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Abstract 

This study examined recruitment, on-boarding and employee performance of pharmaceutical 

companies in Anambra State, Nigeria. Specifically, the study verified the effect of recruitment on 

operational performance of pharmaceutical companies in Anambra Sate and the effect of On-

boarding on environmental performance of pharmaceutical companies in Anambra State. The 

study was anchored on Expectancy Theory and Attraction Hiring-Attrition Theory. Descriptive 

research design was adopted. The population of the study comprises 2220 employees of the 

selected 14 pharmaceutical companies in Anambra state, Nigeria. The sample size for the study 

comprised 406 employees of the selected pharmaceutical companies in Anambra Sate which was 

adopted using Cochran formula. Regression Analysis was used in testing hypotheses. The study 

discovered that recruitment had a positive significant effect on operational performance of 

pharmaceutical companies (β =834, t =29.023, p=0.000<0.05) and On-boarding had a positive 

significant effect on environmental performance of pharmaceutical companies in Anambra State, 

Nigeria (β= 762, t =23.398, p<0.05). The study concluded that of recruitment and On-boarding has 
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positive and significant effect on employee performance of Pharmaceutical Companies in 

Anambra State, Nigeria. Amongst the recommendations is that management of Pharmaceutical 

companies should develop proper system that emphasize more on employee training and 

development, support from management; and simultaneously work on improving regulations and 

working environments in order to enhance organizational performance.  

Recruitment: On-boarding, Employee Performance, Pharmaceutical Companies, Anambra State, 

Nigeria 

 

Introduction 

Employee Performance is the achievement of targets of the tasks assigned to employees within 

particular period of time. The success of business depends on employees’ performance. One of the 

most effective ways to increase business performance and profit is to increase the performance of 

employees, from the lowest levels of the organization to senior management (Aroosiya& Ali, 

2019). Most of managerial level employees’ focuss on monetary benefits, promotion, job 

satisfaction, and job design in order to enhancing the employee performance. (Ali & Rehman, 

2023;). 

The success of every business is directly connected to the performance of those who work for that 

business. Underperformance can be as a result of workplace failures. Given that hiring the wrong 

people or failing to anticipate fluctuations in hiring needs can be costly, it is very important that 

conscious efforts are put into human resource planning (Huselid 2020). The efficiency and 

effectiveness of business depends largely on the human resources employed by an organization. 

Hiring practices encompass the strategies and procedures organizations use to identify, attract, 

assess, and onboard new employees. These practices can significantly impact the quality of hires, 

employee retention, and overall organizational success. Key aspects include job description 

development, candidate sourcing, screening, interviewing, assessment, offer negotiation, and on-

boarding (Schuster (2024)  

Organizational goals are not clearly defined, job designs are not stated in a way that facilitates the 

achievement of organizational goals, job descriptions and specifications are not appropriately 

specified, and hiring procedures may be flawed, many organizations struggle to choose the right 

people for the right jobs (Karia et al., 2021). For example, a lot of organizations lack standardized 

testing tools. Because of this, test items used to evaluate prospective employees are frequently 

neither valid nor dependable. Furthermore, bias may be present in the interpretation of test results. 

The questions posed, the judgments of some panel members may be biased, and the scheduling of 
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the interviews may not be appropriate in other organizations that conduct interviews. In the end, 

the company will select the incorrect candidates for employment.  

The success and competitive edge of an organization can be traced to the quality of the employee 

which is brought into the firm through the hiring process. Hiring selecting and recruiting the wrong 

employees to handle jobs in organization can lead to the production of inferior products, loss of 

market share and collapse of the organization, while the recruitment of the right personnel can be 

of competitive edge to the organization. It is regrettable to note that most pharmaceutical 

companies in Anambra state, Nigeria do not select the right candidates to right job as a result of 

nepotism, corruption, religion, tribalism and godfatherism. Effect on organization when wrong 

people recruited affect companies’ competitiveness, disciplinary problems, disputes, absenteeism, 

high labour turnover, fraud, low performance, low profitability, poor service delivery to customers, 

suppressed creativity, waste of organization resources, innovations and learning. All these hinder 

the realization of the organization goal. Hiring of workers across many pharmaceutical companies 

in Anambra state and the death of many newly introduced products are the evidences. 

People are integral part of any organization. No organization can run without human resources. In 

today's highly complex and competitive environment, choice of right person at the right place has 

far reach implication for an organization' functioning. There are cases of political interference in 

the hiring which leads to employment of inexperienced personnel in the field which in turn results 

to too many deaths recorded. Many hiring at times has been influenced by ethnicity and "whom 

do you know syndrome" instead of experience.  

