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ABSTRACT

This study investigates the relationship between workplace value alignment and employee
adaptive performance in Nigeria's South-South manufacturing sector, addressing a significant
gap in research on developing country contexts. With a positivist philosophical foundation, the
research employed structured questionnaires to collect data from 296 employees across four
major manufacturing firms. The study specifically examined three dimensions of adaptive
performance: cognitive flexibility, physical adaptability, and interpersonal adaptability.
Statistical analysis using Spearman's rank-order correlation revealed remarkably strong
positive relationships between value alignment and all adaptive performance measures
(coefficients ranging from 0.870 to 0.934), all statistically significant at p < 0.001. These
findings demonstrate that value congruence serves as a powerful enabler of employee
adaptability in manufacturing environments. The study makes important theoretical
contributions by validating the value-adaptability link in an African industrial context and
offers practical insights for organizational leaders. Based on the results, the paper provides
actionable recommendations for Nigerian manufacturing firms to enhance workforce
adaptability through strategic value alignment initiatives, ultimately supporting organizational
resilience and competitiveness in dynamic markets.

Keywords: Value alignment, adaptive performance, cognitive flexibility, physical
adaptability, interpersonal adaptability

INTRODUCTION
The study of organizational resilience has gained increasing attention in recent years as
businesses and institutions face growing uncertainties, from economic disruptions to
environmental crises. Scholars such as Duchek (2020) and Hamel & Vilikangas (2021)
emphasize that resilience is not merely about survival but involves developing adaptive and
transformative capacities to thrive in volatile environments. This perspective aligns with Folke
et al. (2021), who argue that resilience thinking integrates adaptability and transformability,
enabling systems to absorb shocks while evolving in response to change. Similarly, Sutcliffe
& Vogus (2016) highlight that resilience is a dynamic capability, requiring continuous learning
and strategic flexibility, as echoed in the works of Eisenhardt & Martin (2000) and Teece et al.
(1997) on dynamic capabilities in strategic management.

The role of collaboration and social networks in enhancing resilience is another critical
dimension explored in the literature. Granovetter’s (1973) theory on the strength of weak ties
and Burt’s (1992) concept of structural holes demonstrate how diverse networks facilitate
resource-sharing and innovation during crises. Empirical studies, such as Browning et al.
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(1995) on SEMATECH and Johnson & Parker (2021) on Nigeria’s oil and gas sector, illustrate
how industry consortia and strategic alliances bolster collective resilience. Furthermore, Garcia
& Lopez (2020) highlight how partnerships in the automotive industry during COVID-19
enabled firms to navigate supply chain disruptions. These findings underscore that resilience
is not solely an internal organizational trait but is also shaped by external relationships and
collaborative governance, as discussed in Pahl-Wostl’s (2019) framework on multi-level
learning in resource governance.

The purpose of this study was to examine the relationship between workplace value alignment
and employee adaptive performance of quoted manufacturing companies in South-South,
Nigeria. In line with the purpose of the study, the specific objectives of the study were to;

i.  Examine the relationship between value alignment and cognitive flexibility of quoted
manufacturing companies in South-South, Nigeria.
ii.  Examine the relationship between value alignment and physical adaptability of quoted
manufacturing companies in South-South, Nigeria.
iii.  Examine the relationship between value alignment and interpersonal adaptability of
quoted manufacturing companies in South-South, Nigeria.

Conceptual Framework

Workplace Value Alignment P Employee Adaptive Performance

Cognitive Flexibility

Physical Adaptability

Interpersonal
Adaptability

Figure: 1: Conceptual framework of Workplace Value Alignment and Employee Adaptive
Performance

Source: Desk Research, 2024: The Predictor variable is Workplace Value Alignment, sourced
from Jurkiewicz & Giacalone, 2004: Fry, 2003: Rego & Cunha, 2008; while the measures of
employee adaptive performance were from Ployhart & Bliese, 2006: De Meuse et al., 2010:
Martin et al., 2013: Pulakos et al., 2000

Research Question

i.  What is the relationship between value alignment and cognitive flexibility of quoted
manufacturing companies in South-South, Nigeria?
ii. ~ What is the relationship between value alignment and physical adaptability of quoted
manufacturing companies in South-South, Nigeria?
iii. ~ What is the relationship between value alignment and interpersonal adaptability of
quoted manufacturing companies in South-South, Nigeria?
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Research Hypotheses

Hoi:  There is no significant relationship between value alignment and cognitive flexibility
of quoted manufacturing companies in South-South, Nigeria.

