outward appearances 

will likely leave you with a partial understanding of the organization's culture, since most of 

what makes up cultures is hidden from view. It's possible to learn about an organization's 

culture by seeing how workers interact and making decisions, as well as by asking questions 

about their views on what's proper and what isn't. 

Innovative Culture 

A culture of innovation may be defined as a willingness to accept new ideas, a willingness to 

take risks, and an entrepreneurial attitude (Capon, Farley, Lehmann & Hulbert, 1992). In 

addition, it shows how an organization's common values, behavior, and beliefs influence 

creativity (Dobni, 2008). In essence, the gradual stride forward that transforms old ideas into 

something new and repurposes the familiar into the unexpected is at the heart of innovation 

culture (Kellogg, 2008). 

A company's innovative culture, according to Leavy (2005), is one that makes use of the full 

creative potential of all of its personnel as well as their in-depth knowledge of consumers, 

rivals, and procedures. Another way to describe it is as an environment where new ideas and 

solutions are absorbed from outside sources or generated within, resulting in a more effective 

application of new ideas. For further information on this study see Kranicka and Glod (2017). 

A culture of innovation encourages companies to generate and execute new ideas, 

maximizing the potential of their workforce (Schertlin, 2018). Innovation culture, according 
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to Davies and Buisine (2018), is a set of conditions that promotes and facilitates creative 

thinking across an organization and at all levels of the business's workforce. This means that 

in order for a company to benefit from an innovation culture, it must possess certain traits. To 

build on this basis, innovators need to have a wide range of talents (such as the ability to 

experiment, network, ask questions, observe, and collaborate with others) available across the 

company (Christensen Dyer & Gregersen, 2013). 

As a result, an organization's culture acts as a social glue (Cameron & Quinn, 2011). This 

means that it is an effective management tool that allows employees to work on their own 

initiative and to a high standard of quality (Christensen, 2011). The present status of the 

global market is also defined by rising volatility, dynamism and most importantly by the 

globalization of business. Organizations are forced to look for innovative ways to obtain an 

edge in order to remain competitive (Moiseeu & Koroleva, 2012). A company's innovation 

culture has to be seen within the context of the organization, according to Trott (2008). In 

order to ensure a company's long-term viability, long-term survival, and growth in the 

market, innovation is a critical component of its strategic management. Efficiency and an 

innovative culture go hand in hand, therefore that's the ideal way to make it all happen. As a 

result, an organization's basic principles and goals should include fostering a creative culture 

(Moiseeu & Koroleva, 2012). 

SUPPORTIVE CULTURE 

It's a challenge that every company has to deal with: fostering an environment of mutual 

support. There seems to be agreement, however, that a supportive culture is the most 

important effect on behavior and productivity (Gibson, 1997). Schneider (1983) defines a 

supportive organizational culture as the value of systems and assumptions that govern the 

organization's day-to-day operations. This suggests that the rules and values of an 

organization have a significant impact on all of its members (workers) (Asiedu, 2015). He 

went on to say that since norms are intangible, a company's focus on them is essential if it 

hopes to see improvements in its workers' output. 

Employees who work in environments with a supportive culture may be less willing to adapt 

and change than those who work in environments with an adversarial culture, according to 

Perrow (2014). A supportive culture, such as that promoted by March and Simon (1958), may 

also contribute to the relocation of objectives. This is according to March and Simon (1958). 

It's said that a supportive work environment might help workers shift their focus away from 

the organization's aims and onto their own personal development and growth. Merton (1949) 

emphasized that the original aim of the organization may be overshadowed if the behavioral 

norms and methods of doing things in the organization become more prominent. 

After all, Schein (2010) maintains that supportive culture elements like rewarding, 

compensating and communicating with employees as well as providing opportunities for 

advancement are a conservative push for employee job satisfaction as well as a source of 

competitive advantage for the organization. Since every organization's culture should be 

helpful but only under particular circumstances, he concludes. 

An organization's supportive culture is critical since it fosters a welcoming and welcoming 

atmosphere (Yusof, Said, Ali & Mat, 2016). Additionally, employees tend to be more fair, 

honest, and open-minded while they are at work (Wallach, 1983). Furthermore, according to 

Taormina (2007), a happy and productive mindset may be fostered through a supportive 

culture. Employees are more likely to share knowledge more effectively in a firm with a 

friendly culture. 
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Karlsen (2011) asserts that a culture of mutual support not only lessens work-related stress, 

but also boosts employee motivation. Because it is based on trust, encouraging, encouraging, 

collaborative and personal freedom may be applied (Yusof et. al, 2016). An organization's 

ability to successfully expand into new markets while maintaining its current operations, 

product line, and operational processes is what is meant by a "supporting culture" (Nadim, 

2004). An organization's supportive culture encourages workers to start a separate firm that 

operates under different standards, as well as allows them to continue managing the business 

and preserve control over it. 

Participative Culture 

(2007) described participatory culture as a culture with relatively low barriers to civic 

involvement and creative expression, significant encouragement for making and sharing one's 

invention as well as some sort of informal mentoring wherein the more experienced 

individuals pass along what they know to beginners. To be really participatory, a culture must 

have a sense of belonging and a belief that everyone's work counts. Everyday media 

engagement may be seen as an active, social process that allows the internet to link 

individuals from all over the globe who have common interests in collaborative work and 

learning. Henry Jenkins and his colleagues advocate this way of thinking in their work. To 

put it another way, participatory culture is a sort of cultural creation and social interaction in 

transition, as Jenkins (2015) stated. People are more likely to communicate, generate, and 

disseminate ideas in an organization with a participatory culture. (Jenkins, Ito, & Boyd, 2015; 

From these kinds of interactions and established standards for communication and exchange 

of ideas, a participatory culture develops (Halverson, Kallio, Hackett & Halverson, 2016). 

A number of distinct personality traits and distinctive qualities come together to generate 

participatory culture, according to Balaguer (2016). In addition, by offering an assessment 

system, it makes it easier to grasp the organization's many subsystems. As a result, the values 

and behaviors of the organization's workers are shaped by its participatory culture. 

Nevertheless, a company's participatory culture is critical to gaining long-term competitive 

advantages since it encourages its workers to engage in innovative behavior, as long as they 

accept and embrace participation as a core value of the company and make a commitment to 

it (Hartmann, 2006). 

Participation of workers is also influenced by the socialization and coordination that are a 

component of the participatory culture (Tesluk, Fary & Klein, 1997; Martins, 2003; Naranjo 

– Valencia, Jimenez, 2012). As a result, workers may learn about the company's participation 

rules and procedures via socialization; at the same time, these policies and procedures are 

designed to promote a set of ideas and values that encourage involvement in the workplace. 

As a result, its ability to participate in decision-making is established. When it comes to the 

study of a certain subject matter (Tesluk and Farry Klein 1997; Martins and Terblanche 

2003). 
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Figure 2.1: An operational framework showing the relationship between organizational 

socialization, individual work performance and organizational culture 

Source: Both the variables of organizational socialization as well as the metrics of individual 

job performance were borrowed from Rashid and Noh (2012). (2013). 
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and adaptive performance (2013). As a result of this investigation, the research aims to 

analyze how the different characteristics of organizational socialization are related to the 
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organizational socialization and individual job performance under the moderating impact of 

organizational culture. 

Relationship between Anticipatory Socialization and Individual Work Performance 

Preliminary socialization of new hires has a considerable influence on their long-term 

relationship with the firm and their eventual performance (Northcraft & Neale, 1990). Poor 

person-organization fit causes workplace stress and, as a result, employee dissatisfaction, 

lower productivity, and high levels of absenteeism and turnover. Poor person-organization fit 

(Wright & Bonett, 1991). According to Ferson and Qian, employees' behavior and work 

performance are affected by their anticipated socialization (2004). According to Balci, 

employee anticipatory socialization has a considerable positive impact on their work 

performance (2016). The organizational socializing process helps employees enhance their 

professional talents, which improves productivity and speeds up organizational adaptability 

(Balci, 2016). 

Ho1: There is no significant relationship between anticipatory socialization and task 

performance of general hospitals in Rivers State, Nigeria.  

Ho2: There is no significant relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ho3: There is no significant relationship between anticipatory socialization and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

 

Relationship between Coworkers Support and Individual Work Performance 

Work environments benefit from coworker support, which lowers employee stress, resulting 

in better performance (Sloan, 2012). Coworkers may provide a hand to one other to get the 

task done and boost each other's performance (Mayor, et al, 2012). As stated by Cummins 

(1990), employees who have strong bonds with their colleagues are more likely to be 

successful and productive at work. Employee performance may be boosted through colleague 

assistance, which includes knowledge and skills exchange, and encouragement and support 

(Zhou & George, 2001). Coworkers may provide a hand when a team member is unable to 

fulfill his or her responsibilities owing to family obligations (Crawford, LePine, & Rich, 

2010). By acting as a stand-in for each other, employees avoid the multiplying effect of the 

team process. Coworkers who take up tasks that would otherwise go incomplete discourage 

other members of the team who rely on this work from accomplishing theirs. For the time 

being, we agree that the coworkers who step in will be responsible for an additional task. 

However, assisting coworkers may experience a short-term increase in stress, but they ensure 

that the overall team's responsibilities are fulfilled (Hodson, 2001). However, as peers are 

often seen as equals, relying on colleagues for help may show a lack of expertise or 

independence (Ng & Sorenson, 2008). 

Amarneh, Al-Rub, and Al-Rub explore the impact of social support from coworkers on job 

performance among Jordanian hospital nurses (2010). A correlational descriptive survey was 

utilized to evaluate this link between a sample of 365 Jordanian hospital nurses. The 

Schwirian Six Dimension Scale of Nursing Performance, the McCain and Marklin Social 

Integration Scale, and the demographic technique were all employed to collect the data. 

Perceived social support from coworkers boosted documented job performance (r 14 0.40; p 

0.001). Demographics and coworker support were shown to account for 20% of the variable 

in job performance. The results demonstrated that the encouragement of coworkers has a 
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favorable impact on job performance. It was shown in a cross-sectional research of teachers 

that social support had a negative correlation with emotional tiredness. As previously 

mentioned, social support was proven to have a considerable influence on performance by 

Van Vegchel, Jonge, Soderfeldt, Dormann and Schaufeli (2004). These findings show that 

coworker assistance is essential to preventing emotional breakdowns and increasing 

productivity among employees. Employees who are supported by their coworkers are more 

likely to be creative. 

Ho4: There is no significant relationship between co-workers support and task performance 

of general hospitals in Rivers State, Nigeria.  

Ho5: There is no significant relationship between co-workers support and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ho6: There is no significant relationship between co-workers support and adaptive 

performance of general hospitals in Rivers State, Nigeria. 

Relationship between Future Prospect and Individual Work Performance 

Future prospects and learning opportunities are important factors in determining which job 

offers to accept, according to study (Barbeite& Maurer, 2002). In addition, employees who 

think that their organization provides the opportunity for professional progress are more loyal 

to their employers and do better work (Mikkelsen, Saksvik, Eriksen, & Ursin, 1999). 

