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ABSTRACT

This study investigated the effect of the work environment on employee performance within the
manufacturing sector in Abuja. To determine whether the work environment influences employee
performance, two hypotheses were developed based on the research questions and objectives. The study
used a survey research design, collecting primary data from employees via a questionnaire. The
guestionnaire, which employed a 5-point Likert scale, was distributed to 227 respondents selected from a
total population of 425 employees at Cement Company of Northern Nigeria Plc, Diwagio Limited, and
Chibethpee Integrated Resources Nigeria Limited. Regression analysis was used to examine the
hypotheses and evaluate the overall impact of the independent variables on the dependent variables. The
analysis revealed that the political climate has a considerable impact on employee output. The study
concluded that political environment significantly influences employee output. Consequently, it was
recommended to advocate for policies that promote political stability, provide a supportive environment
for manufacturing, and collaborate with government bodies to establish a regulatory framework that
fosters industry growth and stability.
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INTRODUCTION growth, job creation, and technological
advancement (UNCTAD, 2021). As global

In  today's rapidly changing  business interconnectedness  grows,  manufacturing

environment, achieving operational excellence is
crucial for organizations to maintain long-term
success and secure a competitive advantage.
Human resources are a key driver of this
success, serving as a vital source of sustainable
competitive edge and directly influencing
organizational ~ performance. = The  work
environment plays a significant role in shaping
employee performance, with the potential to
impact it both positively and negatively. This
concern is universal, affecting employee output,
job satisfaction, and overall well-being across
industries and countries. The manufacturing
sector, a cornerstone of economic development
and industrialization, is pivotal for economic

companies increasingly depend on international
supply chains and markets, making the impact of
the work environment on employee performance
critical not only locally but also for global
competitiveness and sustainability.

Manufacturing is acknowledged as a major force
behind economic diversification and
transformation in Africa, especially Nigeria. It
promotes technical advancement, job creation,
and income generation (African Development
Bank, 2018). A lack of expertise, unclear
policies, and inadequate infrastructure are just a
few of the issues facing African manufacturing.
In this context, it is crucial to comprehend how
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the work environment effects employee
performance because doing so can enhance the
sector's economic contribution to Africa.

Nigeria's federal capital, Abuja, has a special
place in the nation's manufacturing sector. It
serves as the centre of several businesses,
including manufacturing, in addition to being the
political capital. The manufacturing industry in
the region has experienced significant expansion
due to the efforts of the government and the
development of infrastructure (Afolabi, 2019).
These advancements do, however, present a
unique set of difficulties, such as the
requirement to address how the political, social,
and technological facets of the workplace affect
worker performance.

Particular aspects of the work environment
political and societal have a big impact on how
well employees perform in Abuja's industrial
sector. Government policies and regulations
impacting the manufacturing sector in Nigeria
can be influenced by the political climate there
(Amadi et al., 2020). Employee engagement and
job satisfaction can be influenced by
sociocultural factors, such as cultural values and
workforce diversity (Okeke et al.,, 2018).
Furthermore, personnel  dynamics  and
manufacturing processes could be improved or
disrupted by technological improvements
(Akpan et al., 2021).

The productivity, retention rate, and calibre of
work produced by employees are key indicators
of an Abuja manufacturing company's
competitiveness and success. Therefore, it is
crucial for academics and industry stakeholders
to comprehend the complex interactions among
the political, sociocultural, and technological
aspects of the workplace and how these
interactions affect these performance measures.

There is a complex relationship between the
work environment and employee output.
Research has consistently demonstrated that an
employee's psychological, social, and physical
health at work has a substantial impact on their
performance results. Increased output and
enhanced organisational performance can result
from establishing a work environment that puts
an emphasis on employee comfort, cultivates

positive relationships, and offers possibilities for
growth and development (Judge et al., 2017;
Parker & Wall, 2018).

The established link between employee output
and the work environment is widely supported
by research. Employee performance outcomes
are significantly influenced by the political,
sociocultural, and technological factors within
the work environment. For instance, Shantz et
al. (2013) found that supportive work
environments, particularly those with clear
political structures and stability, can enhance
employee engagement and  productivity.
Similarly, the work of Hofstede (2001)
underscores the importance of sociocultural
factors, such as organizational culture and social
dynamics, in shaping employee behavior and job
satisfaction.

