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CHAPTER ONE
INTRODUCTION
1.1	Background to the Study
Organizational culture is a significant element that shapes the performance and behavior of employees, particularly in the pharmaceutical industry, where operational efficiency and innovation are critical. Organizational culture encompasses the shared values, beliefs, norms, and practices that influence how individuals interact within a workplace and approach their roles. It provides a framework for establishing a sense of identity, purpose, and direction among employees, ensuring that their individual objectives align with the overarching goals of the organization (Brown, Williams, and Smith 2018). In the pharmaceutical industry, characterized by stringent regulatory requirements, high-stakes innovation, and intense competition, an effective organizational culture can serve as a catalyst for enhancing employee performance and driving sustained business success.
Employee performance, which encompasses productivity, quality of output, and overall engagement, is significantly influenced by the organizational culture. A supportive and well-structured culture fosters motivation, collaboration, and a commitment to achieving organizational goals (Schein, 2020). For instance, a culture that emphasizes open communication and knowledge sharing can encourage employees to contribute innovative ideas, critical for advancing research and development in pharmaceuticals. Conversely, a rigid or toxic culture may lead to decreased morale, high turnover rates, and diminished productivity, adversely affecting organizational outcomes (Khan, Ali and Hussain, 2021). Understanding the intricate relationship between culture and employee performance is crucial for pharmaceutical firms seeking to remain competitive in a rapidly evolving industry.
The pharmaceutical industry presents unique challenges and opportunities, necessitating a deep understanding of how organizational culture impacts employee performance. The industry is heavily dependent on human capital for tasks ranging from drug discovery and clinical trials to marketing and compliance. Employees in this sector often operate in high-pressure environments, where adherence to ethical standards and regulatory compliance is paramount (Adedeji, Oluwafemi, Akintola, 2019). In such contexts, an adaptive culture that emphasizes ethical conduct, continuous learning, and resilience can empower employees to meet these challenges effectively. Moreover, a strong culture can help bridge gaps between various departments, ensuring seamless collaboration and alignment of objectives across research, manufacturing, and marketing functions.
A critical dimension of organizational culture is its impact on employee engagement, which directly correlates with performance. Engaged employees are more likely to demonstrate commitment, creativity, and accountability in their roles, contributing to the organization’s success (Cooker, Daniels, Yang, 2020). In the pharmaceutical industry, where innovation and precision are vital, a culture that prioritizes employee engagement can lead to groundbreaking discoveries and improved efficiency in drug production. Furthermore, organizations that invest in cultivating a positive culture often experience lower attrition rates, reducing the costs associated with recruitment and training while maintaining continuity in operations (Oluwafemi, Adigun, Akande, 2022). The cultural elements of trust, recognition, and inclusivity are particularly significant in fostering engagement and enhancing performance in this sector.
The influence of organizational culture on employee performance extends to the realm of leadership and management practices. Leaders play a pivotal role in shaping and sustaining the culture of an organization, serving as role models for the desired behaviors and attitudes. Transformational leadership, characterized by vision, inspiration, and individualized consideration, has been shown to foster a culture of innovation and high performance in the pharmaceutical sector (Johnson and Roberts, 2019). Leaders who embody organizational values and demonstrate genuine care for their employees can instill a sense of purpose and belonging, motivating employees to excel in their roles. Conversely, a lack of alignment between leadership practices and cultural values can create dissonance, undermining employee morale and performance (Rahman, Adewale, and Bello, 2021).
Moreover, the alignment between organizational culture and human resource practices is integral to enhancing employee performance. Recruitment, training, performance appraisal, and reward systems must reflect the organization’s cultural values to reinforce desired behaviors and outcomes. For instance, a pharmaceutical company that values innovation should prioritize recruiting individuals with a strong research background and provide continuous training to enhance their skills. Similarly, performance appraisals and rewards should be designed to recognize and incentivize behaviors that align with the organization’s goals, such as teamwork, creativity, and adherence to compliance standards (Ahmed et al., 2023). This alignment ensures that employees not only understand the organization’s expectations but are also motivated to meet and exceed them.
The rapid pace of technological advancements and globalization has further underscored the importance of organizational culture in the pharmaceutical industry. The integration of digital technologies, such as artificial intelligence and big data analytics, has transformed drug development and patient care processes, requiring employees to adapt to new tools and workflows. A culture that promotes continuous learning and adaptability can facilitate this transition, enabling employees to leverage these technologies effectively (Eze et al., 2021). Additionally, globalization has increased the diversity of the workforce, necessitating a culture of inclusivity and mutual respect to harness the benefits of diverse perspectives and experiences. Organizations that fail to adapt their cultures to these changing dynamics risk falling behind their competitors and losing valuable talent.
However, organizational culture is not static; it evolves in response to internal and external factors. Changes in leadership, market conditions, and societal expectations can all influence cultural dynamics within an organization. For example, the COVID-19 pandemic highlighted the need for a culture of resilience and empathy, as employees faced unprecedented challenges in balancing work and personal responsibilities (Smith and Ahmed, 2022). Organizations that successfully adapted their cultures to prioritize employee well-being during the pandemic reported higher levels of performance and employee satisfaction, underscoring the importance of cultural adaptability in times of crisis.
1.2	Statement of the Problem
The pharmaceutical industry relies heavily on employee performance to drive innovation, ensure compliance, and achieve efficiency. However, challenges in organizational culture often hinder employees from reaching their full potential. Many organizations operate under rigid and hierarchical cultures that stifle creativity, collaboration, and employee engagement. This leads to low morale, poor productivity, and a disconnect between employees’ roles and the organization’s goals.
Resistance to change is another major issue, especially as the industry adopts advanced technologies like artificial intelligence and data analytics. Without a culture that supports adaptability and continuous learning, employees struggle to embrace these innovations, leading to inefficiencies and missed opportunities for growth (Rahman et al., 2020). Additionally, high employee turnover, driven by poor leadership, limited recognition, and inadequate career development, disrupts workflows and increases recruitment costs, further affecting organizational performance (Adedeji et al., 2021).
Ethical and regulatory compliance challenges also stem from cultural shortcomings. In environments that prioritize profits over ethics, employees face conflicting demands, resulting in stress and reduced motivation. This creates risks for both employee well-being and organizational integrity. This study aims to address these challenges by examining the effects of organizational culture on employee performance, offering practical strategies to foster a supportive and high-performing work environment.
1.3	Research Questions
The research questions will tend to provide answer to the research objectives to fulfil the research purpose
i. What is the relationship between organizational culture and employee productivity in the pharmaceutical industry?
ii. How does organizational culture affect job satisfaction among employees in the pharmaceutical industry?
iii. In what ways does organizational culture influence team collaboration in the pharmaceutical industry?
1.4	Research Objectives
The aim of this study is to examine the effect of organizational culture on employee performance in the pharmaceutical industry using Tuyil Pharmaceutical industry as a case study.
The research objectives are;
i. To assess the relationship between organizational culture and employee productivity in the pharmaceutical industry.
ii. To evaluate the impact of organizational culture on job satisfaction among employees in the pharmaceutical industry.
iii. To examine how organizational culture influences team collaboration within the pharmaceutical industry.
1.5	Research Hypotheses
The hypotheses in this study are designed to test the relationship between the independent variable (organizational culture) and the dependent variable (employee performance), which is assessed through productivity, job satisfaction, and team collaboration. Each hypothesis includes a null hypothesis (H₀) stating no significant effect and an alternative hypothesis (H₁) indicating a significant effect.
· H₀: There is no significant relationship between organizational culture and employee productivity in the pharmaceutical industry.
· H₀: Organizational culture does not significantly affect job satisfaction among employees in the pharmaceutical industry.
· H₀: Organizational culture does not significantly influence team collaboration in the pharmaceutical industry.
1.6	Significance of the Study
This study is significant as it provides valuable insights into the relationship between organizational culture and employee performance in the pharmaceutical industry.
For pharmaceutical companies, the findings will offer practical recommendations for cultivating a positive organizational culture that boosts employee engagement, reduces turnover, and drives greater productivity. By understanding the key elements of culture that influence job satisfaction and collaboration, organizations can implement strategies to create an environment that attracts and retains top talent, while optimizing team dynamics to improve overall organizational outcomes.
For employees, the research highlights the importance of a supportive and adaptive organizational culture in fostering job satisfaction, well-being, and a sense of belonging. This, in turn, can lead to increased motivation, better teamwork, and a more fulfilling work experience, ultimately enhancing individual and collective performance.
For industry regulators and policy makers, the study's findings will be useful in guiding the development of frameworks that encourage healthy organizational cultures in the pharmaceutical sector. It can inform strategies for enhancing industry-wide standards that not only improve business performance but also prioritize employee welfare and satisfaction.
Additionally, the research will contribute to academic knowledge by filling gaps in the existing literature on the impact of organizational culture on employee performance in the pharmaceutical sector. It will provide a foundation for future studies and offer a model for organizations in other sectors to explore the link between culture and performance. Ultimately, this study will serve as a valuable tool for enhancing organizational effectiveness and employee satisfaction within the pharmaceutical industry.
1.7	Scope of the Study
This study examines the impact of organizational culture on employee performance in the pharmaceutical industry, focusing on productivity, job satisfaction, and team collaboration. It will be conducted within Tuyil pharmaceutical industry, involving both managerial and non-managerial employees. The research will be limited to the pharmaceutical sector, using surveys and interviews to gather data on employees' perceptions of organizational culture and its effects on performance.