Employer-provided growth opportunities have been linked to better job performance and 

lower turnover, which contributes to higher quality products and reduces monetary losses due 

to turnover (Kraimer, Seibert, Wayne, Liden, & Bravo, 2011). As a matter of fact, evidence 

shows that companies that encourage the production and spread of information have a better 

financial outlook (Ellinger, Ellinger, Yang, &Howton, 2002). 

Ho7: There is no significant relationship between future prospect and task performance of 

general hospitals in Rivers State, Nigeria.  

Ho8: There is no significant relationship between future prospect and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ho9: There is no significant relationship between future prospect and adaptive performance 

of general hospitals in Rivers State, Nigeria.  

Moderating Influence of Organizational Culture  

As a result of these common assumptions, companies are able to define proper behavior in 

diverse scenarios, which in turn directs their daily operations (Ravasi& Schultz, 2006). 

According to Schrodt (2002), the degree to which employees identify with their company is 

influenced by the culture of the corporation. It has an impact on how people and 

organizations relate to customers, stakeholders, and their other. Corporate culture, according 

to Nosil and Kaya (2013), provides predictability, orderliness, and consistency in a company. 

To put it another way, a company's culture might take the place of strategy. According to 

Ashkanasy, Wilderom, and Peterson (2000), workers' attitudes and performance are 

influenced by their belief systems, values, and norms, and these are reflected in their 

behavior. According to Khalkhali, Shakibaei, and Nezgad (2012), a company's culture may 

boost employee morale, spur innovation, improve efficiency, and boost overall output. As a 

result, a strong corporate culture is beneficial to any company since it encourages workers to 

remain focused on the company's long-term goals (Baird & Reeve, 2007). 
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As a result, a culture might be useful under some conditions and ineffective under other 

situations. The more a company's culture is solidified, the more trust its employees have in its 

commitment, which may be used to both motivate and manage workers. Managers must 

focus on culture since it has a significant influence on the strategic development, 

productivity, and education of workers at all levels of management (Mehra, & Goswami, 

2017). 

Ho10: organizational culture does not significantly moderate the relationship between 

organizational socialization and individual work performance of general hospitals in Rivers 

State, Nigeria. 

Theoretical Framework 

Both variables, Organizational Socialization and Individual Work Performance are presented 

in a theoretical framework. 

Person – Environment Fit 

The notion of person-environment fit says that individuals have an inbuilt desire to fit their 

settings and seek for situations that are similar to their own. People desire to fit in because 

they like stability, want to be in charge of their lives, want to belong, and want to be happy 

and satisfied in their lives (Yu, 2013). Consistency and predictability may be established 

when people' views, attitudes, and behaviors align with those of others (Hogg, 2000). The 

ability to be fit helps people better comprehend and engage with one other's behavior 

(Edwards & Cable, 2009). We all want to feel like we're part of something greater than 

ourselves (Deci and Ryan, 2000), and this desire causes us to constantly compare ourselves to 

our peers. When people believe that they share qualities with others, they are more likely to 

experience a sense of belonging (Hogg & Terry, 2000). 

In general, the term "person–environment fit" refers to the degree to which a person and their 

surroundings are compatible. Studies on health and stress, job adjustment, career choice, and 

organizational culture have all contributed to the development of influential fit theories 

(Edwards & Cooper, 1990; Dawis & Lofquist, 1984; Holland, 1985; and Holland, 1985; 

Schneider, 1987). One of the benefits of living in a free society is that individuals may 

constantly reflect on whether their surroundings (the possibilities, demands, and social 

context) provide them with what they want. However, the truth is that a perfect match is rare 

since people make poor decisions and their circumstances and they evolve with time. Misfits 

at work may become more prevalent due to present economic conditions and the 

corresponding shifts in businesses, which may place individuals in positions they did not 

want (Vogel, 2016). These changes raise the issue of whether or not a poor fit is harmful to 

an individual's well-being and ability to perform. 

People and environments (P-E) fit is a multidimensional notion that is compatible with an 

individual work environment if individual traits are compatible (Kristof-Brown, Zimmerman 

& Johnson, 2005). Attitudes and behaviors are a product of a two-way connection between an 

individual and an organization, according to the central principle of P-E fit (Watchfogel, 

2009). Using P-E fit research, employers and job seekers may begin to form mutually 

beneficial connections by picking one other based on their respective views of fitness both 

during and after the selection process (Watchfogel, 2009). 

When it comes to the workplace, fit encompasses a wide range of concepts, such as person–

vocation fit (the alignment between an individual's vocational interests and their personal 
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professional characteristics), person–job fit (the alignment between an individual's abilities 

and needs and the demands and supplies of the job), person–organization fit (the alignment 

between an individual's personal values and those of the organization), person–team fit, and 

person–sustainability fit (fit between individual attributes and those of the supervisor). 

Complementary forms of fit include the person–vocational and the person–job varieties, 

which are based on personal characteristics such as preferences, wants, and talents that are 

matched by or counterbalanced by external resources and requirements. It is common to think 

of the three types of fits as complementary to each other, such as the person–organization fit, 

person–team fit, and person–supervisor fit. 

The researchers explored several forms of complementary fitness and fitness levels of 

perceived persons in organizations and at various phases of socialization (Lauver & Kristof – 

Brown, 2001) in the context of multiple dependent variables (Cable & DeRue, 2002). Some 

researchers studied organizational outcomes by focusing just on one kind of fit perception at 

a time (Bocchino, Hartman & Foley, 2003). There have also been studies by Saks and 

Ashforth (1997) that have looked at how business success and varied fitness levels interact 

(Davis, 2006). People perform better in the job when they have a good match with their 

surroundings. This hypothesis is pertinent to our research because it suggests that individuals 

may more readily interact and, as a result, perform better individually when their values align 

with those of their workplace. 

Reinforcement Theory 

Behaviour is impacted by its consequences according to Skinner's (1963) theories. Behavior 

is shaped via influencing its consequences, according to reinforcement theory. Reward, 

punishment, and extinction are all methods of changing someone's behavior, according to the 

theory of reinforcement. Rewards and penalties are used to encourage desired behavior and 

discourage unwanted behavior. Extinguishing a habit is a way to stop someone from doing 

what they've learnt. Operant conditioning is the technical word for these procedures. 

behaviorists use the word "reinforcement" in operant conditioning and behavior analysis to 

describe a method of boosting behavior's rate or probability by immediate or near-immediate 

delivery of a reward. 

People's actions are influenced by their consequences, according to this belief (Management 

Study Guide, 2021). Because some researchers were frustrated by the absence of immediately 

visible events that could be quantified and experimented with in humanism and 

psychoanalysis, behaviorism was born out of a desire to go beyond these introspective 

approaches. If this were to happen, they believe it would make psychology more "scientific" 

and comparable to the other major scientific disciplines. Instead than focusing on the mind's 

inner workings, these scientists studied just the behaviors that could be witnessed and 

quantified (Funder, 2010). 

Reinforcement theory of motivation emphasizes a person's emotional and psychological state 

of mind. Reinforcement theory focuses on the changes that take place in each individual as a 

result of certain acts or behaviors. "The external organization environment must be built 

properly and favorably so that the employee may be motivated," says Skinner. Reinforcement 

theory of Motivation is a strong tool for influencing people's actions and behaviors. People's 

motivations aren't taken into account in this idea. 

Negative reinforcement is any consequence that decreases a person's ability to do a desired 

action in the future (Wood, Wood, & Boyd, 2005). The reward system is used in positive 

reinforcement. Pleasurable effects are used to govern and control behavior through the 
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reward system, which is made up of a number of brain regions. Money, promotions, praise, 

paid time off, and other forms of recognition are just a few of the ways employers show their 

appreciation for their employees' efforts. a "psychological reinforcement by the elimination 

of an unpleasant stimulus when a desirable response occurs" is known as "negative 

reinforcement" (Negative Reinforcement, n.d.). The reward system is used in negative 

reinforcement. When someone does something they want, they get something they don't like 

taken away as a reward. The prize is this elimination. In the job, for example, a person may 

find it unappealing to be closely scrutinized. An employee may no longer be observed as 

carefully if he or she is performing at a high level. As a result of their excellent work, they 

have earned the right to be relieved of monitoring. 

Organizational behavior (e.g. work performance) may be shaped by environmental variables 

such as monetary incentives, according to the operant conditioning model of reinforcement 

theory. There are two types of positive and negative reinforcement: positive reinforcement 

(e.g. monetary bonus) and negative reinforcement (e.g. demotion) (Wood, Wood, & Boyd, 

2005). 

Gap in Knowledge 

The topic of corporate socialization, individual job performance, and motivation has been 

studied extensively. Jalil, Achan, Mojolou, and Rozaimie (2015) studied the relationship 

between work performance and individual characteristics. In Pakistan, Ilyas (2018) 

established a link between workplace socializing and job performance. In addition, Awan and 

Fatima (2018) found a strong correlation between immigrants' ability to integrate into 

Pakistani organizations and their job performance. Insufficient research has also been done 

on the moderating effect of organizational culture on the link between organizational 

socialization and individual performance at work. Consequently, our research fills the void in 

the literature. 

Summary of Literature  

Research on organizational socialization, criteria work performance, and moderating 

variables is discussed in this section (organizational culture). Newly hired employees are 

taught appropriate job skills, get a thorough grasp of the company, gain support from their 

co-workers, and quickly adjust to the established procedures of their new employer via this 

process, according to the study. Predicted socialization, coworker support, and future 

expectations are all variables of organizational socialization examined in the research. 

According to the findings, anticipatory socialization refers to the process of learning about a 

company before employees ever join. Coworker support, the second factor, deals with the 

interpersonal relationships among employees and the degree to which they are accepted by 

their coworkers. The different forms of coworker support were explored, including helpful 

behavior, supervisor support, and altruism. The third aspect of organizational socialization is 

Future Prospect, which deals with how employees see the company in the long term. 

In addition, the research examined individual job performance in great depth, with task 

performance, contextual performance, and adaptive performance as the primary variables 

used. Employees' contributions to the organization's objectives may be measured using IWP, 

which is an acronym for "individual work performance," or IWP for short. Organizational 

culture was also widely addressed as a moderating element. We conducted an in-depth 

analysis of the empirical evidence. However, it was found that there is a lack of research on 

the relationship between organizational socialization and individual job performance in the 

context of organizational culture. As a result, this research aims to fill a gap in the literature.  
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METHODOLOGY  

Philosophical Foundation 

The positivist philosophy was used as the theoretical framework for this study. Auguste 

Comte is credited with inventing the positivist school of epistemology. To examine social 

reality, positivists prefer to use natural science approaches. A law-like generalization is 

produced by working with an observed social reality. There is no room for human 

interpretation or prejudice when it comes to positivism, which is based on a rigorously 

scientific empiricist basis (Ryan, 2018; Saunders, Lewis, & Thornhill, 2008). The major 

proponent of this theory, Auguste Comte, claimed that a social science could be developed 

using the same concepts and techniques as the sciences of nature. Proponents of positivism 

think that reality is objective, independent of social actors, and can be discovered objectively 

(Bryman & Bell, 2015). 

