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Abstract

In management literature, the association between employee output and organizational performance has been widely researched
on. The background to this paper is the realization that improving organizational employee productivity is essential for achieving
superior organizational results. The general research question of the present work, therefore, will be to explore the relationship
between efficiency, quality of output, innovation and flexibility of employees, and the consequent organizational performance. This
paper seeks to establish the relationship between these dimensions and organizational results. The method that has been used in
this study is conceptual and the research utilizes both literary and historical data from literature, journals, books, and history. The
findings also show that efficiency, quality of output, innovation, and adaptability have a huge bearing in enhancing operational
efficiency, customer value, and organization’s competitive advantage. Recommendations focus on skills development and
establishing an atmosphere that encourages growth of creativity and change for job improvement. This paper also posits that there
is a positive relationship between strategic management approaches to employment relations and employee productivity
dimensions leading to higher performance. In any analysis, there is limitation such as the use of secondary data and lack of testing
of theoretical propositions.
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1.0 Introduction

The linkage between employee performance and organizational
outcomes has become particularly important in today’s global
economy. It is a phenomenon that encompasses efficiency, quality,
creativity, quantity, speed, and ability to change in order to
perform his/her job, and is one of the key factors that guarantee the
success of an organization. Organizational performance which is
generally considered as a unidimensional construct with
performance variables such as profit, market share, and
organizational efficiency is a direct function of workforce
productivity. Reviews by (Carvalho, A. M., et al., 2021) also
stressed the significance of productivity gains as regards the
stimulation of operational performance and profitability.
Nevertheless, resource limitation and other socio-economic factors
make productivity a challenge in emerging market countries such
as Nigeria; therefore, requiring efficient workforce management
strategies (Mohammed, A. 2023; Chukwu, A. O., & Kasztelnik, K.
2021).

Hence this article aims at establishing relationship between
employee productivity and organizational performance which has
changed in managerial literature. Several early and discrete studies
concentrated on interpersonal abilities and tasks categorization
(Gibbs, M. B. 2022), and later on, the organizational culture,
management and technology within and between such systems
(Moslehpour, M., et al., 2022). The contemporary approaches
indicate that it is possible to measure engagement, innovativeness,
and work-life balance as critical productivity factors (Ali, H., etal.,
2022; Marecki, £, 2023). However, gaps have been identified
regarding the analysis of contextual factors of developing
economies that affect this relationship. The ocular dominance or
privileging of Western modes of looking and the absence of
consensus as to the ontological measurement of productivity’s
multifaceted entity recklessly hinders its connection to
organizational performance (Masum, M. A., & Parker, L. 2024).

Particularly, it is crucial to fill these gaps both for the sake of
theoretical development and for practical application of knowledge
in the field. Consequently, theoretically, it extends the knowledge
of productivity as a more multifaceted construct and its relation to
various organizational results. In this respect, it offers useful
recommendations for managers and policymakers as to what
constitutes reasonable behavioral expectation. For instance,
(Muhammed, A., et al., 2022) posit that the Nigerian firms that
engage in investments in its employees receive enhanced
subsequent performance consequences even under infrastructural
constraints., Further, findings from cross-sectional work by
(Azeem, M., et al., 2021) stress the fact that creativity improves the
performance of employees and the performance of organizations.
In this study it is affirmatively intended to add to knowledge and
literature, provide practical recommendations to those practicing in
the filed, and to also assist policy makers to formulate ideas on
how to maximize workforce productivity for increased
competitiveness and sustainability.

1.1 Problem Statement
The issue of the relationship between employees’ performance and
organizational performance therefore remains a research interest of
immense importance, although little is understood specifically
concerning this relationship in various contexts. However, the
literature review shows that the topic has received more coverage
in the developed economy rather than the developing economy
such as Nigeria (Bala, M., & Sani, N. 2024). However, the

construct employee productivity recognised as multifaceted, quite
frequently does not have the integrated solution of its assessment
what complicates it use at the level of organizational performance
(Mohammed, A., et al., 2023). In addition, resource constraints,
poor infrastructure as well as socio-economic instability worsen
management of workforce productivity in Nigerian institutions
(Abdulrazaq, B. O., & Lambe, E. O. 2024).