That many organizations do not consider persons fit, work and organizational fit could be as a 

result of what is called godfatherism or corruption. It could possibly be traceable to unclearly 

defined organizational goals or culture. The job designs are not properly stated so as to facilitate 

the achievement of the established goals. Job specification and job description are not well 

specified too. Furthermore, recruitment and hiring procedure may not be strictly followed. 

Sometimes structured questions may be too ambiguous and some panelists may be biased in their 

judgment. The next action is to consider personnel who might not be worthy for the job. Owing to 

the nature of public service technique certain candidates were hired without much knowledge of 

their background such persons take advantage of access to the organization to commit crime. The 

subordinates or those who do not have the right skill will render inefficiencies and ineffective 

performance. 

Thus, hiring should be given a careful attention, because the success of an employer is largely 

dependent on how effective and efficient his workers carry out their tasks. It is hard to over 

emphasize the value of effective hiring techniques. In today’s competitive business organization, 
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where team and network are relevant as added advantage for qualified employees. This study 

investigates the effect of recruitment and onboarding on employee performance of pharmaceutical 

companies in Anambra State, Nigeria 

Review of Related Literature 

Conceptual Review 

On – Boarding 

Complete paper work, Ensure all necessary employment paperwork is completed. Integrate new 

employees. Welcome the new hire and provide the training and resources needed to become 

productive member of the team. Employee onboarding differs from one organization to another. 

While the process tends to be almost similar, the time-period and tasks involved make each on 

boarding program unique.  Managers seem to consider employee on boarding process as simply 

the new hire paperwork, more committed team members have a different perspective on the 

employee on boarding meaning. They consider the entire period from the time an offer is released 

to the moment where an employee becomes a productive contributor to the organization as a part 

of employee on boarding. On boarding spans from the minute you make an offer to the time the 

employee starts genuinely producing in a role. However, the time taken to achieve that might vary 

from one organization to another. A few organizations consider on boarding a one-day affair 

whereas others stretch it out for 18 months.  

However, for nearly all organizations, the employee on boarding process starts right after the offer 

letter is sent to a prospective employee. (UKHiring System 2021). Every process that falls within 

that time period, including the orientation program, the training plan, setting up performance 

metrics, and a feedback loop, is segmented under the definition of onboarding, which may also 

encompass systems to support new employees (Akume 2019). An employee onboarding work 

flow is a set of pre-defined steps that introduce the new employee to the organization's 

environment and culture. On-boarding process is essential for organizations to engage early with 

their employees and give them a smooth on-boarding experience. (Muoo 2019) The onboarding 

process involves various activities such as new hire orientation, training socialization, etc . 

Employee on-boarding process starts right after the recruitment phase. Once an employee is 

selected, an HR manager sends a warm welcome email with a few essential documents like the 

offer letter, links to fill out digital on-boarding policy documents. (Susu. K .2018). Keeping the 

approach transparent familiarizes the employee with the organization’s culture and lets them know 

what to expect. Once the employee accepts the offer, the best organizations will schedule a quick 

call to review the forms, benefits, policies, and set expectations. Keeping the new hires engaged 

will affirm their choice to accept the offer, and forge strong emotional ties with the organization. 
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(Syed 2019) This is the right time to start sketching the agenda for employee orientation. Just 

because an employee accepted the offer doesn’t promise that they’ll turn up for the date of joining. 

During the waiting period, the employee might be open to offers from other potential employers 

as well. So, it is critical to build a good rapport with the employee. Let the employee know they 

are valued. It’s a good idea to also plan the waiting period when you’re designing your employee 

on-boarding process 

Employee Performance   

Employee performance is the aftermath of both individual and united efforts of human elements 

in the work environment. Employee performance has been the primary issue for every 

organization, be it profit or non-profit organization. It has been crucial for managers to find out 

which determinant influence an organization’s performance in order to take proper steps to imitate 

them. However, defining, conceptualizing and measuring performance have not been easy task. 

