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Abstract 
This study aims to determine employee wellbeing as a mediating effect on the relationship between 

technological change and employee performance of Manufacturing Companies in Kaduna state, 

Nigeria. The study is a cross-sectional study and a survey research design was employed. The 

sample population of this study comprised employees of 25 selected manufacturing companies in 

Kaduna state. Data were collected through a structured online survey questionnaire. The 

hypotheses tested found that technological change has effect on employee performance. 

Technological change significantly related to employee wellbeing. Employee wellbeing is 

positively and significantly related to employee performance. Employee wellbeing significantly 

mediates the relationship between technological change and employee performance of 

Manufacturing Companies in Kaduna state, Nigeria. Study shows technological change benefits 

employee wellbeing by empowering staff, reducing workload, enhancing job satisfaction, and 

balancing work and personal life, emphasizing the importance of supportive work environments. 

Keywords: Technological Change, Technical complexity, Systemic Shift, Employee Performance 

 

1. INTRODUCTION 

The creation of new technology is accelerated by globalization, and as a result, new discoveries 

are made every day (Joensuu-Salo, Sorama, Viljamaa, & Varamäki, 2018; Oladimeji, Ebodaghe, 

& Shobayo, 2017). Rapid development leaves many manufacturing companies unsure on whether 

to switch or upgrade their outdated approach (Kaplan, 2014). In order to reduce the consequence 

on the surroundings arising from the productive activities of a company and the public's 

understanding of this effect, companies are under pressure to tackle employee performance 

challenges as a result of the advancement of climate change and technological changes (De Burgos 

Jim'enez & C'espedes, 2001; George, Merrill & Schillebeechx, 2020). To address these issues, 

businesses are contemplating technological changes across all industries (George et al., 2020; 

Ghobakhloo, 2020). Professionals have urged management to acknowledge technological changes 

as a strategic opportunity to realize digitalization's maximum potential as an enabler of what is 

known as technology eco-advantage (BCG, 2021). In line with this, Mercedes-Benz (2022) has 
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committed to a net zero approach as part of its sustainability program and is seeking to achieve 

zero toxins from its fleet of vehicles and complete value chain by 2039. 

 

If employees do not want to promote the company from inside, the company will likewise not 

grow. Effective staff members help the company add value and facilitate the best decisions in order 

to increase its competitive advantage (Yong et al., 2020). The manufacturing industry must 

understand the significance of utilizing this new technology as technological advances have 

evolved to give more available services for the company (Gasparin et al., 2020). A corporation 

can drive people to be passionate at work and create the best job possible for what the company 

expects in addition to using technology (Hermawan, 2020; Nardo et al., 2019; Sapta et al., 2020; 

Aujirpongpan & Hareebin, 2020; Lee & Xuan, 2019). Moral ideals should be ingrained in 

employee connections in order to foster an atmosphere of belonging and trust, prevent resentment 

toward one another, and lessen conflicts. According to Sapta et al. (2020), this culture of operation 

is crucial to the company prosperity. 

 

One of prominent factors highlighted in the literature that may significantly influence employee 

performance is technological change (Dauda & Akingbade, 2018). Consequently, a change in the 

use of technology in manufacturing companies could lead to positive or negative significant 

influence on employee performance. To this effect, technological change in the literature is 

majorly conceptualised as a multidimensional variable (Dauda et al., 2018). Consequently, the 

prominent proxies of technological change in the literature include technical complexity and 

systemic shift (Adeniji, Adeyeye, Iyiola & Olokundun, Borishade, Falola, & Salau 2018).  

 

Technical complexity refers to the existence of many interdependent variables in a given system, 

where more variables and higher interdependence mean greater complexity and uncertainty 

(Ganco, 2010). On the other hand, systemic shift occurs when change reaches all or most parts of 

a system, thus affecting the general behavior of the entire system (Wanza & Nkuraru, 2016). 

Businesses are shaped by technological improvements/changes, which increase productivity and 

competitiveness. However, while they manage these changes, the welfare of the workforce is vital. 

 

Employee wellbeing, on the other hand, may be a viable intervening variable between 

technological development and employee performance as postulated by human relations theory. 

According to the theory, a beneficial change in technology can make employees happier (that is - 

employee wellbeing) and improve their overall performance. Employee wellbeing refers to the 

status of an employee's mental and physical health as a result of workplace dynamics (Haddon 

2018). A thorough evaluation of a person's physical, mental, and emotional health at work, which 

affects job satisfaction, absenteeism, and dedication to their organisation. 