In practice, most Nigerian firms suffer from problems like low
level of employee commitment, poor training activities, and
obsolete technology, which hinder productivity and thus affect the
performance of the firm (Temitope, T. E. 2023). For example,
(Hagmann, D., et al., 2023) argues that though some organisations
engage in human capital development within organisations, their
concepts and practices are influenced negatively by macro
systems’ deficiencies and policies. Such practical difficulties are
further explained by the lack of concrete empirical research on the
cultural, economic and institutional specificities of the Nigerian
context.

These problems have to be solved for several reasons. First, it
serves to fill the theoretical gap by grounding productivity in the
Nigerian context thereby offering a richer perspective on its
conceptualisation as well as its measurement. Second, it provides
recommendations useful to organizations which seek both to
increase performance and operate under certain conditions. For
instance, in the works of (Bashiru, A. O. 2023; Mohammed, A., &
Sundararajan, S. 2023), authors stressed the importance of
innovation and leadership to boost productivity and these findings
are relevant to the set context of Nigerian firms. As such, this study
will seek to fill these gaps and advance our understanding whilst
offering relevant practical suggestions for the enhancement of
organisational development in such a context.

1.2 Significance of the Study

This study is important for the academia, industry and policy
makers in several ways. From theoretical framework it makes the
enhancement of scholarly understanding of relationship between
employment productivity and organizational performance in
Nigerian which is a limited researched domain. In this way, filling
the gaps identified in the literature the study develops theoretical
concepts, such as the Resource-Based View (Barney, 1991) and
Productivity Theory, which can be useful in various countries’
contexts. Moreover, they provide a rich view of productivity as a
multifaceted concept and its relations to the related organizational
outcomes, opening new possibilities for further research.

Concretely, and usably, the study offers valuable recommendations
for organizational leaders and managers who look to improve
workforce performance outcomes. In view of this, the implication
of the identified critical dimensions of productivity is a roadmap
for providing constructive approaches that will help Nigerian firms
cope with other conflicting constrains and infrastructural realities
they face in their operations. The applied study also provides
policymakers with ideas on how to shape the policies facilitating
employee engagement, skill development and consequent
innovations for sustainable economic growth. For instance,
(Sundararajan, S., et al., 2023; Yertas, M. 2024) stress that
appropriate investments focusing on the employees and
technological applications result in high performance, which gives
credence to this study.
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1.3 Research Objectives

1.

To examine the relationship between efficiency and
organizational performance.

To analyze the impact of quality of output on
organizational performance.

To explore how innovation influences organizational
performance.

To evaluate the effect of adaptability on organizational
performance.

Research Questions

What is the relationship between efficiency and
organizational performance?

How does the quality of output impact organizational
performance?

In what ways does innovation influence organizational
performance?

How  does
performance?

adaptability  affect  organizational

2.0 Literature Review
2.1 Conceptual Framework

understand and maintain structures that guarantee
quality (Tambare, P., et al., 2021).

Innovation: Innovation as the capacity of workers
to come up with new solutions, procedures or goods
that make the organization more competitive.
Creativity, problem solving, and the ability to
respond to new forms of development are all
included. According to (Kolasani, S. 2023) it is now
crucial for organizations to create a culture that
supports innovation to enable them to adapt to and
excel in competitive environments. Promising
methods including offering employee-friendly
innovation policies and promoting collaboration
across organizational units have been effective in
the promotion of innovation (Mohammed, A.
(2023).

Adaptability: Adaptability is the ability of
employees to switch between different tasks and
conditions at the workplace. This dimension is most
applicable in organizations that experience dynamic
environmental or technological change. It is worth
mentioning that flexibility is, in fact, one of the
most significant assets in terms of organization’s
stability and responsiveness (Ibrahim Ismael, Z., et
al., 2021). Some best policies like promotion of

learning culture and work flexibility are effective in
the improvement of adaptability (Chatterjee, S., et
al. 2022).

Organizational Performance (Dependent

In this section, the individual variable (1) and dependent variable
(DV) concepts that apply to this study are described, their
definitions and dimensions discussed, and the link between them
defined.

2.1.1Employee Productivity (Independent Variable):

Employee productivity is a sort of variable which
consists of a number of dimensions detailing a variety of
performance of the employee in a given organization.
Such dimensions are economy, output quality, creativity,
and flexibility. Each dimension is explored below:

2.1.1.1 Efficiency: Employees’ efficiency is the capability

of using available resources to attain organizational
objectives. It embraces the ability to produce a
predetermined quantity of product or deliver a
certain level of service with least possible wastage
of time. As (Gupta, K., & Raman, T. V. 2021) has
pointed out efficiency can be a great factor affecting
productivity because it determines the operating
costs and profitability of the business. As it has been
said in the best practices, improvement of efficiency
entails appropriate investments in training, methods
of work improvement, and technology acquisition
(Adesina, A. A, etal. 2024).