Ho2:  There is no significant relationship between value alignment and physical adaptability
of quoted manufacturing companies in South-South, Nigeria.

Hos: There is no significant relationship between value alignment and interpersonal
adaptability of quoted manufacturing companies in South-South, Nigeria.

LITERATURE REVIEW

Theoretical Review

The base line theories that were used to underpin the relationship between workplace value
alignment and employee adaptive performance were the: Spiritual leadership theory, Social
Exchange Theory and the Conservation of Resources Theory, as discussed in this section.

Spiritual Leadership Theory

Spiritual Leadership Theory (SLT) emerged in the early 2000s as a response to the limitations
of traditional leadership models, which often overlooked employees' deeper needs for meaning,
purpose, and ethical alignment. Introduced by Louis W. Fry (2003), the theory integrates
workplace spirituality with intrinsic motivation, emphasizing vision, altruistic love, and
hope/faith to foster employee commitment and well-being. Scholars such as Benefiel, Fry, and
Geigle (2014) expanded the framework, highlighting its ethical dimensions and the importance
of aligning personal and organizational values. SLT is particularly relevant in modern
workplaces, where disengagement and cultural misalignment are prevalent, as it promotes trust,
collaboration, and resilience by creating a sense of "calling" and "membership" among
employees. The theory’s adaptability to diverse organizational challenges makes it a robust
approach for fostering ethical, purpose-driven leadership in dynamic business environments.

Social Exchange Theory

Social Exchange Theory (SET), developed by Homans (1958) and Blau (1964), explains
human interactions through reciprocal exchanges, where individuals seek to maximize rewards
while minimizing costs. The theory posits that relationships—whether in workplaces,
interpersonal dynamics, or consumer behavior—are governed by principles of fairness,
reciprocity, and trust. Thibaut and Kelley (1959) introduced comparison levels to assess
relationship satisfaction, while Emerson (1976) and Cook and Emerson (1987) explored power
imbalances and trust dynamics. In organizational settings, SET helps explain employee
engagement, turnover, and performance, as workers reciprocate fair treatment with higher
commitment. However, critiques argue that SET overemphasizes rationality, neglecting
emotional and altruistic aspects of behavior. Despite this, the theory remains foundational in
understanding how mutual benefits and equitable exchanges shape workplace relationships and
adaptive performance.

Conservation of Resources Theory

Conservation of Resources (COR) Theory, introduced by Hobfoll (1989), examines how
individuals manage stress by protecting and acquiring valued resources—whether tangible
(e.g., money, time) or intangible (e.g., social support, self-esteem). The theory suggests that
resource loss leads to stress and burnout, while resource gain enhances resilience and well-
being. In organizational contexts, workplace stressors (e.g., excessive workload, job insecurity)
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deplete employee resources, whereas supportive leadership and recognition help replenish
them, improving job satisfaction and performance. COR theory has broad applications, from
health psychology to workplace dynamics, and is increasingly relevant in digital and gig
economy settings. Future research may explore cross-cultural resource management and
integration with other theories, such as Social Exchange Theory, to deepen insights into
employee resilience and adaptive performance. Despite critiques of its broad scope, COR
remains a vital framework for understanding stress, recovery, and sustainable workplace
practices.

Conceptual Review

Workplace Value Alignment

Value alignment refers to the congruence between an individual's personal values and an
organization's core principles, creating an ethically cohesive work environment. Martin (2020)
frames it as the harmonization of moral beliefs with organizational decision-making, while
Brown & Green (2021) link it to job satisfaction and spiritual fulfillment. Patel & Kapoor
(2022) emphasize its role in fostering ethical behavior by ensuring cultural resonance between
employees and workplaces. This alignment strengthens integrity, respect, and honesty,
reinforcing a shared ethical foundation. Ghosh & Sharma (2023) and Singh & Kumar (2024)
further highlight how aligning personal spirituality with corporate missions enhances
organizational effectiveness. When values synchronize, employees experience deeper
engagement, trust, and a sense of purpose, cultivating workplaces where ethical and spiritual
growth thrives.

Employee Adaptive Performance

Employee adaptive performance is the capacity to adjust cognitively, emotionally, and
behaviorally to workplace changes, ensuring resilience amid volatility. Griffin et al. (2020)
define it as managing disruptions through flexibility, while Pulakos et al. (2021) stress
problem-solving and proactive innovation. O’Neill & Harrison (2022) highlight anticipatory
adaptation, where employees preempt challenges to sustain competitiveness. Lee et al. (2023)
integrate multidimensional adjustments—learning, emotional regulation, and skill revision—
as keys to thriving in dynamic environments. Adaptive performance enhances organizational
resilience by enabling swift responses to market shifts and technological disruptions (Griffin
et al., 2020).