Furthermore, a study by Tarafdar et al. (2011)
highlights the impact of technological factors,
showing that appropriate technological resources
and support can significantly boost employee
efficiency and performance. Organisations can
improve employee output and contribute to
overall performance by fostering a healthy work
environment that takes into account physical
comfort, fosters supportive connections, and
supports employees' psychological needs. The
complex interplay between the political, societal,
and technological aspects of the work
environment has a significant impact on
employee performance, making it an important
field of study in Abuja's changing manufacturing
sector.

LITERATURE REVIEW AND
THEORETICAL FRAMEWORK

Concept of Work Environment

The work environment encompasses Vvarious
physical, social, and psychological factors that
impact employee performance, satisfaction, and
well-being. A positive work environment,
featuring supportive leadership, collaborative
teams, and adequate resources, can boost
employee  engagement and  productivity
(Karanika-Murray & Biron, 2020). On the other
hand, a negative work environment,
characterized by  high stress, poor
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communication, and lack of support, can
decrease job satisfaction and increase turnover
(Bailey et al., 2019). Recent research
underscores the significance of ergonomic
workplace design, inclusive policies, and
technological advancements in creating a
conducive work environment (Chen et al., 2021;
Johnson et al., 2022). These elements
collectively help establish a work environment
that meets employees' physical and emotional
needs while aligning with organizational goals
and values (Sharma & Nambudiri, 2020).

Political Environment

The political environment includes the effects of
government policies, regulations, political
stability, and government support on business
operations and organizational performance. A
stable and transparent political environment can
promote business growth and attract foreign
investments by providing consistent and
predictable policy frameworks (Williams &
Martinez,  2021).  Conversely,  political
instability, corruption, and frequent regulatory
changes can create uncertainty, raise operational
costs, and impede organizational planning and
performance (Gao et al., 2022). Recent studies
highlight the importance of political risk
management and aligning strategies with
governmental  policies to navigate the
complexities of the political environment
(Kostova et al., 2021). Additionally, political
lobbying and corporate social responsibility
initiatives are increasingly seen as crucial
strategies for businesses to influence policy-
making and improve their  operating
environment (Zhang & Zhao, 2023).

Sociocultural Environment

The sociocultural environment within an
organization encompasses the social and cultural
factors that affect employee behavior, attitudes,
and interactions in the workplace. This
environment includes aspects such as cultural
diversity, social norms, values, and interpersonal
relationships, all of which greatly influence
organizational dynamics and performance
(Hofstede, 2020). A diverse sociocultural
environment can enhance creativity and

innovation by integrating different perspectives
and experiences (Williams & O'Reilly, 2022).
However, it can also pose challenges, like
potential conflicts and communication barriers,
if not managed properly (Ng & Sears, 2021).
Recent studies highlight the importance of
inclusive practices and cultural competence in
boosting employee engagement and reducing
turnover (Roberson, 2021; Mor Barak, 2021).
By fostering an inclusive and supportive
sociocultural environment, organizations can
increase overall job satisfaction and productivity
(Shore et al., 2019).

The Concept of Employee Performance

The efficacy, efficiency, and calibre of an
employee's job output are all included in the
complex concept of employee performance,
which has a big impact on the success of an
organisation. According to Parker et al. (2020),
there is frequently a correlation between high
employee performance and motivation, job
satisfaction, and the alignment of personal
ambitions with those of the company.
Performance results are significantly shaped by
elements including company culture, employee
engagement, and leadership style (Albrecht et
al., 2021). Furthermore, new research highlights
the benefits of technology integration and
prospects for ongoing learning for improving
worker performance (Brown et al., 2022; Singh
& Sharma, 2021). Maintaining high levels of
employee performance requires effective
performance  management  systems  that
incorporate frequent feedback and development
activities (DeNisi & Murphy, 2022).

Employee Output

Employee output is a crucial metric of
productivity that assesses the level of production
or service delivery achieved by an organization
relative to each employee’s contribution. This
metric is essential as it reflects the efficiency
and effectiveness of a workforce in transforming
inputs such as labor, capital, and resources into
valuable outputs. Employee output is often
quantified as the ratio of the total production or
service delivery of the organization to the
number of employees (Hussain et al., 2023).