Quality of Output: Quality of output consists of
the value and capability of work delivered by
employees to the organization. All this is not just
the function of individual competencies; there are IS
supporting systems and procedures at an
organizational level that are geared towards quality
standards. (Lepistd, K., et al., 2024) has pointed out
the need to improve the quality of output as it
affects customer satisfaction and thus strengthens
brand image and the only way to sustain
competitive advantage. Techniques like quality
assurance check and performances appraisal are
important  because they help organizations

2118

Variable): Organization performance is a measure
of a unidimensional which is measured in terms of
operational performance and results including for
example  profitability, —market share and
effectiveness. It indicates the level of performance
of every strategy that has been implemented by an
organization to the achievement of its strategic
goals. As (Charles, M., & Ochieng, S. B. 2023) it
can be suggested that performance can be regarded
as the key to organizational effectiveness and the
yardstick with which the effects of internal and
external drivers can be assessed.

Profitability: Profitability is a measure of the
health of an organization or business and stability of
its financial position. Costs of operation are directly
linked with its efficiency hence the higher the
productivity levels of its employees the better will
be its revenues. As stated by (Gutterman, A. S.
2023), profitability remains the main standard of
measuring organizational performance in the
context of competition.

Market Share: Market share refers to the level that
an organization holds in an industry when measured
in terms of its sales. The current and prospective
performance can be concluded from the efficiency
of the strategies and competitive position. Research
conducted by (Anwar, G., & Abdullah, N. N. 2021)
show that organizations with greater productivity in
its employees are able to gain larger market share
because of better quality products and satisfied
customers.

Operational Effectiveness: Operational efficiency
in the other hand is an organizational capability of
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delivering reliable operations. This may comprise of
production planning schedule, resource
consumption and services offering schedules etc. As
acknowledged by (Sharmelly, R., & Ray, P. K.
2021), it can be inferred that operational
effectiveness plays an important role in enabling
organizations achieve long-term performance more
evidently in the contemporary environments marked
by resource scarcity.
2.1.2The Relationship Between Employee Productivity
and Organizational Performance
A voluminous amount of data has been previously analyzed in the
management literature regarding the relationship between
employee productivity and organizational performance. The
correlation between productions efficiency, quality, innovation,
flexibility and improvements in profitability, market share, and
organizational efficiency (Dharmayanti, N., et al, 2023;
Mohammed, A. (2023). There is still limited knowledge of how
these dimensions coexist in given environments, for instance, the
developing economies or the underserved industries (Kruss, G., &
Visser, M. 2017).

2.2 Theoretical Framework
This study uses two relevant theories that provide a foundation for
understanding the relationship between employee productivity (1V)
and organizational performance (DV).

2.2.1Resource-Based View (RBV)

According to the Resource-Based View (RBV) theory formulated
by Barney 1991, organizations’ resources, and capabilities,
including human resources, are critical to realizing competitive
advantage. This theory postulates that organization resources that
are valuable, rare, inimitable and non-substitutable result in higher
organizational performance. Employee productivity is but one of
the many intangible resources that have a direct impact on tangible
organizational performances such as profitability, market share,
organizational efficiency and even survival. The research
undertaken for this paper reveals that efficiency, caliber of the
product, innovation and flexibility of employees and are other
crucial assets which can be capitalized on by the organization to
improve organizational performance. Greater efficiency and more
creativity are management assets that directly contribute to the
organization’s performance, especially under conditions of
competition or scarcity.

2.2.2 Goal-Setting Theory

The Goal-Setting Theory formulated by (Locke, E. A., & Latham,
G. P. 1990) maintains that the formulation and accomplishment of
specific and difficult goals improves employee performance. In
case of goal clarity, the employees are willing to make the
necessary efforts for productivity enhancement. This theory is
compatible with the study’s concepts of productivity including
efficiency and quality of production since goals by nature are
usually set within organizational contexts. In this study, Goal-
Setting Theory associates personal and collective performance of
employees in relation to productivity and the organizational and
global results of setting specific goals. According to the theory, it
is possible to achieve direct enhancements of productivity with
regard to such aspects as quality and flexibility by focusing on
goals and performance. These goals are achieved in order to
enhance organizational outcomes such as profitability and
organizational efficiency.