Researchers among themselves have different school of thought and definitions of performance, 

which remains a debatable issue among organizational researchers (Onikoyi, Awolusi and Boyede, 

2022). Chetty (2021) sees performance as equivalent to the famous 3 E’s (meaning economy, 

efficiency and effectiveness) of a certain project or venture. However, employee performance is 

the employee’s wherewithal to accomplish required goals by using resources in an efficient and 

effective manner. Richardo and Wade (2019) defined employee performance as the wherewithal 

of the employee to accomplish goals and objectives. Employee performance has deteriorated from 

not only a definition complication, but also from a conceptual issue. The term performance is 

sometimes disordered with productivity. Productivity is a ratio outlining the volume of work 

finalized in a given amount of time. Performance is a broader benchmark that could include 

productivity as well as quality, consistency and other factors. Performance in organization is a 

multi-dimensional notion whose complexity makes it problematic to be defined from a simple 

stance. This is because performance is a multi-faceted organizational notion which cannot be 

calculated using a single measurement tool (Hendry, 2022). 

 In their opinion, Harold and Amit (2017) stated that performance is getting the job done and 

generate the result that is targeted at. Performance management is the structured means by which 

an organization incorporates its employees, as individuals and members of a group, in upgrading 

organizational usefulness in the attainment of organization mission and goals. Antwi and Owusu 

(2022) suggests that performance and success of any organization lean on its skilled employees 

and how systematic the organization can tap into that resource and make logical use of it. In the 

‘50s, employee performance was defined as the degree to which organizations, viewed as a social 

structure, fulfilled their ambition through the employees according to Geogopoulos and 

Tamenbaum (1957) as quoted by Garvrea, Ilies and Stegerean (2017). Performance evaluation 
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during this time was focused on work, people and organizational formation. Later in the ‘60s and 

70s, organizations have begun to survey new ways to appraise their performance and so at this 

time, performance was interpreted as an organization’s wherewithal to exploit its environment for 

obtaining and utilizing the insufficient resources. The years ‘80s and ‘90s were marked by the 

awareness that the recognition of organizational objectives is more complicated than earlier 

considered.  

Theoretical Framework 

Vroom’s Expectancy Theory  

The theory is also known as expectancy valence theory. Expectancy Theory was developed by 

Vroom (1964) and its idea is that individuals' expectations in their performance influence their 

conduct and the reward they look for. It contends that motivation comes to realization through 

expected performance result and the attached level of reward to the outcome by the individual. As 

indicated by Vroom organization behaviour evaluation is imperative. He contends that motivation 

of individuals relies upon their expectations in terms of probability that effort leads to job 

performance, instrumentality or assumed connection between performance and rewards, and 

valence which are the assumed valued linked to the reward. Vroom (1964) also trusts that if 

individuals acknowledge as true a certain worth of a goal and that they will accomplish it through 

their actions; they will be motivated to accomplish it.  

Vroom's theory attests that job performance towards doing anything is because of the individual 

putting a specific reward on the goal and the likelihood of accomplishing that goal. The theory 

additionally encourages organization to understand the connection between reward, performance 

and pay. Vroom points out that inspiration relies upon the expectation that effort will bring about 

performance. Expectancy theory is critical in informing this study because it explains job 

performance elements such as linking rewards with job performance. This theory also explains 

that performance, motivation, and effort are within an individual’s motivation and variables such 

as valence, instrumentality, and expectancy verify this. The higher the effort in work relates to the 

higher the performance. 

Empirical Review  

Akpobolokami, (2023) examined the relationship between hiring and and organizational agility of 

multinational oil and gas companies in Nigeria. The study adopted the cross-sectional research 

survey design. Primary data was generated through structured questionnaire. The population of 

this study was the five (5) International (Multinational) Oil and Gas producing companies in 

Nigeria registered with the Department of Petroleum Resources. A census sampling was adopted 
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hence, the entire five (5) International (Multinational) Oil and Gas producing companies in Nigeria 

were studied. However, for the purposes of data collection, 50 managers were used as respondents. 

The reliability of the instrument was achieved by the use of the Cronbach Alpha coefficient with 

all the items scoring above 0.70. The hypotheses were tested using the Spearman’s Rank Order 

Correlation Statistics while the partial correlation was used to test the moderating influence of 

green work perceptions. The tests were carried out at a 0.05 significance level. Findings revealed 

that there is a significant relationship hiring and organizational agility of multinational oil and gas 

companies in Nigeria. Therefore, this study concludes that the adoption of hiring positively 

enhances organizational agility of multinational oil and gas companies in Nigeria through 

flexibility, adaptive capacity and sensitivity.  

