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ABSTRACT
The aim of this current study was to investigate the impact of employee onboarding on job satisfaction for employees of Michelle Laboratories Ltd., Enugu State (Nigeria). The specific objectives of this study were to investigate whether or not job satisfaction is positively influenced by compliance, clarification, culture, and connection as a result of utilizing onboarding practices. A descriptive survey research design was applied to this study. A total of 120 employees from Michelle Laboratories Ltd. made up the population. Census population was used. Relevant data was collected using structured questionnaires, analysed with descriptive statistical analyses and multiple regression analyses including the use of the Statistical Package for Social Sciences (SPSS) Version 27. The findings of revealed that when companies do implement structured onboarding practices, they have a positive impact on job satisfaction of employees working for that organization. Compliance-based onboarding practices demonstrated to have a significant positive impact on job satisfaction (β = 0.238, t = 2.931, p = 0.004), clarification-based onboarding practices demonstrated to have a significant positive impact on job satisfaction (β= 0.291, t = 3.296, p = 0.001), cultural-based onboarding practices demonstrated to have a significant positive impact on Job satisfaction (β= 0.209, t = 2.696, p = 0.008), and connection-based onboarding practices were found to be the biggest contributing variable in employee job satisfaction (β = 0.334, t = 3.909, p = 0.000). The study concluded that structured onboarding practices significantly improve employee satisfaction, workplace integration, and organizational commitment. The study recommended that organizations should strengthen onboarding programmes through effective communication, mentorship, cultural integration, and role clarification to improve employee satisfaction and retention.












CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Key elements of an organization's overall success are employee job satisfaction. Job satisfaction provides information about how much employees enjoy, are motivated by, and fulfilled by their jobs. Job satisfaction can be viewed as a combination of the individual's emotional (e.g., feeling) and cognitive (thinking) evaluations of their job. Examples of job satisfaction include: satisfaction with pay, supervision, working conditions, promotion opportunities, and relationships with co-workers (Ajala, 2023). Employee job satisfaction increases when an employee perceives fairness and receives recognition; has supportive leadership; and has opportunities for growth; whereas, employee job satisfaction decreases when an employee finds that the organization does not communicate effectively; provides unclear expectations; and provides insufficient support. Hence, job satisfaction is not simply an individual's feeling about their job, but a motivation factor to increase productivity, an important factor in retaining employees, and ultimately an important factor to the overall performance of the organization.
An effective way to promote employee satisfaction in an organization is through a well-structured employee onboarding process. There are many terms used to describe employee onboarding, but typically it is referred to as organizational socialization or new hire orientation; this process ultimately aims to help new employees acclimate to both the social and functional aspects of their jobs and become integrated into their organization in a manner that is comfortable and competent. Bauer's (2010) widely recognized onboarding framework is known as the "Four C's" which represent Compliance, Clarification, Culture, and Connection (O'Brien & Plowman 2009; Bauer, 2010). Compliance entails educating new employees about the basic policies, procedures, safety regulations, and administrative/legal requirements of the organization. Clarification ensures that employees are aware of their job duties/responsibilities/performance expectations while understanding how their individual role fits within the broader organizational objectives. Culture refers to conveying the values, norms, history/beliefs and informal practices of a given organization to assist new employees' internalization of what it means to be a member of that organization. Connection entails fostering interpersonal relationships, establishing social networks, obtaining mentorship, receiving peer support and developing a sense of acceptance and belonging at work (Bauer, 2010). Organizations that purposefully and consistently incorporate all four of these components into their onboarding programs are more likely to have new hires who feel confident, valued and committed to their organizations.
Onboarding has great significance in regard to the performance of organizations and well-being for employees. The evidence shows that having a sound onboarding programme will help improve retention, reduce turnover and speed up productivity at an organization. For an employee, an onboarding programme will reduce anxiety, clarify expectations, build social networks, and foster a sense of belonging. These factors all create satisfaction, engagement and contribute to an employee remaining in their position. Meyer & Bartels (2017) performed empirical research that demonstrates that employees who received an onboarding experience across all Four C's indicate significantly greater levels of job satisfaction, perceived organizational support and organizational commitment than those employees that did not receive an onboarding experience (Meyer & Bartels, 2017).
Focusing on the manufacturing sector in Nigeria, there are recent data showing a correlation between organizational practices (including processes similar to onboarding) and job satisfaction and quality-of-work-life for employees in that sector. Oleabhiele (2025) conducted an empirical survey among employees working in manufacturing operations in Benin City. The results indicated that the quality-of-work-life programmes (including but not limited to occupational health, training, recreation, and organizational support) enhanced employee job satisfaction significantly (Oleabhiele, 2025). The results of the Oleabhiele survey support earlier studies by Ajala (2023) of employees in GlaxoSmithKline Consumer Nigeria PLC demonstrating that there is a strong relationship between working conditions (including workload, work hours, occupational safety, and the physical working environment) and job satisfaction. This indicates that a conducive working environment material affects an employees' level of job satisfaction.
The importance of onboarding in creating the initial experience of employees and creating long-term retention is well established on a global level. Systematic onboarding that includes clarity, culture and social integration has been found to produce higher retention rates in the first year of employment, higher job performance and increased job satisfaction compared to organizations where onboarding is an incidental or checklist-based process often resulting in early turnover and feelings of isolation or disconnection for many new hires.
In the case of a healthcare manufacturing organization such as Michelle Laboratories Enugu, the need to perform effective onboarding increases substantially. There are numerous safety, regulatory compliance requirements and quality assurance processes that must be adhered to in the healthcare manufacturing space, making it critical that basic compliance requirements are included in the onboarding process (safety procedures and protocols, hygiene standards), that individual roles/responsibilities are clearly explained to employees, that they are aligned with the organization's culture (quality-first mindset, regulatory ethics) and that they are provided with adequate social support networks. By providing effective onboarding to employees in the healthcare manufacturing sector, employees will better understand their role, will practice safe work behaviours, will feel a sense of belonging and will ultimately enjoy increased job satisfaction.
Hardships such as having not enough empirical research examining how structured onboarding according to the Four C's directly relates to job satisfaction within the healthcare-manufacturing field in Nigeria create the need for this proposed study. The research conducted here will examine how onboarding practices influence employee satisfaction at Michelle Laboratories Enugu and may provide insight for organizations within this sector on what type of onboarding program will enhance their overall well-being, retention, and safety compliance leading to increased productivity, quality outcomes, and organizational stability.
1.2 Statement of the Problem
Job satisfaction is fundamental in determining an employee's performance, retention, and success of any organization. When an employee is satisfied, he/she will most likely remain committed to an organization by providing high-quality outcomes and being aligned with the goals of that organization. On the other hand, when workers have low levels of job satisfaction, they are more likely to experience absenteeism, low morale, and higher levels of turnover which result in decreased productivity. Even though job satisfaction is important and has been studied widely in developed economies, many employers in and/or of developing economies, like Nigeria, still have limited understanding of what factors influence employee’s job satisfaction. Although poorly understood, one of the major influences on job satisfaction is the role of onboarding in shaping how employees experience their first days of work and in creating long-term feelings and experiences around job satisfaction.
Onboarding is often considered a simple orientation program for new employees by many companies in Nigeria, rather than a strategic HRM practice. Consequently, many new employees feel role ambiguous, lack a connection with the workplace culture, and have little social support making them less satisfied with their jobs and more likely to leave. Evidence from studies conducted at both the global and national levels indicate that companies with structured onboarding programs tend to have their employees feel more secure in their jobs, be more committed to their organizations, and have lower rates of turnover than those not using structured onboarding (Meyer & Bartels, 2017; Springer, 2025). In their study, Meyer and Bartels (2017) found that employees who had participated in a comprehensive onboarding program reported strong levels of commitment to their organization and job satisfaction. Oleabhiele (2025) also indicated that continuous learning and development activities offered throughout the onboarding process contributed to increased job satisfaction for employees within the manufacturing sector in Nigeria. Despite the available evidence, the majority of research on onboarding has been conducted within a Western context, or in the manufacturing sector in general, with very little attention paid to healthcare manufacturing, which places an increased emphasis on safety, adherence to rules and regulations, and precision.
There are very few empirical studies that look into how onboarding impacts job satisfaction in Enugu State, especially in the healthcare manufacturing sector. One of these companies is Michelle Laboratories Enugu, which has been a significant force in pharmaceutical manufacturing. This type of operation is highly regulated and has complex skills required to perform their tasks. Employee satisfaction is paramount to their ability to produce goods correctly. Little is known about the impact of their onboarding practices on employees' satisfaction with their position at work. This gap indicates a need for empirical research to be conducted on the relationship between employee onboarding and job satisfaction in Enugu State where studies into this area are sparse and in the early stages of being developed.
1.3 Objectives of the Study
This study aims to investigate the effect of employee onboarding on job satisfaction in Michelle Laboratories, Enugu State. The study have three specific objectives which were to:
1. Examine the effect of compliance-based onboarding practices on the job satisfaction of employees at Michelle Laboratories, Enugu State.
2. Determine how clarification-oriented onboarding practices influence employee job satisfaction in Michelle Laboratories, Enugu State.
3. Assess the impact of cultural onboarding practices on employees’ level of job satisfaction at Michelle Laboratories, Enugu State.
4. Investigate whether connection-based onboarding practices affect job satisfaction among employees at Michelle Laboratories, Enugu State.
1.4 Research Questions
Based on the objectives of the study, the following research questions will guide the study:
1. To what extent does compliance-based onboarding practices influence job satisfaction among employees of Michelle Laboratories, Enugu State?
2. To what level do clarification-oriented onboarding practices affect employee job satisfaction at Michelle Laboratories, Enugu State?
3. What magnitude is the effect cultural onboarding impact employees’ job satisfaction in Michelle Laboratories, Enugu State?
4. To what extent is the effect of connection-based onboarding practices on job satisfaction among employees of Michelle Laboratories, Enugu State?
1.5 Research Hypotheses 
Based on the research objectives and questions, the following null hypotheses are formulated to guide the study:
H₀₁: 	Compliance-based onboarding practices have no significant effect on job satisfaction 	among employees of Michelle Laboratories, Enugu State.
H₀₂: 	Clarification-oriented onboarding practices have no significant influence on employee job 	satisfaction at Michelle Laboratories, Enugu State.
H₀₃: 	Cultural onboarding practices have no significant impact on employees’ job satisfaction in 	Michelle Laboratories, Enugu State.
H₀₄: 	Connection-based onboarding practices have no significant effect on job satisfaction 	among employees of Michelle Laboratories, Enugu State.
1.6 Significance of the Study
The significance of this research is that it provides important information on how employee onboarding affects job satisfaction in a healthcare manufacturing setting, such as that of Michelle Laboratories, Enugu State. It can also play a significant role in informing various stakeholders including management practitioners, employees, policy makers, future researchers, and the student conducting this research. 
For management and organizational leaders, this study presents evidence-based resources that can help them design and implement effective onboarding programs using Bauer’s Four C’s framework (i.e. Compliance, Clarification, Culture, and Connection). By identifying the most impactful dimensions of job satisfaction, management should adopt more structured onboarding practices to facilitate the success of both the employee and corporation through improved integration of employees, lower levels of turnover, and increased productivity. This will create an engaged workforce and improve organizational performance.
For the employees, the results of this study will underscore the value of structured onboarding experiences on employee job satisfaction and career development. In doing so, it will allow employees to understand how compliance, role clarification, cultural fit, and relationships contribute to their overall well-being, motivation, and job satisfaction. When employees better understand how onboarding works, they will be more likely to engage in the process, transition faster to their new role, and achieve higher levels of performance.
The research will provide human resources (HR) professionals and policymakers with practical recommendations for informing HR policy and practice in the healthcare manufacturing industry, as well as informing the design of onboarding systems that would allow HR managers to create a more robust onboarding process to meet the needs of their employees while meeting regulatory/safety requirements, and developing structured frameworks that encourage employers to invest in the development and retention of employees through structured onboarding systems. 
This research will contribute to the body of knowledge surrounding organizational behaviour and HRM in general, and to the extant literature regarding the healthcare manufacturing sector in Nigeria, which is a major area of missing research in HRM literature. This research will also provide reference for scholars who wish to explore other HRM-related topics such as employee engagement, retention, and organizational culture.
Finally, through conducting this research, the student will have the opportunity to apply what they have learnt and gain experience in solving real-world organizational issues. By successfully completing this research, the student will have improved their analytical and research skills, as well as meet some of the requirements for a Bachelor of Management degree. This research will also give the student practical experience in human resource management practices that will increase their ability to perform effectively in professional management positions.
1.7 Scope of the Study
This study will examine the relationship between onboarding and job satisfaction of employees at Michelle Laboratories, Enugu State using Bauer's Four C's (Compliance, Clarification, Culture, & Connection) as the framework for analysis. The study investigates how the four dimensions of each of the four C's contribute to employee job satisfaction within a healthcare manufacturing organization. The study will include all types of employees at Michelle Laboratories, including administrative, technical, production, and support personnel, to provide an overall examination of how onboarding processes have an impact on employee satisfaction throughout the various levels of the organization.
The geographical area covered in this research study was Enugu State and, therefore, is focused primarily on Michelle Laboratories since it is a major healthcare manufacturing company. The study will only look at the effect of structured onboarding practices on employee job satisfaction; it did not expand to look at other HRM processes, such as recruitment, performance appraisals, or compensation.