Conceptual Framework Linking Employee Productivity and
Organizational Performance through Resource-Based View
and Goal-Setting Theory

Employee productivity and organizational performance are core
areas of studies in management, especially in emerging economy
countries such as Nigeria. Employee productivity as efficiency,
quality, creativity and flexibility of the workers has a positive
effect on organizational outcome commonly defined in terms of
profitability, market share and organizational efficiency. In the
present research, RBV and Goal-Setting Theory are used to
understand how exactly these productivity dimensions lead to
organizational outcomes. RBV supports HRM by claiming that
productivity enhancement results in competitive advantage while
Goal-Setting Theory shows how goals improvement increases
individual performance and its relation to increased organizational
success. This conceptual framework seeks to help develop a
theoretical understanding of the effect that employee productivity
has on organizational performance in organizations that experience
resource scarcity.

- Contributes | profitability

to to

Influences
- Market
Enhances | Share

Quality
of Improves

Employee Output

" Productivity

- Innovation Drives | Operational

. Effectiveness
- Adaptability Increases

Figure 1: Conceptual Framework Linking Employee Productivity
and Organizational Performance through Resource-Based View
and Goal-Setting Theory

Employee Productivity, which is the independent variable, is being
related to Organizational Performance, which is the dependent
variable, with the help of the diagram Theories used in this
diagram are Resource Based View Theory (RBV) and Goal Setting
Theory. The independent variable, Employee Productivity, is
composed of four dimensions: productivity, product output,
creativity and flexibility all of which are factors of performance
such as profits, market share, and organizational efficiency. The
Resource-Based View (RBV) indicate that human resources are
considered as valuable resources; hence, the improvement of the
productivity of the employees in these dimensions will enhance the
organization’s performance by protecting the Competitive
Advantage. At the same time, Goal-Setting Theory explains the
relationship between motivation and performance suggesting that
higher levels of individual and organizational results can be
achieved with clear and difficult goals. The integration of these
two theories demonstrates that enhancing organizational employee
productivity through the RBV capability and alignment with goals
from Goal-Setting Theory can ultimately foster effective
organizational performance outcome.

2.3 Empirical Reviews
In the first study, (Sundararajan, S., et al., 2023) carried out an
analysis of the relationship between employee productivity and
organizational performance and showed that efficiency and quality
of output were important indicators of performance. The increase
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in investment on the particular areas was understood by the study
as necessary in organizations within resource-scarce environments
common to many developing economies, as being importance to
enhance employee training and technology. Similarly, (Judijanto,
L., et al., 2024) also postulated that firms with innovative culture
achieved better competitors arguing that strategic investment in
innovation leads to improved productivity and performance.
Further, on the same line of thoughts (Mosteanu, N. R. 2024) the
author has written about the adaptability of an employee, the result
obtained of where the organizations which support adaptability
through training and workplace flexibility, enhance the efficiency
of the operation even in the disruption. In addition, (Mordi, C., et
al., 2023) was able to substantiate this since the Nigerian
organizations with flexible work policies and training investment
experienced better performance and financial orts.

Furthermore, (Udeh, E. 2024) noted that quality output has a
positive relationship with organizational performance in Nigeria
manufacturing firm hence improved quality assurance decrease
discontent and enhance interruption in Nigeria manufacturing
firms. Additionally, (Zulfikar, 1. 2022) also attributed increased
quantity quality print output to better brand image and market
standing. Moreover, (Riyanto, S., et al., 2021) posited that increase
in employee engagement enhances productivity because efficiency
is triggered by engagement through innovations. Consequently,
(Cai, J. 2023) focused on the engagement literature to show that
leadership increases engagement through collaboration and
empowers the employees, leading to improved productivity.
According to (Moon, W. 2022) innovation enhances productivity
and market performance, with organizations that fund R&D
surpassing their industry rivals. This was confirmed in the Nigeria
experience as established by (Oladeinde, M., et al., 2023) when
organizations adopted innovation and empowered employees for
clear operational improved performance despite the experience of
challenges.