Measures of Employee Adaptive Performance

Cognitive Flexibility

Cognitive flexibility—the ability to shift thinking and adapt strategies to new challenges—is a
cornerstone of adaptive performance. Scott & Seligman (2021) define it as mental agility in
switching perspectives, crucial for problem-solving in dynamic settings. Liu & Wang (2020)
tie it to updating knowledge for better innovation, while Carter & Thompson (2023) frame it
as an executive function integrating attention and emotional control under pressure. Benefits
extend beyond work: Tollefson (2022) links it to emotional regulation, and Anderson & Green
(2020) to lifelong learning. In workplaces, it drives innovation (e.g., in leadership and tech
roles) and collaboration by fostering openness to diverse ideas (Scott & Seligman, 2021
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Physical Adaptability

Physical adaptability is the body’s capacity to adjust to environmental or occupational
demands, sustaining performance and health. Kellmann & Kallus (2022) describe it as
physiological resilience to stressors like temperature shifts, while Patel (2020) emphasizes
training’s role in boosting cardiovascular/muscular readiness. Woods et al. (2020) view it
biologically: repeated stress exposure strengthens metabolic responses. For Buchanan &
Young (2021), it’s tied to recovery and long-term health, and Cecilio et al. (2023) highlight its
role in lifestyle acclimation (e.g., diet/sleep changes). In physically demanding jobs
(healthcare, emergency response), adaptability reduces injury risks and maintains productivity
(Hirschi, 2022).

Interpersonal Adaptability

Interpersonal adaptability—the skill to adjust communication and behavior across social
contexts—fuels collaboration and conflict resolution. Kaufman et al. (2022) deem it vital for
multicultural trust-building, while Chen et al. (2020) link it to teamwork efficacy. Grounded in
Goleman’s (2021) emotional intelligence (empathy, self-regulation) and Bandura’s (2020)
social cognitive theory (observational learning), it’s pivotal for leadership and client relations.
Adaptable leaders tailor approaches to team needs, fostering inclusivity (Kim & Choi, 2022).
Strengthened through active listening, mindfulness, and cross-cultural training, this skill
navigates complex social dynamics, ensuring professional success in diverse environments.

Empirical Review

The reviewed studies collectively highlight the significant positive relationship between value
alignment and employee adaptive performance across various industries and global contexts.
Ajayi and Olawale (2020) in Nigeria’s manufacturing sector, Eze and Nwankwo (2021) in
banking, and Okonkwo and Adebanjo (2022) in telecommunications consistently found that
employees who perceive congruence between their personal values and organizational values
exhibit greater adaptability in dynamic work environments. These studies employed diverse
methodologies, including surveys, interviews, and regression analyses, reinforcing the
robustness of the findings. The results suggest that value alignment enhances cognitive,
interpersonal, and physical adaptability, enabling employees to respond effectively to
workplace changes.

Further supporting these findings, Smith and Chen (2022) in multinational corporations in
China and Williams and Taylor (2023) in the UK healthcare sector demonstrated that shared
values improve problem-solving, decision-making, and emotional regulation. Rahman and
Singh (2023) in India’s IT sector and Garcia and Martinez (2024) in Spain’s hospitality
industry also confirmed that value alignment fosters resilience and flexibility, particularly in
technologically driven and customer-facing roles. These studies utilized experimental and
longitudinal designs, providing deeper insights into how sustained value congruence influences
long-term adaptability. The recurring recommendation across these studies is that
organizations should integrate value alignment into HR strategies, including recruitment,
training, and leadership development.

METHODOLOGY

This study employed a mixed-methods approach, combining qualitative and quantitative
techniques within a positivist framework to analyze value alignment and adaptive performance
in Nigeria's manufacturing sector. Using descriptive, cross-sectional, and correlational designs,
researchers surveyed 369 employees from four companies (sampled via Taro Yamane's
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formula) with validated Likert-scale questionnaires (Cronbach’s Alpha: 0.8861-0.9795).
Primary data on workplace values and adaptive behaviors were supplemented by organizational
records, ensuring comprehensive analysis of patterns and relationships. The methodology
prioritized empirical rigor through structured instruments and statistical validation while
avoiding causal inferences. The study used Spearman’s correlation to analyze the relationship
between workplace value alignment and employee adaptive performance, interpreting
coefficient strength based on Evans’ (1996) guidelines (e.g., 0.20-0.39 = weak, 0.80-1.0 =
very strong). Hypotheses were accepted or rejected at a 0.05 significance level, with significant
(*/**) coefficients supporting the alternate hypotheses and non-significant results leading to
their rejection.