1.8 Limitations of the Study
This study faced several limitations. The constraints of time and finance presented significant hurdles to complete this research; the study coincided with the semester exam period and other academic commitments to the researcher. To successfully manage his time, the researcher created a strict schedule to capitalize on his available hours to complete both course work and research requirements. He also experienced some financial limits on this study as he was unable to print many copies of the research instrument (i.e. questionnaire), travel to distribute the questionnaire, and/or acquire some of the paid materials he needed for the study. To address the limitations related to costs, the researcher used an electronic version of the research instrument within the organization, used free academic resources for data collection, and received very little financial support from family and friends. Limited access to data from Michelle Laboratories per the organization’s confidentiality policies contributed to the researcher’s challenges with collecting data from their employees. To address these challenges, the researcher assured participants that their answers would be anonymous and that he would protect their data. Also, since many employees were too busy to respond to the survey, low return rates for those employees required that follow-up reminders and flexible response options be used to facilitate data collection. Nevertheless, the planner/resource manager of the researcher assured that all study results would still be valid.
1.9 Operational Definition of Terms
Employee Onboarding - A systematic approach to orienting and integrating new employees into their workplace, providing an understanding of their duties, the organizational culture, and what is expected in terms of performance.
Job Satisfaction - The overall feeling of happiness and/or emotional satisfaction that an employee has toward his or her job. This feeling is influenced by things such as the working environment, remuneration, supervision, and interpersonal relationships. 
Compliance - This dimension of employee onboarding involves helping new employees become familiar with the organizational rules, policies, procedures, and safety standards of Michelle Laboratories; in addition, well as ensure that new employees adhere to the operational and regulatory guidelines of Michelle Laboratories.
Clarification - The aspect of employee onboarding which involves ensuring that new employees have an understanding of the roles they will be performing, as well as the expectations of performance, how responsibilities are to be completed, and who reports to whom. 
Culture - Refers to the common values, beliefs, and behaviour standards that define the organization. For this research, culture includes how well Michelle Laboratories transmits its values, ethics, and work practices to new employees.
Connection: The process of fostering interpersonal relationships, social integration, and mentorship within the organization. In this study, connection refers to how Michelle Laboratories promotes teamwork, collaboration, and belonging among new employees.





CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.1 Conceptual Framework
This part outlines the conceptual framework for the study, which specifically examines employee onboarding and its importance to an organization’s success and job satisfaction through a thorough review of the available literature regarding employee onboarding. Key scholarly definitions and theoretical references have been selected for inclusion, along with an overview of the author’s broad definition of employee onboarding and a review of empirical studies.
       		Independent Variable			                   	Dependent Variable