 

Nigeria's manufacturing sector's contribution to GDP is low, with only 13% in the second quarter 

of 2020 (Varrella, 2021). Other African countries' industrial sectors contribute more, such as 

Algeria, Central African Republic, Democratic Republic of Congo, Egypt, Equatorial Guinea, 

Gabon, Lesotho, and Morocco. This underperformance is alarming, as smaller nations in Africa 

perform better in the industrial sector. The poor performance of Nigerian manufacturing 

enterprises is attributed to various factors, including economic slowdowns, lack of coordinated 

fiscal and monetary policies, poor macroeconomic fundamentals, increasing production costs, and 

global value chain disruptions. According World Bank (2021) poor road networks, inefficient train 
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systems, weak port infrastructures, and erratic power supply also hinder performance. Employee 

performance is a crucial factor in organizational success, and this study aims to identify elements 

affecting good employee performance). 

 

There is little empirical evidence to support this association, despite the fact that in practice 

technological changes appears to be more and more understood as a deliberate attempt to improve 

employee performance. In earlier studies, most of the previous studies focused largely on 

technology and performance or firm performance. Such as: Abbas, Muzaffar, Mahmood & 

Ramzan (2014), Sait, Muharan, Chin, Sulaiman, Zakuan & Choon (2018) and Gagnon & Dragon 

(2019) examined the relationship between technology and employee performance. As a 

consequence, the extant research is scattered, and its results are inconsistent from each other. 

 

Technological change is a multidimensional variable, with technical complexity, systemic shift, 

and process innovation being proxies (Lakshmi & Rajarathinam, 2016). However, few studies 

have examined the impact of technical complexity on organizational performance (Cheah, 

Bellavitis & Muscio 2020; Kim, Park & Juh, 2019). Systemic shift is often overlooked, some 

studies used it as dependent variables (Hendradjaja & Leoma, 2021). Independent variables like 

digital technology-enabled capabilities and organizational culture have been studied (Lixu, Yang, 

Long & Shuili, 2022; Durowoju, 2017; Dauda & Akingbade, 2018 & Bendig, Schulz, Theis & 

Raff, 2023), but individual employee performance is not often examined. 

 

The related studies mentioned above all analyse direct relationships between independent and 

dependent variables of their study, neglecting the possibility of indirect relationships between 

independent and dependent variables. The available studies stated above have not examined the 

mediating effect of employee wellbeing in the relationship between technological change and the 

performance of employees to the best the researcher knowledge, amounting to a gap of knowledge 

in the literature. With the inclusion of a mediation variable (employee wellbeing), it will contribute 

to better understanding of the relationship between technological change and employee wellbeing. 

When an independent variable and a dependent variable do not appear to be directly related, 

mediation analysis will help to clarify the link between these variables (Baron & Kenny 1986). 

 

The current study makes used of Human Relations Theory, Human relations theory is a school of 

organisational thought that emphasises workplace informality, staff productivity, and worker 

satisfaction. Human relations theory does not hold that employees are basically interchangeable 

parts, in contrast to scientism. There are three basic parts to the organisational human relations 

theory. The philosophy emphasises the significance of the individual first. A worker is a unique 

person who reacts to his or her environment, not just a cog in a machine. Considering these unique 

traits is necessary in order to maximise worker productivity. Second, the informal organisations at 

work are taken into consideration by the human relations theory. It's possible that a worker's 

affiliations with other employees are more significant to them than the formal organisational chart 

and have a greater impact on their level of productivity (Scott, 2016) Based on the propositions of 

human relations theory, employee wellbeing may be a potential intervening variable between 

technological change and the performance of employees (Hossni, 2019). The study seeks to 

investigates employee wellbeing as a mediating effect on the relationship between technological 

change and employee performance of Manufacturing Companies in Kaduna State. 
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2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