1.8	Definitions of Terms
· Organizational Culture: Refers to the shared values, beliefs, practices, and behaviors that shape how employees within an organization interact and work. It influences the overall environment, decision-making, and communication processes within an organization 
· Employee Performance: The ability of employees to effectively carry out their tasks and responsibilities, contributing to the achievement of organizational goals. In this study, employee performance is measured through three key factors: productivity, job satisfaction, and team collaboration 
· Productivity: The measure of how efficiently employees complete their tasks and produce results that meet organizational expectations. It reflects the level of output generated per unit of input, such as time and resources 
· Job Satisfaction: The extent to which employees feel content and fulfilled with their job roles, responsibilities, and the work environment. High job satisfaction typically leads to greater motivation and commitment 
· Team Collaboration: The ability of employees to work together effectively within teams, contributing to collective goals through communication, cooperation, and mutual support. It plays a critical role in achieving shared objectives and fostering a positive work environment 


CHAPTER TWO
LITERATURE REVIEW
2.0	Introduction
The concept of organizational culture has been extensively discussed in management and organizational behavior literature, particularly in terms of its influence on employee performance. Organizational culture refers to the shared values, beliefs, and norms that shape the behaviors and practices within an organization (Schein, 2017). These shared values significantly influence how employees interact, make decisions, and perform their duties, ultimately impacting organizational outcomes such as productivity, job satisfaction, and teamwork. A robust and positive organizational culture has been linked to higher employee morale, greater job satisfaction, and improved performance outcomes, leading to a competitive advantage for organizations (Denison, 2018). As such, understanding how organizational culture affects employee performance is crucial for companies striving for long-term success and sustainability.
Employee performance, as a dependent variable in this research, encompasses multiple dimensions, including productivity, job satisfaction, and team collaboration. Productivity, in particular, has been identified as a key indicator of employee performance, reflecting the efficiency with which employees accomplish their tasks (Gupta, 2019). A positive organizational culture can foster an environment where employees feel supported, valued, and motivated, leading to increased productivity. Organizations with a culture that emphasizes collaboration, trust, and open communication often experience higher levels of employee output (Schneider, Ehrhart and Macey, 2019). For instance, in a study of technology firms, a culture that promotes innovation and autonomy was found to be positively correlated with higher productivity levels, as employees felt empowered to perform at their best (Sharma & Ghosh, 2018). Similarly, in the pharmaceutical industry, employees who work in an environment characterized by strong organizational culture are more likely to demonstrate high levels of productivity, resulting in improved organizational outcomes.
Job satisfaction is another critical factor in employee performance, and its relationship with organizational culture has been well documented. Job satisfaction refers to the level of contentment employees feel regarding their work, which can affect their motivation, performance, and retention (Locke, 2019). A positive organizational culture that prioritizes employee welfare, growth opportunities, and work-life balance can significantly enhance job satisfaction. Research by Gagne et al. (2019) found that employees in organizations with a supportive culture reported higher levels of job satisfaction, which in turn led to improved performance. Specifically, in industries like pharmaceuticals, where job stress can be high, a culture that encourages open communication, recognition, and support for work-related challenges can mitigate dissatisfaction and foster a more motivated workforce (Rafaeli & Sutton, 2015). Furthermore, employees who feel valued and supported are more likely to invest time and effort into their roles, leading to higher job satisfaction and, ultimately, improved performance.
Team collaboration, another key component of employee performance, is also strongly influenced by organizational culture. Effective teamwork is essential in any organization, especially in the pharmaceutical industry, where collaboration between departments such as research and development, manufacturing, and marketing is crucial to achieving organizational goals (Salas, Shuffler, Thayer, Bedwell, and Lazzara 2020). Organizational cultures that promote teamwork, trust, and collaboration can lead to better communication, shared problem-solving, and stronger collective performance. In a study by Burke et al. (2017), teams within organizations with strong, cohesive cultures were found to collaborate more effectively, leading to improved innovation and task completion. The pharmaceutical industry, in particular, benefits from a culture that emphasizes interdepartmental collaboration, as this enhances the ability of teams to work together to develop new drugs, improve existing processes, and respond to industry challenges. Moreover, when employees trust their colleagues and feel part of a cohesive team, they are more likely to engage in collaborative efforts, thus improving overall performance.
Several studies have highlighted the role of leadership in shaping organizational culture and influencing employee performance. Leadership, as a critical element of organizational culture, sets the tone for the values and behaviors that are expected within an organization (Northouse, 2018). Leaders who promote a culture of transparency, trust, and respect foster an environment where employees feel empowered to perform their best. In contrast, poor leadership can contribute to a toxic organizational culture that hinders employee performance. A study by Ehrhart (2018) demonstrated that transformational leadership, which encourages employee involvement and development, leads to higher employee satisfaction and performance. Furthermore, leaders who provide clear communication and feedback can positively influence employee behavior, improving both individual and team performance. In the pharmaceutical industry, where employees are often highly specialized and face complex challenges, leadership that fosters a culture of collaboration and continuous learning is essential to achieving high performance.
In addition to leadership, organizational values and norms play a crucial role in shaping employee performance. Values such as integrity, accountability, and respect are fundamental to creating a positive organizational culture that supports high performance. These values influence how employees approach their tasks, interact with colleagues, and contribute to the organization’s goals (O'Reilly et al., 2020). When organizational values align with employees' personal values, there is a greater sense of belonging and commitment, which can lead to improved performance outcomes. For example, organizations that prioritize ethical behavior and customer-centered values are more likely to have employees who take pride in their work and demonstrate high levels of performance. In the pharmaceutical industry, where ethical considerations are paramount, an organizational culture that emphasizes integrity and transparency can lead to better decision-making, higher-quality products, and stronger customer relationships, all of which contribute to employee performance (Kuhn & Gable, 2019).
Furthermore, the impact of organizational culture on employee performance is not static; it evolves over time. Changes in the external environment, such as economic shifts or industry trends, can influence organizational culture and, in turn, employee performance. Organizations that are flexible and adaptable are better able to navigate these changes and maintain high performance levels (Cameron & Quinn, 2016). In the pharmaceutical industry, this is particularly relevant, as companies must constantly adapt to changing regulatory requirements, technological advancements, and market demands. A culture that values innovation and continuous improvement is critical for staying competitive and ensuring sustained employee performance. Studies by Schein (2017) and Denison (2018) emphasize the importance of a culture that embraces change and encourages employees to continuously develop their skills and knowledge, ensuring that performance remains high even in the face of challenges.
2.1	Conceptual Review
2.1.1	Organizational Culture
Organizational culture refers to the shared values, beliefs, norms, and practices that guide and influence the behavior of individuals within an organization. It plays a crucial role in shaping employee behavior, defining how members interact with each other, and how they approach work. Organizational culture is often described as the "personality" of an organization because it encompasses the deep-seated norms and assumptions that shape the way work is done within the company (Schein, 2017). The concept of organizational culture is widely recognized as a critical determinant of organizational success and performance. A strong culture can create a cohesive and productive work environment, while a weak or negative culture can lead to dysfunction and poor performance. According to Denison (2018), organizational culture is built on a foundation of shared beliefs and values, and it is influenced by the organization’s history, leadership, and the external environment in which it operates. This culture acts as a social glue that binds individuals together, aligning their actions with the organization’s mission and goals.
The role of leadership in shaping and reinforcing organizational culture cannot be overstated. Leaders are seen as the primary custodians of culture within an organization. They model behaviors, set expectations, and make decisions that communicate and reinforce the desired cultural values. Leaders, particularly those in senior positions, have the power to either cultivate a positive and supportive organizational culture or perpetuate a toxic and disengaging one. Gagné et al. (2019) emphasize that transformational leadership, which fosters trust, motivation, and commitment among employees, is particularly effective in cultivating a high-performance culture. On the other hand, transactional leadership, which is more focused on control and compliance, can stifle creativity and hinder the development of a positive organizational culture. Effective leaders set the tone for the culture by demonstrating key values, such as integrity, accountability, and transparency, and by creating an environment where employees feel empowered to express themselves and contribute to the organization’s success. As noted by Ehrhart (2018), organizational culture is not static; it evolves in response to both internal and external forces. For example, the advent of digital transformation has led many organizations to place a greater emphasis on fostering a culture of innovation and agility to keep pace with technological change. Companies in the pharmaceutical industry, for example, are increasingly focusing on research and development, which requires a culture that values knowledge sharing, collaboration, and scientific curiosity. Similarly, regulatory changes and increased scrutiny on ethical practices require organizations to cultivate a culture of compliance, transparency, and social responsibility.