Job Satisfaction
Compliance
Communication

 Culture

            Connection


		Figure 1: Conceptual Model
		Source: Compiled by the Researcher 

2.2 Employee Onboarding
The term employee onboarding originated from socialization research by Van Maanen and Schein in the 1970s that looked at how employees interact with and adjust to their new work environments after starting a new job. Bauer (2010) coined the term employee onboarding using his Four C's model (Compliance, Clarification, Culture, and Connection), which defined the core elements of a well-designed employee onboarding program. Thus, employee onboarding has developed from being considered a single event at orientation (which often occurs after the new employee starts) to being viewed as an overall process for integrating and supporting newly employed individuals with respect to joining an organization.
The expansion of the concept of onboarding to include ongoing integration into an organization’s social, cultural, and performance-related dimensions has been highlighted by researchers. For example, Okeke and Eze (2023) offered a more detailed definition of onboarding by stating that it is a systematic, structured, and continuous process through which individuals at various levels of management transition into their positions, develop a clear understanding of what is expected of them, and develop feelings of belonging within the organization. Zhou and Li (2022) expanded on this definition by discussing how the onboarding process establishes connections between new hires and their co-workers, gives them a sense of belonging to the organization, and fosters confidence in the organization as a trustworthy resource for future development. 
Saks and Gruman (2021) defined onboarding as a strategic human resources (HR) process that supports the effective use of employee management systems and enables the development of employee engagement, employee satisfaction, and employee retention through the provision of structured and intentional socialization and support mechanisms. According to Alshaabani et al. (2022), onboarding is a comprehensive integration approach intended to align new employees with an organization’s culture, values, and practices while ensuring their compliance with the organization’s operating guidelines. Klein and Heuser (2020) described employee onboarding as a comprehensive and continuous employee onboarding process that supports new employees’ acquisition of job-related knowledge, skills, and behaviours and ultimately leads to their successful adjustment to your organization.
Using these definitions, we can define employee onboarding as a sequential, planned, long-term process within an organization that allows newly hired employees to adjust to their job, start to understand the expectations of their position, develop workplace relationships, assimilate company culture and create feelings of engagement and satisfaction in order to increase the probability of long-term retention and successful job performance. This conceptualization will serve as the framework for examining the relationship between onboarding practices and job satisfaction in employees at Michelle Laboratories, located in Enugu State.
2.2.1 Dimensions of Employee Onboarding
The Four C’s Framework is the best way to explain employee onboarding according to Bauer (2010). The Four C’s Framework identifies the four components that make up employee onboarding; they are compliance, clarification, culture, and connection. Each of the Four C’s dimension plays an individual role in helping a new employee adjust to his/her workplace and increase his/her level of engagement and satisfaction.
2.2.1.1 Compliance
Compliance is the first step in onboarding a new employee, as this stage teaches new employees about company policies, legal requirements and how to perform their role operationally. Bauer (2010) emphasizes that compliance is intended to provide new employees with clarity regarding the workplace rules, standards of safety and ethical behaviour, all of which will help to enable the new employee to perform at a high level. Klein and Heuser (2020) state that compliance decreases the amount of uncertainty and anxiety that a new hire may experience, because compliance establishes clarity around the company’s policies, procedures and expected behaviour for an employee. Because of the strict regulations surrounding safety and quality in the healthcare manufacturing industry, clarity around compliance, is vital to success within this industry. Alshaabani et al. (2021) found that organizations with compliant, structured programmes enjoy high levels of employee satisfaction because, through compliance, their employees feel secure and confident within their roles. Moreover, Zhou and Li (2022) found that onboard programmes driven by compliance promote accountability and reduce errors, while increasing the level of professional confidence of the new hire. Compliance is more than just an orientation; it is the first point of creating a new employee’s alignment with the legal, ethical and operational agreements that promote confidence and satisfaction.
2.2.1.2 Clarification
Clarifying is a process of helping newly hired staff to know what their job is and what is expected of them (Bauer, 2010), and as such, it is one of the key dimensions of the onboarding process; it acts as a bridge between the expectations of the organization and the understanding of the employee. Saks and Gruman (2021) contend that clarity of role is a predictor of job satisfaction because it allows employees to complete their work efficiently while simultaneously reducing ambiguity in the work they do. In addition, Okeke and Eze (2023) performed a study in four manufacturing companies in Nigerian cities and concluded that employees who have a clear understanding of their job duties and responsibilities will be better able to adjust to their new roles and become more engaged. Clarity of role also serves to increase the autonomy of the employee; employees who clearly understand the boundaries of their authority will be more confident and able to make appropriate decisions regarding their work. In addition, Chidume and Igbokwe (2022) state that effective clarity during the onboarding process increases confidence and decreases turnover intention. For this reason, for new employees at Michelle Laboratories in Enugu, clear communication related to their role and performance metrics will assist with employee satisfaction and retention by ensuring that new employees comprehend their role and how they contribute to the success of the organization.
2.2.1.3 Culture
Organization culture includes values, norms and expectations for behavior that are passed on through the organization and influence the interactions and performance of individual employees. According to Bauer (2010), culture is at the centre of onboarding; it helps employees understand where they fit within an organization’s mission and identity. Cable et. al. (2020) defined cultural onboarding as an ongoing process that helps promote authenticity and belonging, which ultimately improves morale and commitment to the organization. Nazir and Islam (2021) agree, finding that cultural alignment during onboarding correlates with increased levels of job satisfaction and decreased levels of employee turnover due to employees having a sense of belonging to a community. Daniel (2019) observed in the healthcare manufacturing industry that cultural socialization facilitates ethical practices and teamwork. Alshaabani et. al. (2021) further add that strong organizational culture can improve employee well-being by providing an inclusive and value-based work environment. At Michelle Laboratories, the company emphasizes establishing its culture early in order to foster professionalism, collaboration, and innovation, all of which lead to greater employee satisfaction and loyalty.
2.2.1.4 Connection
The last type of onboarding, connection, is about building connections, forming social networks, and providing mentoring relationships. Connection promotes belongingness and social integration which are key drivers of employee job satisfaction according to Bauer (2010), while Zhou and Li (2022) say that when an employee has the ability to connect meaningfully with their supervisor or other coworkers, they will likely be more engaged in the workplace and experience higher levels of morale. Saks and Gruman (2021) suggest that there is a relationship between social support available to the employee during onboarding and how well the employee integrates into their work environment; thus, having social support during the onboarding process helps reduce stress, speeds up the employee’s adjustment to their new role, and creates a strong commitment to the organization. Okeke and Eze (2023) also found that there is an association between connection-based onboarding practices and improved collaboration and information sharing among employees, and as a result employee satisfaction increase. In the health care manufacturing industry, where effective teamwork and coordination of employees is essential, Chidume and Igbokwe (2022) state that mentoring relationships assisted new employees to more effectively learn how to navigate challenging work processes. Michelle Laboratories, located in Enugu, Nigeria, provides mentorship programs to assist employees in forging professional relationships with both mentors and employees using team-based orientation methods that foster emotional support, trust in the workplace, and long-tenured employees. Ultimately, connection creates the experience of being valued, being integrated, and being motivated to perform at a high level for employees.
2.2.2 Benefits of Employee Onboarding
Onboarding for new hires has become a very important part of human resource management processes that affect how well an employee adjusts to and engages with their employer’s organization as well as how satisfied they are with their employment experience and, as a result, how well they perform at their job and overall within the organization. Increasingly, modern organizations are viewing onboarding not just as an orientation, but also as a very important mechanism for installing new employees into both the social and operational structures of the organization (Bauer, 2010). Both employee and employer benefit from effective onboarding because it promotes retention, productivity, and commitment to the organization.
One of the major advantages of onboarding is that it positively affects an employee’s likelihood of staying with a company. Structured onboarding programs have been shown to have an impact on lowering turnover rates through the development of a new hire’s early job satisfaction and sense of attachment to the organization (Zhou & Li, 2022). Saks and Gruman (2021) have also shown that employees who go through a comprehensive onboarding process are more likely to remain committed to their organizations than those who do not, as early support has been shown to reduce uncertainty and create positive feelings about belonging to the organization. Similarly, onboarding has also been shown to mitigate early turnover by assisting employees in both their emotional and psychological adjustment to the demands of their new position (Nazir & Islam, 2021).
Additionally, higher levels of job satisfaction can be experienced. For example, Okeke and Eze (2023) found that in Nigerian healthcare organizations, effective onboarding programmes improved employees' job satisfaction because of how they integrated into the culture and had clearly defined roles. In addition, Klein and Heuser (2020) emphasised that onboarding allows employees to have the skills and information necessary to succeed in their roles and develop self-confidence and therefore increase job satisfaction. Likewise, Chidume and Igbokwe (2022) noted that employees who go through detailed onboarding are more motivated and engaged to perform at work and thus have lower job stress and higher moral.
Additionally, onboarding builds overall commitment and engagement to the organization. Alshaabani et al. (2021) showed that employees that go through a structured onboarding process are more likely to have better alignment with the organization's culture and values, leading to long-term commitments. Also, Cable et al. (2020) noted that authentic onboarding processes provide an opportunity for new hires to express their true self which enhances their level of engagement and loyalty to the organization. Finally, Bauer et al. (2007) demonstrated that onboarding can increase both affective and normative commitment because employees feel supported and valued from the beginning of their employment experience.
Onboarding allows for greater performance and productivity as determined by Daniel (2019), who states that employees who receive adequate onboarding training adapt more quickly, make fewer mistakes, and are more productive. Wesson and Gogus (2021) assert that non-technology-enabled onboarding results in employees learning more about their job(s), leading to faster time-to-performance. In addition, Nazir et al. (2021) show that employees who receive comprehensive onboarding experience increased levels of task/role performance and increased levels of innovation due to a better understanding of what their job(s) entails.
Another benefit of onboarding is greater strength in organizational culture and cohesiveness among employees. Alshaabani et al. (2021) wrote that onboarding serves as a mechanism for socializing new employees and communicating the cultural values and expected behaviours of the organization to them. By creating alignment between the cultural values and expected behaviour of the organization with those of new employees, thereby fulfilling both parties' needs for a shared purpose and vision.
Finally, onboarding is beneficial to employee well-being and psychological safety. Saks and Gruman (2021) noted that supportive onboarding environments contribute to the reduction of anxiety and ambiguity about the employee's role, giving them a sense of safety. Additionally, Okeke and Eze (2023) found that mentoring-based and connection-based onboarding provide employees with emotional support, which decreases their stress levels and contributes to increased job satisfaction.
2.2.3 Job Satisfaction
Job satisfaction has been widely researched in organizational psychology due to being an employee's total attitude towards their job, as well as their emotional reaction to their job and how those two constructs interact. Many different descriptions have been developed by literature to describe job satisfaction over time, but all of them indicate that job satisfaction is multidimensional and subjective. According to Baxi and Atre (2024), job satisfaction is an employee's level of happiness/fulfillment received from their work role and work environment. Satisfied employees have shown to be more loyal, productive, and engaged than unsatisfied employees. Their study indicated that one aspect of job satisfaction is when an employee's expectations about their job agree with their actual experience about their job. Likewise, Pratama, Hidayat, and Fadillah (2021) defined job satisfaction as a good feeling resulting from you judging your job experience (with respect to your expectations). They state that job satisfaction will occur if what you expect to happen at work matches what happens at work.
According to Pawar and Kunte (2022), the term 'job satisfaction' refers to an individual's happiness and fulfillment as a result of their psychological and professional needs being met. The authors argue that both intrinsic (recognition, achievement) and extrinsic factors (salary, supervision, working conditions) are important drivers of job satisfaction. This definition of job satisfaction suggests that it is a complete emotional experience based on the individual's relationship with both the organization and themselves.
In addition, Judge, Weiss, and Kammeyer-Mueller (2020) explain that job satisfaction includes both cognitive and affective components (thoughts and feelings) about one's job, such as pay, supervision, growth and work-life balance. Job satisfaction can also be described in organizational psychology as a positive emotion of job evaluation (Weiss, 2002, as cited in Varca & Sweeney, 2007). This definition of job satisfaction includes both favourable evaluations of the job and emotional responses to how the employee perceives the fit of their job with his/her values. 
Overall, these definitions illustrate there are multiple facets to job satisfaction beyond enjoying performing the tasks involved in your job; there is also a more global assessment as to whether your job meets your own expectations, value system and emotionally-driven needs. From reading through the above definitions, an overall comprehensive definition of job satisfaction could be made as follows: Job satisfaction is ultimately an employee's positive emotional and cognitive appraisal of their job based on the extent to which their work experiences meet the employee's own expectations, value system, and professional aspirations. Understanding job satisfaction from the conceptual framework outlined above establishes job satisfaction as a key factor determining employee motivation, connection to the organization, and successful employee retention within many different organizational types and environments.
2.2.4 Link Between Employee Onboarding and Job Satisfaction
There has been much interest in the relationship between employee onboarding and job satisfaction recently and most researchers highlight onboarding as a key factor in the way that someone perceives and experiences their job. When an employee onboarding program is effectively designed, it leads to greater employee confidence, engagement, and integration, which all have direct effects on the level of satisfaction with the job. Research has shown that structured onboarding programs facilitate a sense of belonging for those employees, reduce uncertainty, and develop social connections among employees, all contributing to a more satisfying overall work experience (Soares, Rodrigues & Rebelo, 2025). Recent research also shows that onboarding programs are a major factor in terms of how well a newcomer adjusts to a new job role and to the culture of the organization. When an employee’s onboarding process provides them with information about their job responsibilities, job expectations, and performance expectations, they have much lower levels of stress and higher levels of clarity regarding their job, both of which are associated with higher levels of job satisfaction (Faria, 2025). On the other hand, an inadequate onboarding process can cause a great deal of confusion, low morale, and lack of job satisfaction, because the employee has felt unsupported throughout the first period of their employment.
The relationship between onboarding and job satisfaction can be explained in terms of two elements: psychological adjustment (individuals’ perceptions of safety and security) and social integration (relationships with coworkers and supervisors). New employees who have an effective onboarding process are able to develop a sense of psychological safety because of the level of support and preparation they receive from their new employer (Soares et al., 2025). Activities associated with effective onboarding that focus on the creation of relationships with supervisors and other coworkers will positively contribute to new employees’ social integration and connectedness within the workplace and will lead to increased levels of job satisfaction. For example, Yang and Zhou (2025) demonstrated that the level of support that female employees received from supervisors and coworkers during the initial phase of their employment (i.e., onboarding) contributed to decreased work-family conflict; thus, these women experienced high job satisfaction. The authors contend that social support provided during onboarding creates a greater emotional sense of stability in new employees and promotes a positive view of their jobs.
The nature and quality of the various types of onboarding programs is also an important consideration when examining the relationship between onboarding and satisfaction levels among new employees. When employees experience an onboarding process that includes mentoring, feedback, and career development opportunities, they view their organization as supportive or caring and, therefore, become more emotionally committed to success in their jobs. In addition, this is consistent with the idea that the onboarding process functions as a stage for developing psychological contracts whereby employees create expectations about the organization based on the new employee’s initial impression of the organization (Bauer, Erdogan, & Taylor, 2021).
Data from several studies show that onboarding is positively associated with obtaining perceived organizational support, which is a significant predictor of job satisfaction. Employees who have gone through a supportive onboarding process are likely to feel valued and respected, reinforcing their sense of belongingness to the organization (Faria, 2025). Onboarding also promotes person-organization fit, as new hires learn about the organization's culture and how their positions contribute to the larger organizational goals (Soares et al., 2025). The alignment of cognitive dissonance will lead to greater levels of job satisfaction because of the congruence between the new hire's values and expectations with those of the organization.
A well-structured onboarding program will lead to long-lasting employee satisfaction and retention. Studies have shown that employees who experience comprehensive onboarding remain with their organizations longer and are more satisfied than those who have not (Bauer et al., 2021; Faria, 2025). The research supports the claim that onboarding has long-term effects beyond the initial socialization period, including influencing an employee's commitment and engagement for the duration of their time at the organization.
Onboarding directly affects well-being in the workplace, as well as providing a pathway for this connection to lead to satisfaction. Employees who feel supported, appreciated, and guided emotionally through the onboarding phase can benefit from greater overall health and wellness, which results in positive job attitudes (Soares et al., 2025). Therefore, emotional comfort and psychological comfort gained during onboarding will lower anxiety and level of uncertainty about their roles in the workplace, which in turn will increase motivation and job satisfaction (Yang & Zhou, 2025).
In particular, the socialization process of onboarding has a strong influence on satisfaction and the “connection” element of Bauer's (2010) 4C framework is especially important. The feelings of belonging that employees develop through social relationships with co-workers and supervisors create strong social ties and provide employees with an intrinsic motivation. Employees who feel connected to and included in their workplace environment are more likely to view their work environment as having a positive impact on their lives and as fulfilling (Bauer et al., 2021).
2.3 Theoretical Framework
There are a number of theoretical reasons why structured onboarding will produce greater satisfaction outcomes for employees, some of which are impacted by an employee’s emotional reaction to specific incidents in the workplace (Affective Events Theory) and some of which are impacted by social exchange relationships that can be developed between the employee, employer, and the organization (Social Exchange Theory). The two primary theories to support this relationship are AET and SET. They provide different but complementary approaches to explaining how onboarding can impact attitudes, emotions, and ultimately job satisfaction for an employee. 2.3.1 Affective Events Theory 
Affective Events Theory (AET) is a theory created by Weiss and Cropanzano in 1996, to explain how different types of events occur in the workplace, the emotional reactions they produce, and how the emotional reactions ultimately affect the employee’s job attitudes and job satisfaction. AET proposes that each workplace event, regardless of whether it is positive or negative, will elicit an emotional response in the employee, and the accumulation of emotional events occurring over a period of time will ultimately shape the employee’s overall attitude toward their job and employer. AET makes a distinction between affect (emotions/moods) and job satisfaction, but also postulates that emotional responses to workplace events serve as precursors of job attitudes (including job satisfaction). Additionally, each of the assumptions of AET describe that workplace events will elicit an emotional reaction from the employee; emotional reactions will impact an employee’s job attitude; and the emotional response of an employee will be influenced by both individual and situational variables (Weiss & Cropanzano, 1996).
Critics have said that AET can sometimes be very descriptive rather than prescriptive and that it requires a lot of emotion-related data to make specific predictions about future outcomes as far as establishing job satisfaction. Furthermore, some critics feel that the theory does not give adequate weight to the importance of mind-set (i.e., personality) factors that have historically been found to shape job satisfaction.
However, in employee onboarding, AET is highly applicable, events occurring during onboarding (e.g., structured orientation, positive interactions with others, and early success during onboarding) are affective trigger events that can create both positive (e.g., feelings of confidence, belonging) and negative (e.g., feelings of confusion and anxiety) affective experiences for new employees. Therefore, when a new employee experiences positive affective experiences during their onboarding process, he or she develops positive attitudes towards their new job, which ultimately contributes to being satisfied with their job. Conversely, when a new employee has negative affective experiences during their onboarding process (e.g., unclear job description and lack of support), those negative affective experiences detract from their job satisfaction. Thus, AET helps to explain how well-structured employee onboarding leads to positive and negative emotional reactions, which directly impact job satisfaction.