2.1 Employee Performance  

Bello & Adebajo (2014) define employee performance as how well a person completes the duties 

that make up a job. To provide employees the best chance to build their career plans and identify 

their strengths and shortcomings so that businesses may decide on salaries, offer promotions, and 

evaluate employee behaviour, performance needs to be assessed (Kehoe & Wright, 2013). Work 

results, according to Wayne and Ferris (1990), depend on the degree of quantity and quality, the 

method of production, and the intensity of supervision. (1) Job knowledge, which refers to the 

degree of expertise in job-related tasks that would directly influence the quantity and calibre of 

work results; (2) Initiative: the degree of initiative displayed in performing work-related duties, 

particularly while addressing issues that may emerge; (3) Mental aptitude: the capacity and 

quickness with which one can comprehend instructions, adapt to existing working conditions and 

working ways; (4) Attitude: the degree of motivation and positive outlook when performing tasks; 

(5) Job performance: the control over time and attendance, including levels of timeliness and 

attendance. The culture of the workplace gives the workers a sense of comfort. Job competence 

and job autonomy will have an impact on work when employees believe they can address a 

problem at work (Hewagama et al., 2019).  

 

2.2 Technological Change 

Scott (2022) defines technological change as the development of new technologies as well as 

advancements in current ones that enhance the market's offerings while also introducing new ones. 

This is the process of enhancing a product's or process's efficiency so that the output increases 

without the need for a corresponding increase in input. This is due to the fact that, when technology 

advances, a company no longer needs to start by assembling fresh raw materials to create a product, 

but rather can employ the same product and enhance the original technology to produce a better 

product. Technology has revolutionized the way companies conduct business by enabling small 

businesses to level the playing field with larger organizations. This allows owners to create 

operations using the most effective technology available. Changes in technology affect businesses 

and business activity in a major way. Many businesses have adapted to new technologies and use 

these to shape and influence their future. Technologies have made elements of business such as 

manufacturing, communication, purchasing, sales and advertising easier and more effective for 

businesses. 

 

2.3 Dimensions of Technological Change 

Technological change is measured using different proxies, which includes: 

 

a. Technical Complexity 

Dorner (1996) describes technical complexity as the presence of numerous interdependent 

variables in a particular system; more variables and higher interdependence imply greater 

complexity and uncertainty. Also, “Definition” (n.d.) defined technical complexity as the 

technological challenge or risk connected to a specific business possibility or problem that 

motivates the need for change. Complexity is a measurable trait. Technical complexity is 

characterized by components with “multiple interactions” and by “a non-decomposable” system 

(Singh, 1997). Technology complexity can be defined in terms of the level of interdependence and 

interaction between the subparts of a technological system (Mastrogiorgio & Gilsing, 2016). In 

particular, this study defines technology complexity as the degree to which the technology is 
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systemic, has multiple interactions and low modifiability. Technical complexity can be considered 

as a proxy for appropriability and a form of organizational technological change (Barney, 1991). 

 

b. Systemic Shift 

Connolly (2017) states that system shift happens when changes influence all or most system 

components and have an impact on the overall behaviour of the system. However, since people 

typically find it simpler to concentrate on the components than on the networks that link those 

parts, systemic change is frequently difficult to imagine, let alone inspire. All systems organize 

individual pieces into some sort of interrelated whole. According to Udeh & Igwe (2013), systemic 

shift also known as systemic change occurs when change reaches all or most parts of a system, 

thus affecting the general behaviour of the entire system. However, systemic change is often 

difficult to envision, let alone encourage, because people generally find it easier to focus on the 

parts than on the systems that connect those pieces. Systematic change is a long-term tactic that 

modifies the corporate culture as well as the attitudes and values of employees with the on-going 

objective of cutting costs and improving quality (“Definition” n.d.). 

 

c. Employee Wellbeing 

According to Diener, Suh, Lucas, and Smith (1999), Forgeard, Jayawickreme, Kern, and Seligman 

(2011), Keyes, Shmotkin, and Ryff (2002), Seligman (2011), Stratham and Chase (2010), and 

Zheng, Zhu, Zhao, and Zhang (2015), there is still much to be understood and debated about 

employee well-being. According to Warr (2002), employee well-being is often understood to 

encompass the whole of a person's experience and performance from both a physical and 

psychological perspective. According to Ryan and Deci (2000), there are two major philosophical 

approaches to happiness and well-being: hedonism, which is enjoyment focused, and eudemonism, 

which is power-realization-focused. According to Juniper, Bellamy, and White (2011) and 

Siegrist, Wahrendorf, Knesebeck, Jurges, and Borsch-Supan (2006), the term "employee well-

being" is most frequently used to refer to an employee's overall well-being that they believe is 

influenced by their job and workplace interventions. According to World Health Organisation 

(2013) employee well-being encompasses an individual's capacity to understand their capabilities, 

manage stress, work productively, and contribute to their community. 

