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Abstract
This study examines workplace belongingness and its impact on workers at the Federal Teaching Hospital, Gombe State, Nigeria, focusing on workplace challenges and their effects on employees." The survey method was employed to select 400 respondents as a sample size. Data were collected using surveys and in-depth interviews (IDI). Data were analysed using the chi-square test to examine hypotheses. The study found that lack of belongingness among workers, which can lead to feelings of isolation, disengagement, and dissatisfaction with their jobs. These factors can undermine their sense of inclusion and acceptance within the workplace, leading to decreased motivation and reduced job performance. The study recommends that the offer flexible work arrangements and support workers in balancing their professional and personal lives, which contribute to job satisfaction. Finally, to create a sense of purpose, encourage inclusivity, enhance communication, recognise and reward the contribution of workers and provide opportunities for growth.
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Introduction
One of the central tenets of industrial sociology is the scientific study of workers behaviour in the workplace and the application of research findings to practice with the aim of overcoming organisational problems, enhancing employee wellbeing, and improving organisational productivity and performance. Thus, workplace belongingness is a significant enhances the psychological wellbeing of employees in any organization such as satisfaction and engagement (Chan, 2016).
Belongingness is a multidimensional psychological construct that includes social, cognitive, emotional, and behavioural dimensions (Brown, 2017). Achieving a sense of belonging has been suggested to be an innate universal need and a deeply rooted source of motivation that drives much of human thought, feeling, and behaviour (Baumeister & Leary, 1995). Indeed, research has now established belonging’s ability to explain much of human behaviour (Allen, 2021). Individuals who achieve a sense of belongingness report greater life satisfaction, enhanced positive emotions, as well as improved mental and physical health than those who do not (Stillman, 2009).
Belongingness at work is thus becoming increasingly important while at the same time work is becoming increasingly remote and employees are coming from more diverse ethnic, cultural, and religious backgrounds, making achieving the goal of belongingness more difficult (Byrd, 2022). Therefore, given that the workplace environment is increasingly replacing traditional sources of belonging, and the way work is organised is changing, it is important to investigate the factors that foster a sense of belonging in contemporary organisations, and with different modes of working.
 In recent years, the concept of workplace belongingness has gained considerable attention in organizational behaviour research, particularly due to its significant impact on workers performance and organizational success (Van Dick, 2012). Workplace belongingness refers to the extent to which workers feel accepted, valued, and included within their work environment. It is a crucial aspect of organizational culture that influences workers well-being, job satisfaction, commitment, and overall productivity (Deloitte, 2024).


Even with the growing recognition of its importance, many healthcare sector organizations, including those in Gombe State, Nigeria, continue to struggle with issues related to low worker morale, high turnover rates, and suboptimal performance. These challenges are often linked to a lack of belongingness among workers, which can lead to feelings of isolation, disengagement, and dissatisfaction with their jobs (Adebanji, A 2020).
In the Federal Teaching Hospital of Gombe State, the problem of inadequate workplace belongingness is particularly pronounced. Workers in these public institutions frequently encounter bureaucratic inefficiencies, limited opportunities for career advancement, and a rigid organizational structure. These factors can undermine their sense of inclusion and acceptance within the workplace, leading to decreased motivation and reduced job performance. Moreover, the lack of a supportive work environment can exacerbate stress and burnout, further contributing to the challenges faced by these institutions in retaining skilled and experienced staff.
Despite the critical role that workplace belongingness plays in shaping workers outcomes, there is a limited understanding of how this concept impacts workers in the public sector of Gombe State. The absence of empirical research on this subject has created a gap in knowledge, making it difficult for policymakers and organizational leaders to develop effective strategies for enhancing worker engagement and productivity.
This study seeks to address this gap by exploring the workplace belongingness and its impact workers at Federal Teaching Hospital in Gombe State, Nigeria. The research aims to identify the factors that contribute to or hinder workers' sense of belonging and to examine the consequences of these factors on their job satisfaction, commitment, and overall performance. By doing so, the study intends to provide valuable insights that can inform the development of targeted interventions to improve workplace belongingness and, ultimately, enhance the effectiveness of public institutions in Gombe State, Nigeria.