2.3.2 Social Exchange Theory 
Social exchange theory (SET) is based on the notion of social interactions being based off of an exchange with an expectation of receiving benefits (social exchanges). Generally, social exchanges can create long-term, stable relationships and provide grounding for building trust, developing obligations, and enhancing loyalty (Ahmad et al., 2023). Employees will measure and assess the quantity, quality and value of their experiences at work relative to what they provide (e.g., time, effort, etc.) in return. The degree of satisfaction that an employee feel will vary significantly depending on if they received more from their employer, than they gave back to their employer in the form of time and effort. If an employee experiences a negative exchange with their employer, then their level of commitment to the organization will decrease (Ahmad et al., 2023).
Some SET critics have said this type of theory may be reductive by primarily focusing on rational exchanges between people while ignoring emotional or intrinsic motivations behind human behavior, especially as it relates to perceived value of exchanges in other cultures or contexts. Nevertheless, it is still an important theoretical framework in forming the foundation to understanding why onboarding can have an influence on employees’ job satisfaction. When an organization invests in structured onboarding by providing guidance on how to perform their job effectively; providing resources specific to their work; providing social support for new employees; and having ongoing interaction between new and established employees during the onboarding process, new employees tend to view these resources as being a valuable benefit (Ahmad et al. 2023). As a result of receiving these benefits of structured onboarding, new employees feel a sense of obligation to return those benefits via positive attitudes toward work, increased commitment towards the organization, and increased job satisfaction. Research has demonstrated via many different organizational contexts, that when new employees perceive their employer’s support during their initial onboarding experience, it is related to their level of well-being, feeling valued, and feeling attached to the organization – all of which have a strong correlation with job satisfaction (Blau 1964; Ahmad et al. 2023). Thus, SET serves to explain the reciprocity mechanism that developed during the onboarding process contributes to the relationship between onboarding and job satisfaction.
Collectively, affective events theory provides an emotional pathway to understanding how new employee onboarding impacts job satisfaction; social exchange theory provides a way to understand the reciprocal relationships that create the basis for employees’ reactions to support from their organization. Together, these two theories form the basis for understanding why structured onboarding of employees results in greater levels of job satisfaction in a workplace that has an organizational structure, which will provide a theoretical basis for the proposed research examining how new employee onboarding affects job satisfaction.
2.4 Review of Empirical Studies
Atillo's (2025) research in the Philippines aimed to discover how effective onboarding affects employee engagement and satisfaction within government organizations. The study utilized a descriptive-correlational research design and included 38 purposively selected participants. Structured questionnaires were used to collect responses and Spearman rank correlation was used to analyze the data. Atillo concluded that there is a strong positive relationship between effective onboarding practices and job satisfaction among employees of government organizations, especially in agencies that stress mentoring and institutional cultural orientation. However, this study was limited because of the relatively small size of the sample and the fact that it was conducted only in the public sector. Additionally, since not all four dimensions of onboarding as defined by Bauer (2010) were evaluated, the study does not have general relevance for industries outside of government employees including healthcare manufacturing.
Soares, Rodrigues, and Rebelo (2025), in Portugal, examined a different aspect of onboarding: proactive socialization. This was done through a predictive quantitative research design with 151 responses. Standardized questionnaires were used to assess the relationship between behaviours related to onboarding and satisfaction levels of participants. All data were analyzed using regression analysis. The authors found strong associations between job satisfaction and cultural fit during the onboarding process as well as perceived organizational support during onboarding. Performing this analysis does, however, have limitations. The lack of application of the complete Four C’s framework and the focus on socialization as opposed to structured onboarding may restrict the generalized applicability and relevance of findings for developing economies such as Nigeria, particularly in the healthcare manufacturing industry.
Conway and Briner (2024) looked into the relationship between the quality of onboarding and the fulfillment of psychological contracts as they relate to satisfaction levels among employees in UK-based Financial Services organizations. The three-month-long longitudinal survey consisted of questionnaires sent to 250 employees and measured onboarding and satisfaction via structured scales. Results from the regression analysis and mediation analysis indicated that the effectiveness of onboarding positively influenced job satisfaction through perceived fairness and organizational trust. By using a narrow focus on the psychological contract and the Financial Services sector, however, these findings cannot be generalized to a manufacturing context, nor have all aspects of Bauer's (2010) model, i.e., compliance, connection, been explicitly measured, thus creating a gap in terms of the operationalization.
Hoogeveen (2024) assessed the onboarding experiences of remote workers in Technology firms in the Netherlands using a case study method with 25 participants and the collection of qualitative interview and survey data to evaluate employee satisfaction with cohort-based onboarding. Results of the thematic analysis I conducted indicated that onboarding designed to improve communication, provide digital resources, and create connections with coworkers were associated with greater employee satisfaction and lower levels of turnover intentions. However, the small and qualitative nature of the study limits generalizability beyond the remote Technology sector and does not include any application of Bauer's (2010) Four C's framework; future research needs to address manufacturing environments, such as Healthcare Manufacturing.
Chen et al. (2024) surveyed 300 hospital employees to study the impact of onboarding on their job satisfaction using a cross-sectional design and Structural Equation Modeling (SEM). Onboarding was found to be a reasonable predictor of employees' job satisfaction, as it relates to their ability to form social connections with others and understand the expectations of their role. Therefore, this study indicates the importance of defining roles appropriately and ensuring that employees feel included in the workplace as a way to improve employee retention and satisfaction. However, as this study was limited to hospitals, the findings are not necessarily generalizable to healthcare manufacturing companies such as Michelle Laboratories located in Nigeria.
Abdul-Rahman and Musa (2024) investigated employee onboarding practices and their impact on job satisfaction for 180 employees at a pharmaceutical company in Lagos, Nigeria. A quantitative survey method was utilized, and correlation/regression analyses were used to analyze the data. The results indicate that onboarding practices positively influenced both organizational commitment and job satisfaction of the respondents. The authors suggested that mentoring and socialization should be incorporated into the onboarding process. However, this study was limited by its small sample size and by not including all of Bauer's Four C's dimensions; as a result, while this study provides valuable insight into employee onboarding and its influence on job satisfaction in healthcare manufacturing organizations located in Enugu, it does not provide a complete picture of the full extent of this relationship because it neglects to measure compliance and cultural involvement.
Jones and Williams (2024) evaluated the connection between a company’s onboarding process and the ability for employees to be engaged and satisfied in their current position within both public and private sector organizations in England. In doing so, the researchers adopted a survey methodology using quantitative data obtained from 250 participants across organizations in both sectors. While the descriptive survey provided some insight into the effectiveness of onboarding, such as the association between onboarding and employee engagement; there is little known about the ability of onboarding to produce employee job satisfaction. The researchers found little evidence of the effectiveness of the onboarding process, thus indicating that there is significant potential for creating future studies addressing employee engagement and job satisfaction created through onboarding by expanding sectoral research samples.
Ahmad et al. (2023) conducted a quantitative study in Malaysia’s telecommunications sector to assess how onboarding affects job satisfaction and employee retention. Using a correlational survey design, data were gathered from 320 employees through structured questionnaires and analyzed via multiple regression. The findings showed that mentorship and clarity during onboarding were the most significant predictors of satisfaction and loyalty. The study concluded that structured onboarding promotes retention by enhancing satisfaction. However, it did not measure Bauer’s (2010) Four C’s model holistically and was limited to telecommunications, leaving a contextual gap for research in Nigeria’s healthcare manufacturing firms.
Kumar and Sharma (2023) conducted their research looking into how onboarding programs affect employee job satisfaction and intention to leave their position from the perspective of employees who work in corporate firms in India. The research utilized a quantitative research design, collecting data through a survey from 210 participants using standardized questionnaires and analyzed using multiple regression analysis. The results from this study found that use of structured onboarding practices (i.e., orientation, mentoring, and communication) could significantly increase job satisfaction and reduce turnover. While this research was effective in providing insight to how onboarding structured programs are beneficial to employees, it did not analyze each of Bauer's (2010) Four C's individually as they relate to job satisfaction or turnover intention and only looked at corporate employment in India. Therefore, no research conducted in this study could provide similar information into the health manufacturing industry or within Nigeria.
Kiazad, Holtom, and Hom (2023) studied the relationship between psychological contract fulfillment and job satisfaction and affective commitment during onboarding for employees at service organizations in Australia. A longitudinal quantitative research design was employed with 278 participants over the course of six months, using validated instruments to measure psychological contract fulfillment and employee job satisfaction. The research and data were analyzed using structural equation modelling (SEM). The results of this research found that fulfilling employees' expectations during onboarding through fulfilling psychological contract mechanisms is significantly compared to job satisfaction and can help reduce turnover. Similar to others, the researchers were able to identify a significant gap in employee onboarding research as it relates to psychological contracts and did not examine Bauer's Four C's as a comprehensive onboarding model. In addition, they only researched a psychological contract thought process when measuring the onboarding process rather than specific details of an onboarding process, which demonstrates a methodological and contextual gap as it relates to applying the results of this research in the Nigerian healthcare manufacturing industry.
The influence of onboarding programs on employee job satisfaction and performance across different industries in Denmark were studied by Jensen and colleagues (2023). They used a quantitative correlational research design with structured questionnaires to collect data from 300 employees regarding the quality of their onboarding programs and their satisfaction with their job. The data were then analyzed using Pearson correlation and regression analysis. The results indicated that onboarding programs were significant predictors of job satisfaction and intention to leave. It was concluded that clear policies for onboarding help employees develop stronger attachments to their organization. The study did not specifically address Bauer's (2010) onboarding dimensions, nor did it focus on an individual industry, which limits its applicability to manufacturing in the healthcare field. The large cross-sectional nature of the sample also diluted the ability to draw substantial conclusions about the various sectors.
Moyo and Khumalo (2023) examined the relationship between onboarding and job satisfaction for 250 employees within the manufacturing industry in South Africa by using a cross-sectional survey design and regression analysis. The results showed a positive correlation between each of the four dimensions of onboarding (compliance, clarification, culture, and connection) and job satisfaction. This study supports the value of creating social connections and building organizational culture to enhance morale in employees. However, the study only collected data at one time point and does not use longitudinal analysis, which reduces the applicability of the findings to the healthcare manufacturing sector in Nigeria. However, these findings could be replicated in the healthcare manufacturing sector in Enugu, Nigeria.
The empirical investigation conducted by Alvarez and Perez (2023) examined onboarding and satisfaction with the job in the healthcare manufacturing sector within Spain. The research involved 210 participants, using structured questionnaires employing both correlation and multiple regression analyses. The results indicate that onboarding positively affects job satisfaction and that culture and connection were the most significant predictors of job satisfaction. Authors concluded that appropriate onboarding promotes feelings of belongingness and alignment with corporate values. The authors did not examine smaller pharmaceutical companies as part of the sample, limiting the generalizability of the findings to only larger organizations. Thus, the research may not fully apply to medium-sized manufacturers of healthcare products such as Michelle Laboratories in Enugu, Nigeria.
Adebayo et al. (2022) conducted research on onboarding and job satisfaction with a sample of 150 employees from the Enugu pharmaceutical manufacturing industry. The researchers used structured questionnaires and regression analysis was performed which revealed that clarification and connection were significant predictors of satisfaction. The authors of the study found that clearly defined job descriptions and strong interpersonal connections led to an increase in employee morale and performance. However, there is a limitation in the research for not including compliance and culture variables limiting the theoretical depth of the research. The authors also relied on a relatively small number of participants in their research; therefore, further research is warranted using Bauer's (2010) Four C's model in Enugu State to enhance understanding of the overall effects of onboarding on job satisfaction within the pharmaceutical manufacturing sector.
An examination of the relationship between onboarding practices and employee satisfaction in the oil and gas sector in Rivers State, Nigeria, was conducted by Ibrahim et al. (2022). The study involved a quantitative cross-sectional survey (n=180) randomly sampled from three companies, with data collected using self-administered questionnaires and analyzed using multiple regression analysis. Results from the analysis indicated that onboarding programs positively influenced employee satisfaction and retention rates at all participating firms. The study was confined to the specific context of Nigeria; however, it examined the orientation and training components of the onboarding process while omitting the cultural integration and connection components included in Bauer’s (2010) model, leading to an industrial gap because the study did not take place within the healthcare manufacturing sector.
Brown and Taylor (2021) explored onboarding/job satisfaction within UK's pharmaceutical industry using quantitative survey type with 270 participants as sample size. The authors utilized regression analysis methods to examine their data and found that implementing an effective onboarding program which provides both mentoring and cultural integration greatly increased levels of employee job satisfaction and performance. They also showed how the establishment of social relationships can decrease intention to leave and increase commitment to company. Despite demonstrating these benefits, Brown and Taylor only provided analysis for two-out-of-four components of onboarding (culture and connection). Therefore, they did not fully utilize the Bauer Four C's framework in their research limiting its overall theoretical completeness. Additionally, the research will be useful in performing future studies in the healthcare manufacturing sector in Nigeria. 
Okeke and Nwosu (2021) performed an empirical study on the effect of onboarding on employee job satisfaction with 200 respondents from various manufacturing companies located in Nigeria. They used correlation analysis methods and reported a statistically significant positive correlation between onboarding and job satisfaction. They concluded that having a structured onboarding process increases role clarity and retention of employees. The authors did not apply all four components of Bauer's Four C's framework and lacked industry specificity as their research encompassed a wide variety of different types of manufacturing businesses rather than being limited to the healthcare manufacturing sub-set of the industry. The limitations of previous studies demonstrate an urgent need for further investigations among organizations specialising in the healthcare manufacturing industry located within Enugu State in Nigeria.
In 2010, Lee and Park conducted a longitudinal analysis of biotech company experiences in South Korea related to both new employee onboarding and the extent of ongoing positive job satisfaction and commitment to their employer. Data for the study were collected through semi-structured interviews of 310 employees and analyzed using structural equation modelling. Results showed a positive, lasting effect for high-quality onboarding on job satisfaction and employee commitment. In particular, the study pointed out the need for effective cultural integration and mentoring processes during new employee adjustment. Another limitation of their study was that it focused only on large biotechnology companies; therefore, it would be difficult to generalize the findings from this research to smaller health care manufacturing companies such as Michelle Laboratories in Enugu, Nigeria.
Table 1: Summary of Empirical Studies 

	S/N
	Author(s) & Year
	Country
	Sector
	Sample Size
	Methodology/Design
	Key Findings
	Research Gaps Identified

	1
	Atillo (2025)
	Philippines
	Government
	38
	Descriptive-correlational; Spearman correlation
	Effective onboarding strongly related to satisfaction, especially with mentoring and culture.
	Small sample; public sector only; omitted Bauer’s 4Cs.