Natural science empiricism is used by positivists to investigate the social world. According to 

them, these results can be replicated, and so give a more credible and legitimate description 

of social processes. According to positivism, social reality should be studied using techniques 

developed in natural science. It's based on observing the world around you and making law-

like generalizations based on what you see. Positivism emphasizes the use of a scientific 

empiricist methodology that is free of human interpretation or prejudice in order to produce 

only pure data and facts (Saunders, Lewis, & Thornhill, 2008). Park, Konge & Artino (2019) 

state that this study will employ positivism because positivism uses quantitative research 

approaches, such as hypothesis testing, inferential statistics, mathematical analysis, and 

experimental or quasi-experimental design. Positive thinking is the best suited research 

strategy in this study because it allows for objective observation and description of reality 

without interfering with the variables being researched. For the purpose of conducting an 

impartial and critical evaluation of the many factors under research, this study adhered to the 

positivist philosophical framework. 

Research Design  

It is possible to think of a research design as a blueprint that serves as a guide for gathering 

data and assessing it. In line with Nachmias and Nachmias (2009), researchers may make 

conclusions about the basic relationships among the variables using a study design as a model 

of evidence. Cross-sectional surveys were used in this study. It is possible to think of a cross-

sectional survey as a snapshot of a population taken across a certain time period. As the name 

suggests, a cross-sectional survey shows the result and its related features as they appeared at 

a certain period in the past or present. Cooper and Schindler (2006) recommend this method 

for research in administrative sciences when the researcher has no control over the variables 

in the sense of being able to manipulate them.  

Population of the Study 

A study's subject matter is referred to as its research population since it encompasses all of 

the subjects, events, persons, and objects under consideration. A total of 28 general hospitals 

in Rivers State was included in this study's population. Table 3.1 lists the number of 

physicians, nurses, and laboratory scientists provided to the researcher by the hospital's 

management board. 
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Table 3.1: Name of Organizations and Numbers of Employee. 

S/N Name of Organizations                   Numbers of 

Employees  

1 General Hospital Abua 25 

2 General Hospital Aminigoke 20 

3 General Hospital Emelogo 23 

4 General Hospital Ahoda 75 

5 General Hospital Joinkrama 28 

6 General Hospital Abonnema 27 

7 General Hospital Buguma 26 

8 General Hospital Bonny 34 

9 General Hospital Degema 23 

10 General Hospital Eleme 35 

  11 General Hospital Emohua 29 

12 General Hospital Eleamini 21 

13 General Hospital Okomoko 16 

14 General Hospital Okehi 17 

15 Teraboh General Hospital 15 

16 Bodo General Hospital  17 

17 Isiokpo General Hospital  20 

18 Ubima General Hospital 19 

19       Kono General Hospital  15 

20 Taabaa General Hospital 17 

21 Bori General Hospital  24 

22 Omoku General Hospital 35 

23 EremaGeral Hospital 15 

24 Okuzi General Hospital 15 

25 Ogu General Hospital  18 

26 Okrika General Hospital 55 

27 Eberi General Hospital 18 

28 Opobo General Hospital  28 

 Total 710 

Source: Hospital Management Board 

Sample Size/Sampling Technique  

A sample is a subset of a population that is being investigated. It was decided to use the 

Krejcie and Morgan (1970) sample size determination table for establishing the study's 

sample size. The chart shows that a representative sample for a workforce of 710 people is 

248 people. As a result, 248 questionnaires were given out to general hospital workers. The 

research employed a basic random sampling method. Using the Bowley's (1964) formula, 

each business was given a questionnaire to complete as part of their study. 

𝑛ℎ =  
𝑛 𝑁 ℎ 

𝑁
 

Where  nh = The number of questionnaire opportune to each firm  

 n = The total sample size  

 Nh = The number of employees in each firm  
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 N = The population  

In this study, while N = 710and n = 248 

Table 3.2: Name of Organizations and Sample Size. 

S/N Name of Organizations                   Numbers of 

Employees  

Size  

1 General Hospital Abua 25 25/710 x 248= 9 

2 General Hospital Aminigoke 20 20/710 x 248= 7 

3 General Hospital Emelogo 23 23/710 x 248= 8 

4 General Hospital Ahoda 75 75/710 x 248= 26 

5 General Hospital Joinkrama 28 28/710 x 248= 10 

6 General Hospital Abonnema 27 27/710 x 248= 9 

7 General Hospital Buguma 26 26/710 x 248= 9 

8 General Hospital Bonny 34 34/710 x 248= 12 

9 General Hospital Degema 23 23/710 x 248= 8 

10 General Hospital Eleme 35 35/710 x 248= 12 

  11 General Hospital Emohua 29 29/710 x 248= 10 

12 General Hospital Eleamini 21 21/710 x 248= 7 

13 General Hospital Okomoko 16 16/710 x 248= 6 

14 General Hospital Okehi 17 17/710 x 248= 6 

15 Teraboh General Hospital 15 15/710 x 248= 5 

16 Bodo General Hospital  17 17/710 x 248= 6 

17 Isiokpo General Hospital  20 20/710 x 248= 7 

18 Ubima General Hospital 19 19/710 x 248= 7 

19       Kono General Hospital  15 15/710 x 248= 5 

20 Taabaa General Hospital 17 17/710 x 248= 6 

21 Bori General Hospital  24 24/710 x 248= 8 

22 Omoku General Hospital 35 35/710 x 248= 12 

23 EremaGeral Hospital 15 15/710 x 248= 5 

24 Okuzi General Hospital 15 15/710 x 248= 5 

25 Ogu General Hospital  18 18/710 x 248= 7 

26 Okrika General Hospital 55 55/710 x 248= 19 

27 Eberi General Hospital 18 18/710 x 248= 7 

28 Opobo General Hospital  28 28/710 x 248= 10 

 Total 710 248 

Source: Hospital Management Board 

Nature/Source of Data 

This study relied on both primary and secondary data. The main data was gathered by an 

open-ended and multiple-choice questionnaire that was well-structured. The questions were 

aimed to obtain the respondents' thoughts on a variety of factors. In the first portion of the 

survey, which was separated into two sections, information about the respondents' personal 

and demographic characteristics was gathered. This included their age range, gender, greatest 

level of education, marital status, and the number of years they had worked. The second 

portion of the questionnaire featured questions that were meant to gather information about 

the respondent's thoughts about the variables in question. Data from publications and the 

Internet were used to compile the secondary data set. A 4-point Likert scale was used to 
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measure responses to these questions, which ranged from 1 (strongly disagree) to 4 (strongly 

agree). 

Operational Measure of Variables  

Predicted socialization, co-worker support, and future prospects were used to measure the 

independent variable (organizational socialization) (2012). Anticipatory socialization was 

measured using six items (e.g., I have been extensively involved with other new recruits in 

common, job-related training programs). When it came to gauging coworkers' support (5 

items) (e.g., My coworkers are typically eager to lend their aid or advise), and future 

prospects (7 items), we used (e.g., There are many chances for a good career with my 

organization). Individual work performance was also assessed in terms of task, contextual 

and adaptive performance as described in Koopmans, Bernaards and Hilderbrandt as well as 

DeVet and Beek in their respective studies (2013). Five questions were used to test task 

performance, six were used to measure contextual performance (e.g., I come up with 

innovative ideas at work in my company), and five items were used to evaluate adaptive 

performance (e.g., In my organization, I work at keeping my job knowledge up to date). 

However, the moderating factors of organizational culture were examined by means of five 

questions (e.g., In my organization, we share common values, which has facilitated our 

relationship and interactions). A 4-point Likert scale was used to measure responses to these 

questions, which ranged from 1 (strongly disagree) to 4 (strongly agree). 

Test of Validity and Reliability of the Instrument. 

This section presents the validation and reliability of the research instrument used for the 

study.  

Validity 
If a research instrument measures what it claims to measure, it's considered to be legitimate, 

according to Baridam (2001). The instrument's convergent and discriminant validity were 

used to determine its validity in this research. When the average loading is equal to or higher 

than 0.7, convergent validity is acknowledged. When the extracted variance is bigger than the 

correlational square, the discriminant validity is acknowledged. The content validity of the 

pilot research was assessed by conducting a convenience assessment of 10% of the final 

sample population. 

Table 3.3: Convergent and Discriminant Validity of Constructs  

 AVE ADP ANS COP CWS FUP ORC TAP 

ADP 0.549 0.741       

ANS 0.627 0.186 0.792      

COP 0.642 0.273 0.218 0.801     

CWS 0.607 0.301 0.307 0.109 0.779    

FUP 0.516 0.196 0.208 0.307 0.196 0.718   

ORC 0.616 0.201 0.227 0.208 0.112 0.301 0.785  

TAP 0.671 0.222 0.190 0.227 0.196 0.196 0.144 0.819 

Source: SmartPLS 3.3.3 – Field Survey, 2022 

Anticipatory Socialization  = ANS 

Co-Workers Support   = CWS 

Future Prospect   = FUP 
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Contextual Performance  = COP 

Adaptive Performance  = ADP 

Task Performance   = TAP 

Organizational Culture  = ORC 

AVEs higher than 0.5 indicate convergent validity for each of the constructs studied in this 

research project. The square roots of AVEs are shown by the bolded diagonal values. A score 

of 0.7 or more indicates that the constructs are discriminantly significant. 

Reliability 

Measurement reliability relates to the measure's consistency or accuracy (Baridam, 2001). 

When it comes to measuring, accuracy is the degree to which a measuring device is 

consistent in its measurements. Analysis of dependability was done using Cronbach's Alpha. 

Cronbach's Alpha reliability was set at 0.7 in this investigation. 

Table 3.4 Cronbach’s Alpha and Composite Reliability for Constructs 

S/N Construct Number of Items Cronbach’s Alpha 

1 Anticipatory Socialization  6 0.859 

2 Co-Workers Support  5 0.723 

3 Future Prospect  7 0.744 

4 Contextual Performance  5 0.743 

5 Adaptive Performance  6 0.740 

6 Task Performance  5 0.910 

7 Organizational Culture 5 0.786 

Source: SPSS 25.0 – Field Survey, 2022 

Cronbach's Alpha reliability scores for each construct were found to be more than 0.7 from 

our results. As a result, you can trust the models. 

Data Analysis Techniques  

Analysis of the presented hypothesis was carried out using SPSS version 21 and Spearman's 

rank order correlation coefficient statistical analysis. 