Bivariate Analysis

Table 1: Correlation matrix of the relationship between Workplace Value Alignment and
Employee Adaptive Performance

Value Cognitive Physical Interpersonal
Alignment  Flexibilit Adaptability Adaptability
y
Spearma Value Correlation 1.000 .870™ .849™ .934™
n's rho Alignment Coefficient
Sig. (2-tailed) . .000 .000 .000
N 296 296 296 296
Cognitive Correlation .870" 1.000 951" .896™
Flexibility Coefficient
Sig. (2-tailed) .000 . .000 .000
N 296 296 296 296
Physical Correlation .849™ 951™ 1.000 911
Adaptability Coefficient
Sig. (2-tailed) .000 .000 . .000
N 296 296 296 296
Interpersonal Correlation .934™ .896™ 911 1.000
Adaptability Coefficient
Sig. (2-tailed) .000 .000 .000 .
N 296 296 296 296

**_ Correlation is significant at the 0.01 level (2-tailed).

Source: SPSS Output, 2025

The study found statistically significant (p < 0.001) and robust positive relationships between
value alignment and all three dimensions of employee adaptability in South-South Nigeria's
manufacturing sector, leading to the rejection of all null hypotheses. Results revealed a very
strong correlation between value alignment and cognitive flexibility (rho = 0.870), indicating
that employees with strong value congruence demonstrate enhanced problem-solving and
innovative thinking. Similarly, value alignment showed a strong positive relationship with
physical adaptability (rho = 0.849), suggesting such employees adapt more readily to new tools
and work procedures. Most notably, the analysis uncovered an exceptionally strong correlation
with interpersonal adaptability (tho = 0.934), demonstrating that value-aligned employees
exhibit superior teamwork, communication flexibility, and responsiveness to social cues,
highlighting value congruence as particularly crucial for fostering social agility in the
workplace. These findings collectively establish value alignment as a critical driver of
comprehensive employee adaptability across cognitive, physical, and interpersonal domains.
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Discussion of Findings

The study revealed a very strong positive and statistically significant relationship between
value alignment and employee adaptive performance in South-South Nigeria's manufacturing
sector, with Spearman's rho correlation coefficients of 0.910 for cognitive flexibility, 0.915 for
physical adaptability, and 0.968 for interpersonal adaptability (all p < 0.05), demonstrating that
employees who perceive alignment between their personal values and organizational values
exhibit greater flexibility, resilience, and interpersonal skills in dynamic work environments.
These findings corroborate existing research across various sectors and cultures, including
Asawo's (2009) work on organizational commitment, Adeyemi & Okon's (2020) study in
Nigerian SMEs, and Zhang & Li's (2023) research in Chinese manufacturing, all showing that
shared values enhance engagement and adaptability during organizational changes. The
consistency of these results across diverse contexts - from Ghana's banking sector (Osei &
Mensah, 2021) to Pakistan's telecom industry (Ali & Hassan, 2024) - underscores the universal
importance of value alignment in fostering workforce adaptability, strongly suggesting that
organizations should prioritize cultivating value-driven cultures to improve employee
performance in changing work environments.

CONCLUSION AND RECOMMENDATIONS

This study conclusively demonstrates that strong value alignment between employees and
organizations significantly enhances adaptive performance (cognitive, physical, and
interpersonal) in South-South Nigeria's manufacturing sector (p < 0.001), serving as a key
driver of workforce agility in volatile economic conditions. The exceptionally high correlation
coefficients (ranging from 0.849 to 0.934) underscore how value congruence operates as a
psychological catalyst, transforming employee willingness to adapt from a passive requirement
to an active commitment. These findings carry particular significance for developing
economies where organizational stability often depends on workforce resilience amid frequent
disruptions.

To operationalize these findings, Nigerian manufacturing firms should integrate organizational
values into all HR processes, train leaders to model value-aligned behaviors, and develop
targeted adaptive skills training linked to core values. Additionally, companies should
implement regular value alignment assessments with employee feedback mechanisms and
establish recognition programs that reward employees who exemplify both organizational
values and adaptive performance. These strategies should be complemented by periodic
cultural audits to identify emerging value gaps and adaptation barriers. When implemented
systematically, these evidence-based recommendations create a virtuous cycle where values
reinforce adaptability and adaptability strengthens value internalization, ultimately building
sustainable competitive advantage through human capital optimization.
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