Durowoju (2017) examined the effect of technological change on the performance of small and 

medium enterprises in Lagos state. Descriptive survey research with the sample population of 153 

respondents made up of managers and owners of small and medium enterprises within Lagos 

metropolis was used for this study. The major statistical technique used was a linear regression 

technique. The hypothesis tested found that technological change has effect on organizational 

performance of small and medium enterprise within Lagos metropolis. 

Al-Hawary & Al-Dafiri (2017) assessed the effect of components of information technology 

adoption on employees’ performance. The study population consisted of managers in the Interior 

Ministry of Kuwait State. Data were collected through the use of questionnaires. The researcher 

found that there is a significant effect of adoption of information technology elements represented 

by (hardware, software, data bases, and the human element) on employees’ performance of Interior 

Ministry of Kuwait State. The researcher also finds that the investment in information technology 

is an important tool in enhancing performance. 

 



   

90 

 

     LAPAI JOURNAL OF MANAGEMENT SCIENCE (LAJOMAS), Vol. 12 NO.1&2 APR/OCT 2023 - ISSN: 2315 9243 

    A Publication of the Department of Business Administration, Ibrahim Badamasi Babangida University, Lapai, Niger State 

Dauda & Akingbade (2018) examined how employee relation could be employed for technological 

change management. It also seeks to determine effective method of using technological innovation 

for improved performance in the Nigerian manufacturing industry. Questions based on the 

hypotheses were formulated and 1256 questionnaires were distributed to 30 selected 

manufacturing industries in beverages, textile, steel, cement and chemical industry in Nigeria. 

Findings reveal that employee relations do not have significant relationship with technological 

change. 

 

Baskaran, Lay, Ming and Mahadi (2020) investigated the relationship between technology 

adoption drivers and employee job performance in the Malaysian Manufacturing Industry. In 

addition, the mediating effect of perceived job insecurity was also evaluated on the relationship 

between technology adoption and employee job performance. Employing a quantitative research 

method, data was collected from 370 respondents through a structured online survey questionnaire. 

The findings indicated that job satisfaction and motivation to be statistically significant while the 

workload was failed to be retained in the research. Additionally, there was no statistical evidence 

for the mediating effect of job insecurity in the research. Hence to lead to the development of 

Hypotheses one. 

 

Ho1 Technological change has no significant effect on employee performance. 

Ho2 Technological change has no significant effect on employee wellbeing. 

 

Krekel (2019) examined the relationship between employee wellbeing, productivity and 

performance. They survey the evidence and studied the question in a meta-analysis of 339 

independent research studies, including the wellbeing of 1,882,131 employees and the 

performance of 82,248 business units, originating from 230 independent organisations across 49 

industries in the Gallup client database. The study found a significant, strong positive correlation 

between employees' satisfaction with their company and employee productivity and customer 

loyalty, and a strong negative correlation with staff turnover. Ultimately, higher wellbeing at work 

is positively correlated with more business-unit level profitability.  

 

Abdullah, Huang, Sarfraz, Ivascu, and Riaz (2020) investigated the impact of Internal Service 

Quality (ISQ) on nurses' job satisfaction, commitment, well-being, and performance in Pakistan's 

healthcare sector. A cross-sectional quantitative research with 412 nursing employees from 20 

private healthcare centers revealed that ISQ directly affects employees' satisfaction, commitment, 

and well-being. Well-being mediates job satisfaction and performance relationships, but not 

commitment and job performance. Hence to lead to the development of hypotheses two. 

Ho3 Employee wellbeing has no significant effect on employee performance. 

Ho4 Employee wellbeing does not have a mediating effect on the relationship between 

 Technological change and employee performance. 

 

In accordance with the above literature, the framework shown in Figure 1 is presented to emphasize 

the connections between the components in the study. 

 

 

 

 



   

91 

 

     LAPAI JOURNAL OF MANAGEMENT SCIENCE (LAJOMAS), Vol. 12 NO.1&2 APR/OCT 2023 - ISSN: 2315 9243 

    A Publication of the Department of Business Administration, Ibrahim Badamasi Babangida University, Lapai, Niger State 

Fig.1 Conceptual framework: 
 

 

 

 

 

 

 

 

 

 

 

 

Source: Researchers 

 

3. RESEARCH METHODOLOGY 

The study used a cross-sectional survey research design to study 1,452 employees from 25 

manufacturing companies in Kaduna State, Nigeria. A sample size of 302 employees was selected. 