Rank Order Correlation Coefficients, which are nonparametric, evaluate the strength and 

direction of a link between two variables that are at least ordinal in scale. Due to the ordinal 

scale and the purpose of this research, this method will be ideal for this study. As a way of 

determining how organizational culture moderates the link between organizational 

socialization and individual job performance, a partial correlation was utilized. The p-value at 

0.05 degree of freedom and the correlation coefficient (rho) were used to approve or reject 

hypotheses that were put to the test. In other words, if the p-value is less than 0.05, reject the 

null hypothesis (H01). As the standard deviation approaches +1 or 0, the link between the 

variables becomes stronger or weaker. 

The following is the formula for the Spearman rank order correlation coefficient: 

𝑟ℎ𝑜 = 1 −  
6 𝜀 𝑑𝑖2

𝑛 (𝑛2 −  1)
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Where;  

d = Difference in ranks for any two corresponding items  

n = Number of cases or items sampled  

Ԑdi
2
 = Summation of total value  

On the other hand, the formula for partial correlation is given as; 

 
rXY·Z = 

rXY—(rXZ)(rYZ) 
 

sqrt[1—r2XZ] x sqrt[1—r2YZ] 

 

 

DATA PRESENTATION, ANALYSIS, RESULTS AND DISCUSSION OF FINDINGS 

 

Among the findings presented in this section are the results of demographic analysis, 

univariate analysis, bivariate analysis, and multivariate analysis. 

Data Presentation, Analysis and Result 

In this part, the findings of the study's data analysis are presented and discussed. In a study of 

general hospitals in Rivers State, Nigeria, descriptive and inferential statistics were employed 

to examine the link between organizational socialization and individual labor performance. 

Researchers in Rivers State, Nigeria, individually handed out the questionnaire to the 

personnel at the state's general hospitals. Tables and graphs throughout the paper make it easy 

to see the findings. It was determined that the hypotheses were correct, and the results were 

discussed. A total of 710 workers were included in the study, and a random sample of 248 

was chosen at random. The following table lists the specifics of the questionnaire 

distribution, collection, and retrieval: 

Table 4.1: Total Questionnaire Distribution Statistics 

  Frequency Percentage (%) 

Distributed Questionnaires 248 100% 

Retrieved Questionnaires 240           97% 

Questionnaire not retrieved     8  3% 

Invalid Questionnaires     10     4% 

Valid Questionnaires 230    93% 

Source: Survey Data, 2021 

Table 4.1 shows the distribution and retrieval frequency of the questionnaire. 8(3%) 

questionnaires were not returned; 10(4%) of the 248 (100%) copies of the questionnaire were 

found to be invalid, based on the nature of the replies, which were connected to repeated 

alternatives and omissions of critical questions. In this section, the findings are based on a 

legitimate survey of 230 people (93 percent). 
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Univariate Analysis 

Descriptive analysis of the study's variables is offered in this section. According to their 

respective dimensions or measurements and their relative indications, each variable is 

evaluated. The research used a four-point Likert scale, with 1 denoting significant 

disagreement, 2 denoting disagreement, 3 denoting agreement, and 4 denoting strong 

agreement. In light of this, the researchers used a four-point scale to grade all products in use. 

Answers to research questions were provided using the mean and standard deviation of the 

replies. For example, if x is larger than 2.5, then the mean is accepted (x 2.5). If x is less than 

2.5, then it is rejected. According to the agreement scale, a mean score of 2.5 or above 

indicates that the majority of respondents agreed with that statement, whilst a mean score 

below 2.5 indicates a strong disagreement with that statement. The following dimensions and 

measurements are described in light of this criterion: 

The Independent variable: Anticipatory Socialization, Coworker Support, and Future 

Prospects were the three aspects of Organizational Socialization. There were six items in the 

Anticipatory Socialization category, five in the Coworker Support category and seven in the 

Future Prospect category. On a four-point Likert scale, all instrument items were rated from 

strongly agreed (SA) to strongly disagreed (D) to strongly disagreed (SD). 

Table 4.2  Items and Scores on Anticipatory Socialization 

S/N Anticipatory Socialization SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. The career information I receive before joining my 

organization, has prepared me to be successful.  

149 73    6 2 230 

2. I have been through a set of training experiences which 

are specifically designed to give newcomers a thorough 

knowledge of job-related skills. 

155  61    9   5 230 

3. This organization put all newcomers through the same 

set of learning experience. 

136 88    6   0 230 

4. I have been properly groomed before joining this 

organization.    

155 69    6   0 230 

5. I have been extensively involved with other new recruits 

in common, job-related training activities. 

138 77    8   7 230 

6, I did not perform any of my normal job responsibilities 

until I was thoroughly familiar with departmental 

procedures and work method. 

133 91     0   6 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Predicted socialization outcomes are shown in Table 4.2. The Likert scale was used by the 

respondents to express their opinions. The answer confirms the validity of their assessment of 

each instrument component. More than two-thirds of those polled agreed that new employees 

should be provided with training, including classroom instruction and hands-on training with 

their coworkers, before they are allowed to perform any regular job duties until they are 

familiar with the department's procedures and working methods. 
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Table 4.3:  Descriptive Statistics of Anticipatory Socialization  

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

AS1 230 1 4 3.60 .587 Accepted 

AS2 230 1 4 3.59 .673 Accepted 

AS3 230 2 4 3.57 .547 Accepted 

AS4 230 2 4 3.65 .531 Accepted 

AS5 230 1 4 3.50 .710 Accepted 

AS6 230 1 4 3.53 .638 Accepted 

Valid N (listwise) 230      

Source: SPSS Output, 2021. 

 

Experiments using anticipatory socialization have been summarized in Table 4.3. All of the 

items have a mean score of 2.5 out of a possible 5. In terms of mean scores, the best is 3.65 

and the lowest is 3.53. s 1.00 corresponds to a standard deviation of s. The grand mean x 2.5 

indicates that the majority of respondents agree with the questions on anticipatory 

socialization. Career knowledge, training, experiences, learning and being appropriately 

groomed all have a role in a person's ability to succeed. 

Table 4.4  Items and Scores on Co-workers Support 

S/N Co-workers Support SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. My co-workers are usually willing to offer their 

assistance or advice. 

  89 113   18  10 230 

2. Most of my co-workers have accepted me as a member 

of this organization.  

  86 110   24  10 230 

3. My co-workers have done a great deal to help me adjust 

to this organization.  

109   74   38   9 230 

4. Other workers have helped me on the job in various 

ways.  

 232 102     9   0 230 

5. Instructions given by my supervisor have been valuable 

in helping me do better work.  

 131   81   13   5 230 

 

Source: Survey data and SPSS Output, 2021. 

In Table 4.4, the replies to the Coworkers Support question are shown. The Likert scale was 

used by the respondents to express their opinions. The answer confirms the validity of their 

assessment of each instrument component. The vast majority of those who took the survey 

agreed with the questions on how coworkers support one another by offering assistance or 

advice, accepting one another as members of the team, assisting with tasks, assisting with 

improving tasks, and adapting to the organization. 
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Table 4.5:  Descriptive Statistics of Co-workers Support  

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

CS1 230 1 4 3.22 .770 Accepted 

CS2 230 1 4 3.18 .788 Accepted 

CS3 230 1 4 3.53 .658 Accepted 

CS4 230 1 4 3.23 .864 Accepted 

CS5 230 1 4 3.47 .703 Accepted 

Valid N 

(listwise) 

230 
    

 

Source: SPSS Output, 2021. 

 

Table 4.5 shows the outcomes of the assistance of coworkers. All of the items have a mean 

score of 2.5 out of a possible 5. Scores range from a mean of 3.53 to a mean of 3.18. s 1.00 

corresponds to a standard deviation of s. The grand mean x 2.5 indicates that the majority of 

respondents agree with the items on co-support. worker's This shows the significance of 

coworkers' support in delivering aid or guidance, accepting each member's work, helping 

them to accomplish better job, and adapting to the organization. 

Table 4.6  Items and Scores on Future Prospect 

S/N Future Prospect SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. There are many chances for a good career with my 

organization. 

117 94 11 8 230 

2. The steps in the career ladder are clearly specified in 

this organization.  

153 69   6   2 230 

3. Opportunities for advancement in this organization are 

available to almost everyone.  

134 63 26   7 230 

4. I can readily anticipate my prospects for promotion in 

this organization,  

 143 70 15   2 230 

5. The way in which my progress through the organization 

will follow a fixed timetable of events has been clearly 

communicated to me 

  78 63 54 35 230 

6, I expect that this organization will continue to employ 

me for many more years.  

145 72   9   6 230 

7. I have a bright future in this organization.  186 40   2   2 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Table 4.6 displays the replies to the question of what the future holds. The Likert scale was 

used by the respondents to express their opinions. The answer confirms the validity of their 

assessment of each instrument component. As far as job prospects are concerned, the 

majority of respondents believed that the general hospital has a promising future, that the 

organization's career ladder is well defined, and that there are many opportunities for 

progress and promotion. 
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 Table 4.7: Descriptive Statistics of future prospects 

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

FP1 230 1 4 3.39 .738 Accepted 

FP2 230 1 4 3.62 .584 Accepted 

FP3 230 1 4 3.41 .808 Accepted 

FP4 230 1 4 3.54 .658 Accepted 

FP5 230 1 4 2.80 1.071 Accepted 

FP6 230 1 4 3.56 .657 Accepted 

FP7 230 1 4 3.78 .491 Accepted 

Valid N 

(listwise) 

230 
    

 

Source: SPSS Output, 2021. 

Results of coworker's support may be seen in Table 4.7. All of the items have a mean score of 

2.5. The highest mean score is 3.78, while the lowest is 2.80. S 2.00 is the associated standard 

deviation score. The standard deviation is a measure of how the data spreads out over the 

population. Standard deviation exceeding 1 simply illustrates the dispersion of the data in a 

disparate manner. In order to be accepted, findings must have a mean of at least 2.5. As the 

grand mean x 2.5 illustrates, the majority of respondents are in agreement with the issues 

pertaining to future prospects. This meant that there were many potential for progress and 

promotion at the general hospital, as well as a promising future for anyone who chose to 

work there. 

Table 4.8: Descriptive Statistics of Organisational Socialization 

 N Minimum Maximum Mean 

Std. 

Deviation 

Anticipatory Socialization 230 2 4 3.57 .439 

Co-workers Support 230 2 4 3.33 .541 

Future Prospect 230 2 4 3.44 .436 

Valid N (listwise) 230     

Source: SPSS Output, 2021. 

 

Table 4.8 provides the average scores for Organizational Socialization assessments. There is 

a mean score of 3.57 for Anticipatory Socialization, 3.33 for Coworker Support, and a mean 

score of 3.44 for Future Prospect. Organizational socialization is clearly evident in this grand 

mean over 2.5. 

Task performance, contextual performance, and Adaptive performance were used to assess 

the dependent variable, individual work performance. Five items were used to assess 

performance on the tasks and adaptability, while six questions were used to assess 

performance in the setting. On a 4-point Likert scale, the instrument items were rated from 

strongly agreed (SA) to strongly disagreed (D) (SD). 
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Table 4.9:  Items and Scores on Task Performance    

 

S/N Task Performance    SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. I ensure optimal performance when performing my task 

in the organization. 