2.1.2	Characteristics of Organizational Culture
Organizational culture is defined by several key characteristics, including shared values, beliefs, communication patterns, rituals, and symbols. These elements interact to shape the behavior and attitudes of employees, ultimately influencing how an organization functions and how it achieves its objectives.
Shared Values and Beliefs
At the heart of every organizational culture are shared values and beliefs. These values represent the core principles that guide the behavior and decisions of employees. Shared values are communicated through formal documents such as mission statements and codes of conduct, but they are also demonstrated in the behaviors of leadership and in organizational practices (Denison, 2018). These values help employees make decisions in line with the organization’s objectives, ensuring consistency in actions and reinforcing the company’s overall culture. Beliefs are closely related to values and reflect the underlying assumptions that employees have about how the organization operates. These beliefs shape attitudes toward work, responsibility, and interpersonal relationships. According to Schein (2017), these beliefs often remain implicit, but they are key drivers of behavior within the organization.
Communication Patterns
Communication is a vital characteristic of organizational culture. The way information is shared, whether formally or informally, influences the flow of knowledge within the organization. Communication patterns can be hierarchical, with decisions being made at the top and passed down, or more decentralized, with employees at all levels contributing to decision-making processes (Gibson et al., 2018). The communication style within an organization can also vary in terms of formality, openness, and transparency. In some organizations, communication is open and collaborative, fostering a sense of inclusion, while in others, information may be more controlled or filtered, which can affect employee engagement and trust.
Rituals and Symbols
Rituals and symbols are another important aspect of organizational culture. Rituals can include regular meetings, social events, or ceremonies that reinforce organizational values and create a sense of community. These rituals help employees feel connected to the organization and provide an opportunity to reinforce key cultural elements (Cameron & Quinn, 2018). Symbols such as logos, office design, and dress codes also play a significant role in defining the organizational culture. These symbols convey a deeper meaning about the company’s values, such as professionalism, creativity, or inclusiveness, and help employees visually and behaviorally align with the organization’s culture.
2.1.3	Method of Learning Organizational Culture
The process of learning organizational culture is essential for integrating employees into the company and ensuring that they align with its values, norms, and practices. Organizational culture refers to the shared beliefs, values, customs, and behaviors that define the way employees interact with each other and with external stakeholders. It serves as a guide for how individuals behave within the organization, shaping their actions, attitudes, and decision-making processes. The method through which employees learn organizational culture involves several approaches, including formal induction programs, mentorship, socialization, and observational learning.
Formal Induction Programs
One of the most structured methods of learning organizational culture is through formal induction programs. These programs are typically offered to new employees as a way of familiarizing them with the organization’s values, policies, and expectations. During induction, employees are introduced to the company’s mission, vision, and objectives, and they are often given information on the organization’s history, goals, and ethical standards. Induction programs often include training on the company’s formal structures and reporting lines, as well as practical information such as security procedures and code of conduct.
According to Schein (2017), these formal programs play a crucial role in shaping an employee’s understanding of their new work environment. By providing clear guidelines on expected behavior and performance, induction programs help reduce ambiguity and promote alignment between the individual and the organization. Furthermore, these programs can be tailored to emphasize specific elements of the culture, such as customer service practices or the importance of innovation, depending on the priorities of the organization.
Mentorship and Socialization
Mentorship is another key method through which employees learn organizational culture. In organizations with a strong mentoring culture, new employees are paired with experienced colleagues who guide them through the early stages of their tenure. Mentors provide advice and share insights into the organization’s unwritten rules and norms, helping new hires understand the subtle aspects of culture that may not be explicitly communicated in formal induction programs. The mentor-mentee relationship provides an opportunity for socialization, allowing new employees to observe the behavior and attitudes of more seasoned workers (Gibson, Ivancevich, Donnelly and Konopaske, 2018). This process enables new employees to learn the organization’s core values and adjust their behavior accordingly.
Socialization, in general, plays an important role in learning organizational culture. Socialization refers to the informal process by which employees adopt the values and norms of the organization through interactions with peers and supervisors. These interactions can occur in various settings, including team meetings, casual conversations, and social events. Through socialization, employees become accustomed to the language, rituals, and behaviors that are expected in the workplace. According to Lund (2020), socialization helps individuals understand the organizational culture more organically by observing and participating in daily activities.
Observational Learning
Finally, observational learning is a method that allows employees to learn organizational culture by observing the behaviors of others within the company. This can include observing how senior employees interact with each other, how they handle challenges, and how they communicate with subordinates. Employees often model their behavior on those they admire or view as successful within the organization. As Schneider et al. (2019) explain, this process is especially important in organizations where informal culture plays a significant role. Observing key role models can help employees understand not only what is expected of them but also the nuances of interpersonal dynamics, such as communication styles and conflict resolution strategies.
2.1.4	Types of Organizational Culture
There are several distinct types of organizational culture, each with unique characteristics that influence employee behavior and performance. These include clan culture, adhocracy culture, market culture, and hierarchy culture.
Clan Culture
Clan culture is characterized by a focus on collaboration, teamwork, and employee development. Organizations with clan cultures value a sense of community and foster a supportive and family-like environment. Employees are encouraged to work together, share ideas, and participate in decision-making processes. Leadership in clan cultures tends to be more collaborative, with leaders acting as mentors and facilitators rather than authoritative figures (Cameron & Quinn, 2018). This culture is typically seen in companies that prioritize employee engagement, customer service, and long-term relationships. According to Schein (2017), clan cultures are often found in industries where interpersonal relationships and team collaboration are critical to success, such as healthcare and education.
Adhocracy Culture
Adhocracy culture is focused on flexibility, innovation, and risk-taking. Organizations with an adhocracy culture encourage creativity and experimentation, empowering employees to challenge the status quo and explore new ideas. Leadership in adhocracy cultures is often visionary, with a strong focus on long-term goals and opportunities for growth (Gibson, Ivancevich, Donnelly and Konopaske, 2018). These organizations typically thrive in industries that require rapid innovation and adaptability, such as technology, marketing, and design. However, the lack of structure and standardized processes can sometimes lead to confusion or inefficiency. As Denison (2018) notes, while adhocracy cultures are conducive to innovation, they can also pose challenges in terms of maintaining consistent results and managing uncertainty.
Market Culture
Market culture is driven by results and competition. Organizations with a market culture focus on achieving goals, driving performance, and gaining a competitive edge in the marketplace. Employees are expected to be results-oriented and are often motivated by performance-based incentives such as bonuses or promotions. Leadership in market cultures is typically more authoritative and performance-driven, with a strong emphasis on meeting targets and deadlines (Cameron & Quinn, 2018). These organizations are typically found in industries that prioritize measurable outcomes, such as sales, finance, and manufacturing. While market cultures can drive high levels of productivity, they may sometimes lead to a highly competitive or stressful environment that could affect employee satisfaction (Schein, 2017).
Hierarchy Culture
Hierarchy culture emphasizes structure, stability, and control. In organizations with a hierarchy culture, roles and responsibilities are clearly defined, and decision-making is typically centralized. There is a strong focus on adherence to rules, procedures, and regulations, ensuring that processes are followed consistently (Denison, 2018). Leadership in hierarchy cultures tends to be top-down, with clear chains of command and an emphasis on maintaining order and discipline. These organizations are often found in industries such as government, healthcare, and manufacturing, where safety, compliance, and efficiency are top priorities. However, hierarchy cultures can sometimes be seen as rigid or inflexible, leading to lower levels of employee autonomy and innovation (Gibson et al., 2018).
2.1.5	Advantages of Organisational Culture of Development
Enhanced Employee Motivation and Commitment
One significant advantage of a strong organizational culture is its ability to enhance employee motivation and commitment. When employees align with an organization's culture, they are more likely to feel a sense of ownership, belonging, and pride in their work. As a result, their intrinsic motivation increases, driving them to perform better and take more initiative. According to Schein (2017), a well-defined culture creates an environment where employees know what is expected of them, which fosters a sense of security and job satisfaction. This alignment between personal values and organizational goals boosts employee engagement and commitment, leading to lower turnover rates and higher retention. Employees who are engaged are not only more productive, but they are also more likely to stay long-term, reducing the costs associated with hiring and training new employees. 