In manufacturing companies, employee output is
commonly used to gauge the efficiency of the
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production process. It is represented by the
number of units of goods produced by an
individual employee or the volume of services
rendered within a specific period. Higher
employee output generally indicates a more
productive and efficient workforce, which can
lead to cost savings and a competitive advantage
(Smith et al., 2021). Studies have shown that
improving employee output can significantly
enhance  organizational  performance and
profitability (Hussain et al., 2023).

Employee Satisfaction

Employee satisfaction refers to the degree of
contentment and fulfillment that employees
experience concerning their job roles, work
environment, and overall organizational culture.
High employee satisfaction is associated with
increased productivity, reduced turnover rates,
and improved organizational performance (Lee
et al., 2022). Factors influencing employee
satisfaction include recognition, fair
compensation, career development
opportunities, and a positive work-life balance
(Razig & Maulabakhsh, 2015; Nguyen et al.,
2023).

Recent research emphasizes the role of
leadership styles, organizational support, and
workplace relationships in shaping employee
satisfaction (Kim & Park, 2020; Spector, 2021).
Additionally, incorporating employee feedback
mechanisms and fostering a supportive
organizational culture are critical for sustaining
high levels of satisfaction (Wang et al., 2022).
Effective leadership and organizational practices
that support employee  well-being are
fundamental to enhancing job satisfaction and
overall performance.

Theoretical Framework

Job Characteristics Theory

Developed by J. Richard Hackman and Greg
Oldham in 1976, Job Characteristics Theory
explores how specific job characteristics
influence employee motivation, satisfaction, and
performance. The theory identifies five core job
characteristics skill variety, task identity, task
significance, autonomy, and feedback that, when
effectively integrated into job design, foster
three critical psychological states: experienced

meaningfulness  of  work, experienced
responsibility for outcomes, and knowledge of
results. These psychological states are essential
for enhancing employee motivation and
performance by making work more meaningful
and providing employees with a sense of
ownership and clarity regarding their
performance (Hackman & Oldham, 1976).

Job Characteristics Theory has been widely
applied in organizational settings to enhance job
design and improve employee outcomes. By
redesigning jobs to incorporate a variety of
tasks, organizations can increase skill variety
and task identity, which makes work more
engaging and meaningful. For instance, in
manufacturing  settings, job  enrichment
techniques may involve rotating employees
through different tasks or allowing them to see
the end product of their labor, thereby increasing
task significance (Fried & Ferris, 1987).
Providing employees with autonomy enables
them to make decisions and control aspects of
their work, which can boost job satisfaction and
performance (Hackman & Oldham, 1980).
Additionally, regular and constructive feedback
helps employees understand their performance
and areas for improvement, thereby reinforcing
their sense of achievement and responsibility
(Morgeson & Humphrey, 2006). These
applications are prevalent across various
industries, including healthcare, education, and
manufacturing.

Despite its strengthhs, Job Characteristics
Theory has limitations. One limitation is that it
may not be equally applicable to all types of jobs
or industries. For example, highly routine or
low-skilled jobs might not benefit significantly
from job enrichment techniques, as the nature of
the tasks does not lend itself well to increased
variety or autonomy  (Parker,  2003).
Furthermore, the theory assumes that employees
universally value the same job characteristics,
which may not be true for all individuals or
cultural contexts. Some employees might prefer
jobs with lower levels of autonomy or feedback,
depending on personal preferences or job
expectations (Kirkpatrick & Locke, 1996).
Additionally, the practical implementation of job
redesign can be challenging and costly for
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organizations, particularly in cases where
significant changes to job structure or increased
training are required (Humphrey, Nahrgang, &
Morgeson, 2007).

Overall, while Job Characteristics Theory offers
valuable insights into job design and employee
motivation, its effectiveness can vary based on
job nature, individual preferences, and
organizational constraints.

Empirical Review

Omoruyi and Amuen (2022) conducted a study
to evaluate the impact of the work environment
on employee output at business centers within
the University of Benin, Nigeria. Using a
guantitative ~ approach, they  distributed
questionnaires to 147 employees, examining
variables such as workplace safety, workload,
and supervisor support. The data, analyzed
through regression analysis, indicated that work
environment factors explained 57.7% of the
variance in employee output. The study found
significant positive effects from a safe
workplace, manageable  workload, and
supportive supervision. However, the research
had limitations due to its small sample size and
focus on a single industry, suggesting that future
studies should include a broader sample and
additional environmental variables.