153 73    2 2 230 

2. In my organization, I know how to set the right 

priorities.  

189 37   2   2 230 

3. In my organization, I am able to perform my work well 

with minimal time and effort. 

149 73   6   2 230 

4. In my organization, I am able to achieve my task on 

time.  

209 21   0   0 230 

5. In my organization, I keep in mind the result that I had 

to achieve in my work. 

158 62   10   0 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Task performance results are shown in Table 4.9. Participants were asked to rate their 

agreement or disagreement with a statement on a four-point Likert scale. There was a strong 

reaction to all of the instrument pieces. The majority of respondents agreed to questionnaire 

questions on task performance, such as ensuring optimum performance, setting the proper 

priorities, doing work well with little time and effort, achieving the assignment on time, and 

keeping in mind what to accomplish. 

Table 4.10: Descriptive Statistics of Task Performance     

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

TP1 230 1 4 3.64 .549 Accepted 

TP2 230 1 4 3.80 .483 Accepted 

TP3 230 1 4 3.60 .587 Accepted 

TP4 230 3 4 3.91 .289 Accepted 

TP5 230 2 4 3.64 .564 Accepted 

Valid N (listwise) 230      

Source: SPSS Output, 2021. 

Table 4.10 summarizes task performance outcomes. All of the items have a mean score of 

2.5. The highest mean score is 3.91, while the lowest is 3.60. S 1.00 denotes a significant 

difference between the two mean values. The grand mean ((x) 2.5) indicates that the majority 

of respondents agree with the items on task performance. Setting the appropriate priorities, 

doing work quickly and efficiently, completing tasks on schedule, and remembering what 

you're trying to accomplish were all examples of this. 
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Table 4.11:  Items and Scores on Contextual Performance 

S/N Contextual Performance SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. In my organization, I come up with creative idea at 

work. 

131  81   10 0 230 

2. In my organization, I am able to fulfil my 

responsibilities effectively. 

158  62   10   0 230 

3. In my organization, I take the initiative when there is a 

problem to be solved. 

172 56   2   0 230 

4. In my organization, I take up challenging work tasks 

when available.  

 190 36     4   0 230 

5. In my organization, I take up the initiative when 

something has to be organized.  

195 33   2 0 230 

6, In my organization, I take on extra responsibilities.  176 53     2   0 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Respondents' answers to contextual performance are shown in Table 4.11. Participants were 

asked to rate their agreement or disagreement with a statement on a four-point Likert scale. 

There was a strong reaction to all of the instrument pieces. The vast majority of people who 

took the survey agreed with the statements in the questionnaire on contextual performance, 

saying that it allows people to utilize their own initiative and creativity to efficiently fulfill 

their responsibilities. 

 

Table 4.12: Descriptive Statistics of Contextual Performance  

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

CP1 230 1 4 3.46 .739 Accepted 

CP2 230 2 4 3.64 .564 Accepted 

CP3 230 2 4 3.74 .459 Accepted 

CP4 230 2 4 3.81 .436 Accepted 

CP5 230 2 4 3.84 .391 Accepted 

CP6 230 2 4 3.75 .452 Accepted 

Valid N (listwise) 230      

Source: SPSS Output, 2021. 

 

Table 4.12 shows the findings of a study on how people behave in various contexts. All of the 

items have a mean score of 2.5. The highest mean score is 3.84, while the lowest is 3.46. S 

1.00 denotes a significant difference between the two mean values. The grand mean x 2.5 

indicates that the majority of respondents agree with the items of contextual performance. 

Contextual performance, such as originality and the ability to take initiative and fulfill one's 

responsibilities, were emphasized. 
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Table 4.13:  Items and Scores on Adaptive Performance    

S/N Adaptive Performance    SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. In my organization, I work at keeping my job 

knowledge up to date. 

142 78     8    2 230 

2. I my organization, I have demonstrated flexibility over 

time.  

120  79   14  1 7 230 

3. I am able to cope well with difficult situations and 

setback at work.  

164 57     6     3 230 

4. In my organization, I come up with creative solutions to 

new problems. 

 160 52     8   10 230 

5. In my organization, I work at keeping my job 

knowledge up to date. 

120 87   13   10 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Adaptive performance is summarized in Table 4.13. Participants were asked to rate their 

agreement or disagreement with a statement on a four-point Likert scale. There was a strong 

reaction to all of the instrument pieces. According to a majority of respondents, adaptable 

performance includes the ability to keep up with new information, find innovative solutions 

to difficulties, and adjust to changing settings. 

 

Table 4.14: Descriptive Statistics of Adaptive Performance  

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

AP1 230 1 4 3.57 .608 Accepted 

AP2 230 1 4 3.31 .885 Accepted 

AP3 230 1 4 3.66 .597 Accepted 

AP4 230 1 4 3.57 .760 Accepted 

AP5 230 1 4 3.38 .782 Accepted 

Valid N (listwise) 230      

Source: SPSS Output, 2021. 

 

Table 4.14 shows the findings of an experiment to see how well humans adapt to their 

environments. All of the items have a mean score of 2.5. The highest mean score is 3.66, 

while the lowest is 3.31. S 1.00 denotes a significant difference between the two mean values. 

As the grand mean x 2.5 illustrates, the majority of responders are in agreement with the 

adaptive performance items. This meant that adaptive performance, such as the ability to 

update information, propose innovative solutions to issues, deal with conditions, and display 

flexibility, was given precedence over other aspects of an individual's work. 
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Table 4.15: Descriptive Statistics of Individual Work Performance 

 N Minimum Maximum Mean 

Std. 

Deviation 

Task Performance 230 3 4 3.72 .342 

Contextual 

Performance 

230 3 4 3.71 .355 

Adaptive Performance 230 2 4 3.50 .563 

Valid N (listwise) 230     

Source: SPSS Output, 2021. 

 

Individual Work Performance is represented in Table 4.15 by the mean scores. Adaptive 

performance has a mean score of 3.50, Contextual performance of 3.71, and Task 

performance has a mean of 3.72. Over 2.5, the grand mean illustrates how dominant the 

perspectives on individual work performance are in the study. 

The Moderating factor: Three factors were used to gauge an organization's culture: 

innovativeness, cohesion, and participation. Five items were used to gauge every aspect of 

the study. On a 4-point Likert scale, the instrument items were rated from strongly agreed 

(SA) to strongly disagreed (D) (SD). 

Table 4.16:  Items and Scores on Organizational Culture    

S/N Organizational Culture    SA 

   4 
A 

  3 

 D 

   2 

SD 

1 

TOTAL 

1. In my organization, we share common values, which has 

facilitated our relationship and interactions  

160 66    4 0 230 

2. We build trust within our organization, so we discuss 

ideas freely 

182  46   0   0 230 

3. We are rewarded for making progress towards the 

organization’s objectives 

175 53   2   0 230 

4. Individuals within the organization are treated fairly   175 53   2   0 230 

5. My organization encourages employee participation 

which enhances our sense of belonging. 

142 78   8   2 230 

 

Source: Survey data and SPSS Output, 2021. 

 

Respondents' answers to the question on organizational culture are shown in Table 4.16. 

Participants were asked to rate their agreement or disagreement with a statement on a four-

point Likert scale. There was a strong reaction to all of the instrument pieces. Employees 

generally agreed with survey questions on company culture; they have shared beliefs, which 

has made it easier for us to engage and create trust; they were rewarded; they were treated 

fairly; and they delighted in the opportunity to participate. 
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           Table 4.17: Descriptive Statistics of organisational culture  

 N Minimum Maximum Mean 

Std. 

Deviation 

Decision 

(𝑥 ≥ 2.5 

OC1 230 2 4 3.68 .504 Accepted 

OC2 230 1 4 3.77 .478 Accepted 

OC3 230 2 4 3.75 .452 Accepted 

OC4 230 2 4 3.75 .452 Accepted 

OC5 230 1 4 3.57 .608 Accepted 

Valid N 

(listwise) 

230 
    

 

Source: SPSS Output, 2021. 

 

Organizational culture is examined in Table 4.17. All of the items have a mean score of 2.5. 

In terms of average scores, the best is 3.77 and the lowest is 3.68. S 1.00 denotes a significant 

difference between the two mean values. As the grand mean x 2.5 illustrates, the majority of 

responders are in agreement with the adaptive performance items. In other words, this meant 

that the company's culture was in charge, and that its employees had a voice in how they 

were treated and what they were rewarded for. 

 

Bivariate Analysis 

Organizational socialization and individual job performance are examined in the research 

Employee performance is measured by three different types of output: task performance, 

contextual performance, and adaptive performance. These are all aspects of organizational 

socialization. Using a two tail non-directional correlation research, the null hypothesis was 

tested on all variables. Coefficient of Spearman Rank Correlation Coefficient was used to 

determine the degree of correlation between each variable. This study's statistical significance 

was tested using a confidence interval of 0.05. 

There were nine different bivariate hypotheses evaluated in all. The decision rule was based 

on accepting the p value if p was less than 0.05 significant. (a) No Relationship = 0; (b) 

Low/Weak Relationship = 0.1-0.39; (c) Moderate Relationship = 0.4-0.59; and (d) 

High/Strong Relationship = above 0.6. Various examples of their use have led to these 

interpretations (Zeb-Obipi, 2007). 

A. Anticipatory Socialization and Task Performance  

Ho1: There is no significant relationship between anticipatory socialization and task 

performance of general hospitals in Rivers State, Nigeria.  

Ha1: There is a significant relationship between anticipatory socialization and task 

performance of general hospitals in Rivers State, Nigeria. 
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Table 4.18: Correlations Anticipatory Socialization and Task 

Performance 

 

Anticipatory 

Socialization Task Performance 

S
p
ea

rm
an

's
 r

h
o

 

Anticipatory 

Socialization 

Correlation 

Coefficient 

1.000 .721
**

 

Sig. (2-tailed) . .000 

N 230 230 

Task 

Performance 

Correlation 

Coefficient 

.721
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

Table 4.18’s results demonstrate a significant level p 0.05 (0.000 0.05), indicating that 

anticipatory socialization has a substantial impact on task performance. A correlation value of 

rho = 0.721 suggests that anticipatory socialization and task performance have a significant 

positive association. A good influence on anticipatory socialization will lead to an increase in 

task performance when one variable grows, therefore this means that as one variable 

increases, the other increases. The research concludes that anticipatory socialization has a 

high positive and substantial correlation with task performance. So the research rules out a 

link between anticipatory socialization and task performance among the general hospitals in 

Rivers State, Nigeria, and accepts the alternative hypothesis instead. 

B. Anticipatory Socialization and Contextual Performance  

 

Ho2: There is no significant relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria. 