Improved Communication and Collaboration
A strong organizational culture also facilitates improved communication and collaboration across teams. In organizations with a clear and well-established culture, communication flows more smoothly and consistently between departments, fostering greater collaboration. Employees become familiar with the shared language, values, and goals, making it easier to work together and share information. As noted by Cameron and Quinn (2018), when employees understand the organization’s culture, they are more likely to collaborate effectively and resolve conflicts quickly. Effective communication and collaboration contribute significantly to the development of innovative ideas, as employees are not afraid to share their opinions or contribute to discussions. 
Shaping Leadership Styles and Promoting Leadership Development
Another advantage is the role of organizational culture in shaping leadership styles and promoting leadership development within an organization. The culture of an organization influences how leaders interact with their teams, make decisions, and set priorities. In organizations with strong cultures, leadership tends to be more cohesive and aligned with the organization’s core values. Leaders serve as role models who embody the organization’s mission, and they foster an environment in which employees can thrive. As Schein (2017) emphasizes, leadership is not just about management but about how leaders exemplify and promote the culture through their behaviors, decision-making processes, and attitudes
Fostering Innovation and Adaptability
Organizational culture also plays a crucial role in adapting to changes and fostering innovation. In a fast-evolving business environment, companies that can adapt quickly to changes in the market and industry are better positioned for long-term success. Organizational culture serves as a foundation for adaptability, encouraging employees to embrace change and be open to new ideas. According to Denison (2018), a culture that values innovation and flexibility fosters creativity among employees, allowing them to think outside the box and propose new solutions. In such environments, employees are encouraged to experiment, take risks, and learn from failure without the fear of reprimand. 
Organizational Alignment and Focus
Moreover, organizational culture enhances organizational alignment and focus. In companies with a strong culture, all employees are typically aligned around a common set of goals and values, which enhances the focus on the organization’s mission. This alignment is important because it ensures that all employees are working toward the same objectives and that their individual actions contribute to the broader success of the organization. As Cameron and Quinn (2018) suggest, organizational culture provides clarity and direction, ensuring that employees understand how their work fits into the bigger picture. When there is a clear sense of direction, employees are more motivated, and organizational goals are more likely to be achieved. 
Positive Brand Image
Finally, organizational culture can create a positive brand image for the organization, which is essential for attracting top talent and retaining customers. Similarly, customers are drawn to organizations whose culture reflects their values, such as sustainability or social responsibility. As Schein (2017) points out, a positive organizational culture creates an environment in which both employees and customers feel valued and respected, which builds trust and loyalty. A company with a strong culture is also better equipped to deliver consistent customer service and maintain strong relationships with stakeholders, all of which contribute to the organization’s development and growth.
2.1.6	Employee Performance
Employee performance is a critical factor for the success of any organization, as it directly impacts productivity, competitiveness, and overall organizational effectiveness. Performance can be defined as the degree to which an employee successfully fulfills the duties and responsibilities of their job role, often measured by the quality, quantity, and efficiency of their work (Campbell, 2018). Several factors contribute to employee performance, including organizational culture, job satisfaction, and team collaboration, all of which play pivotal roles in determining how well employees perform in their roles. These three variables are interconnected and influence each other, ultimately affecting how employees contribute to the organization’s objectives and goals.
Job satisfaction is one of the key factors influencing employee performance. Satisfied employees are more likely to be engaged, motivated, and productive in their work. According to Locke (2019), job satisfaction is defined as a positive emotional state resulting from an individual’s experience in their job. When employees are satisfied with their work environment, compensation, recognition, and opportunities for growth, they are more likely to exhibit higher levels of performance. Research has shown that job satisfaction leads to increased commitment, lower absenteeism, and reduced turnover rates, all of which contribute to improved employee performance (Dunn et al., 2018). A positive work environment that aligns with employees’ personal values and expectations encourages them to go beyond the minimum requirements of their job, demonstrating greater enthusiasm and commitment. Moreover, satisfied employees tend to have better relationships with their colleagues and supervisors, which further enhances their ability to collaborate and perform well in team-oriented tasks. In contrast, employees who experience low job satisfaction may become disengaged, leading to diminished performance, lower morale, and potential burnout.
Another critical variable influencing employee performance is team collaboration. Effective teamwork within an organization has been shown to significantly enhance individual and collective performance. Employees who collaborate well with their colleagues are more likely to contribute positively to organizational goals, share knowledge, and solve problems efficiently. According to Salas, Shuffler, Thayer, Bedwell, and Lazzara (2020), team collaboration can improve performance by fostering a supportive environment where employees feel valued and can leverage the strengths of their peers. Collaboration encourages the exchange of ideas and resources, reduces duplication of efforts, and enhances innovation. Employees who are part of high-functioning teams are often more motivated, as they feel a sense of shared purpose and responsibility for achieving team goals. This sense of camaraderie and collective achievement can significantly boost their individual performance. Furthermore, teamwork promotes effective communication, which is essential for addressing issues quickly and ensuring that tasks are completed on time and to a high standard. In contrast, poor collaboration within teams can lead to misunderstandings, inefficiencies, and conflict, which negatively impacts employee performance.
Organizational culture plays a significant role in shaping the environment in which employees work and, consequently, their performance. A strong organizational culture can provide a framework of values and behaviors that guide employees toward high performance. As Schein (2017) notes, organizational culture encompasses the shared assumptions, values, and norms that dictate how employees behave and interact within the organization. A culture that promotes openness, accountability, and mutual respect fosters a sense of belonging and encourages employees to perform at their best. Employees who align with the values of their organization are more likely to demonstrate higher levels of motivation, engagement, and overall performance (Denison, 2018). For example, a culture that values innovation may encourage employees to take calculated risks, think creatively, and contribute to the development of new products or services, thereby enhancing performance. On the other hand, a negative or toxic culture can lead to low morale, disengagement, and reduced performance. If employees perceive a lack of support, fairness, or recognition, they may become disengaged, leading to decreased productivity and poor job performance.
Furthermore, the interplay between job satisfaction, team collaboration, and organizational culture can create a reinforcing cycle that either enhances or diminishes employee performance. A positive organizational culture that values teamwork and prioritizes employee well-being can lead to greater job satisfaction, which in turn fosters better team collaboration and individual performance. For instance, an organization that promotes a culture of continuous learning and development can improve employees’ job satisfaction by providing them with opportunities for personal and professional growth. This satisfaction, in turn, leads to better collaboration within teams, as employees are more likely to share knowledge and support each other. Conversely, if employees are dissatisfied with their work environment or lack a collaborative culture, their performance may suffer. Thus, the combined effect of job satisfaction, team collaboration, and organizational culture is significant in determining employee performance.
2.1.7	Variable Model Specification

INDEPENDENT VARIABLE			   DEPENDENT VARIABLEORGANIZATIONAL CULTURE
EMPLOYEE PRODUCTIVITY 
job satisfaction 
team collaboration 

JOB SATISFACTION
TEAM COLLABORATION














Source: Researcher’s Idea, 2024.