Oke-Oghene, AmahandOlori, (2023) examined the relationship between hiring and hiring and 

employee creativity in hospitality firms in South-South Nigeria. The cross-sectional survey was 

adopted, and a total population of one thousand and eighty-six hotel employees from nineteen 

luxury hotels in South-South Nigeria was covered. Using the authority of Krejcie and Morgan's 

(1970) sample size determination table, a sample size of two hundred and eighty-five hotel 

employees was drawn from the population. Purposive sampling was utilised in the study. However, 

only two hundred and forty-three copies of the questionnaire via Google Forms and an online 

survey were filled out correctly and were valid. Structural Equation Modelling (SEM) in SPSS-

AMOS version 23.0 was used to analyse the nature of the relationship known as path relationships 

between the bivariate variables. The results of the bivariate analysis revealed that and hiring had a 

significant positive relationship with measures of employee creativity. It was concluded that hiring 

relate significantly to employee creativity.  

Kadek (2023) examined the influence of Recruitment and hiring on enhancing employee 

performance at Six Senses Uluwatu, Bali. The aim of this research is to find out how the 

implementation of GRS and its impact on enhancing employee performance. The data collection 

methods used in this study are observations, questionnaire, interviews, and literature review. The 

sample for this research consists of 154 respondents, selected using the stratified random sampling 

method. The data analysis technique employed is quantitative analysis using simple linear 

regression, followed by further analysis using descriptive statistical analysis. The results of this 

study indicate that Six Senses Uluwatu, Bali has implemented Recruitment and hiring and hiring 

(GRS) implicitly. Based on the analysis of the simple linear regression equation used, the 

correlation coefficient (R) is found to be 0,596. The coefficient of determination (R Square) is 

0,356, which means that the influence of the independent variable, Recruitment and hiring and 

hiring (GRS), on the dependent variable, employee performance, is 35,6%, while the remaining 

64,4% is influenced by other variables. The following equation can be derived from the simple 

linear regression model: it is known that the constant value (a) is 18,753, indicating that in the 
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absence of Recruitment and hiring and hiring (GRS), the value of employee performance is 18,753 

units. The regression coefficient of X1 is 0,753, indicating that for every 1 unit increase in GRS, 

the value of employee performance will increase by 0,753 units.  

Gberevbie, Adeniji, Oyewunmi, Onayemi, Ajalie and Omotola (2022). Assessed how employees’ 

recruitment and hiring in tackling and reducing carbon emissions in the workplace. A quantitative 

research design was employed using survey primary data. Primary data collected from certified 

Five Star hotels in Lagos State, Nigeria and analyzed by Structural equation modeling and Partial 

least square. The research findings established a significant direct and strong relationship between 

recruitment and hiring and employees’ pro-environmental behavior within the ten five-star hotels 

in Lagos State, Nigeria. This study adhered recommendations and directions for future research 

within the available limitations. The findings from this study will be useful for the hospitality 

industry for Nigeria and in a different geographical area. Don- Baridam and Diri (2021) evaluated 

the relationship between recruitment and hiring and corporate performance in oil and gas 

producing companies in Rivers Sate. The study adopts a cross-sectional survey design while its 

theoretical framework was built on the institutional theory. The population of the study comprises 

of 150 top management staff was obtained from ten oil and gas producing companies in Rivers 

State and a sample size of 108 was drawn using Krejcie and Morgan (1970) table. Data were 

elicited through questionnaire administration. The Cronbach alpha reliability was used in assessing 

the reliability of the instrument adapted in the study. Also, the Spearman Rank Order Correlation 

Coefficient technique was used to assess the relationship between studied variables and to test the 

stated hypothesis with the use of statistical package for social science (SPSS Version 22) Software. 

The study findings revealed that there is a positive significant relationship between recruitment 

and hiring/hiring and corporate performance. Based on the findings and conclusions, the study 

recommends that: The management and general managers of oil and gas producing companies 

should consider recruitment and hiring/hiring in order to aid an environmentally harm-free 

exercise in the conduct of its recruitment/hiring practices and also target applicants who are 

sufficiently aware of greening knowledge, skills and behavior that conform to environmental 

management. 

Mamatha (2022) studied the effect of recruitment and hiring and corporate performance practices 

(overall) on the organization’s performance and to identify the ways in which the organizations 

can improve their performance. The environmental dimension is the first step towards performance 

because it is easy to implement some initiatives such as recycling, using energy efficiently and 

reducing waste etc. Implementation of recruitment and hiring and corporate performance practices 

may be due to the increase in ecological awareness among the employees in the organization, 

which translates into the performance in organization, recruitment and hiring practices reduce cost, 
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improved customer relations, acceptance by local authorities and communities and also increased 

employee satisfaction, loyalty and motivation.  