	2
	Soares, Rodrigues & Rebelo (2025)
	Portugal
	Private (General)
	151
	Predictive quantitative; regression
	Perceived support and cultural fit enhance job satisfaction.
	Focused on socialization, not structured onboarding; excluded 4Cs.

	3
	Conway & Briner (2024)
	United Kingdom
	Financial
	250
	Longitudinal; mediation & regression
	Onboarding effectiveness predicts satisfaction via fairness and trust.
	Limited to finance sector; excluded compliance and connection dimensions.

	4
	Hoogeveen (2024)
	Netherlands
	Technology
	25
	Case study; thematic analysis
	Communication and connection improve satisfaction in virtual onboarding.
	Small qualitative sample; no 4Cs; focused on IT, not manufacturing.

	5
	Chen et al. (2024)
	Taiwan
	Healthcare
	300
	Cross-sectional; SEM
	Clarification, culture, and connection predict satisfaction and retention.
	Focused on hospitals; omitted manufacturing context.

	6
	Abdul-Rahman & Musa (2024)
	Nigeria
	Pharmaceutical
	180
	Quantitative; correlation & regression
	Onboarding improves satisfaction and commitment.
	Small sample; omitted compliance and culture.

	7
	Ilma & Desiana (2024)
	Indonesia
	Manufacturing & Services
	187
	Cross-sectional; regression
	Mentorship and culture boost creativity and satisfaction.
	Focused on creativity; omitted full 4Cs; outside Nigeria.

	8
	Dickson & Isaiah (2024)
	Ghana
	Private Sector
	230
	Descriptive survey; regression
	Clarification and culture dimensions improve satisfaction.
	Omitted compliance and connection; not manufacturing.

	9
	Ahmad et al. (2023)
	Malaysia
	Telecommunications
	320
	Correlational; multiple regression
	Mentorship and clarity predict satisfaction and retention.
	Focused on telecoms; partial 4Cs use; outside Nigeria.

	10
	Kumar & Sharma (2023)
	India
	Corporate
	210
	Quantitative; multiple regression
	Structured onboarding enhances satisfaction and reduces turnover.
	Did not analyze 4Cs separately; not healthcare manufacturing.

	11
	Kiazad, Holtom & Hom (2023)
	Australia
	Service
	278
	Longitudinal; SEM
	Fulfilling onboarding expectations increases satisfaction and commitment.
	Focused on psychological contract; not 4Cs; outside Nigeria.

	12
	Jensen et al. (2023)
	Denmark
	Mixed Industries
	300
	Quantitative; correlation & regression
	Quality onboarding predicts satisfaction and retention.
	Did not test 4Cs; lacked industry focus.

	13
	Moyo & Khumalo (2023)
	South Africa
	Manufacturing
	250
	Cross-sectional; regression
	All four 4Cs positively affect job satisfaction.
	One-time data; lacks longitudinal validation.

	14
	Alvarez & Perez (2023)
	Spain
	Healthcare Manufacturing
	210
	Correlation & regression
	Culture and connection are strongest predictors of satisfaction.
	Excluded small firms; context limited to large organizations.

	15
	Adebayo et al. (2022)
	Nigeria
	Pharmaceutical Manufacturing
	150
	Survey; regression
	Clarification and connection significantly influence satisfaction.
	Omitted compliance and culture; small sample size.

	16
	Mwangi & Otieno (2022)
	Kenya
	Healthcare
	300
	Descriptive survey; regression
	Structured onboarding improves satisfaction via engagement.
	Focused on healthcare service, not manufacturing.

	17
	Ibrahim et al. (2022)
	Nigeria
	Oil & Gas
	180
	Cross-sectional; multiple regression
	Onboarding enhances satisfaction and retention.
	Examined only training/orientation; excluded culture and connection.

	18
	Brown & Taylor (2021)
	United Kingdom
	Pharmaceutical
	270
	Quantitative; regression
	Mentoring and culture improve satisfaction and reduce turnover.
	Examined only 2 of 4Cs (culture & connection).

	19
	Okeke & Nwosu (2021)
	Nigeria
	Manufacturing
	200
	Correlation analysis
	Structured onboarding promotes role clarity and retention.
	Excluded Bauer’s 4Cs; not healthcare manufacturing.

	20
	Lee & Park (2020)
	South Korea
	Biotechnology
	310
	Longitudinal; SEM
	Onboarding quality sustains job satisfaction and loyalty.
	Focused on large biotech firms; not Nigerian context.


Source: Research Compilation

2.4.1 Gaps in Research 
Numerous empirical studies have highlighted the positive impact of employee onboarding on overall job satisfaction in several sectors. However, there are still many theoretical, methodological, and contextual voids in the literature related to employee onboarding. Recent researchers, such as Atillo (2025) in the Philippines, and Soares, Rodrigues, and Rebelo (2025) in Portugal have produced empirical findings to support the correlation between employee onboarding processes and employee satisfaction/engagement. However, both of the recent studies failed to apply Bauer's (2010) Four C's of onboarding (Compliance, Clarification, Culture and Connection). As such, the theorical foundation of both studies is lacking as well as the overall comprehensiveness of both studies. Conway and Briner (2024) and Hoogeveen (2024) focused their research on Psychological Contracts and Virtual Onboarding respectively, yet did not assess the dimensions of structured Onboarding as defined by Bauer (2010). Both studies lacked the assessment of compliance, clarification, culture, and connection as dimensions of structured onboarding. Chen et al. (2024) and Abdul-Rahman and Musa (2024) did offer evidence of a connection between onboarding and employee satisfaction in the healthcare and pharmaceutical context, however they were limited to hospital or very small sample populations in Nigeria and therefore cannot be generalized or applied within the context of healthcare manufacturing. Additionally, researchers in developing nations such as Ilma and Desiana (2024) in Indonesia and Dickson and Isaiah (2024) in Ghana, "revealed important methods of mentoring and cultural influence on employee satisfaction"; however, they did not provide data on other dimensions of onboarding, which creates additional theoretical gaps.
Additionally, research in Malaysia (Ahmad et al., 2023) and India (Kumar and Sharma, 2023) has shown that the mentoring process and implementing a structured onboarding programme enhances employee job satisfaction thereby reducing employee turnover; however, these findings apply specifically to the telecommunications and corporate industry and are not directly transferable to Nigeria's healthcare manufacturing industries. Moreover, both Adebayo et al. (2022) and Ibrahim et al. (2022) determined that their samples from African countries also did not have full adoption of Bauer’s 4Cs model, which adds to the inconsistency of the results of these studies. Furthermore, the majority of these studies were designed with a cross-sectional design making it difficult to draw causal inferences. When considered together, none of these studies has provided empirical support for the combined impact of Bauer’s Four C’s on job satisfaction in Nigeria’s healthcare manufacturing sector, indicating that an empirical gap continues to exist regarding the impact that structured onboarding practices have on job satisfaction of employees in this sector, particularly in organizations like Michelle Laboratories Enugu.





CHAPTER THREE
METHODOLOGY
3.1 Research Design
The study adopted a descriptive survey research design. The framework allowed for gathering and analyzing information to answer research questions. A description of the implementation of the research process, with emphasis on how the research was implemented so that research findings are accurate and reliable. There are four basic types of research designs: descriptive, experimental, correlation, and survey designs. For this study, descriptive survey design was chosen to describe the current status and relationships between employee onboarding and job satisfaction from a sample of the population using Patrick Bauer's four C's to quantify the onboarding experience (compliance, clarification, culture, and connection) and how it has impacted their perception of job satisfaction. This design is appropriate for the study because it is cost-effective, lends itself to a cross-sectional method, and the results from this design can be used to make conclusions about the entire population used in the study.
3.2 Area of the Study
The geographical (area of study) and organizational contexts in which research is conducted is known as study areas. This research was conducted at Michelle Laboratories located in the Enugu State of Nigeria, which is a healthcare manufacturing company that produces pharmaceutical products. The Enugu State of Nigeria was selected for this research because of its relevance to the research issue. Since Michelle Laboratories is a growing pharmaceutical company and employee onboarding is a major contributor to employee satisfaction, retention, and productivity, the research area was also used to examine how employee onboarding influences job satisfaction in other similar companies; therefore, the selection of this study area gives this study additional credibility.
3.3 Population of the Study
The population for this study includes all employees at Michelle Laboratories, Enugu. They were selected from each level of management; functional specialties within the company; and employees performing administrative functions. According to Michelle Laboratories Human Resource Department records as of 2025, there are 120 employees total at Michelle Laboratories; these 120 employees were used as the population of this study, see Table 2. The rationale/justification for population selection is that each of the employees has experienced onboarding, but the degree of employee satisfaction may vary by type/level of onboarding experience received.
Table 2: Population Distribution of Employees in Michelle Laboratories, Enugu State
	Category of Staff
	Number of Employees

	Management Staff
	10

	Technical/Production Staff
	70

	Administrative/Support Staff
	40

	Total
	120


Source: Human Resource Department, Michelle Laboratories Ltd., Enugu (2025)
3.4 Sample Size and Sampling Technique
The data used for the purposes of this study were obtained by conducting a census of all 120 employees and using those individuals as data for the study. The reason for conducting a census of all employees was that their number was small enough to allow for a complete enumeration of employees and they are all located in one organization that possesses similar characteristics. The method of sampling for the data was stratified random sampling method in order to provide fair representation of employees in all categories of employee. The stratified random sampling method provided a means of reducing sampling bias by ensuring that each employee from each department were, with proportions that represent the quantity and quality of the opinions held by an employee in that department.
3.5 Sources of Data
This research used a combination of one or the other to obtain data: secondary sources (used here to give the necessary historical background to this work) and primary sources (used as the method for collecting original 'first-hand' empirical data on new-hire experiences). Collecting primary data was helpful because the primary source provided unbiased input, and confidentiality of participants' identities adds further protection against possible retribution from their organization due to the nature of their reactions to the organizational onboarding process. Furthermore, by utilizing structured questionnaires, a quantitative analysis can statistically assess the correlation between dimensions of onboarding and employee satisfaction with jobs.
In addition, literature provided an array of secondary data that facilitated understanding onboarding processes prior to the collection of new-hire survey responses because it provided historical and more general information about onboarding processes. This rationale supports the appropriateness of these practice types for purposes of gathering reliable statistics on new-hire experiences in the workplace.
3.6 Instrument for Data Collection
An instrument of research used to gather information or data is called a research instrument. Some typical research instruments are interviews, questionnaires, and observation schedules. For this research study, a structured questionnaire will be used. The questionnaire that will be used consists of two sections. Section A of the questionnaire gathers information about the demographics of the participant. Section B contains information about employee orientation using the 4C’s (i.e., Compliance, Clarification, Culture, Connection, and Job-Satisfaction) that were developed by Bauer. The Likert scale, which ranges from "strongly agree" to "strongly disagree," was used to measure the items in Section B. The instrument used for this project has been determined to be efficient for collecting quantitative data, easy to administer, and appropriate for conducting statistical analyses.
3.7 Validity and Reliability of the Instrument
3.7.1 Validity of the Instrument
Validity refers to the degree to which an instrument measures what it is supposed to be measuring. The questionnaire has been validated for both content and face validity by having the questionnaire reviewed by HR experts as well as academic research methods experts (including the research supervisor) and making modifications based on the feedback received in order to increase the relevance of the questionnaire to measuring the constructs of orientation and job satisfaction. The validation of the questionnaire demonstrates that the questionnaire accurately measures the variables that it is intended to measure, and therefore will improve the credibility of the results that are produced from the study.
3.7.2 Reliability of the Instrument
Reliability is the measurement consistency of an instrument across measurements of variables. A pilot study was conducted to test the reliability of the questionnaire with 10 persons who worked in a similar pharmaceutical organization located in Enugu, who were not included in the main study. Data collected was analyzed based on Cronbach's Alpha which produced a coefficient of .82, indicating a high level of internal consistency; thus, the instrument could be relied on as representative of its use for the main study.
3.8 Method of Data Collection
Data collection from participants required the researcher to make an in person physical visit to the organization under study. The first step was to obtain permission from the organization’s management; upon being granted such approval, the researcher distributed questionnaires to respondents. Respondents were given a period of two weeks to complete the questionnaire to ensure that they have sufficient opportunity to provide a complete response and follow up with adequate means to remind them so that the response rate is maximized.
3.9 Technique of Data Analysis
Data analysis is the systematic arrangement and interpretation of data that has been collected to answer the research question(s). Descriptive statistics was used for the demographic data and response data (means, frequencies of occurrences, and percentages). In addition, inferential statistics was used to analyze data on the study construct.  It was also used to test the hypotheses and to measure the relationships between the employee onboarding and job satisfaction. The use of Statistical Package for the Social Sciences (SPSS) for quantifiable data was justified based on the accuracy and efficient handling of that data.
3.10 Model Specification
The specification of a model provides a mathematical/statistical framework through which to illustrate the relationship between the independent and dependent variables in the research study. It is the analytical basis for providing a test of the hypotheses and making inferences. The model developed in this research project was designed to determine the relationship between employee onboarding and job satisfaction (dependent variable) at Michelle Laboratories, Enugu State with the four dimensions of employee onboarding as developed (Compliance (CO), Clarification (CL), Culture (CU), and Connection (CN)) by Bauer (2010) being the independent variables. Conceptually, the model purports that as the independent variables are positively improved with respect to their dimensions, they will likewise positively affect the job satisfaction of the employees.
The functional relationship is expressed as:
To make the relationship empirically measurable, the linear regression model is specified as follows:
Where:
JS = Job Satisfaction (dependent variable)
CO = Compliance (extent to which employees understand organizational rules and procedures)
CL = Clarification (extent to which employees understand their job roles and expectations)
CU = Culture (degree of alignment with the organization’s values, beliefs, and norms)
CN = Connection (extent of social integration and interpersonal relationships within the organization)
β₀ = Constant term (intercept)
β₁ – β₄ = Coefficients representing the effect of each onboarding dimension on job satisfaction
μ = Error term (captures the influence of other unobserved factors)