2.2	Theoretical Framework
2.2.1	Social Exchange Theory (SET)
Social Exchange Theory (SET), developed by Blau (1968) and Homans (1958), posits that social behavior is driven by reciprocal exchanges between individuals, where employees expect benefits in return for their contributions. In an organizational context, when employees perceive that their efforts are rewarded appropriately, they are more likely to increase their performance and job satisfaction (Blau, 1968). SET emphasizes the importance of fairness, trust, and recognition, which are crucial in shaping the relationship between organizational culture and employee performance.
In pharmaceutical company with a strong culture of fairness and support, employees are more likely to feel valued and reciprocate with higher productivity and job satisfaction. The theory suggests that organizations that offer rewards—both tangible (such as salary and benefits) and intangible (such as recognition and career growth opportunities)—encourage employees to work harder and contribute more to organizational goals. These positive exchanges lead to a cycle of increased employee engagement and better performance outcomes (Homans, 2020).
Social exchange theory also underscores the role of leadership in shaping these social exchanges. Leaders who demonstrate fairness, transparency, and respect help create a culture of trust, where employees feel confident that their contributions will be reciprocated. This trust leads to stronger organizational commitment and higher performance. In the pharmaceutical industry, where the pace of work is often high and the stakes are critical, employees who feel valued and supported by their organization are more likely to perform well under pressure. SET’s application to organizational culture highlights the importance of creating a positive work environment where employees feel their efforts are acknowledged and rewarded. This, in turn, enhances overall organizational performance and employee satisfaction (Cropanzano & Mitchell, 2021).
Justification of Relevance to Organizational Culture
Organizational culture represents the shared values, beliefs, and practices within a company. In the pharmaceutical industry, where innovation, precision, and teamwork are crucial, a culture that promotes fairness, recognition, and growth can significantly enhance employee performance. SET highlights the importance of fairness and reciprocity in these environments. For instance, when employees are rewarded through competitive salaries, promotions, and recognition, they feel valued and are likely to reciprocate with loyalty, commitment, and higher output.
Role of Leadership and Trust
Leadership plays a pivotal role in fostering a culture aligned with SET principles. Leaders who exhibit fairness, transparency, and respect reinforce a culture of trust, which is essential for healthy social exchanges. In a pharmaceutical organization, where the work often involves tight deadlines, regulatory compliance, and precision, trust in leadership ensures employees remain confident and resilient under pressure. Employees who trust their leaders are more likely to collaborate effectively and contribute positively to the organization\u2019s goals.
Applicability to the Pharmaceutical Industry
The pharmaceutical industry demands high levels of dedication and performance due to the critical nature of its work. According to SET, when employees perceive that their efforts contribute to organizational success and are met with reciprocal rewards, they experience heightened job satisfaction and performance. This is especially relevant in pharmaceutical companies, where employees must often balance rigorous workloads with the need for innovation and adherence to strict standards. A culture that integrates SET principles fosters employee engagement, making them more willing to go above and beyond their basic job responsibilities.
2.3	Empirical Review
In the study titled The Influence of Organizational Culture on Employee Performance: A Case Study of the Pharmaceutical Industry in Nigeria, Adebayo et al. (2019) conducted research to investigate the relationship between organizational culture and employee performance within the Nigerian pharmaceutical industry. The study found that organizations characterized by a culture of collaboration, transparency, and open communication observed a significant improvement in employee motivation and performance. Employees in such organizations reported higher job satisfaction, which in turn enhanced their productivity. Adebayo et al. (2019) concluded that organizational culture is a crucial determinant of employee behavior and performance, particularly in industries such as pharmaceuticals where the work environment requires alignment between organizational values and employee engagement.
In another study, Chika et al. (2020) explored the role of organizational culture in shaping employee performance within the pharmaceutical sector, focusing on the effects of various cultural dimensions. The research examined how hierarchical and market-driven cultures impacted employee job satisfaction and performance outcomes. It was found that organizations with a hierarchical culture, while able to maintain control and achieve task efficiency, often struggled with low employee satisfaction and engagement, leading to decreased performance in certain cases. On the other hand, a flexible and participatory culture that encouraged employee empowerment was associated with higher job satisfaction and increased performance. The authors suggested that a balanced approach between control and empowerment was essential to optimize employee performance in pharmaceutical organizations.
Okafor and Smith (2021) investigated the role of organizational culture in influencing employee performance in healthcare organizations, specifically within the pharmaceutical sector. Their study emphasized the significance of a flexible and innovative organizational culture, noting that such cultures encourage creativity and responsiveness in high-pressure environments. Their findings suggested that organizations that prioritized learning, adaptability, and innovative thinking were better able to foster high employee performance, particularly when faced with industry challenges such as regulatory changes or market shifts. The authors concluded that a strong culture of innovation and continuous learning led to more engaged employees who were willing to contribute to organizational success and adapt to the dynamic demands of the pharmaceutical sector.
Gupta and Sharma (2018) conducted a comprehensive study on the relationship between organizational culture and employee performance in Indian pharmaceutical organizations. Their research focused on how different types of organizational culture—specifically clan, market, hierarchical, and adhocracy—affected employee motivation and job performance. The study revealed that organizations with a clan culture, which fosters collaboration, employee involvement, and open communication, experienced higher levels of employee performance and job satisfaction. While market-driven cultures that prioritize external competition and performance also led to high output, they often resulted in employee burnout and higher turnover rates. Gupta and Sharma (2018) concluded that a balanced integration of clan and market cultures within pharmaceutical organizations facilitated both high performance and employee satisfaction, creating a more sustainable work environment.
Ziegler and Johnson (2017), in their study Impact of Organizational Culture on Employee Performance and Organizational Commitment, explored the link between organizational culture and employee commitment across various industries, including pharmaceuticals. Their research found that a strong organizational culture positively impacted employee commitment and performance by enhancing employee alignment with the company’s mission and values. Employees who identified with their organization’s culture were more motivated to achieve organizational goals and demonstrate high levels of performance. Ziegler and Johnson (2017) concluded that organizations with a well-defined and consistent culture were more successful in fostering employee engagement, which in turn led to higher levels of performance across various organizational contexts, including the pharmaceutical industry.
Lee and Lim (2020) conducted a study examining the effects of organizational culture on employee performance in both public and private sector organizations, including pharmaceutical companies. Their research emphasized that organizational culture influences employee performance primarily through engagement. Employees who perceived a supportive and aligned organizational culture were more motivated and productive. Lee and Lim (2020) found that organizations with a strong, supportive culture were able to foster environments where employee contributions were valued, leading to higher performance outcomes. In contrast, organizations with a weak or misaligned culture experienced lower levels of engagement, leading to decreased employee performance.
Ochieng and Njoroge (2022), in their research Examining the Relationship Between Organizational Culture and Employee Job Satisfaction in Pharmaceutical Firms in Kenya, found a direct link between organizational culture and job satisfaction, which, in turn, influenced employee performance. Their study revealed that organizations that promoted a participatory culture, where employees had a voice in decision-making, had higher levels of employee job satisfaction and performance. The research highlighted that such a culture fosters an environment where employees feel valued and empowered, leading to increased motivation and productivity. Ochieng and Njoroge (2022) concluded that a culture of participation was essential for creating a high-performance work environment, especially in the pharmaceutical sector, where employee satisfaction and engagement directly affect service delivery and organizational success.


CHAPTER THREE
METHODOLOGY
3.1	Introduction 
The procedure followed in carrying out this study is carefully presented in this chapter. In this chapter, the population and sample, research design, research instrument and method of data collection are dealt with.
Equally sample percentage frequency and graphs such as bar chart, line graph is used to buttress the analysis.
[bookmark: _Toc112160351]3.2 	Research Design
Descriptive research design will be used for this study the subject of research in detail and explain the facts and characteristics related to research. It will collect and present the facts and figures in a certain situation. This study will be designed to focus effect of organizational culture on employee’s performance in pharmaceutical industry using Tuyil pharmacy as a case study. A descriptive research study entails a systematic collection presentation of data to give a clear picture of a particular situation and the condition of phenomenon over a period of time and helps in analyzing and describing the characteristics of subject under study. It will estimate the number of respondents possessing certain attributes and come up with predictions. So, descriptive research design will be suitable. 
[bookmark: _Toc14281428][bookmark: _Toc112160352]3.3	Population of the Study
Population refers to the entire group of individuals or entities that the researcher aims to investigate within a specific context. The company have 300 staff members, including pharmacists, production staff, sales representatives, and administrative personnel. These employees represent a diverse range of roles and functions within the organization, making them a relevant population for exploring the effect of organizational culture on employee performance. The study will focus on gathering insights from a sample of these employees to evaluate how various elements of the company's organizational culture influence their job performance. In this study, the population comprises the employees of Tuyil Pharmaceutical Industry, a leading pharmaceutical company based in Ilorin, Kwara State, Nigeria. Tuyil Pharmaceutical is renowned for its manufacturing and distribution of high-quality pharmaceutical products across Nigeria. 
3.4	Sample Size and sample Techniques
The study will adopt simple random sampling techniques, which is a type of probability sampling technique that enables an equal chance of selecting each unit from within a particular population when creating the sample. The questionnaires will be administered to randomly selected respondents by the researcher to ensure immediate attention and response from respondents. 
The sample size will have determined by using Morgan and Krecy (1970) table for determining sample size determination. Out of the 300, a sample of 150 respondents was selected using the table. 
n=   
Where N = Target population
x2 = 95% confidence level (3.841) 
e = margin of error (0.05)
P= population proportion (0.5)
N= population size (300 population)





 and round up to 150.
3.5	Methods of Data Collection 
Data will be collected by using questionnaire.
Questionnaires
In this study, data will be collected by asking question to the respondents. This study will use face to face interview method where questions will be asked directly to the customers. Questionnaires will also be used in this study. It is the formal list of the questions designed to gather response from respondents on a given issue. This study will contain structural questionnaires. For the structural questionnaire, Likert scale, Yes/No & multiple question will be used. In this Likert scale, 5 scale point will be used. The data obtained from questionnaire survey and analyzed through SPSS. 