Additionally, Barney, J. (1991) used the RBV where he postulated
that human capital resource is a key source of competitive
advantage. Those organizations that invested time and resources in
training their human capital received improved productivity and
performance. A study by Fagbemi, F., et al., (2022) showed that
Nigerian firms investing in human capital development attained
better market competitiveness despite the set difficulties. Locke
and Latham’s (1990) Goal-Setting Theory posited the relationship
of specific, yet difficult goals with greater employee output and
organizational performance, especially within banking (Latham, G.
P. 2023). In one of our previous publications, (Mohammed, A., et
al., 2024), we underscored the effectiveness of goal setting in
enhancing performance in situations characterized by limited
resources. According to (Aslichah, A., et al.,, 2024), poorly
structured jobs in the service sector increase productivity while
according to (Azeem, M., et al., 2021) positive organizational
culture leads to enhanced productivity. Therefore, (Ali, H., et al.;
2022) emphasized work-life balance stating that employees who
had balance offered fresh solutions and were productive. This was
backed by (Shouman, L., et al., 2022) regarding work-life balance
policies in innovative organizations enhanced organizational
outcomes.

Therefore, according to the literature studies, efficiency and quality
increase productivity and the latter translates to organizational
performance through innovation and adaptability. It is crucial to
appreciate that leadership, innovation, engagement, and culture are

some of the significant influencers. Analyzing RBV and Goal-
Setting Theory, it is possible to gain the understanding of the key
factors of human capital usage and strategic goals as the means to
achieve performance results.

2.4 Research Gap

However, the following gaps have however remained in the
literature regarding employee productivity and organizational
performance; Previous research has largely given much attention to
developed economies with little attention given to organisations
operating in developing economies such as the Nigeria particularly
those in the public sector (Shanmugam Sundararajan, S., et.al
2024). Previous studies in Nigeria have primarily focus on the
manufacturing and service industries while the Kano Civil Service
is a public sector organization. The first gap is that while there has
been a fair amount of research focusing on general organisational
culture and its relation to employee productivity, there has not been
enough research that captures the multi-faceted nature of
organisational culture. Leadership and communication are two of
the most frequently investigated cultural aspects but most of them
consider them separately without correlation with other cultural
components including leadership, values, and work environment
(Jerab, D., & Mabrouk, T. 2023). In addition, while the literature
(Demir, F. 2022) focuses on the individual and combined effects of
employee engagement and innovation, the prior research lacks data
concerning these relations within the context of public sector
organizations characterized by such issues as bureaucratic
inefficiency.

Furthermore, there is scant published evidence about the impact of
employ productivity on organizational performance across
organizational hierarchical contingency. Most work has been done
exploring umbrella measures such as profitability without
considering how such productivity is distributed across the top
management, middle management, and the working employees
(Skinner, D. N. 2022). Last of all, there is a dearth of works in
bridging the RBV theory and the Goal-Setting theory of work with
regard to the link between employee output and organizational
effectiveness. Integration of these theories might help offer a richer
appreciation of the synergy between organizational resources and
goal-directed behavior in producing performance consequences. In
seeking to fill these gaps, this study seeks to establish the role that
has been played by employee productivity towards enhancement of
the performance of the Kano Civil Service while considering the
impact of multiple cultural dimensions and employing a number of
theories.

2.5 Model of the Study

The model of the study integrates the dimensions of Employee
Productivity (Independent Variable) with Organizational
Performance (Dependent Variable). Employee productivity is a
multidimensional construct consisting of Efficiency, Quality of
Output, Innovation, and Adaptability. The above four
dimensions contribute to the one dimensional performance of an
organization; this is the overall performance of an organization,
goal achievement.

1. Efficiency: Efficiency makes a very critical contribution
towards improving the performance of an organization
through making appropriate use of resources in order to
get the highest levels of outputs while using the least
level of inputs thus resulting to cost cutting and therefore
Levels of Output.
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Quality of Output: The Quality of Output influences
organizational performance because it guarantees the
standard and dependability of the products or services
delivered to customers, which in turn define the specific
company’s brand image and market positioning.
Innovation:  Innovation  changes  organizational
performance by creating new ideas and making
improvements in its competitive edge and market needs.
Adaptability: Adaptability enhances organizational
performance because, during its execution, employees
can deal with the change within the organization
effectively prolonging the life of the business.

Combined, these dimensions combine to improve the effectiveness
of a business by showing how many aspects of an employee’s
productivity can affect organizational outcomes.