Greeshma (2022) examined hiring practices and it implemented in Indian organizations. The main 

purpose of this study is to examine how far hiring practices have been implemented in Indian 

organizations and to find out the barriers affecting the implementation of hiring. This study is 

carried out based on the secondary data which is garnered from different sources to make it more 

meaningful. This paper explains what hiring is all about and why it is needed in Indian 

Organizations? It also focuses on the challenges that Indian Organizations have been facing in the 

implementation of various hiring practices and also outlines some possible solutions to overcome 

those challenges. The outcome of this study is expected to help the Indian organizations to 

transform into sustainable ones.  

Sylvia R. Atoko (2023) The objective of this study was to establish the effect of hiring practices 

on organizational effectiveness and efficiency in Africa. The findings revealed a strong 

relationship between hiring practices and organizational effectiveness and efficiency. The study 

concluded that implementation of hiring practices by organizations contributes to benefits such as 

improvement of the public image of an organization, competitive advantage, a loyal and committed 

staff, high performance, more awareness on environmental protection and an organizational ability 

to adhere to the laws on environmental protection.  

Naga Bharani (2023) studies the leading selection practices of Indian Corporate in the current 

times. Being green should be an organization's moral and ethical responsibility towards the 

country. Apart from the production & operations, mundane areas like accounting, HRM also has 

a vast scope of becoming eco-friendlier and green. Therefore, this paper also attempts to discuss 

the ethical aspect of being green in delivering HR functions. It reflects good corporate citizenship. 

Many companies agree on green management. In India firms like Wipro, TCS, ACG Associated 

capsules Pvt. Ltd. and NTT data business solutions adopt selection which helps in environmental 

performance. The study focuses on the implementation of selection ideas in Indian business 

organizations.  

Kiran Reddy (2023) studied on implementation of  onboarding in the manufacturing industries in 

Kolar District In today's scenario, environmental concern is depleting by the day, and while the 

entire organization is focused on monetary benefits, non-monetary benefits are being neglected. 

This has a direct impact on many organizations. As a result, a number of environmental issues 

arise, with dreadful consequences for the environment. To address this hiring practices are 

implemented in organizations and how they contribute to the preservation of a sustainable 

environment in the industries in kolar district. This paper also focuses on the organization's current 

selection trend.  
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Sylvia and Atoko (2023) established the effect of screening on organizational effectiveness and 

efficiency in Africa. The findings revealed a strong relationship between hiring practices and 

organizational effectiveness and efficiency. The study concluded that implementation of hiring 

practices by organizations contributes to benefits such as improvement of the public image of an 

organization, competitive advantage, a loyal and committed staff, high performance, more 

awareness on environmental protection and an organizational ability to adhere to the laws on 

environmental protection.  

Methodology 

Research Design   

Descriptive research design was adopted in this study. The study was carried out in Anambra State, 

Nigeria. Regression Analysis was used in testing research hypotheses.  

 Data Analysis 

Test of Hypotheses 

Hypothesis One 

Ho1:   Recruitment has no significant effect on the operational performance of pharmaceutical 

companies in Anambra State, Nigeria 

Ho1:   Recruitment has a significant effect on operational performance of pharmaceutical 

companies in Anambra State, Nigeria. 

Table 1: Regression analysis showing the effect of recruitment on operational performance 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta(β) 

 
Operational performance   38.408 1.368  28.076 .000 

Recruitment  2.601 .090 .834 29.023 .000 

Multiple R=0.834, Multiple R2=0.679, Adjusted R2=0.678, F1.398=842.360 

*p<0.05 
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Table 1 revealed that recruitment has a significant positive effect on operational performance of 

pharmaceutical companies in Anambra state, Nigeria. (β =834, t =29.023, p=0.000<0.05). The null 

hypothesis is rejected. The table shows that there is significant multiple correlation between the 

predictor variable (recruitment and operational performance of pharmaceutical firms in Anambra 

State, Nigeria (r = 0.824, p<0.05). The value of the coefficient of determination (R2= 0.679) 

indicates that assessing accounted for about 67.9% (R2 x 100) of the observed variance in on 

operational performance of pharmaceutical firms in Anambra State, Nigeria while the remaining 

32.1% unexplained variance is largely due to other variables outside the regression model which 

are otherwise included in the stochastic error term. The calculated F-ratio (842.360) is statistically 

significant at 0.05 level of significance. This implies that the predictor variable provides a 

significant explanation for the variation on organizational performance of pharmaceutical firms in 

Anambra State, Nigeria.  