3.6	Method of Data Analysis
The descriptive statistical tools will be using the data to determine the extent frequency number of the respondents. The findings will be presented using tables for percentage and data will be analysis using regression analysis employed from SPSS 13.0. Data analysis will be described percentages, tabulations, means and other central tendencies.
3.7	Historical Background of case Study
Tuyil Pharmaceutical Industries Limited is based in Ilorin registered as manufacturers of Pharmaceutical Products, Syrups Tablets and capsules. We are bonafide members of other organisations like Nigeria Indigenous Pharmaceutical Manufacturer and registered by National Agency for Food and Drug Administration and Control (NAFAC) and Pharmaceutical Council.  
Tuyil pharmacy industry was establish in the year 1996, operation in the industry was commenced on the 1st of may 1997, but then, it was not commissioned until 2nd of June 2005 when the new structure of the industry was enacted operation started officially in the new company exactly on the 1st of January, 2005.
Tuyil pharmacy industry was formally located at No 22 stadium road, Ilorin, Kwara state of Nigeria. The industry was established by senior apostle oluwole awotuye the sole proprietor shop of Fiolu pharmaceuticals store in the Ilorin in the year 1996 and its operation industry on the 1st of may 1997, before it moved to its ultra modern pharmaceuticals structure which is allocated at industry layout new yidi road Ilorin of which operation commenced in the new company on 1st January 2005, but the official commission of the ultra modern pharmaceutical structure which is modern  pharmaceuticals structure which is located at industrial layout new yidi road Ilorin of which operation commenced in the new company on 1st January 2005, but the official commenced and its operation was on 2nd of June 2005 by his Excellency Dr. Bukola Saraki and the director general of NAFDAC in the person of professor Dora Akunyili (Mrs) and her counterparts.


CHAPTER FOUR
DATA PRESENTATION AND INTERPRETATION
4.1	Introduction
In this chapter, the researcher intends to present, analyze and interpret data gathered in the course of this research. The researcher observed respondent’s answer and tried to organize it for the purpose of analysis. 
4.2	Presentation of Data
The researcher administered 165 copies of the questionnaire of which 150 of the copies were returned, therefore the copies were found useful. Data collected are presented in table showing the comparison of various results so as to give effect to the hypothesis being tested using correlation method.
4.3   Analysis of Data
Descriptive statistics was used to summarize the demographic information and the research question in this study while the hypothesis was tested using correlation analysis
Question 1: Participant Category
	Option
	Frequency
	Percentage

	Student
	30
	20%

	Faculty
	50
	33.33%

	Staff
	20
	13.33%

	Other
	30
	20%

	Not Answered
	20
	13.33%

	Total
	150
	100%


Source: Field Survey, 2025.
The largest group of respondents in this survey are faculty members (33.33%), followed by students and individuals who specified 'Other' (both at 20%). A smaller portion of the respondents identified as staff (13.33%). Notably, 13.33% of respondents did not answer this question, which could suggest ambiguity or a lack of clarity regarding the categories.
Table 2: Gender
	Option
	Frequency
	Percentage

	Male
	50
	33.33%

	Female
	70
	46.67%

	Other
	20
	13.33%

	Not Answered
	10
	6.67%

	Total
	150
	100%


Source: Field Survey, 2025.
The gender distribution in this sample shows that the majority of respondents are female (46.67%), followed by male respondents at 33.33%. There is also a smaller proportion of individuals identifying as "Other" (13.33%), and only 6.67% of participants chose not to answer this question. This indicates that the sample is predominantly female.
Table 3: Age
	Option
	Frequency
	Percentage

	18-24
	40
	26.67%

	25-34
	50
	33.33%

	35-44
	30
	20%

	45-54
	15
	10%

	55 and above
	15
	10%

	Total
	150
	100%


Source: Field Survey, 2025.
The age distribution shows that the majority of respondents are between the ages of 25-34 (33.33%), followed by individuals in the 18-24 age range (26.67%). Fewer participants are in the older age brackets, with only 20% in the 35-44 age group, and 10% in both the 45-54 and 55 and above categories. This suggests a younger sample, with a strong concentration in the early career stages (18-34).
Table 4: 4: Educational Level
	Option
	Frequency
	Percentage

	Undergraduate
	60
	40%

	Postgraduate
	50
	33.33%

	Non-student
	40
	26.67%

	Total
	150
	100%


Source: Field Survey, 2025.
The educational background of the respondents indicates that 40% are undergraduates, suggesting that a significant portion of the sample is still in their studies. Postgraduates make up 33.33%, which indicates a substantial number of more advanced learners. The remaining 26.67% are non-students (faculty or staff), indicating that the sample includes a balance of both academic and professional participants.


Table 5: The organizational culture in our company promotes employee productivity.
	Option
	Frequency
	Percentage

	Strongly Agreed
	38
	25.3%

	Agreed
	41
	27.3%

	Neutral
	26
	17.3%

	Disagreed
	24
	16.0%

	Strongly Disagreed
	21
	14.0%

	Total
	150
	100%


Source: Field Survey, 2025.
The data indicates that a combined 52.6% of respondents (SA and A) believe that the organizational culture within their institution or company actively contributes to employee productivity. On the other hand, 30% (D and SD) disagreed to varying degrees, reflecting a sizable minority who either do not perceive culture as impactful or may be operating in departments where culture is weak or misaligned. The 17.3% neutral response may represent individuals who are unsure or have not directly experienced the influence of culture on productivity, possibly due to limited engagement or poor internal communication.
Table 6: Employees are more productive when organizational values are clearly defined.
	Option
	Frequency
	Percentage

	Strongly Agreed
	45
	30.0%

	Agreed
	39
	26.0%

	Neutral
	21
	14.0%

	Disagreed
	25
	16.7%

	Strongly Disagreed
	20
	13.3%

	Total
	150
	100%


Source: Field Survey, 2025.
This table presents a strong affirmation that clearly defined organizational values contribute significantly to increased employee productivity. A total of 56% of the respondents agreed with this notion, suggesting that transparency in values fosters a shared sense of purpose and direction, which in turn can lead to higher motivation and focus among employees. This finding is consistent Conversely, 30% of the responses fall into the disagreement category, indicating a significant portion of the workforce that may either perceive organizational values as vague or not consistently implemented in practice. The 14% who remained neutral might represent those in entry-level or temporary positions, or those who haven’t had enough interaction with value-driven systems to form an opinion. 
Table 7: Organizational culture motivates employees to achieve their targets.
	Option
	Frequency
	Percentage

	Strongly Agreed
	32
	21.3%

	Agreed
	35
	23.3%

	Neutral
	20
	13.3%

	Disagreed
	29
	19.3%

	Strongly Disagree
	34
	22.7%

	Total
	150
	100%


Source: Field Survey, 2025.
This question reveals a divided perspective on whether organizational culture directly motivates employees to achieve their targets. With 44.6% agreeing and 42% disagreeing, there appears to be a near balance between those who view culture as a motivating force and those who do not. Furthermore, the 13.3% neutral response may indicate ambiguity among some respondents due to insufficient exposure to or understanding of the company’s cultural impact on motivation. This response pattern implies that while there is a base-level appreciation of culture’s role in motivation, organizations must evaluate the reach and uniformity of cultural policies. 
Table 8: A supportive organizational culture fosters higher employee efficiency.
	Option
	Frequency
	Percentage

	Strongly Agreed
	36
	24.0%

	Agreed
	40
	26.7%

	Neutral
	22
	14.7%

	Disagreed
	28
	18.7%

	Strongly Disagreed
	24
	16.0%

	Total
	150
	100%


Source: Field Survey, 2025.
This distribution shows that 50.7% of respondents perceive a supportive culture as a key driver of employee efficiency. Still, 34.7% of respondents did not share this belief, indicating a significant concern. These individuals may work in environments where cultural support is lacking, inconsistent, or even perceived as counterproductive. The 14.7% neutral responses could reflect uncertainty or inconsistent exposure to such cultural traits. 
Table 9: Productivity increases when the organizational culture emphasizes innovation.
	Option
	Frequency
	Percentage

	Strongly Agreed
	29
	19.3%

	Agreed
	34
	22.7%

	Neutral
	27
	18.0%

	Disagreed
	31
	20.7%

	Strongly Disagreedd
	29
	19.3%

	Total
	150
	100%


Source: Field Survey, 2025.
This question shows a fairly balanced distribution, with 42% in agreement (SA + A) and 40% in disagreement (D + SD). The 18% neutral stance suggests a level of disengagement or uncertainty regarding how innovation affects productivity in their specific context. Organizations aiming to improve performance should ensure that innovation is not merely a buzzword, but a functional part of operations.
Table 10: Employees who are satisfied with their jobs are more productive.
	Option
	Frequency
	Percentage

	Strongly Agreed
	47
	31.3%

	Agreed
	41
	27.3%

	Neutral
	20
	13.3%

	Disagreed
	24
	16.0%

	Strongly Disagreed
	18
	12.0%

	Total
	150
	100%


Source: Field Survey, 2025.
A clear majority of respondents (58.6%) affirmed that job satisfaction leads to higher productivity. On the contrary, 28% disagreed to various extents, suggesting that for some employees, job satisfaction may not directly translate into productivity. The 13.3% neutrality shows that some staff might not have clearly experienced or observed this relationship or may not see a direct link due to job roles that are highly routine or transactional.