Conceptual Model Linking Employee Productivity Dimensions
to Organizational Performance

Employee Productivity

e
| |

Influences Impacts Impacs Impacts _Impacts

Figure 2: Conceptual Model Linking Employee Productivity
Dimensions to Organizational Performance

This model shows clearly how the various dimensions of
Employee Productivity such as Efficiency, Quality of Output,
Innovation, and Adaptability affect Organizational Performance.
Every aspect of employee productivity is vital and plays a specific
role in determining the efficiency of the organization.
Effectiveness can be improved through efficiency since resources
will be used optimally in experimenting and exploring while
reducing the wastage rates. The quality of output makes it possible
for an organization to satisfy customers and also create a good
brand reputation which leads to customer loyalty. Innovation also
fosters competitiveness since new ideas and solutions help the
organization to be relevant in competitive markets. Finally,
flexibility enables employees to be prepared and perform despite
the prevailing conditions, which creates long-reaching continuous
organizational adaptability. Altogether, these dimensions apply to
an overall enhancement of organizational performance and thus
make the model a systematic one as pertains enhancement of
organizational results based on productivity of employees.

3.0 Research Methodology

This study is a conceptual paper that primarily relies on a
comprehensive review of existing literature. The research method
involves using earlier research papers, articles, journals, books, and
other scholarly materials from which the topic knowledge base is
built. On reviewing the literature, the paper intends to develop a
conceptual model and identify the dynamic relationship between
the factors of interest. It ensures a theoretical analysis of the
subject of study since it incorporates theories advanced by other
scholars in developing the conceptual framework of the study as
well as a guide to future research. In this way, the method excludes
the primary data collection at the same time it provides an
extensive outlook of the research topic as it uses the secondary data
only.

4.0 Findings of the Study

According to the research objectives, the findings of this study are
relevant and present ideas on how employee productivity
influences organizational performance.

1. Efficiency and Organizational Performance: The
study also established that positive relationship existed
between efficiency levels of the employees and the
organizational  performance. Effective employees
optimize the usage of the materials, trim operational
expenses, increase productivity, consequently improving
the enterprise’s profitability and effectiveness.

Quality of Output and Organizational Performance:
It was established that quality was significant to
organizational performance. In motivated employee’s
complete quality work and hence the satisfaction of the
customers, enhancement of the company brands and
traditions, enhancement of its competitive edge,
advantage market share and customer loyalty are
promoted.

Innovation and Organizational  Performance:
Innovation came to be identified as a critical factor of
organizational performance. Creativity and
innovativeness exhibited by employees along with ability
to embrace change contribute to the growth and
competitiveness of the business, which in turn improves
the sustainability of business organizations in the long
run.

Adaptability and Organizational Performance:
Flexibility was crucial to measure in relation to
operational effectiveness because it is a requirement in
today’s volatile and rapidly evolving environment.
Strong employees ‘readiness’ to change and willingness
to learn, in turn, contribute to developments that
strengthen organizational resilience and facilitate the
exploitation of new, valuable opportunities.

Consequently, the study finds that efficiency, quality, innovation,
and adaptability-enhancing factors all relate to improving
employee productivity and have a key role in sustaining
organizational performance.

5.0 Recommendations of the Study

Based on the findings, the following recommendations are made to
enhance organizational performance by improving employee
productivity:

1. Enhance Efficiency through Training and Technology
Investment: Employers should consider offering
training as a way of enhancing efficiency and extending
skills base of the employees in finding ways of doing
things better. Furthermore, investment in IT system and
process improvement tools will go a long way toward
decreasing mistakes while increasing efficiency and
through-put rates. It is highly recommended that a
number of workflow assessments should be planned on a
regular basis in order to determine the other areas that
may require enhancements.

Focus on Improving Quality of Output: Managements
of organizations should factor in quality control systems
as well as conduct thorough performance appraisals to be
able to address cases of low quality by employees. The
idea of developing a quality culture results in higher

Copyright © ISRG Publishers. All rights Reserved. 163
DOI: 10.5281/zenodo.15128542




customer satisfaction, building a better reputation to
brands, and organizational performance. Another way to
boost perfection will be to identify the firms that perform
well and provide them with incentives.

Foster a Culture of Innovation: First, it means that
organizations need to encourage idea generation, ensure
that people are creative at work, and reward innovative
activity. Greater levels of integration between functions
and increased spending on R&D might be beneficial in
enabling organizations to sustain competition and deliver
innovation to contribute towards long-term improvement.
Promote Adaptability through Continuous Learning
and Flexible Policies: Employers need to ensure
flexibility by embracing training delivery, workshops
among other learning forums for their employees.
Appropriate  work deducing provisions should be
implemented to allow the employees fulfill their personal
and organizational demands so that they can withstand
any interruptions.
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