Increased representation by adding 30% to sample size, resulting in 393 participants. 

Questionnaires were distributed using simple random sampling and proportionate sampling to each 

selected manufacturing firm, addressing errors and ensuring accurate responses.  

 

The study used a structured closed-ended questionnaire, divided into two sections, to gather data 

on employee demographics, technical complexity, systemic shift, and employee performance. 

Respondents were employees from various manufacturing companies. The questionnaire was 

measured using a 5-point Likert. 

 

Employee performance in this study was measured using employee task performance. In 

measuring task employee performance, the study used the instrument developed by Koopman. 

Bernaards, Hildebrandt, Vincent, Henrica and Allard (2014) it has five items. Items for employee 

wellbeing were adapted from Zheng, Zhu, Zhao and Zhang (2015) have seven items. In addition, 

Technical complexity in this study was measured using the six item scale developed by Ganco 

(2010). Also, measuring systemic shift was adopted from the study of Westenholz (2013) it has 

six items scale.  

 

The study analyzed 393 distributed questionnaires to respondents, with 93% returning 365 copies. 

Outliers were detected, and 33 copies were deleted. Out of the 332 usable copies, 84% were 

suitable for analysis, making the study appropriate. Outliers were identified using Mahalanobis 

distance, resulting in a total of 332 usable copies. 

 

4. DATA ANALYSIS AND RESULTS 

The study used SmartPLS 4.0 in other to compute the two basic model of PLS path modelling 

which includes measurement model and structural model (Anderson & Gerbing, 1988).  
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4.1 Measurement Model 

In the measurement model, items loadings will be examined and only items that loads above 0.50 

will be retained (Fornell & Larcker, 1981). The internal consistency was measured using 

composite reliability (CR) threshold (0.7), Average Variance Extracted (AVE) threshold (0.5) and 

Fornell & Larcker (1981) threshold (below 0.85) are acceptable.  

 

 
 

Figure 2: Measurement Model 

 

Table 1: Construct Reliability and Validity  

Construct Items Loadings VIF AVE CR 

Employee Performance EP1 0.757 1.600 0.560 0.805 

 EP2 0.743 1.764   

 EP3 0.740 1.614   

 EP4 0.769 1.897   

 EP5 0.731 1.426   

Technical Complexity TC1 0.786 1.646 0.535 0.823 

         TC2 0.707 2.834   

 TC3 0.747 1.675   

 TC4 0.730 3.092   

 TC5 0.830 2.715   

 TC6 0.562 2.524   

Systemic Shift SS1 0.762 2.028 0.610 0.872 

 SS2 0.779 1.884   

 SS3 0.744 1.877   

 SS4 0.799 1.742   

 SS5 0.791 2.089   
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 SS6 0.810 2.030   

Employee Wellbeing EWB1 0.726 2.066 0.562 0.873 

 EWB2 0.761 1.933   

 EWB3 0.692 1.606   

 EWB4 0.824 1.703   

 EWB5 0.789 1.689   

 EWB6 0.695 2.087   

 EWB7 0.750 1.360   

Source: Smart-Pls Output, 2023  

 

According to Hair, Black, Babin & Anderson (2014), loadings should not be below 0.5. On Table 

1, it can be seen that all items measuring different latent variable loaded above 0.5. This means all 

the items were retained. Similarly, On Table 1, all construct have a composite reliability coefficient 

greater than 0.7 and all construct met the minimum benchmark for AVE which is 0.5 (Tabachnick 

& Fidell, 2013). This means the data collected are valid and reliable. The data were next tested for 

discriminant validity. And Table 3 demonstrates that all of the HTMT values were below 0.85 

(Hair et al., 2011). According to these three tables, all constructs have a high level of convergent 

validity. 