 

Ha2: There is a significant relationship between anticipatory socialization and contextual 

performance of general hospitals in Rivers State, Nigeria 

 

Table 4.19: Correlations Anticipatory Socialization and Contextual Performance 

 

Anticipatory 

Socialization 

Contextual 

Performance 

S
p
ea

rm
an

's
 r

h
o

 

Anticipatory 

Socialization 

Correlation 

Coefficient 

1.000 .628
**

 

Sig. (2-tailed) . .000 

N 230 230 

Contextual 

Performance 

Correlation 

Coefficient 

.628
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

There is a substantial correlation between anticipatory socialization and contextual 

performance, according to Table 4.19 (0.000 0.05). A correlation coefficient of rho = 0.628 
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suggests that anticipatory socialization and performance in context have a significant positive 

association. A rise in anticipatory socialization will lead to an increase in the degree of 

contextual performance, implying that one variable grows in relation to the other. In other 

words, the research finds a robust link between anticipatory socialization and performance in 

a given setting. While the null hypothesis is rejected, it accepts the alternative hypothesis that 

there is a strong association between anticipatory socialization and contextual performance in 

Rivers State, Nigerian general hospitals. 

C. Anticipatory Socialization and Adaptive Performance  

Ho3: There is no significant relationship between anticipatory socialization and adaptive 

performance of general hospitals in Rivers State, Nigeria 

Ha3: There is a significant relationship between anticipatory socialization and adaptive 

performance of general hospitals in Rivers State, Nigeria 

 

Table 4.20: Correlations Anticipatory Socialization and Adaptive Performance 

 

Anticipatory 

Socialization Adaptive Performance 

S
p
ea

rm
an

's
 r

h
o

 

Anticipatory 

Socialization 

Correlation 

Coefficient 

1.000 .601
**

 

Sig. (2-tailed) . .000 

N 230 230 

Adaptive 

Performance 

Correlation 

Coefficient 

.601
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

There is a substantial association between anticipatory socialization and adaptive 

performance, as shown in Table 4.20 by a p 0.05 (0.000 0.05) value. A correlation value of 

rho = 0.601 suggests that anticipatory socialization and adaptive performance have a 

significant positive link. A rise in anticipatory socialization will lead to an increase in the 

degree of contextual performance, implying that one variable grows in relation to the other. 

As a result, the research concludes that anticipatory socialization is positively associated with 

adaptive performance. A link between anticipatory socialization and adaptive performance in 

Rivers State, Nigerian general hospitals is consequently accepted as an alternative hypothesis, 

therefore rejecting the null hypothesis. 

D. Co-Worker Support and Task Performance  

Ho4: There is no significant relationship between co-workers’ support and task performance 

of general hospitals in Rivers State, Nigeria 

Ha4: There is no significant relationship between co-workers’ support and task performance 

of general hospitals in Rivers State, Nigeria 
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Table 4.21: Correlations Co-Workers Support and Task Performance 

 

Co-workers 

Support 

Task 

Performance 

S
p
ea

rm
an

's
 r

h
o

 

Co-workers 

Support 

Correlation 

Coefficient 

1.000 .607
**

 

Sig. (2-tailed) . .000 

N 230 230 

Task Performance Correlation 

Coefficient 

.607
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

Table 4.21 demonstrates a significant level p 0.05 (0.000 0.05) of the results of the study, 

indicating that there is a substantial connection between the support of coworkers and task 

performance. There is a substantial association between coworkers' assistance and task 

performance, according to a correlation value of 0.607. Co-workers' support has a direct 

effect on job performance, which means that when one variable rises, the other rises as well, 

implying that as one rises, the other rises. As a result, the study's findings show that 

encouragement from coworkers has a substantial and significant impact on task performance. 

Because of this, it is concluded that there is a strong link between coworkers' support and task 

performance at Nigeria's Rivers State General Hospitals, and the research consequently 

rejects the null hypothesis. 

E. Co-Worker Support and Contextual Performance 

Ho5: There is no significant relationship between co-workers’ support and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ha5: There is a significant relationship between co-workers’ support and contextual 

performance of general hospitals in Rivers State, Nigeria.  

 

Table 4.22: Correlations Co-Workers Support and Contextual Performance 

 

Co-workers 

Support 

Contextual 

Performance 

S
p

ea
rm

a
n

's
 r

h
o

 

Co-workers 

Support 

Correlation 

Coefficient 

1.000 .671
**

 

Sig. (2-tailed) . .000 

N 230 230 

Contextual 

Performance 

Correlation 

Coefficient 

.671
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

Using Table 4.22, we can see that coworker assistance has a significant effect on contextual 

performance at a p-value of 0.05 (0.000 0.05). To put it simply, there is a substantial link 
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between coworkers' support and contextual performance rho = 0.671. Co-workers' support 

has a direct effect on contextual performance, which means that while one variable grows, the 

other increases as well. As a result, the research concludes that encouragement from 

coworkers is positively associated with overall performance. Given this, it is concluded that 

there is a link between coworkers' support and contextual performance at Nigeria's Rivers 

State General Hospitals, which means the null hypothesis is rejected. 

F. Co-Worker Support and Adaptive Performance 

Ho6: There is no significant relationship between co-workers’ support and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

Ha6: There is a significant relationship between co-workers’ support and adaptive 

performance of general hospitals in Rivers State, Nigeria.  

 

Table 4.23: Correlations Co-Workers Support and Adaptive Performance 

 

Co-workers 

Support 

Adaptive 

Performance 

S
p
ea

rm
an

's
 r

h
o

 

Co-workers 

Support 

Correlation 

Coefficient 

1.000 .596
**

 

Sig. (2-tailed) . .000 

N 230 230 

Adaptive 

Performance 

Correlation 

Coefficient 

.596
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

It's clear from Table 4.23 that coworkers' support has a considerable effect on adaptive 

performance, which is shown by the significance level of p less than 0.05. There is a 

relatively positive link between coworkers' support and adaptive performance, according to 

the rho = 0.596 correlation value Thus, a rise in the amount of support from coworkers will 

be accompanied by an increase in adaptive performance as the two variables grow together. 

As a result, the research concludes that assistance from coworkers has a somewhat good and 

statistically significant effect on adaptive performance. Thus, the research concludes that 

there is a strong correlation between coworkers' support for adaptive performance and the 

general hospitals in Rivers State, Nigeria, and rejects the null hypothesis. 

G. Future Prospects and Task Performance 

Ho7: There is no significant relationship between future prospect and task performance of 

general hospitals in Rivers State, Nigeria.  

Ha7: There is a significant relationship between future prospect and task performance of 

general hospitals in Rivers State, Nigeria.  
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Table 4.24: Correlations Future Prospects and Task Performance 

 

Future 

Prospect 

Task 

Performance 

S
p
ea

rm
an

's
 r

h
o

 

Future Prospect Correlation 

Coefficient 

1.000 .602
**

 

Sig. (2-tailed) . .000 

N 230 230 

Task 

Performance 

Correlation 

Coefficient 

.602
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

It's clear from Table 4.24 that future prospects are positively correlated with task 

performance at the p 0.05 level (0.000 0.05). A correlation coefficient of rho = 0.602 suggests 

that future prospects and task performance have a significant positive association. When one 

variable rises, the other follows suit, meaning that an increase in task performance follows 

suit when an increase in the influence of future prospects grows. There is a considerable 

correlation between task performance and future prospects, according to the research. A 

strong association exists between task performance and future prospects in Nigerian general 

hospitals, according to this research, which contradicts the null hypothesis 

H. Future Prospects and Contextual Performance 

 

Ho8: There is no significant relationship between future prospect and contextual 

performance of general hospitals in Rivers State, Nigeria.  

Ha8: There is a significant relationship between future prospect and contextual 

performance of general hospitals in Rivers State, Nigeria.  

 

Table 4.25: Correlations Future Prospects and Contextual Performance 

 

Future 

Prospect 

Contextual 

Performance 

Spearman's rho Future Prospect Correlation 

Coefficient 

1.000 .568
**

 

Sig. (2-tailed) . .000 

N 230 230 

Contextual 

Performance 

Correlation 

Coefficient 

.568
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

It's clear from Table 4.25 that future prospects and performance in the context are closely 

linked (p 0.05, or 0.000 0.05). There is a relatively favorable association between future 

prospects and contextual performance, as shown by the rho = 0.568 correlation coefficient. 
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To put it another way, a good influence on future prospects will have the same effect on the 

degree of contextual performance as it does on the other variable. As a result, the research 

concludes that future prospects and contextual performance have a fairly favorable and 

substantial correlation. With this information in mind, we can rule out the null hypothesis and 

instead adopt the alternative hypothesis that future prospects in Rivers State, Nigeria, are 

significantly linked to contextual performance. 

I. Future Prospects and Adaptive Performance 

 

Ho9: There is no significant relationship between future prospect and adaptive performance 

of General Hospitals in Rivers State, Nigeria.  

Ha9: There is a significant relationship between future prospect and adaptive performance of 

General Hospitals in Rivers State, Nigeria. 

 

Table 4.26: Correlations Future Prospects and Adaptive Performance 

 

Future 

Prospect 

Adaptive 

Performance 

S
p
ea

rm
an

's
 r

h
o

 

Future Prospect Correlation 

Coefficient 

1.000 .585
**

 

Sig. (2-tailed) . .000 

N 230 230 

Adaptive 

Performance 

Correlation 

Coefficient 

.585
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: SPSS Output, 2021. 

 

Table 4.23 demonstrates a significant level of p 0.05 (0.000 0.05), which indicates that future 

prospects and adaptive performance have a meaningful link. A correlation coefficient of rho 

= 0.596 suggests that future prospects and adaptive performance have a somewhat favorable 

association. This means that if one variable rises, the other rises, i.e. a favorable influence on 

future prospects leads to an increase in adaptive performance. As a result, future prospects 

and adaptive performance are shown to be somewhat good and significant in this research. 

Because of this, the research rejects the null hypothesis and accepts the alternative hypothesis 

that there is a substantial association between future prospects and adaptive performance 

among the general hospitals in Rivers State, Nigeria." 

4.1.4:  Multivariate Analysis 

Partial correlation analysis is used in this section to examine the influence of organizational 

culture in influencing the link between organizational socialization and individual work 

environment. Accept the null hypothesis if the significance level of the null hypothesis is less 

than 0.05, and reject it if the significance level is more than that. 

Ho10: Organizational culture does not significantly moderate the relationship between 

organizational socialization and individual work performance of general hospitals in 

Rivers State, Nigeria. 
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Ha10: Organizational culture significantly moderates the relationship between organizational 

socialization and individual work performance of general hospitals in Rivers State, 

Nigeria. 

 

Table 4.27: Correlations of Organizational Culture as a Moderator of Organizational 

Socialization and Individual Work Environment 

Control Variables 

Organizational 

Socialization 

Individual 

Work 

Performance 

Organizational 

Culture 

-none-
a
 Organizational 

Socialization 

Correlation 1.000 .817 .571 

Significance 

(2-tailed) 

. .000 .000 

Df 0 228 228 

Individual 

Work 

Performance 

Correlation .817 1.000 .737 

Significance 

(2-tailed) 

.000 . .000 

Df 228 0 228 

Organizational 

Culture 

Correlation .571 .737 1.000 

Significance 

(2-tailed) 

.000 .000 . 