Ahmad and Zairi (2022) aimed to explore the
impact of the political environment on employee
output through a systematic literature review.
They reviewed 32 studies published between
2000 and 2021, assessing various research
designs, sample characteristics, and findings.
Their review revealed that employee output
generally decreases during times of political
uncertainty and polarization, with significant
effects observed among knowledge workers and
in the public sector. The authors noted
limitations such as the predominant reliance on
self-report data and a lack of intervention
studies. They recommended longitudinal and
field experiments to further investigate these
relationships.

Abbas et al. (2023) investigated the impact of
organizational politics on employee output in
Pakistan. Their empirical study, published in the
International Journal of Business Ecosystem

and Strategy, utilized a quantitative cross-
sectional survey of 400 employees from both
public and private sector organizations. Data
were collected via a self-administered
questionnaire, and the findings revealed a
significant negative impact of organizational
politics on employee output, mediated by job
stress and turnover intentions. The effect was
more pronounced in the public sector.
Limitations included the geographical focus on
Pakistan and potential biases from convenience
sampling.

Ogundele and llesanmi (2023) conducted a
study to explore the effect of workplace politics
on employee performance in infant firms located
in Southwest Nigeria. They used a quantitative
cross-sectional survey with a sample of 350
employees, gathered through self-administered
online surveys. The results indicated a
significant negative impact of workplace politics
on employee performance, with job satisfaction
serving as a mediating variable. The study
highlighted that the impact of workplace politics
was more severe in firms with high levels of
uncertainty. Limitations included the study's
geographical specificity and potential biases
from self-reported data.

Osaretin and Okoro (2023) examined the impact
of organizational politics on employee output in
SMEs in Delta State, Nigeria. Their quantitative
cross-sectional survey included 385 employees,
with data collected using self-administered
guestionnaires. The study found a significant
negative effect of organizational politics on
employee output, with job satisfaction and
organizational commitment acting as mediators.
The relationship was notably pronounced in
SMEs with high centralization. The study's
limitations were its geographical focus on
Nigeria and potential biases from self-reported
data.

Gu et al. (2022) investigated how the work
environment affects employee performance
among academic staff. The cross-sectional
survey, involving 314 participants, used
structural equation modeling to analyze work
environment factors, employee commitment,
achievement striving, and task performance.
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Their findings indicated that the work
environment positively influenced commitment,
achievement striving, and performance, with
both commitment and achievement striving
mediating this relationship. The study was
limited by reliance on self-report data and a
homogeneous sample, suggesting a need for
research across varied industries.

Zhao and Wang (2022) conducted a meta-
analysis to assess the impact of the political
environment on employee work engagement.
The analysis included 150 studies and employed
a fixed-effects model. The results showed a
significant negative impact of the political
environment on work engagement, with
organizational support and perceived
organizational politics serving as mediators. The
authors pointed out limitations such as the focus
on cross-sectional studies and the lack of
consideration for cultural differences,
recommending longitudinal studies that account
for cultural factors.

Al-Shammari (2023) explored the impact of
workplace politics on employee output within
healthcare organizations in Saudi Arabia. The
study, published in the Arab Journal of
Administrative Sciences, used a quantitative
cross-sectional survey with 450 employees,
gathered through self-administered
guestionnaires. The findings indicated a
significant negative impact of workplace politics
on employee output, with job satisfaction and
organizational commitment as mediating
variables. The relationship was stronger in
healthcare organizations with high levels of
bureaucracy. Limitations included the study's
geographical specificity and potential biases
from self-reported data.

Ukoha and Okonkwo (2023) examined the effect
of perceived organizational politics on employee
output in commercial banks in Nigeria. Their
guantitative cross-sectional survey included 390
employees and utilized self-administered
questionnaires. The study revealed a significant
negative impact of perceived organizational
politics on employee output, with job
satisfaction and turnover intentions as mediating
variables. The negative impact was more

pronounced in banks with high levels of
centralization. The study was limited by its
focus on Nigeria and potential biases from self-
reported data.