 

Table 2: Discriminant Validity using HTMT ratio 

   EP EWB SS TC 

1 Employee Performance     

2 Employee Wellbeing 0.847    

3 Systemic Shift 0.717 0.488   

4 Technical Complexity 0.813 0.605 1.102  

Source: Smart-Pls Output, 2023 

 

Structural Model 

The structural model was assessed to test the hypotheses of the study. The study also examined 

the quality of the model criteria. To this end, Hair, Black, Babin & Anderson (2014) identified 

four key criteria for assessing the structural model in PLS-SEM. Researchers looked at the variance 

inflation factor (VIF) before looking at the structural model to see if there was collinearity between 

the study construct indicators. VIF values larger than 5 are indicative of collinearity amongst the 

predictor constructs (Qalati et al., 2022). According to Hair et al. (2019), the optimal VIF values 

are about 3 or lower. Because all of the predictor construct values in the study were less than 4, as 

shown in table 1 above, there was no collinearity. 
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Figure 3: Structural Model 

 

4.2 Test of Hypotheses for Direct Relationships 

Before testing for the mediating effect of employee wellbeing in the relationship between technical 

complexity and systemic shift (higher order), it is important to determine the independent variable 

and dependent variable.  

Table 3: Direct Path Coefficient 

Hypotheses Relationship  Beta 

Value 

Standard 

Deviation 

T Stat P Value Decision 

HO1 TC->EP 0.375 0.037 10.150 0.000 Rejected 

HO2 TC->EWB 0.509 0.019 13.651 0.000 Rejected 

HO3 EWB->EP 0.573 0.024 12.362 0.000 Rejected 

R Square 0.688      

Source: Smart-Pls Output, 2023 

 

Technological change (TC) has positive relationship with employee performance, according to the 

Ho1 results ( = 0.375; t = 10.150; p 0.000). Thus, HO1 that states that Technological change has 

no significant effect on employee performance of manufacturing companies in Kaduna State is 

rejected. Similarly, Technological change (TC) has positive and significant effect on employee 

wellbeing, according to the HO2 results ( = 0.509; t = 13.651; p 0.000).  Hence, Ho2 that states 

that Technological change (TC) has no significant effect on employee wellbeing of manufacturing 

companies in Kaduna State is rejected. Finally, Employee Wellbeing is positively and significantly 

related to Employee Performance, according to the HO3 results ( = 0.573; t = 12.362; p 0.000).  

Thus, this study rejects Ho3 that states that Employee Wellbeing has no significant effect on 

Employee Performance of manufacturing companies in Kaduna State. 

 

R2 68.8 (0.688) percent, this means 68.8 percent variance in employee performance of 

manufacturing companies in Kaduna State is accounted for by technological change and employee 

wellbeing. Table 4 was used to determine the effect size of the direct effect of the independent 

variables of the study on firm performance. Effect size was assessed through f2. 
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Effect Size of Exogenous Variables 

Table 4: Effect Size  

Construct f2 Effect Size 

Systemic Shift 0.01 Small 

Technical Complexity 0.03 Small 

Employee Wellbeing 0.62 Large 

Source: Smart-Pls Output, 2023 

 

Table 4 reveals that technical complexity, systemic shift, and employee wellbeing have small, 

medium, and large effects on employee performance in manufacturing companies. Employee 

wellbeing is the most significant predictor according to Cohen (1988), f2 values of 0.02, 0.15, and 

0.35. 

 

Predictive Relevance of Exogenous Variables 

The study utilised the Stone-Geisser’s Q2 value to assess the predictive relevance of the exogenous 

variables on employee performance. The result is presented in Table 5. 

 

Table 5: Predictive Relevance of Exogenous Variables 

Construct Q²predict 

Employee Performance 0.468 

Employee Wellbeing 0.287 

Source: Smart-Pls Output, 2023 

 

Table 5 shows cross-validated redundancy of direct relationships between technical complexity, 

systemic shift, employee wellbeing, and employee performance. The model has high predictive 

relevance for employee performance, and the researcher tested the mediating effect of employee 

wellbeing (Cohen, 1988). 

 

Mediation Analysis  

Table 6:  Mediation Results 

 Total effect Direct effect indirect effect 

  P V  P V   t P values 

TC-EP 0.666 0.000 0.375 0.000 TC-WEB-EP 0.291 12.36 0.000 

Source: Smart-Pls, Output, 2023 

 

Ho1 also examines either employee wellbeing mediates the relationship between technological 

change and employee performance. According to the findings, Technological Change has a 

significant total effect on Employee Performance ( = 0.666, t = 10.15, p 0.000). The direct effect 

was still discovered to be positive and significant even when the mediator was added to the model 

( = 0.375, p 0.000). While the indirect effect that was discovered to be significant (= 0.291, t = 

12.36, p 0.000) with the inclusion of the mediator into the study. This demonstrates that the effect 

of technological change on employee performance passed through employee wellbeing (the 

mediation is a partial mediation or complementary partial mediation). HO4 was hence rejected. 