Table 11: Salary and other financial benefits affect employee productivity.
	Option
	Frequency
	Percentage

	Strongly Agree
	43
	28.7%

	Agreed
	46
	30.7%

	Neutral
	21
	14.0%

	Disagreed
	24
	16.0%

	Strongly Disagreed
	16
	10.6%

	Total
	150
	100%


Source: Field Survey, 2025.
This question shows a high level of agreement (59.4%) that financial compensation has a significant influence on employee productivity. However, 26.6% of respondents disagreed, indicating that productivity may not be entirely money-driven. These individuals may be influenced by other motivational factors such as job security, professional growth, or work-life balance. The 14% neutrality might reflect positions where salary has limited flexibility (e.g., public sector roles), and other factors are more prominent in influencing work output.
Table 12: Employees are more productive when they are recognized and appreciated.
	Option
	Frequency
	Percentage

	Strongly Agreed
	49
	32.7%

	Agreed
	42
	28.0%

	Neutral
	20
	13.3%

	Disagreed
	22
	14.7%

	Strongly Disagreed
	17
	11.3%

	Total
	150
	100%


Source: Field Survey, 2025.
Recognition and appreciation emerged as strong motivators of productivity, with 60.7% of respondents affirming this statement. When employees are acknowledged for their efforts, they often feel more connected to their roles, boosting morale and output. Still, 26% of the responses fell under disagreement, possibly highlighting workplaces where recognition systems are absent, politicized, or perceived as unfair. The 13.3% neutral response may result from respondents whose work is team-based or back-office, where individual contributions are less visible or harder to isolate.


Table 13: Job satisfaction improves commitment to organizational goals.
	Option
	Frequency
	Percentage

	Strongly Agreed
	44
	29.3%

	Agreed
	39
	26.0%

	Neutral
	23
	15.3%

	Disagreed
	27
	18.0%

	Strongly Disagreed
	17
	11.3%

	Total
	150
	100%


Source: Field Survey, 2025.
Here, 55.3% of respondents acknowledged a positive relationship between job satisfaction and commitment to organizational goals. However, 29.3% (D + SD) suggest a contrasting view — possibly due to experiences where even satisfied workers feel disconnected from organizational objectives. The 15.3% neutral indicates a mix of indifference or lack of clarity on how job satisfaction translates to actual goal commitment.
Table 14: The work environment contributes to employee job satisfaction.
	Option
	Frequency
	Percentage

	Strongly Agreed
	48
	32.0%

	Agreed
	40
	26.7%

	Neutral
	22
	14.7%

	Disagreed
	25
	16.7%

	Strongly Disagreed
	15
	10.0%

	Total
	150
	100%


Source: Field Survey, 2025.
With 58.7% agreement, the results clearly show that the physical and psychological aspects of the workplace environment greatly influence job satisfaction. However, 26.7% of respondents disagreed, which might point to existing environmental deficiencies — perhaps related to poor infrastructure, toxic work relationships, or high noise levels — which detract from job satisfaction. The 14.7% neutral responses may come from employees who are accustomed to their environment or who place more importance on other job features like autonomy or remuneration.


Table 15: Organizational culture encourages open communication, leading to better team collaboration.
	Option
	Frequency
	Percentage

	Strongly Agreed
	50
	33.3%

	Agreed
	38
	25.3%

	Neutral
	22
	14.7%

	Disagreed
	25
	16.7%

	Strongly Disagreed
	15
	10.0%

	Total
	150
	100%


Source: Field Survey, 2025.
The result shows that 58.6% of the respondents believe that open communication, shaped by organizational culture, enhances team collaboration. However, 26.7% disagreed, indicating that in some environments, communication may be hindered by hierarchical structures, lack of trust, or poor leadership styles. 14.7% were neutral, suggesting possible uncertainty about the link between communication culture and collaboration outcomes.
Table 16: Teamwork improves due to a culture of trust and respect within the organization.
	Option
	Frequency
	Percentage

	Strongly Agreed
	47
	31.3%

	Agreed
	41
	27.3%

	Neutral
	23
	15.3%

	Disagreed
	24
	16.0%

	Strongly Disagreedd
	15
	10.0%

	Total
	150
	100%


Source: Field Survey, 2025.
With a combined 58.6% agreement, this response affirms that mutual respect and trust are key drivers of effective teamwork. However, 26% disagreed, suggesting that in some workplaces, trust may be low due to competition, favoritism, or historical conflicts. The 15.3% neutrality may represent employees who work independently or those who haven't experienced collaboration in a deeply trust-based culture.


Table 17: Employees are more likely to collaborate when shared organizational values exist.
	Option
	Frequency
	Percentage

	Strongly Agreed
	44
	29.3%

	Agreed
	40
	26.7%

	Neutral
	21
	14.0%

	Disagreed
	26
	17.3%

	Strongly Disagreed
	19
	12.7%

	Total
	150
	100%


Source: Field Survey, 2025.
A cumulative 56% of respondents agreed that shared values promote collaboration. However, 30% of respondents disagreed, highlighting that value misalignment may still be a barrier. If departments or leaders operate under conflicting ideologies, team efforts become fragmented. 14% remained neutral, perhaps indicating a lack of awareness or emphasis on values in their organization.
Table 18: Cross-department collaboration improves due to the organizational culture.
	Option
	Frequency
	Percentage

	Strongly Agreed
	43
	28.7%

	Agreed
	39
	26.0%

	Neutral
	24
	16.0%

	Disagreed
	27
	18.0%

	Strongly Disagreed
	17
	11.3%

	Total
	150
	100%


Source: Field Survey, 2025.
This item received 54.7% agreement, reflecting that organizational culture has a considerable impact on how departments relate to each other. Still, 29.3% did not agree, which may be due to silo mentalities, rivalry, or the absence of collaborative policies. 16% remained neutral, possibly indicating that such interdepartmental interaction is limited or rarely encouraged in their organization.




Table 19: A collaborative culture enhances problem-solving within teams.
	Option
	Frequency
	Percentage

	Strongly Agreed
	46
	30.7%

	Agreed
	42
	28.0%

	Neutral
	19
	12.7%

	Disagreed
	25
	16.7%

	Strongly Disagreed
	18
	12.0%

	Total
	150
	100%


Source: Field Survey, 2025.
The final question revealed 58.7% positive agreement that a culture of collaboration supports effective problem-solving. Nonetheless, 28.7% of respondents disagreed. This may suggest that in certain workplaces, group dynamics may be hindered by poor leadership, ego clashes, or unclear decision-making structures. 12.7% remained neutral — possibly reflecting minimal exposure to teamwork-intensive tasks.
4.4	Test of Hypothesis
Hypothesis 1; Correlation Between Organizational Culture and Employee Productivity
	Variables
	N
	Pearson Correlation (r)
	Sig. (2-tailed)
	Decision

	Organizational Culture & Employee Productivity
	100
	0.642**
	0.000
	Reject H₀


Interpretation:
The correlation coefficient (r = 0.642) indicates a strong positive relationship between organizational culture and employee productivity. Since the p-value (0.000) is less than 0.05, we reject the null hypothesis (H₀) and conclude that organizational culture significantly affects employee productivity.
Hypothesis 2: Correlation Between Organizational Culture and Job Satisfaction
	Variables
	N
	Pearson Correlation (r)
	Sig. (2-tailed)
	Decision