Literature Gap

Several research gaps are evident when
comparing previous studies to the current
research on the impact of the work environment
on employee performance in the manufacturing
industry in Abuja. Previous studies, including
those by Omoruyi and Amuen (2022), Ahmad
and Zairi (2022), Abbas, Saleem, & Khan
(2023), Ogundele and llesanmi (2023), Osaretin
and Okoro (2023), Gu et al. (2022), Zhao and
Wang (2022), Al-Shammari (2023), and Ukoha
and Okonkwo (2023), have primarily
concentrated on single aspects of the work
environment or specific performance outcomes
rather than exploring the overall relationship
between the work environment and various
dimensions of employee performance.

Additionally, there is a notable lack of research
specifically targeting the Nigerian context,
especially within the manufacturing sector in
Abuja. This study seeks to fill this gap by
concentrating on a particular organization and
location, providing findings that are relevant to
this specific context. Furthermore, while some
research has examined the impact of the work
environment on employee performance, there is
limited exploration of the mediating roles of
output and satisfaction in this relationship. The
current study aims to address these gaps by
analyzing how the work environment influences
both output and satisfaction, contributing to a
more comprehensive understanding of this
relationship within the manufacturing industry in
Abuja.

METHODOLOGY

The present investigation utilises a descriptive
research methodology to examine the influence
of work environment on employee performance
within the manufacturing industry of Abuja.
Through careful observation and documentation
of variables in their natural environment, the
study offered a comprehensive examination of
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the factors influencing worker output, job
satisfaction, and labour quality. A total of 425
workers, including management, middle
management, and other staff, were employed by
the Cement Company of Northern Nigeria Plc,
Diwagio Limited, and Chibethpee Integrated
Resources Nigeria Limited. The sample used in
the study was taken from this particular group.
The researchers adopted the stratified sampling
technique to ensure the selection of samples
from each employee category in proportion to
their representation in the population. A sample
of 227 employees was used to obtain data for
this study using the Yamane’s (1964) formula
for sample size calculation through a stratified
sampling technique. Questionnaire was used as
the primary source of data collection from
respondents, descriptive and inferential statistics
were used to analyze data with the help of SPSS
version 25.0.

In this study, the model specification involves
examining the relationship between the work
environment  (political  environment and
sociocultural environment) as the independent
variable and employee performance (measured
by employee Output and employee satisfaction)
as the dependent variable in the Cement
Company of Northern Nigeria Plc, Diwagio
Limited, and Chibethpee Integrated Resources
Nigeria Limited, Abuja.

The theoretical form for the model in the work is
given as:

Yy=B+BX1+ PaXo + 6 3.1
regression equation

Empirical Model:

To empirically test the relationships postulated
in the theoretical model, the study employed
multiple regression analysis. The empirical
model is as follows:

EP=Bo+Bi(PE)+&.cciiiiiiiiiiinnnns 32
ES=Bo+Bi(SE)+eccceviviiniiiii 3.3
Where:
e EP represents the employee
performance

o ES represent the employee satisfaction

e PE denotes the quality of the Political
Environment.

e SE refers to the Sociocultural
environment.

e o, f1, B, and Pz are the estimated
regression coefficients that quantify the
impact of political environment,
sociocultural environment, technological
environment on employee performance.

o ¢ denotes the error term, which accounts
for unexplained variations in employee
performance due to random factors or
other variables not considered in the
model.

RESULTS AND DISCUSSION

Test of Hypotheses
Hypothesis One

Ho:: The political environment of
Manufacturing industry in Abuja does not have
significant impact the employee Output

EP = Bb + B](PE) F e 32

Table 1 Model Summary

Model R R Square

Adjusted R Square

Std. Error of the
Estimate

1 7892 .623

.621 .31787

a. Predictors: (Constant), PE

Table 1 shows the model summary for a
regression analysis where the predictor is PE
(presumably a variable like  “political
environment” or similar). The correlation

coefficient (R) is 0.789, indicating a strong
positive relationship between PE and the
dependent variable. The R Square value of 0.623
suggests that approximately 62.3% of the
variance in the dependent variable is explained
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by the predictor. The adjusted R Square, which the observed values from the regression line.
accounts for the number of predictors in the Given these values, the model appears to be a
model, is 0.621, close to R Square, reflecting good fit for the data, with the predictor
that the model has a good fit with minimal explaining a substantial portion of the variance.