Table 6 displays the findings of the mediation result. 
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4.3 Discussion and Theoretical and Managerial Implications 

The researcher's priori expectation of technological change positively impact employee 

performance in manufacturing companies was confirmed by data analysis. This finding aligns with 

previous research of Durowoju (2017), Al-Hawary and Al-Dafiri (2017) and Baskaran, Lay, Ming 

and Mahadi (2020). Emphasizing the importance of considering human factors like motivation, 

satisfaction, communication, skill development, empowerment, and psychological well-being 

when examining the effects of technological change on employee performance. Organizations can 

capitalize on technical improvements and create a productive workplace by recognizing and 

addressing these human factors. 

 

Technological change positively impacts employee wellbeing in manufacturing companies in 

Kaduna, improving work-life balance and job happiness. Remote work technologies and flexible 

schedules help employees balance personal and professional lives, aligning with Human Relations 

Theory principles. Organizations can enhance employee wellbeing, job happiness, and 

performance by considering human factors during technology transitions and providing necessary 

support and resources. 

 

Employee wellbeing is significantly related to employee performance the finding is consistent with 

the studies of Warr and Nielsen (2018) and Zakaria, Abdulatiff and Ali. (2014), with decreased 

absenteeism and turnover rates being linked to it. The Human Relations Theory emphasizes 

employee retention and workplace interruptions, as employees are less likely to miss work and 

seek new employment opportunities. A positive cycle of increased well-being leads to higher job 

satisfaction, engagement, and improved performance levels by creating a friendly, inspiring, and 

empowering work environment that addresses employees' social and psychological needs. 

 

Employee wellbeing significantly mediates the relationship between technological change and 

employee performance in manufacturing companies. Human Relations Theory highlights the 

influence of technological change on employee wellbeing, leading to improved performance. 

Organizations can create a beneficial chain of effects by fostering a supportive work environment, 

empowering employees, and fostering a supportive work environment. 

 

5. CONCLUSIONS AND RECOMMENDATIONS 

This study shows technological change benefits employee well-being by empowering staff, 

reducing workload, enhancing job satisfaction, and balancing work and personal life. Study links 

technological change to employee performance, with well-being influencing motivation, 

engagement, and commitment, leading to better performance. The study highlights the Human 

Relations Theory's application in understanding technological change, employee wellbeing, and 

employee performance, emphasizing the importance of supportive work environments. 

 

Organizations should adopt a supportive approach to technological implementation, providing 

staff with guidance, tools, and assistance to ensure confidence and ease in new technologies. 

Implementing employee well-being programmes, including mental health support, work-life 

policies, wellness initiatives, and skill development, improves performance. Effective 

communication is crucial in technological change, reducing uncertainty, addressing concerns, and 

providing regular feedback. Organizations should fund skill development programs to support staff 

in adapting to technology advancements and improving wellbeing. Acknowledging employee 
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contributions is crucial for motivation, wellbeing, and increased performance and engagement. 

Organizations prioritizing employee well-being in technological advancements can improve 

employee performance by implementing supportive initiatives, encouraging empowerment, and 

creating a happy work environment. 

 

Limitations and Future Research Direction 

Study small sample size may impact generalizability; larger, representative sample needed for 

improved external validity. Cross-sectional design may hinder determining relationship between 

technological change, employee wellbeing, and employee performance; longitudinal studies might 

provide stronger evidence. Relying solely on employee feedback for performance and well-being 

risked social desirability bias; future studies should include objective metrics. This study may have 

overlooked potential confounding factors affecting technological change, wellbeing, and 

employee performance, future might include organizational culture, leadership style, and market 

conditions. Further studies may examine the precise processes through which the relationship 

between technological change and employee performance is mediated by other factor such as 

personality, employee empowerment, organisational culture and digital orientation. Targeted 

therapies can be influenced by an understanding of these systems. The study reveals a positive 

mediating effect between technological change, employee wellbeing, and performance. Future 

research can improve validity and apply findings, enabling organizations to make informed 

decision 
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