Df 228 228 0 

Organizational 

Culture 

Organizational 

Socialization 

Correlation 1.000 .714  

Significance 

(2-tailed) 

. .000 
 

Df 0 227  

Individual 

Work 

Performance 

Correlation .714 1.000  

Significance 

(2-tailed) 

.000 . 
 

Df 227 0  

a. Cells contain zero-order (Pearson) correlations. 

Source: SPSS Output, 2021. 

 

Using a moderating variable, the connection between the independent (organizational 

socialization) and the dependent (individual work environment) variables is shown in Table 

4.27 above (organizational culture). Organizational culture moderates the link between the 

two variables with a p 0.05 significance level (0.000 0.05). Organizational culture greatly 

influences the interaction between organizational socialization and individual work 

environment, and a favorable association occurs. As a result, the null hypothesis is ruled out 

and the alternative hypothesis is adopted instead. As a result, we reiterate that at the General 

Hospital of Rivers State, Nigeria, organizational culture moderates the link between 

organizational socialization and individual work environment. 
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Table 4.28 Summary of the Result and Decision Making 

S/N Hypotheses Outcome 
Extent of 

Relationship 
Decision 

HO1 There is no significant relationship 

between anticipatory socialization and task 

performance of general hospitals in Rivers 

State, Nigeria. 

 rho = .721 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO2 There is no significant relationship 

between anticipatory socialization and 

contextual performance of general 

hospitals in Rivers State, Nigeria. 

rho 

=.628 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO3 There is no significant relationship 

between anticipatory socialization and 

adaptive performance of general hospitals 

in Rivers State, Nigeria 

rho 

=.601 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO4 There is no significant relationship 

between co-workers support and task 

performance of general hospitals in Rivers 

State, Nigeria 

rho = 

.607 

p = .000 

Strong 

 Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO5 There is no significant relationship 

between co-workers support and 

contextual performance of general 

hospitals in Rivers State, Nigeria.  

rho = 

.671 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO6 There is no significant relationship 

between co-workers support and adaptive 

performance of general hospitals in Rivers 

State, Nigeria 

r = .596 

p = .000 

Moderate 

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO7 There is no significant relationship 

between future prospect and task 

performance of general hospitals in Rivers 

State, Nigeria. 

r = .602 

p = .000 

Strong 

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO8 There is no significant relationship 

between future prospect and contextual 

performance of general hospitals in Rivers 

State, Nigeria. 

r = .568 

p = .000 

Moderate 

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO9 There is no significant relationship 

between future prospect and adaptive 

performance of general hospitals in Rivers 

State, Nigeria.  

r = .685 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

HO10 Organizational culture does not 

significantly moderate the relationship 

between organizational socialization and 

individual work performance of general 

hospitals in Rivers State, Nigeria. 

r = .714 

p = .000 

Strong  

Positive 

Relationship 

Reject 

Null 

Hypothesis 

Source: SPSS Data Output, 2021. 
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Discussion of Findings 

An overview of the data analysis is provided here. For this research, ten hypotheses were 

formulated. Spearman rank correlation coefficient and partial correlation were both used to 

examine the first nine hypotheses. These studies found a strong connection between the 

characteristics of organizational socialization and individual work environment, as shown by 

their bivariate and multivariate results. In the link between organizational socialization and a 

person's work environment, an organization's culture has a crucial moderating role. The 

following are in-depth talks based on the following hypotheses: 

Anticipatory Socialization and Task Performance  

p-value = 0.000 0.05) reveals a significant link between anticipatory socialization and task 

performance in a bivariate analysis of the two variables (relationship between p-value of 

0.000 and task performance measures). Predicted socialization correlated considerably with 

task performance hence the null hypothesis was rejected. A substantial connection (r = 0.721) 

was found between anticipatory socialization and task performance, even though the results 

were mixed. It is clear from the r-value of 0.721 that anticipatory socialization has a 

significant impact on performance on the job at hand. To put it another way, the task 

performance rate might vary by up to 52% when anticipatory socialization is changed by only 

one unit. This is why it is so important for general hospitals to do anticipatory socialization. 

Organizational socialization has been studied by Chao et al. (1994), and this conclusion is 

consistent with their findings. The study found that socialising in the workplace had a 

considerable beneficial impact on job satisfaction and career participation. 

Anticipatory Socialization and Contextual Performance  

The results of the research on the link between anticipatory socialization and contextual 

performance showed that the two had a strong connection. The p-value of 0.000, which was 

less than the 0.05 threshold of significance, was shown to be substantially related to 

contextual performance when anticipatory socialization was examined. Since anticipatory 

socialization is strongly linked to contextual performance, the null hypothesis was thus 

rejected. It became discovered, however, that anticipatory socialization and performance in 

context had a somewhat good link (r = 0.628). Contextual performance is strongly affected 

by socialization in advance, according to a correlation of 0.628. Contextual performance may 

vary by up to 39 percent when anticipatory socialization is changed by a unit, according to 

the coefficient of determination (r2). In order to meet the issue of contextual performance, 

anticipatory socialization in general hospitals is essential. Balci, et al. (2016) found that 

secondary school teachers' performance was positively correlated with their level of 

organizational socialization. r=0.611 and P0.05 show a correlation between business 

performance and organizational socialization, according to the study's findings. Secondary 

school instructors and the institution as a whole are likely to benefit from organizational 

socialization. 

Anticipatory Socialization and Adaptive Performance  

p-value of 0.000, which was less than 0.05 threshold of significance, was found to be 

substantially associated with adaptive performance when looking at the relationship between 

anticipatory socialization and it. A substantial link was found between anticipation of social 

interaction and adaptive performance, rejecting the null hypothesis. However, the results 

showed a substantial link between socializing and adaptive performance (r =.601). The r-

value of 0.601 indicates that adaptive performance is strongly influenced by anticipatory 

socialization. In other words, an incremental shift in anticipatory socialization may explain as 

much as 36% of the variance in adaptive performance rate, based on the coefficient of 
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determination (r2). The ability to adapt is highly dependent on the presence of anticipatory 

socialization in general hospitals. Findings from the Abu Al-Rub (2004) research, which 

examined the impact of coworker social support on job performance, reveal that hospital 

nurses who get a high level of social support perform better on the job. 

Co-Workers Supportand Task Performance  

An examination of the bivariate data reveals a significant association between coworkers' 

support and task performance, with a p-value of 0.000, which is less than the significance 

threshold of 0.05. Consequently, the hypothesis that coworkers' assistance has no effect on 

task performance was rejected. A considerable positive association (r = 0.607) was found, 

however, between coworkers' encouragement and task performance. The r-value of 0.607 

indicates that coworker assistance has a significant impact on task performance. Co-workers' 

assistance may account for up to 37% of variance in job performance, according to the 

coefficient of determination (r2) of 037. Consequently, the assistance of coworkers in general 

hospitals is essential in overcoming task performance difficulties. According to Beheshtrifar 

et al. (2011), workers who are socialized in the workplace are more productive. The results 

demonstrate a favorable correlation between performance and socializing inside an 

organization. It agrees with Crawford, et al., (20100) that coworkers may aid in enhancing 

performance by providing instrumental support. 

Co-Workers Support and Contextual Performance  

Analysis of how coworkers support relates to contextual performance found that there is a 

significant link between coworkers' support and contextual performance. The p-value of 

0.000, which was less than the 0.05 threshold of significance, was shown to be substantially 

related to contextual performance with the help of coworkers. As a result, the null hypothesis 

was discarded since coworkers' support had a substantial effect on contextual performance. 

Coworkers' support has a modestly good link with contextual performance (r = 0.671). An R-

value of 0.671 indicates that coworker assistance has a significant impact on contextual 

performance. The r2 value of 0.45 suggests that a unit change in coworkers' support may 

explain for up to 45% of the variance in the rate of contextual performance.. Co-workers' 

support at a general hospital is crucial to overcoming this problem. Similarly, Van Scotter, et 

al., (2000), found that task and contextual performance had a significant impact on the 

Structural Rewards. This study demonstrates the link between professional growth and the 

ability to perform well in a given situation and on a certain task. According to Zhou & 

George (2001), employee support promotes performance through sharing knowledge and 

skills and encouraging and supporting one another. This finding backs up their theory. 

Co-Workers Support and Adaptive Performance  

The study of the relationship between coworkers' support and adaptable performance found a 

p-value of 0.000 that was less than 0.05 level of significant (p-value = 0.000 0.05) between 

coworkers' support and adaptive performance. Given that co-workers' support is strongly 

linked to adaptive performance, the null hypothesis was rejected. That being said, we found 

that there was an extremely high degree of association between coworker support and 

adaptive performance (r = 596). To some degree, as shown by the correlation coefficient of 

0.596, the level of support from coworkers affects adaptive performance. This means that a 

single adjustment in coworker assistance may explain for up to 36% of the variance in 

adaptive performance rate (r2 = 0.36). As a result, the support of coworkers in general 

hospitals is critical to adaptive performance. Coworker correlates adaptable performance and 

enhances work environments by lowering employee stress, which improves performance, 

according to Sloan (2012). Onuoha (2013) evaluated the influence of perceived 
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organizational support and work burnout on CWB among employees in emotionally 

challenging employment. This study is in keeping with his findings, which are consistent. 

According to the results of the multiple regression analysis, employees who had a good 

opinion of their employer's support were less likely to exhibit CWB. 

Future Prospectsand Task Performance  

An examination of future prospects and task performance measures demonstrates a 

significant association with a p-value less than 0.05 (p-value = 0.000 0.05) for future 

prospects and task performance. Since task performance has a considerable impact on one's 

long-term future, the null hypothesis was rejected. A high link between task performance and 

future prospects (r = 0.602) was found, however. The r-value of 0.602 indicates that task 

performance is strongly influenced by future possibilities. To put it another way, a change in 

future prospects may account for up to 36% of the variance in task performance. As a result, 

the outlook for general hospitals is critical in resolving issues with task performance. 

According to this conclusion, which is in line with that of Barbeite & Maurer, 2002, future 

prospects and learning opportunities are important considerations for job candidates. 

Future Prospects and Contextual Performance  

Analyzing future prospects and contextual performance found that there is a strong link 

between the two. P-values of less than 0.05 were found to indicate that future prospects are 

linked to contextual performance (p-values = 0.0000.05). Thus, the null hypothesis was 

discarded since future prospects are strongly linked to contextual performance. In the end, 

there was a somewhat good connection (r = 0.568) between future prospects and contextual 

performance. It is clear from the r-value of 0.568 that prospects for the future impact 

contextual performance to a considerable level. The contextual performance rate might vary 

by up to 32% when future prospects shift by an amount equal to the coefficient of 

determination (r2). As a result, the outlook for general hospitals is critical in addressing the 

problem of contextual performance. Mikkelsen, et al., (1999) found that opportunities for 

professional progress had a significant impact on employees' commitment and performance 

in the workplace. 