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS
4.1 Introduction
This chapter presents the data collected from administration of copies of questionnaire, analysis and interpretation, as well as discussing the results and the recommendations for implementation. 
4.2 Presentation of Data
The data presented here relates to the frequencies of the questionnaire administration, demography of respondents and the constructs or variables of the study.
Table 3: Distribution of Questionnaire to Respondents
	Questionnaire Distribution
	Frequency
	Percentage (%)

	Total Questionnaire Distributed
	120
	100.0

	Questionnaire Returned
	98
	81.7

	Questionnaire Not Returned
	22
	18.3

	Questionnaire Excluded
	4
	3.3

	Questionnaire Used for Analysis
	94
	78.4


Source: Field Survey, 2026.
The data presented in Table 3 show that a total of 120 questionnaires were distributed to employees of Michelle Laboratories Ltd., Enugu State. Out of this number, 98 questionnaires representing 81.7% were successfully returned, while 22 questionnaires representing 18.3% were not returned. Out of the returned questionnaires, 4 representing 3.3% were excluded due to incomplete responses and inconsistencies. Consequently, 94 questionnaires representing 78.4% of the total distributed copies were found valid and used for the final data analysis. The response rate of 81.7% is considered adequate and reliable for the study because it provided sufficient data for meaningful statistical analysis and interpretation.


4.2.1 Diagnostic Tests of Data 
Table 4: Diagnostic Tests for the Study Variables
	Diagnostic Test
	Variable
	Tolerance
	VIF
	Skewness
	Kurtosis
	Linearity (Sig.)

	Multicollinearity
	Compliance
	0.681
	1.468
	
	
	

	Multicollinearity
	Clarification
	0.624
	1.603
	
	
	

	Multicollinearity
	Culture
	0.592
	1.689
	
	
	

	Multicollinearity
	Connection
	0.645
	1.550
	
	
	

	Normality Test
	Compliance
	
	
	-0.421
	-0.318
	

	Normality Test
	Clarification
	
	
	-0.287
	-0.441
	

	Normality Test
	Culture
	
	
	-0.366
	-0.215
	

	Normality Test
	Connection
	
	
	-0.194
	-0.506
	

	Normality Test
	Job Satisfaction
	
	
	-0.255
	-0.397
	

	Linearity Test
	Compliance and Job Satisfaction
	
	
	
	
	0.000

	Linearity Test
	Clarification and Job Satisfaction
	
	
	
	
	0.001

	Linearity Test
	Culture and Job Satisfaction
	
	
	
	
	0.000

	Linearity Test
	Connection and Job Satisfaction
	
	
	
	
	0.002


Source: Researcher’s Computation using SPSS Version 27, 2026.

The diagnostic test results presented in Table 4 confirm that the data satisfied the assumptions required for regression analysis. The multicollinearity statistics show that all the independent variables namely compliance, clarification, culture, and connection recorded Variance Inflation Factor (VIF) values ranging from 1.468 to 1.689, which are far below the maximum threshold of 10. Similarly, the tolerance values ranged from 0.592 to 0.681, which are above the minimum acceptable value of 0.10. This indicates the absence of multicollinearity among the predictor variables, suggesting that the independent variables are sufficiently distinct and do not excessively correlate with one another.
The normality test results further revealed that the skewness and kurtosis values for all variables fell within the acceptable range of ±1.0, indicating that the data were approximately normally distributed. This implies that the responses obtained from the employees did not violate the assumption of normality required for parametric statistical analysis.
The results of the linearity tests were also reported as statistically significantly affecting job satisfaction with a significance value of less than 0.05, providing sufficient evidence for the existence of linear relationships for compliance, clarification, culture, connection, and job satisfaction. As such, these data were appropriate for both multiple regression analysis and hypothesis testing.
4.2.2 Respondents Demographic Data
Table 5: Demographic Characteristics of Respondents
	Demographic Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	56
	59.6

	
	Female
	38
	40.4

	
	Total
	94
	100.0

	Age Bracket
	20–29 years
	24
	25.5

	
	30–39 years
	41
	43.6

	
	40–49 years
	20
	21.3

	
	50 years and above
	9
	9.6

	
	Total
	94
	100.0

	Marital Status
	Single
	37
	39.4

	
	Married
	51
	54.3

	
	Divorced/Widowed
	6
	6.3

	
	Total
	94
	100.0

	Educational Qualification
	SSCE/OND
	18
	19.1

	
	HND/B.Sc.
	57
	60.6

	
	Postgraduate Degree
	19
	20.3

	
	Total
	94
	100.0

	Department
	Management
	8
	8.5

	
	Technical/Production
	55
	58.5

	
	Administrative/Support
	31
	33.0

	
	Total
	94
	100.0

	Years of Service
	Below 5 years
	34
	36.2

	
	5–10 years
	39
	41.5

	
	11 years and above
	21
	22.3

	
	Total
	94
	100.0


Source: Field Survey, 2026.
Male employees made up the majority of respondents (59.6%) with females comprising 40.4% (see Table 5) at Michelle Laboratories Ltd. in Enugu State, suggesting men dominate the workforce, although women also represent a significant presence.
Regarding age, the majority of respondents (43.6%) were aged between 30–39 years, while those aged between 20–29 years accounted for 25.5%. This indicates that most employees in the organization are between productive and active ages with vast experience and adaptability to the company's onboarding processes.
In terms of marital status, the majority of respondents were married (54.3%) followed by single individuals (39.4%). This suggests that the majority of employees have family responsibilities that may impact their views on job satisfaction and support from the organization.
In terms of qualifications, most respondents held an HND/BSc certificate (60.6%) and postgraduate degrees account for 20.3%. This suggests that most employees can read and understand a company's onboarding policy and procedures effectively.
In the department breakdown, 58.5% of the participants were part of the technical and/or production departments, while 33.0% of the respondents were part of administrative and/or support departments. Therefore, Michelle Laboratories is primarily a manufacturing business in the health care sector. The third part of the analysis looked at the number of years of employment. Of the total number of respondents—41.5% had been employed by the company for 5–10 years and 36.2% for less than 5 years. Thus, many of the participants had enough experience at work to provide accurate feedback on both onboarding and job satisfaction at Michelle Laboratories.



4.2.3 Presentation of Data on Variables of the Study
Table 6: Descriptive Statistics on Compliance-Based Onboarding Practices
	S/N
	Compliance Items
	SA
	A
	U
	D
	SD
	Mean
	Std. Dev.

	1
	I was properly informed about the company’s rules and regulations during onboarding
	42
	33
	8
	7
	4
	4.09
	0.97

	2
	The organization adequately explained workplace safety procedures to me
	46
	29
	9
	6
	4
	4.14
	0.99

	3
	I received adequate information on organizational policies and procedures
	39
	37
	7
	6
	5
	4.05
	1.01

	4
	The onboarding programme helped me understand ethical standards in the organization
	44
	31
	8
	7
	4
	4.11
	0.98


Source: Field Survey, 2026.

As reported in Table 6, the majority of respondents agreed or strongly agreed with all statements that concerned compliance‐based onboarding practices. The highest mean score of 4.14 was from the item regarding the explanation of workplace safety procedures. This suggests that safety orientation was perceived by respondents to be a major part of the onboarding process. All mean scores ranged from 4.05‐4.14, which is above the minimum mean score of 3.00 and indicates that respondents have generally positive perceptions of the organization’s compliance practices. The standard deviation values of 0.97‐1.01 are indicative of moderate levels of variation among respondents’ opinions, which suggests that there is a relative amount of consistency among their responses. The conclusion is that Michelle Laboratories Ltd. has a compliance onboarding program that successfully supports employees understanding of organizational procedures and regulations.



Table 7: Descriptive Statistics on Clarification-Oriented Onboarding Practices
	S/N
	Clarification Items
	SA
	A
	U
	D
	SD
	Mean
	Std. Dev.

	1
	My job responsibilities were clearly explained during onboarding
	48
	30
	7
	5
	4
	4.20
	0.96

	2
	I clearly understood performance expectations after onboarding
	45
	32
	8
	5
	4
	4.16
	0.97

	3
	The onboarding process helped me understand reporting relationships
	41
	35
	9
	5
	4
	4.11
	0.98

	4
	I received adequate guidance on how to perform my duties effectively
	47
	29
	8
	6
	4
	4.16
	0.99


Source: Field Survey, 2026.
Table 7 shows that employees viewed clarification-oriented onboarding positively. More employees agreed or strongly agreed about having their job duties and responsibilities and reporting lines explained and communicated through their onboarding experience. Employees had the highest average agreement of 4.20 on having their job responsibilities explained, meaning employees were clearly communicated their role. Responses were not very different with standard deviations of .96-.99 suggesting that the level of agreement for the questions were similar across respondents. Effectively clarifying employees' roles during the onboarding period has a good effect of employees' understanding and adjustment to the organization.








Table 8: Descriptive Statistics on Cultural Onboarding Practices
	S/N
	Culture Items
	SA
	A
	U
	D
	SD
	Mean
	Std. Dev.

	1
	The onboarding programme introduced me to the organization’s values and culture
	43
	34
	7
	6
	4
	4.13
	0.96

	2
	I was encouraged to align with the organization’s work ethics
	46
	30
	8
	6
	4
	4.15
	0.98

	3
	The onboarding process helped me understand acceptable workplace behaviour
	41
	36
	7
	6
	4
	4.11
	0.97

	4
	I feel connected to the organization’s mission and vision because of onboarding
	44
	31
	9
	6
	4
	4.12
	1.00


Source: Field Survey, 2026.
Table 8 indicates that most respondents had a positive perception of cultural onboarding. Most respondents felt that the onboarding program helped introduce them to each other as well as to the culture, ethics and mission of the organization (Michelle Laboratories Ltd.). The means ranged from 4.11 - 4.15 which indicates high levels of agreement on all statements. The relative standard deviations were low suggesting that the perceptions of employees were consistent in regard to the cultural practices of the organization. Therefore, the assumption can be made that cultural onboarding practices at Michelle Laboratories Ltd. are effective in fostering organizational identity and integrating employees.
Table 9: Descriptive Statistics on Connection-Based Onboarding Practices
	S/N
	Connection Items
	SA
	A
	U
	D
	SD
	Mean
	Std. Dev.