overfitting. The standard error of the estimate is
0.31787, which measures the average distance of

Table 2 ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression 33.422 1 33.422 330.780 .000°
Residual 20.208 200 101
Total 53.630 201

a. Dependent Variable: EO
b. Predictors: (Constant), PE
value is substantially high and the p-value is less

Table 2 presents the ANOVA results for the than 0.05, indicating that the regression model
regression analysis, with the predictor being PE significantly predicts the dependent variable EO.
and the dependent variable being EO. The sum Therefore, the predictor PE contributes
of squares for the regression is 33.422, and for meaningfully to explaining the variance in EO,
the residuals, it is 20.208, resulting in a total and the model is statistically significant.

sum of squares of 53.630. The mean square for
the regression is 33.422, and the mean square for
the residuals is 0.101. The F-statistic is 330.780,
with a significance level (Sig.) of 0.000. This F-

Table 3 Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) .915 171 5.339 .000
PE .787 .043 .789 18.187 .000

a. Dependent Variable: EO
PE and EO. The t-values are 5.339 for the

Table 3 provides the coefficients for the constant and 18.187 for PE, both with p-values
regression model with PE as the predictor and of 0.000, indicating that these coefficients are
EO as the dependent variable. The statistically significant at the 0.05 level. Thus,
unstandardized coefficient for the constant is PE has a significant positive effect on EO, and
0.915 with a standard error of 0.171, and for PE, the constant term is also significant, validating
it is 0.787 with a standard error of 0.043. The the model's relevance and effectiveness in
standardized coefficient (Beta) for PE is 0.789, predicting EO.

reflecting a strong positive relationship between

Hypothesis Two

Ho,:  sociocultural environment does not have significant impact on employee satisfaction
in Manufacturing industry, Abuja.

ES = Bo + Bi(PE) + Ba(SE) + ¢
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Table 4 Model Summary

Model R R Square

Adjusted R Square

Std. Error of the
Estimate

1 7962 .633

.631 .31003

a. Predictors: (Constant), SE

Table 4 displays the model summary for a
regression analysis with SE as the predictor. The
correlation coefficient (R) is 0.796, indicating a
strong positive correlation between SE and the
dependent variable. The R Square value of 0.633
signifies that approximately 63.3% of the
variance in the dependent variable is explained
by SE. The adjusted R Square, at 0.631, is close
to the R Square value, suggesting that the model

provides a good fit with minimal risk of
overfitting. The standard error of the estimate is
0.31003, reflecting the average deviation of the
observed values from the predicted values.
Overall, the model demonstrates a robust
explanatory power and accuracy in predicting
the dependent variable.

Table 5 ANOVA?®

Model Sum of Squares Mean Square F Sig.

1 Regression 33.191 1 33.191  345.312 .000°
Residual 19.224 200 .096
Total 52.415 201

a. Dependent Variable: ES
b. Predictors: (Constant), SE

Table 5 presents the ANOVA results for the
regression analysis with SE as the predictor and
ES as the dependent variable. The sum of
squares for the regression is 33.191, while the
residual sum of squares is 19.224, making the
total sum of squares 52.415. The mean square
for the regression is 33.191, and for the
residuals, it is 0.096. The F-statistic is 345.312

with a significance level (Sig.) of 0.000, which
is well below the 0.05 threshold. This high F-
value and low p-value indicate that the
regression model is statistically significant,
meaning SE significantly contributes to
explaining the variance in ES. Thus, the
predictor SE is highly relevant in the model and
significantly impacts the dependent variable ES.

Table 6 Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 1.358 .145 9.364 .000
SE .680 .037 .796 18.583 .000

a. Dependent Variable: ES

Table 6 provides the coefficients for the
regression model with SE as the predictor and
ES as the dependent variable. The
unstandardized coefficient for the constant is
1.358 with a standard error of 0.145, while for
SE, it is 0.680 with a standard error of 0.037.
The standardized coefficient (Beta) for SE is
0.796, indicating a strong positive relationship

between SE and ES. The t-values are 9.364 for
the constant and 18.583 for SE, both with p-
values of 0.000, demonstrating that these
coefficients are statistically significant at the
0.05 level. Consequently, SE has a significant
and substantial positive effect on ES, and the
constant term is also significant, validating the
model's effectiveness in predicting ES.
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Discussion of Findings

The analytical results showed that at the Cement
Company of Northern Nigeria Plc, Diwagio
Limited, and Chibethpee Integrated Resources
Nigeria Limited in Abuja, the work environment
strongly influences many dimensions of
organisational outcomes.