Future Prospects and Adaptive Performance  

There is a strong correlation between future prospects and adaptive performance, which was 

shown to be less than 0.05 significant (p-value 0.000) in the investigation of the relationship 

between the two. As a result, the null hypothesis was ruled out because of the strong link 

between future prospects and adaptive performance. Although the results showed a 

substantial positive link between future prospects and adaptive performance (r =.685). The r-

value of 0.685 indicates that future possibilities have a significant impact on adaptive 

performance. Future prospects may account for up to a 50% difference in adaptive 

performance rate, according to an R2 value of 0.50. As a result, a clear picture of the future is 

critical to a person's ability to adapt. Perceived development opportunities provided by an 

employer have a positive impact on employee performance and turnover reduction. This 

finding is consistent with the findings of Kraimer, Seibert and Liden (2011) that better work 

performance is linked to higher-quality goods and reduced monetary losses due to turnover. 

Moreover, it is in line with the findings of Ellinger, Ellinger, Yang, and Howton (2002), who 

found that companies with long-term plans to foster and encourage the discovery and sharing 

of new information do better financially. 
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Organizational Culture as a Moderator of Organizational Socialization and Individual 

work performance. 

Individual work performance is positively correlated with both organizational socialization 

and organizational culture, with a p-value of 0.000 indicating a moderate effect of 

organizational culture on individual work performance. This finding was confirmed by 

multivariate analysis, which found that individual work performance is positively correlated 

with both organizational socialization and organizational culture. As a result, the null 

hypothesis was rejected because the connection between organizational socialization and 

individual job performance is considerably moderated by organizational culture. A large and 

considerable influence of corporate culture was found on the link between organizational 

socialization and individual job performance. A substantial moderating impact of 0.714 was 

also found in the link between individual job performance and organizational socialization. 

This suggests that the connection between organizational socialization and individual job 

performance in Rivers State's general hospitals is moderated by organizational culture. An 

earlier study by Khalkhali, Shakibaei, & Nezad (2002) found a link between a company's 

corporate culture and its employees' sense of agency, the development of new ideas, and an 

increase in overall productivity. Since workers are more likely to remain focused on the 

company's overall goals when they have a good corporate culture, this is a benefit to any 

corporation (Baird & Reeve, 2007). 

 

SUMMARY, CONCLUSIONS, RECOMMENDATIONS, AND 

CONTRIBUTION TO KNOWLEDGE 

Summary of Findings 

An investigation of how a Nigerian general hospital's staff socialization affects their 

individual performance on the job was conducted in this research. There was an outline of 

organizational socialization and individual job performance in the first section. Statement of 

problem, conceptual framework on predictor, criterion, and moderating variables, purpose of 

the study (ten specific objectives, ten research questions), and significance of the study are all 

covered in the study. Also included are operational definitions of terms and how they are 

used in the study. 

It was in section 2 that the study's major variables were analyzed in the context of relevant 

literature. The dimensions of organizational socialization, including anticipatory 

socialization, support from colleagues, and future prospects, were examined.. Grooming, 

play-acting, and training are all part of anticipatory socialization. Employee retention, 

advancement, and job security are all aspects of a company's future prospects, as are the 

support of coworkers and supervisors. Individual job performance and its metrics, task 

performance, contextual performance and adaptability are also reviewed in the research. – 

Efficiency, work knowledge, and innovation on the job are indications of task performance. 

Personal characteristics, interpersonal facilitation, and persistent effort were the focus of 

discussions about contextual performance, while employee flexibility, resilience, and 

adaptability were the focal points of discussions about future prospects. There is speculation 

about a link between organizational socialization and individual work performance, which 

was examined in the section. Reinforcement theory and the fit between person and 

environment were at the heart of this investigation. 
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Section 3 of this study covered philosophical foundations, research design and population 

analysis as well as samples and sampling techniques. It also discussed the instrument's 

validity and reliability as well as how it was administered. In section four, we looked at how 

to present data, analyze it, and discuss the results. Spearman's rank correlation coefficient 

was used as a statistical tool with the help of SPSS. Spearman's rank correlation coefficient 

was used to investigate the link between the characteristics of organizational socialization 

(anticipatory socialization, colleague support, and future prospects) and the measures of 

individual job performance (task performance, contextual performance and adaptive 

performance). It was used to examine the effect of organizational culture on the relationship 

between the predictor and criterion variable. 

An overview of findings and implications is provided in section 5, as well as suggestions for 

further research. 

Conclusion 

It is damaging to Nigeria's health industry if general hospital personnel engage in 

unproductive socializing. Individual job performance at the hospital will be enhanced, 

however, as a result of socializing inside the company. Studies of general hospitals in Rivers 

State studied organizational socialization and individual job performance and found that 

general hospitals in Rivers State had improved performance due to improved organizational 

socialization. 

It was shown that there is a substantial correlation between organizational socialization and 

individual job performance at the main hospital in Rivers State. 

According to the findings of the research conducted by the Rivers State General Hospital, 

there is a substantial positive correlation between anticipated socialization and individual job 

dedication. Grooming, play-acting, and training may help individuals perform better in their 

jobs. 

Coworker support was also shown to have a considerable favorable impact on individual job 

performance at Rivers State's general hospitals. Individual job performance may be improved 

by promoting compassion and helping others. 

In addition, the research found that the future of Rivers State's general hospitals is strongly 

linked to the performance of individual staff members. Promotion, retention, and job stability 

are all critical for improving individual performance. 

In addition, the research found that organizational culture moderates the association between 

organizational socialization and individual job performance in Rivers State's general 

hospitals. 

As a result, the researchers came to the conclusion that the general hospitals in Rivers State 

had a strong link between employee socialization and job performance. 

Recommendations 

The study recommended that: 
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1. As a means of enhancing employee task, context, and adaptable performance, 

anticipatory socialization should be used by hospital administrators everywhere. 

2. Workplace problems may be resolved more quickly if the administration of the 

general hospital encourages colleagues to provide a hand. 

3. The company should push for greater future chances for individuals to enhance their 

performance in the workplace; 

4. Improved employee morale and productivity are both a function of an organization's 

culture. 

5. Training should be a lifelong endeavor. 

6. Individual productivity can only be increased if adequate compensation is in place. 

Limitations to the Study 

Individual job performance is influenced by a wide range of variables, including corporate 

socialization and work performance. It's also possible that this study's results can't be 

extrapolated to other organizations since not all aspects of organizational socialization and 

individual job performance were examined. Another issue was the study design that was 

used. It's impossible to get a snapshot of a person's thoughts and feelings at any one moment 

because of the cross-sectional survey methodology. Another constraint was the unwillingness 

of some of the respondents to complete the questionnaire that was presented. It was difficult 

to extrapolate the results of this research to other hospitals in Nigeria since the study only 

looked at one in Rivers State. 

 

Contribution to Knowledge/Implication to the Study 

Based on the results and conclusions of this research, the following contributions to 

knowledge were made. 

Organizational socialization and individual job performance are examined in a Rivers State 

General Hospital research. This was accomplished by looking at how anticipatory socializing 

affects performance on tasks, context, and adaptation. According to the results of the 

research, grooming, play-acting, and training have a substantial impact on the individual job 

performance of general hospitals in Rivers State. 

Coworkers' support and individual job performance were also investigated in the research. 

Individual performance may be improved by providing help-giving behavior, altruistic 

behavior, and supervisor assistance, according to the research. Researchers found a strong 

link between general hospitals in Rivers State and their employees' individual job 

performance when they looked at the effects of peer support. 

The research investigates the link between the general hospital's future prospects and the 

performance of its employees in Rivers State. The ability to keep, promote, and secure a job 

is critical to a worker's ability to perform at their best. According to the findings, one's ability 

to do well at work has a considerable impact on one's future possibilities. 

Studying the relationship between organizational socialization and individual job 

performance in general hospitals in Rivers State, Nigeria, is the focus of this research. 

As a result of this study, researchers have gained new insights into how organizational 

socialization and individual labor performance are linked in Rivers State general hospitals. 

In Rivers State, there was no empirical research on the socialization of general hospitals and 

the performance of its employees. Research on organizational socialization and individual job 



Scholarly Journal of Management Sciences Research | ISSN: 2955-0793 

Vol. 2, Issue 3 (March, 2023) | www.ijaar.org/sjmsr 

 

68 
 

performance at general hospitals in Rivers State has been lacking until now, but this research 

has filled this void by using factors that were not previously used by prior studies. 

A methodology for analyzing the relationship between the research factors is also provided, 

as are concrete recommendations for improving individual job performance. 

The Practical Contributions 

1. One of the findings of the research will be utilized to make decisions. 

2. It will help foster a sense of community among employees, as well as a sense of hope 

for the future. 

3. Workers, managers, the organization, and society will recognize the importance of 

workplace socialization in terms of their own well-being and productivity. 

4. Workplace assistance, anticipatory socialization, and future possibilities for successful 

individual job performance will all be brought into harmony by management. 

5. Heuristic models are useful because they demonstrate how strong a link exists 

between variables. 

6. The data and insights that are derived from them may be used as starting points for 

further investigations. 

 

 

1.  

 

 

 

 

 

 

 

 

 

Fig. 5.1: Heuristic Model of Organizational Socialization and Individual Work 

Performance. 

Source: Researcher, 2021. 
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Key 
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The bold arrow in the Heuristic Model depicts a strong or high relationship, where the 

correlation is value is higher than 0.59, the normal arrow depicts a moderate relationship, 

where the correlation values is greater than 0.39 and equal to 0.59, the week or low 

relationship exist when the correlation value is below or equal to 0.39. 

According to the figure shown above, there is a significant link between anticipatory 

socialization and high levels of task, context-specific, and adaptable performance (60 and 

up). 

There is a substantial association between task and contextual performance (60 and above) 

with coworkers' support, and a moderate relationship between adaptive performance (0.40 to 

0.59) with coworkers' support. 

In terms of task and adaptive performance, Future Prospects has a high association (60+) and 

a moderate relationship (0.40-0.59) with contextual performance, which is illustrated by a 

bold arrow. 

Individual performance at work is strongly influenced by an organization's culture. 

Areas for Further Study 

The research focuses on the socialization of general hospitals in Rivers State and the 

performance of its employees. Future study, on the other hand, may broaden the focus to 

include other industries. In the future, the scope of the research might be expanded to include 

all general hospitals in Nigeria. A cross-sectional survey was used in this study, however 

future research should utilize a different strategy to ensure more accurate and correlated 

results.. A longitudinal survey methodology may also be used to investigate the relationship 

between organizational socialization and individual job performance. Organizational 

ambidexterity, as well as information exchange in the workplace, may help mitigate the link 

between socialization and individual performance. The subject of organizational socialization 

should also be examined in more depth in the future. Lastly, more research using the 

triangulation technique should be conducted in order to discover the link between 

organizational socialization and individual job performance. 
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