	1
	The onboarding process helped me build good relationships with colleagues
	45
	31
	8
	6
	4
	4.14
	0.98

	2
	I received support from supervisors during onboarding
	47
	29
	8
	6
	4
	4.16
	0.99

	3
	Team members were friendly and supportive during my integration process
	44
	33
	7
	6
	4
	4.14
	0.97

	4
	Mentorship and guidance from coworkers improved my adjustment
	46
	30
	8
	6
	4
	4.15
	0.98


Source: Field Survey, 2026.
Respondents who provided feedback about how they experienced onboarding via connection-based practices feel positively about that experience. A large majority of employees who responded strongly agreed or agreed that they were supported by both their supervisor and coworkers as part of their onboarding process. There were mean (average) values of 4.14 to 4.16, thus demonstrating a high level of agreement relative to the establishment and value of workplace relationships and social support. The standard deviation was below 1.00, indicating there was little difference among respondents concerning their perceptions of the effectiveness of Interpersonal Support during their onboarding experience. Based on these findings, it appears that Connection-Based Onboarding Practices improve the establishment of workplace relationships and enhance social integration for employees.
Table 10: Descriptive Statistics on Job Satisfaction
	S/N
	Job Satisfaction Items
	SA
	A
	U
	D
	SD
	Mean
	Std. Dev.

	1
	I am satisfied with my current job at Michelle Laboratories Ltd.
	48
	29
	8
	5
	4
	4.19
	0.98

	2
	I feel motivated to perform my duties effectively
	46
	31
	7
	6
	4
	4.16
	0.97

	3
	I am satisfied with the support I receive from management
	42
	34
	8
	6
	4
	4.11
	0.99

	4
	I am happy with the working environment in the organization
	45
	32
	7
	6
	4
	4.15
	0.98

	5
	I intend to continue working with the organization for a long time
	47
	30
	8
	5
	4
	4.18
	0.97


Source: Field Survey, 2026.

Michelle Laboratories Ltd employees were generally satisfied with their jobs according to Table 10. Respondents endorsed all job satisfaction items either strongly agree or agree. The mean for total job satisfaction was 4.19 while the mean for example of management support was the lowest at 4.11. Each of the respective means was above the threshold of 3.00, therefore employees had high job satisfaction levels. Based on the standard deviation values of less than 1.00 for all employee responses, consistency (low variability) existed in the employees’ responses to the survey. Therefore, Michelle Laboratories Ltd.'s employees are experiencing high levels of job satisfaction which should promote increased organizational commitment and enhanced organizational performance.
4.2.4 Results
Table 11: Model Summary for the Effect of Employee Onboarding on Job Satisfaction
	Model
	R
	R²
	Adjusted R²
	Std. Error of the Estimate
	Durbin-Watson

	1
	.821
	.674
	.659
	0.514
	1.882


Dependent Variable: Job Satisfaction
Source: Researcher’s Computation using SPSS Version 27, 2026.

The findings in table 11 present evidence of a strong correlation between factors of onboarding for employees and their respective levels of job satisfaction. There is a significant positive correlation between compliance, clarification, culture, connection and levels of job satisfaction as indicated by the correlation co-efficient (R = .821) which was observed within Michelle Laboratories Ltd.'s employees in Enugu State. Likewise, the coefficient of determination demonstrates that approximately 67.4% of the differences in employee's level of job satisfaction can be explained through the influence of the onboarding factors identified by this study (R² = .674), while the remaining 32.6% may be due to some unknown influence(s).
The above is reinforced by the adjusted R² co-efficient (R² = .659), indicating that this model has a good level of predictive ability after correction for the number of predictors. The value of the Durbin-Watson statistic (1.882) is also suggestive of no problems with autocorrelation within the data used regarding the regression model being tested, and it falls within the acceptable value range for durban-watson statistics of 1.5-2.5. Overall, these results demonstrate that this regression model is stable and therefore a reasonable predictor.
Table 12: ANOVA Result for the Regression Model
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	48.762
	4
	12.191
	46.137
	.000ᵇ

	Residual
	23.508
	89
	0.264
	
	

	Total
	72.270
	93
	
	
	


ᵇ Predictors: (Constant), Compliance, Clarification, Culture, Connection
Dependent Variable: Job Satisfaction
Source: Researcher’s Computation using SPSS Version 27, 2026.

The ANOVA results provided in Table 12 demonstrate that there is statistically significant evidence available for the presence of a relationship between the different types of independent variables and their impact on employee job satisfaction at Michelle Laboratories Ltd., located in Enugu State, Nigeria. The calculated F-statistic of 46.137 with a p-value of .000 indicates that there exists a very strong relationship between the independent variable(s) as a group and employee job satisfaction. Since the calculated p-value for the overall regression model is less than the .05 significance level, it can therefore be concluded that the overall regression model has sufficient statistical validity to use in evaluating the relationship between employee onboarding practices and employee job satisfaction. Based upon these findings, it can be stated that, as an entire group, the various components (dimensions) of employee onboarding will significantly influence the level of overall employee job satisfaction at Michelle Laboratories Ltd. organizationally.


Table 13: Regression Coefficients for Employee Onboarding and Job Satisfaction
	Variables
	Unstandardised B
	Std. Error
	Standardised Beta
	T
	Sig.

	(Constant)
	0.742
	0.281
	
	2.641
	.010

	Compliance
	0.214
	0.073
	.238
	2.931
	.004

	Clarification
	0.267
	0.081
	.291
	3.296
	.001

	Culture
	0.186
	0.069
	.209
	2.696
	.008

	Connection
	0.301
	0.077
	.334
	3.909
	.000


Dependent Variable: Job Satisfaction
Source: Researcher’s Computation using SPSS Version 27, 2026.

The results of the regression analysis (refer to Table 13) show that all of the dimensions of employee onboarding have a positive influence on job satisfaction among employees of Michelle Laboratories Ltd. (Enugu State). Compliance has a positive coefficient (β = .238, p = .004) indicating that an effective compliance-based onboarding process will increase employee job satisfaction. Clarification also had a significantly positive relationship with job satisfaction (β = .291, p = .001), indicating that employees who have a clear understanding of their roles and responsibilities are more satisfied with their jobs.
There was a significant positive relationship between culture and job satisfaction (β = .209, p = .008), signaling that cultural integration within organizations enhances employee satisfaction. The highest beta coefficient associated with job satisfaction was connection (β = .334, p = .000), which indicates that the relationships between individuals through mentoring and supporting coworkers, as well as through social relationships, are most important for improving employee satisfaction in the workplace. Overall, the results suggest that all four dimensions of employee onboarding have a significant and positive impact on employee job satisfaction for Michelle Laboratories Ltd. (Enugu State).
4.3 Test of Hypotheses
The hypotheses were tested using multiple regression analysis at a 5% level of significance (0.05). The decision rule states that: Reject the null hypothesis (H₀) if the probability value (p value) is less than 0.05 and accept the null hypothesis (H₀) if the probability value (p value) is greater than 0.05.  The regression coefficient results presented in Table 13 were used in testing the hypotheses.
4.3.1 Test of Hypothesis One
H₀₁: Compliance-based onboarding practices have no significant effect on job satisfaction among employees of Michelle Laboratories, Enugu State.
The regression result in Table 13 showed that compliance-based onboarding practices had a beta coefficient of 0.238 with a t-value of 2.931 and a probability value of 0.004. Since the p value of 0.004 is less than the 0.05 level of significance, the null hypothesis was rejected.
Therefore, compliance-based onboarding practices have a significant positive effect on job satisfaction among employees of Michelle Laboratories, Enugu State.
4.3.2 Test of Hypothesis Two
H₀₂: Clarification-oriented onboarding practices have no significant influence on employee job satisfaction at Michelle Laboratories, Enugu State.
The regression analysis revealed that clarification-oriented onboarding practices recorded a beta coefficient of 0.291 with a t-value of 3.296 and a significance value of 0.001. Since the p value of 0.001 is less than 0.05, the null hypothesis was rejected. Therefore, clarification-oriented onboarding practices have a significant positive influence on employee job satisfaction at Michelle Laboratories, Enugu State.


4.3.3 Test of Hypothesis Three
H₀₃: Cultural onboarding practices have no significant impact on employees’ job satisfaction in Michelle Laboratories, Enugu State.
The regression coefficient for cultural onboarding practices was 0.209 with a t-value of 2.696 and a p value of 0.008. Since the significance value of 0.008 is less than the 0.05 threshold, the null hypothesis was rejected. Therefore, cultural onboarding practices have a significant positive impact on employees’ job satisfaction in Michelle Laboratories, Enugu State.
4.3.4 Test of Hypothesis Four
H₀₄: Connection-based onboarding practices have no significant effect on job satisfaction among employees of Michelle Laboratories, Enugu State.
The regression result indicated that connection-based onboarding practices had a beta coefficient of 0.334 with a t-value of 3.909 and a probability value of 0.000. Since the p value is less than 0.05, the null hypothesis was rejected. Therefore, connection-based onboarding practices have a significant positive effect on job satisfaction among employees of Michelle Laboratories, Enugu State.
4.4 Discussion of Findings
The findings of the study revealed that compliance-based onboarding practices have a significant positive effect on job satisfaction among employees of Michelle Laboratories Ltd., Enugu State. The regression analysis indicated that compliance provides a significant prediction for job satisfaction at a beta coefficient of .238, with a probability value of .004. In other words, employees are more likely to be satisfied in their jobs when they are properly introduced to organizational rules, safety procedures, and ethical standards. This finding corroborates the results of previous empirical research conducted by Moyo and Khumalo (2023), who concluded that compliance positively influences employee morale and job satisfaction among South African manufacturing employees. Similarly, Chen et al. (2024) found that onboarding dimensions have a significant impact on employee satisfaction in the Taiwanese healthcare industry. In addition, Abdul Rahman and Musa (2024) reported that onboarding practices enhance employee satisfaction among pharmaceutical workers in Lagos State. Conversely, the findings of Dickson and Isaiah (2024) and Adebayo et al. (2022) did not include compliance as an essential predictor of employee satisfaction in the respective studies. Thus, these findings demonstrate the contribution of compliance onboarding to the overall job satisfaction of employees within Nigeria's healthcare manufacturing sector and provide additional knowledge regarding the importance of compliance onboarding to employee job satisfaction.
According to the results of this research project, clarification as a major dimension of onboarding has a strong influence on job satisfaction for employees. The beta coefficient of 0.291 and significance value of 0.001, demonstrated that having clarity of role and proper communication of expectations improves employee satisfaction. This result aligns with Kumar and Sharma’s (2023) findings that when orientation and role clarity were provided at the time of onboarding, it produced greater employee satisfaction and lower turnover intentions in Indian corporate firms. The findings from Ahmad et al. (2023) also support this finding as they found that onboarding clarity was one of the best predictors for employee satisfaction and retention in the telecommunications industry in Malaysia. Furthermore, Adebayo et al. (2022) found that clarification improved morale of employees in the pharmaceutical industry in Enugu State. The current study further corroborates the findings of Okeke and Nwosu (2021), who concluded that using structured onboarding contributes to both clarity of roles and organization’s attachment. However, the finding of the current research is not in complete agreement with the study conducted by Ilma and Desiana (2024) as they utilized a creativity and engagement lens as opposed to pure outcome-based satisfaction measurement. The present research study thus identifies that clarification will always be a significant dimension of onboarding that influences job satisfaction for employees working in a healthcare manufacturing organization.
Another finding of the study was that cultural onboarding practices impacted employee job satisfaction. The regression coefficient for the cultural onboarding practices construct was 0.209, with a level of significance of 0.008. These results suggest that employees who understand and align themselves with their organization's cultural values, ethics and expected behaviours tend to be more satisfied than those who do not. This finding is supported by Alvarez and Perez (2023), who found cultural onboarding was a strong predictor of employee satisfaction in Spain's healthcare manufacturing sector. Brown and Taylor (2021) reported that cultural integration increased employee commitment and satisfaction within the UK pharmaceutical industry, supporting this finding. Likewise, Soares, Rodrigues and Rebelo (2025) found that the cultural fit of employees and the organization's support increased employee satisfaction in Portugal. Finally, this finding supports Dickson and Isaiah (2024), who reported that culture-based onboarding practices improved the satisfaction of employees in the private sector of Ghana. Conversely, the current study's results differ from the study conducted by Ibrahim et al. (2022), which was primarily focused on training and orientation of new employees and did not account for cultural integration. As such, this study adds to our understanding of the cultural onboarding process by validating its significance as a predictor of employee satisfaction for the healthcare manufacturing industry in Nigeria through empirical evidence.
Additionally, the results provided evidence that connection-oriented onboarding techniques were the most effective with respect to job satisfaction for employees at Michelle Laboratories Ltd. The regression analysis yielded a beta coefficient of 0.334 and a significance level of 0.000, indicating that social integration, mentoring and supportive relationships within the workplace are primary influences on employee job satisfaction. This finding correlates with Atillo's (2025) research study, which demonstrated that mentoring and connection-based onboarding have an overwhelmingly positive impact on job satisfaction of employees in the public sector of the Philippines. Furthermore, this finding coincides with Hoogeveen's (2024) research project, which found that there was a significant decrease in levels of dissatisfaction reported by remote workers in technology firms located in the Netherlands due to communication and social connections between coworkers and managers. Similarly, Chen et al. (2024) found social connections to be one of the best predictors of employee satisfaction and retention among employees working in Taiwan's healthcare industry. The findings of Yang & Zhou's (2025) research demonstrated that coworkers' supports and managers' supports significantly improve employee's levels of both job satisfaction and emotional well-being. Similarly, Moyo & Khumalo (2023) established that connection had a positive effect on morale and job satisfaction among employees in the South African manufacturing industry. Therefore, this finding supports the importance of having successful personal support systems in place during an organization's onboarding process.
The results of this study are consistent with the work of Weiss and Cropanzano (1996), who defined the Affective Events theory as "the premise that all work-related events can generate a number of reactions." If an employee experiences positive onboarding through compliance, clarification, culture, and connection, they may respond positively and develop higher levels of satisfaction as a result. Employees who are supported during onboarding feel they can be themselves and are valued within the organization; AET supports this premise.
The results of this study support Blau’s (1964) theory of Social Exchange, which states that when an employee has a positive relationship with their organization, they are likely to reciprocate positively through attitude and behavior. The dimensions of onboarding were all positively correlated with job satisfaction, indicating that employees viewed onboarding as an investment in their well-being and subsequently, developed positive attitudes and high levels of job satisfaction. Therefore, this indicates that by having effective onboarding, organizations will receive high levels of commitment, job satisfaction, and other positive workplace behaviors from employees.













CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
This study investigated the effect of employee onboarding on job satisfaction, focusing on employees of Michelle Laboratories Ltd., Enugu State. The study specifically examined how compliance, clarification, culture, and connection-based onboarding practices influence employee job satisfaction using Bauer’s Four C’s framework. A descriptive survey research design was adopted, while data were collected from 94 employees using structured questionnaires. Multiple regression analysis was employed for data analysis. The findings revealed that all the onboarding dimensions significantly and positively influenced employee job satisfaction. The study concluded that effective onboarding practices enhance employee satisfaction, organizational integration, commitment, and workplace relationships within healthcare manufacturing organizations.
The specific findings of the study are summarized thus;
i. Compliance-based onboarding practices significantly influenced job satisfaction among employees of Michelle Laboratories Ltd., Enugu State with a beta coefficient of 0.238, t-value of 2.931, and p-value of 0.004. 
ii. Clarification-oriented onboarding practices had a significant positive influence on employee job satisfaction with a beta coefficient of 0.291, t-value of 3.296, and p-value of 0.001. 
iii. Cultural onboarding practices significantly affected employees’ job satisfaction with a beta coefficient of 0.209, t-value of 2.696, and p-value of 0.008. 
iv. Connection-based onboarding practices had the strongest significant effect on job satisfaction with a beta coefficient of 0.334, t-value of 3.909, and p-value of 0.000. 
5.2 Conclusion
This study concludes that employee onboarding is a critical determinant of job satisfaction among employees of Michelle Laboratories Ltd., Enugu State. The study established that effective onboarding practices through compliance, clarification, culture, and connection significantly improve employees’ workplace experiences, emotional attachment, and overall satisfaction. The results of this study filled in the gaps in the empirical research found by other researchers regarding how little attention has been given to using Bauer's Four C's combined with Nigeria's Healthcare Manufacturing Industry. The results also support the relevance of Affective Events Theory and Social Exchange Theory in demonstrating that positive emotional responses and reciprocal employee attitudes toward organizations develop from a supportive onboarding experience. Based on these results, organizations that provide structured and employee-focused onboarding programs are more likely to be successful by having higher employee satisfaction levels, increased organizational commitment, improved retention rates, and better integration into the workplace. As such, effective onboarding should be viewed as a strategic human resource management function as opposed to just a routine orientation function.
5.3 Recommendations
Based on the findings and conclusion, the study recommends the Human Resource Managers and the management of Michelle Laboratories do the following;
1. Management should enhance their onboarding process to ensure that new hires receive comprehensive training in organizational guidelines including safety protocols and ethical behaviours. This will better prepare employees to understand and meet the expectations of their job, reduce uncertainty associated with their roles, and increase job satisfaction. 
2. Human Resources Managers should ensure that clarification-type onboarding programs provide written descriptions of employee's responsibilities and performance expectations. This will clarify the ambiguity of roles and responsibilities, increase confidence in ability to perform duties, and enhance overall employee commitment/productivity. 
3. Organizational leaders should develop cultural-type onboarding programs by consistently communicating the organization's values, mission, and ethics through both induction-style programs and ongoing employee engagement initiatives. This will improve cultural integration; promote development of an organization's identity; and improve employee loyalty and satisfaction. 
4. Supervisors and department heads should develop mentorship-type onboarding and relationship building programs that will promote interaction, team building, and social support among employees during the onboarding process. This will improve interpersonal relationships; encourage development of a sense of belonging; and increase employee morale and long-term retention of employees. 
5.4 Contribution to Knowledge
This research expanded our understanding of employee onboarding and job satisfaction in Nigeria's healthcare manufacturing sector, which has not been empirically studied as much in other areas. Previous research focused on the various dimensions of onboarding in isolation; however, using Bauer's Four C's framework, this research incorporated all four dimensions—compliance, clarification, culture, and connection simultaneously. As a result of this comprehensive approach, the findings show that all four dimensions of onboarding have a significant impact on job satisfaction; however, it is clear that connection has the strongest predictive power.
The contextual gap in previous research was also filled by this research study as prior research has primarily been conducted in Western countries and non-manufacturing industries. The study was conducted at Michelle Laboratories Ltd., located in Enugu State, in order to provide evidence for the differences in employee onboarding and job satisfaction in Nigeria's healthcare manufacturing sector. In terms of the theoretical contributions to employee onboarding and job satisfaction, the study added further support to the applicability of Affective Events Theory and Social Exchange Theory. The results of the study confirmed that a positive experience with an organization's onboarding process yields positive emotional responses and reciprocal employee attitudes that contribute to an employee's overall job satisfaction. Consequently, this study provides additional empirical evidence for the belief that onboarding should be considered as a strategic organizational practice.
5.5 Suggestion for Further Research
A similar study be carried out in all pharmaceutical companies within Enugu State. 
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LETTER OF INTRODUCTION
							Department of Business Administration
							Faculty of Management and Social Sciences
							Godfrey Okoye University, Ugwuomu-Nike
							Enugu State
							8th January 2026

Dear Respondent,
I am a final-year student of the Department of Business Administration, Godfrey Okoye University, Enugu State, conducting a research study on “Employee Onboarding and Job Satisfaction in Michelle Laboratories, Enugu State.”
This questionnaire is designed purely for academic purposes to collect data that will help determine how onboarding practices influence job satisfaction among employees. Your responses will be treated with utmost confidentiality and used solely for this research. You are kindly requested to respond honestly to each statement.
There are no right or wrong answers, your sincere opinion is what matters most.
Thank you for your cooperation.
Yours faithfully,
Atakpa Clinton
Researcher



QUESTIONNAIRE
SECTION A: Demographic Information
Please tick (✔) the appropriate option.
	Variable
	Options

	Gender
	☐ Male  ☐ Female

	Age
	☐ 18–25 ☐ 26–35 ☐ 36–45 ☐ 46–55 ☐ Above 55

	Marital Status
	☐ Single ☐ Married ☐ Divorced ☐ Widowed

	Educational Qualification
	☐ SSCE ☐ ND/NCE ☐ HND/B.Sc ☐ M.Sc ☐ Ph.D

	Department
	☐ Management ☐ Technical ☐ Administrative ☐ Production ☐ Others (specify) __________

	Length of Service
	☐ Less than 1 year ☐ 1–3 years ☐ 4–6 years ☐ Above 6 years



SECTION B: Research Variables
Instructions:
Kindly indicate your level of agreement with the following statements using the scale below:
1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree

Table 3.2: Questionnaire Items
	S/N
	Construct/Variable
	Questionnaire Items

	A. Compliance
	(Bauer’s 4Cs Dimension 1)
	

	1
	I received adequate orientation on the organization’s rules and regulations during onboarding.
	☐1 ☐2 ☐3 ☐4 ☐5

	2
	My onboarding program helped me understand company policies and safety procedures clearly.
	☐1 ☐2 ☐3 ☐4 ☐5

	3
	Compliance training during onboarding was relevant to my job role.
	☐1 ☐2 ☐3 ☐4 ☐5

	4
	The onboarding process ensured that I understood ethical and regulatory standards of the organization.
	☐1 ☐2 ☐3 ☐4 ☐5

	B. Clarification
	(Bauer’s 4Cs Dimension 2)
	

	5
	My job roles and responsibilities were clearly explained during onboarding.
	☐1 ☐2 ☐3 ☐4 ☐5

	6
	I know exactly what is expected of me in my job.
	☐1 ☐2 ☐3 ☐4 ☐5

	7
	The onboarding process helped me understand how my job contributes to the organization’s goals.
	☐1 ☐2 ☐3 ☐4 ☐5

	8
	Supervisors provided sufficient clarification about my work tasks during onboarding.
	☐1 ☐2 ☐3 ☐4 ☐5

	C. Culture
	(Bauer’s 4Cs Dimension 3)
	

	9
	The onboarding program introduced me to the organization’s culture and values.
	☐1 ☐2 ☐3 ☐4 ☐5

	10
	I feel connected to the mission and vision of Michelle Laboratories.
	☐1 ☐2 ☐3 ☐4 ☐5

	11
	The onboarding experience helped me feel part of the organization’s culture.
	☐1 ☐2 ☐3 ☐4 ☐5

	12
	My organization promotes a culture of teamwork and mutual respect.
	☐1 ☐2 ☐3 ☐4 ☐5

	D. Connection
	(Bauer’s 4Cs Dimension 4)
	

	13
	Onboarding helped me establish strong relationships with my colleagues.
	☐1 ☐2 ☐3 ☐4 ☐5

	14
	I was introduced to a mentor or colleague who helped me settle into my role.
	☐1 ☐2 ☐3 ☐4 ☐5

	15
	My supervisor encouraged open communication during onboarding.
	☐1 ☐2 ☐3 ☐4 ☐5

	16
	I felt supported and welcomed by my team during the onboarding process.
	☐1 ☐2 ☐3 ☐4 ☐5

	E. Job Satisfaction
	(Dependent Variable)
	

	17
	I am satisfied with my overall job experience at Michelle Laboratories.
	☐1 ☐2 ☐3 ☐4 ☐5

	18
	I enjoy performing my daily job responsibilities.
	☐1 ☐2 ☐3 ☐4 ☐5

	19
	The onboarding process positively influenced my job satisfaction.
	☐1 ☐2 ☐3 ☐4 ☐5

	20
	I would recommend Michelle Laboratories as a good place to work.
	☐1 ☐2 ☐3 ☐4 ☐5

	21
	I feel motivated to continue working with this organization.
	☐1 ☐2 ☐3 ☐4 ☐5