Hypothesis Two 

Ho: On boarding has no significant effect on the environmental performance of pharmaceutical 

firms in Anambra state Nigeria. 

Ho1On boarding has no significant effect on the environmental performance of pharmaceutical 

companies in Anambra State Nigeria. 

Table 2: Regression analysis showing the effect of On-boarding and environmental 

performance     

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta (β) 

 
Environmental performance    37.928 1.713  22.144 .000 

On boarding     2.523 .108 .762 23.398 .000 

Multiple R=0.762, Multiple R2=0.579, Adjusted R2=0.578, F1.398=547.467 

*p<0.05 

Table 2 revealed that onboarding and has a positive significant effect on environmental 

performance of pharmaceutical companies in Anambra state, Nigeria (β= 762, t =23.398, p<0.05). 

The null hypothesis is rejected. The table shows that there is significant multiple correlation 

between the predictor variable (on boarding and environmental performance of pharmaceutical 
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firms in Anambra state, Nigeria (r = 0.762, p<0.05). The value of the coefficient of determination 

(R2= 0.579) indicates that reliability of service accounted for about 57.9% (R2 x 100) of the 

observed on environmental performance of pharmaceutical firms in Anambra state, Nigeria while 

the remaining 42.1% unexplained variance is largely due to other variables outside the regression 

model which are otherwise included in the stochastic error term. The calculated F-ratio (547.467) 

is statistically significant at 0.05 level of significance. This implies that the predictor variable 

provides a significant explanation for the variation on environmental performance of 

pharmaceutical firms in Anambra State, Nigeria.  

Discussion of Findings  

Recruitment and Operational Performance   

Effect of recruitment on operational performance of pharmaceutical firms in Anambra state, 

Nigeria. Majority of respondents (51.6%) agreed on that had a significant positive effect on 

operational performance of pharmaceutical firms in Anambra state, Nigeria.This result is in line 

with previous study by Kombo (2022), Muturi and Maroa (2021) Olanipekun, Abioro, Akanni, 

Arulogun, and Rabiu, (2021) which support the findings that recruitment practices make the 

operational performance not only to be proactive to changes but also initiate positive changes that 

consequently leads to organizational performance. Dauda, Akingbade, and Akinlabi, (2020) study 

also tallies with this finding which states that implementation of recruitment has a positive 

relationship with operational performance of organization. 

On boarding and Environmental Performance     

This study proves that the on boarding has a significant effect on environmental performance of 

pharmaceutical companies in Anambra state, Nigeria. This high effect can be understood by the 

clarification of Dubihlela and Sandada (2022), where the on boarding played vital roles in 

operational performance of business. Greater percentage of the respondents (79.6%) agreed that 

on boarding affect operational performance of pharmaceutical firms in Anambra state, Nigeria 

especially in the areas of organizational performance. Abdalla (2021), Basel (2011) study found 

out that on boarding has significant positive effect on environmental performance of 

pharmaceutical firms in Anambra state, Nigeria. As expected the result of this study is similar to 

the finding of Dubihlela and Sandada (2022), K'Obonyo and Arasa (2022) and Wijetunge and 

Pushpakumari (2022) whose studies found a significant relationship between the on boarding and 

performance. Besides, Anyieni (2022); Onwe (2022); Rajasekar (2022) also supported this 

hypothesis as they explained on boarding is the key driver which contributes to performance of 

pharmaceutical Firms in Anambra state.  
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Conclusion  

This work examined the effect of Organizational hiring on performance of pharmaceutical 

companies in Anambra state, Nigeria. Data were sourced on recruitment and on boarding against 

performance of pharmaceutical companies in Anambra state. The study found that recruitment had 

a positive significant effect on operational performance and on boarding had a positive significant 

effect on environmental performance of pharmaceutical companies in Anambra state, Nigeria. The 

study concluded that recruitment and on boarding has improved employee performance of 

pharmaceutical companies in Anambra State, Nigeria 

Amongst the recommendations is that management of Pharmaceutical companies in Anambra 

State, Nigeria should identify and build on those qualities that should provide an encouraging for 

the talented employee through wages and promote employees as at when due , provide a save, 

secured and a good working environment for the employees and establish a policy of rewarding 

top performers to set good examples for others to follow suit.  Management of Pharmaceutical 

companies in Anambra State, Nigeria are advised to provide more opportunities for employee 

career development for their employee in order to ensure that the organization has the flow of 

talent it needs for organizational performance. 
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