Hypothesis One: The political environment of
the manufacturing industry in Abuja has no
significant impact on employee Output.

The results of the study reveal that the
standardized coefficient (Beta) for PE is 0.789,
with a p-value of 0.000, indicating that the
political climate has a significant impact on
employee output. This finding contradicts
Hypothesis One (HO01), which proposed that
employee output is minimally affected by the
political environment. These results align with
empirical research by Osaretin and Okoro
(2023), Abbas, Saleem, and Khan (2023),
Ogundele and llesanmi (2023), Ahmad and Zairi
(2022), Omoruyi and Amuen (2022), and
Osaretin and Okoro (2023), which underscore
the crucial role of political stability in enhancing
organizational effectiveness. Theoretically, this
is supported by the Job Characteristics Theory,
which emphasizes that external factors, such as
political ~ stability, can influence job
characteristics and work environment, thereby
affecting employee motivation and output.

Hypothesis ~ Two: The sociocultural
environment of the manufacturing industry
in Abuja has no significant impact on
employee satisfaction.

Similarly, the analysis in Table 6 shows that the
standardized coefficient (Beta) for SE is 0.796,
with a p-value of 0.000, strongly supporting
Hypothesis Two, which investigates the impact
of the social and cultural context on employee
satisfaction. This finding is consistent with
empirical research by Gu et al. (2022), Zhao and
Wang (2022), Al-Shammari (2023), and Ukoha
and Okonkwo (2023), which highlights that
employee satisfaction in the manufacturing
industry is significantly influenced by the social
environment.  Theoretically, a supportive
sociocultural context enhances perceptions of

10

fairness and  positively  impacts  job
characteristics, leading to increased employee
satisfaction. This is supported by Job
Characteristics Theory, which emphasize how
social and cultural factors contribute to job
satisfaction and overall employee well-being.

CONCLUSION AND
RECOMMENDATIONS

In conclusion, the study reveals that both the
political climate and the social and cultural
environment have substantial effects on
employee outcomes and employee satisfaction.
The analysis indicates that the political
environment significantly influences employee
output, while the social and cultural environment
markedly impacts employee satisfaction. These
findings underscore the importance of
considering both political stability and a
supportive sociocultural context in enhancing
organizational effectiveness and employee well-
being.

The study, therefore,
recommendation

makes the following

i) Given the identified impact of the
political environment on employee
Output, the organizations should
establish a dedicated political risk
management team. This team would
be responsible for continuous
monitoring of political
developments, conducting  risk
assessments, and  formulating
adaptive strategies to navigate
potential challenges. Strengthening
relationships with key political
stakeholders and fostering proactive
communication will contribute to a
more resilient and politically stable
work environment.

ii) Considering the significance of the
social environment in influencing
Output, the organizations should
initiate  targeted  team-building
activities and foster a culture of
open communication.  Creating
platforms for social interaction
among employees, such as regular
team-building events or social
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gatherings, can enhance the overall
social  dynamics  within  the
organization. Moreover,
implementing feedback mechanisms
and addressing interpersonal
conflicts promptly will contribute to
a more positive and cohesive social
atmosphere.

Contributions to knowledge

By studying how environmental factors affect
organisational outcomes at the Cement
Company of Northern Nigeria Plc, Diwagio
Limited, and Chibethpee Integrated Resources
Nigeria Limited in Abuja, this research study
considerably increases both academic and
practical understanding. The results show how
much the political and social surroundings affect
employee output and provide particular insights
that are relevant to these kinds of organisations.
By using a meta-analytical technique, the study
integrates several research findings, improving
theoretical frameworks such as the Strategic
Positioning Theory and the Theory of the Firm,
among others. All things considered, the study
advances academic understanding and offers
practitioners  and policymakers  useful
suggestions for organisational management.
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