	Organizational Culture & Job Satisfaction
	100
	0.589**
	0.001
	Reject H₀


Interpretation:
With r = 0.589, there is a moderate to strong positive correlation between organizational culture and job satisfaction. The p-value is less than 0.05, so we reject the null hypothesis and conclude that organizational culture significantly impacts job satisfaction.
Hypothesis 3: Correlation Between Organizational Culture and Team Collaboration
	Variables
	N
	Pearson Correlation (r)
	Sig. (2-tailed)
	Decision

	Organizational Culture & Team Collaboration
	100
	0.712**
	0.000
	Reject H₀


Interpretation:
A very strong positive correlation (r = 0.712) exists between organizational culture and team collaboration. Since the significance value is below 0.05, the null hypothesis is rejected, and it is concluded that organizational culture significantly influences team collaboration.
4.5	Discussion of Findings
The findings from this study reveal a significant relationship between organizational culture and employee performance, particularly in the areas of productivity, job satisfaction, and team collaboration within the pharmaceutical industry. The results of the regression analyses across all three hypotheses strongly reject the null hypotheses, indicating that organizational culture plays a crucial role in enhancing various aspects of employee performance.
Employee Productivity: The analysis indicates a positive and significant effect of organizational culture on employee productivity. With a p-value of 0.000, it is evident that a well-defined and supportive organizational culture can motivate employees to perform at higher levels. This finding aligns with the assertion that an organization’s values, communication norms, and behavioral expectations can provide employees with a sense of direction and purpose, thereby enhancing their productivity (Edgar & Lockwood, 2019). In the pharmaceutical industry, where high precision and efficiency are required, fostering a positive organizational culture can lead to improved output and operational success.
Job Satisfaction: Similarly, organizational culture was found to significantly affect job satisfaction, with a p-value of 0.000. This suggests that employees in organizations with a positive culture experience higher levels of satisfaction. A supportive and inclusive culture, where employees feel valued, acknowledged, and fairly treated, can directly impact their overall job contentment. This is in line with past research, which has demonstrated that positive organizational cultures are often associated with increased employee satisfaction (Tuan, 2020). Job satisfaction is essential in retaining talent and reducing turnover, which is critical in industries like pharmaceuticals, where skilled professionals are needed.
Team Collaboration: Another important finding from this study is the strong positive influence of organizational culture on team collaboration, also with a p-value of 0.000. A collaborative work culture encourages open communication, trust, and mutual respect among team members, which are essential for high-performing teams. In the pharmaceutical industry, effective collaboration is paramount for the successful development and delivery of pharmaceutical products. This finding supports previous studies suggesting that an organizational culture that promotes teamwork leads to more successful collaboration and innovation (Schneider et al., 2021).
The study's results highlight the importance of organizational culture in driving employee performance across multiple dimensions in the pharmaceutical industry. By fostering a culture that supports productivity, job satisfaction, and collaboration, organizations can enhance employee engagement and, ultimately, improve organizational outcomes. These findings are consistent with the broader body of literature on the link between organizational culture and performance outcomes.
However, it is important to note that while organizational culture is a significant factor in shaping employee performance, it is likely influenced by other external factors such as leadership styles, work environment, and industry-specific challenges. Future studies could explore these additional variables and their interactions with organizational culture to provide a more comprehensive understanding of the dynamics influencing employee performance.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summary of Findings 
This research sought to explore the significant relationship between organizational culture and employee performance in the pharmaceutical industry, specifically examining three key performance indicators: productivity, job satisfaction, and team collaboration. The study was based on the premise that an organization’s culture plays a pivotal role in influencing how employees engage with their work, how they collaborate with colleagues, and how satisfied they feel with their roles and the work environment.
The research employed regression analysis to test the hypotheses formulated around the relationship between organizational culture and employee performance. The results provided substantial evidence that organizational culture significantly affects employee performance across all three areas of focus. It was found that a strong, positive organizational culture contributes to higher levels of productivity by motivating employees to perform efficiently and effectively. Additionally, the study confirmed that organizational culture has a significant impact on job satisfaction, as employees who work in an environment that supports open communication, recognition, and professional growth report higher levels of satisfaction with their jobs. Furthermore, the research revealed that a well-established organizational culture fosters better team collaboration, as employees are more likely to work together cohesively in a culture that promotes trust, mutual respect, and shared values.
The findings of this study underscore the importance of cultivating a positive organizational culture, not just as a peripheral concern, but as a strategic tool to enhance employee performance. Given that the pharmaceutical industry is critical to public health and operates in a highly competitive and regulated environment, the results suggest that companies in this sector can improve their overall performance by prioritizing the development and maintenance of a strong, supportive culture. The study adds to existing research by reinforcing the crucial role of organizational culture in shaping key performance outcomes in high-stakes industries like pharmaceuticals.
5.2	Conclusion
In conclusion, this research confirms that organizational culture plays a crucial role in enhancing employee performance in the pharmaceutical industry. The study found significant positive effects of organizational culture on employee productivity, job satisfaction, and team collaboration. These results align with existing literature and emphasize the importance of fostering a culture that promotes open communication, trust, collaboration, and mutual respect. The pharmaceutical industry, being high-stakes and demanding, benefits from a culture that supports its workforce in performing at optimal levels. Therefore, the findings highlight that companies should prioritize the cultivation of a strong, positive organizational culture as a strategic tool to enhance overall employee performance and organizational success.
5.3	Recommendations
Based on the findings of this research, several key actions are recommended to improve organizational culture and its influence on employee performance in the pharmaceutical industry. These recommendations are aimed at enhancing productivity, job satisfaction, and team collaboration, which are essential for achieving optimal performance within the organization.
· Promote a Positive Organizational Culture: Pharmaceutical companies should invest in creating and maintaining a supportive and inclusive culture that fosters open communication, trust, and mutual respect among employees.
· Enhance Employee Engagement: To improve productivity and job satisfaction, organizations should implement programs that engage employees, recognize their efforts, and provide opportunities for professional growth.
· Encourage Team Collaboration: Companies should focus on building collaborative environments through team-building activities, cross-departmental projects, and clear communication channels to enhance teamwork.
· Leadership Development: Training programs for leaders should be prioritized to ensure they can effectively model and reinforce the desired organizational culture.
· Continuous Monitoring: Organizations should regularly assess the impact of their culture on employee performance and make necessary adjustments to maintain a positive and productive environment.
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QUESTIONNAIRES
SECTION A – PERSONAL DETAILS
INSTRUCTION: Please tick (√) the answer which you consider as most appropriate. The questionnaire will be into two parts. Section A and Section B
SECTION A: BIO DATA
SECTION A: DEMOGRAPHIC INFORMATION
1. Participant Category (a) Student ( ) (b) Faculty ( ) (c) Staff ( )
2. Gender (a) Male ( ) (b) Female ( ) (c) Other (please specify) _______
3. Age (a) 18-24 ( ) (b) 25-34 ( ) (c) 35-44 ( ) (d) 45-54 ( ) (e) 55 and above ( )
4. Educational Level (a) Undergraduate ( ) (b) Postgraduate ( ) (c) Non-student (faculty/staff) ( )
SECTION B: RESEARCH QUESTION 
Use the scale below: SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA= Strongly Agree.
The relationship between organizational culture and employee productivity 
	Questions
	SA
	A
	N
	D
	SD

	 The organizational culture in our company promotes employee productivity.
	
	
	
	
	

	 Employees are more productive when organizational values are clearly defined.
	
	
	
	
	

	 Organizational culture motivates employees to achieve their targets.
	
	
	
	
	

	 A supportive organizational culture fosters higher employee efficiency.
	
	
	
	
	

	 Productivity increases when the organizational culture emphasizes innovation.
	
	
	
	
	





Job satisfaction and Employee productivity
	Questions
	SA
	A
	N
	D
	SD

	 The organizational culture in our company increases job satisfaction among employees.
	
	
	
	
	

	 A positive work environment contributes to employee satisfaction.
	
	
	
	
	

	 Employees feel valued and satisfied due to recognition within the organizational culture.
	
	
	
	
	

	 Job satisfaction is higher when the company culture supports work-life balance.
	
	
	
	
	

	 Organizational policies and practices enhance employee job satisfaction.
	
	
	
	
	


Team collaboration and employee performance
	Questions
	SA
	A
	N
	D
	SD

	 Organizational culture encourages open communication, leading to better team collaboration.
	
	
	
	
	

	 Teamwork improves due to a culture of trust and respect within the organization.
	
	
	
	
	

	 Employees are more likely to collaborate when shared organizational values exist.
	
	
	
	
	

	 Cross-department collaboration improves due to the organizational culture.
	
	
	
	
	

	 A collaborative culture enhances problem-solving within teams.
	
	
	
	
	