Research Questions 
1. What factors contribute to workplace belongingness among workers at the Federal Teaching Hospital, Gombe State?
2. What organisational challenges hinder workplace belongingness in the Federal Teaching Hospital?
3. What targeted intervention can enhance workplace belongingness in the Federal Teaching Hospital, Gombe State?
Review of Empirical Literature
Several studies have examined workplace belongingness in African healthcare settings. A study by Mugisha et al. (2021) in Uganda explored the impact of organizational culture on nurses’ sense of belonging and job satisfaction. The study found that healthcare workers in facilities with inclusive leadership and strong social support networks reported higher levels of job satisfaction and commitment. Similarly, research conducted in South Africa by Khumalo et al. (2020) revealed that healthcare workers who felt a sense of belonging in their workplaces demonstrated higher levels of psychological well-being, leading to better patient care and lower turnover rates. These studies emphasize that workplace belongingness is a crucial determinant of employee performance and healthcare outcomes in African healthcare systems. 
In Nigeria, workplace belongingness in the healthcare sector has been explored through various dimensions, including job satisfaction, employee engagement, and work environment. For instance, a study by Adeyemi et al. (2022) investigated the relationship between workplace management initiatives and talent engagement in Nigerian pharmaceutical firms. The study, which surveyed 429 healthcare employees, found that recognition programs, diversity and inclusion efforts, and employee well-being initiatives significantly enhanced employees’ sense of belonging and engagement (Adeyemi et al., 2022). These findings suggest that fostering an inclusive and supportive work environment is essential for employee retention and productivity.
Additionally, research by Okonkwo et al. (2021) examined factors influencing healthcare workers’ decision to remain in Nigerian hospitals. Through interviews with primary healthcare workers, the study found that workplace relationships, professional development opportunities, and management support were key determinants of workplace belongingness. Participants who reported strong collegial relationships and career growth opportunities were more likely to remain in their jobs despite challenging working conditions (Okonkwo et al., 2021).
Furthermore, a study in Lagos, Nigeria, explored the role of job crafting in employee loyalty among doctors and nurses (Ogunleye et al., 2023). The study surveyed 725 healthcare workers and found that relational job crafting (i.e., improving workplace relationships) had the most significant impact on employees’ sense of belonging and loyalty. This study underscores the importance of interpersonal relationships and supportive work cultures in fostering a sense of belonging among Nigerian healthcare workers.
The study conducted by Rachel, E. Joseph (2023) on the relationship between organizational belonging, organizational commitment, engagement, and intention to stay among employees in various organizations in the US. The research employed a quantitative approach to collect data from a sample of employees. The study found that organizational belonging has a significant positive impact on employee engagement and affective commitment. This suggests that when employees feel a sense of belonging within their organization, they are more likely to be engaged and committed to their work. The results of the mediation analysis indicate that employee engagement partially mediates the relationship between organizational belonging and affective commitment. This means that the positive effect of organizational belonging on affective commitment is partly explained by the mediating role of employee engagement. Furthermore, affective commitment partially mediates the relationship between organizational belonging and intention to stay. This implies that the positive impact of organizational belonging on employees' intention to stay is partly due to the effect of affective commitment. These findings have important implications for organizations, as they suggest that creating a sense of belonging among employees can lead to increased levels of engagement, affective commitment, and retention.


Theoretical Framework
Maslow's Hierarchy of Needs is a motivational theory in psychology comprising five levels of human needs: physiological, safety, love/belonging, esteem, and self-actualization. According to Maslow, belongingness is a fundamental human need that must be fulfilled before individuals can move on to higher levels of motivation and achievement.
The application to Workplace Belongingness in the workplace, the need for belongingness translates to workers’ desires for acceptance, inclusion, and positive social interactions with colleagues and supervisors. When these needs are met, workers are more likely to experience job satisfaction, motivation, and engagement, which positively impact their performance. In a healthcare setting workers’ psychological safety and belongingness are essential for job performance and patient care. In the context of Federal Teaching Hospital, fulfilling workers’ belongingness needs can enhance their commitment to health service and reduce turnover rates.
Social Identity Theory, developed by Tajfel and Turner (1979), posits that individuals derive a sense of identity and self-esteem from the groups to which they belong. This theory emphasizes the importance of group membership and social categorization in shaping individuals' attitudes and behaviours. Healthcare workers at Federal Teaching Hospital who strongly identify with their profession and organisation are more likely to experience belongingness and job satisfaction.
The application to workplace belongingness in a workplace setting, workers who strongly identify with their organization or workgroup are likely to experience a greater sense of belonging. This identification leads to positive outcomes such as increased loyalty, cooperation, and productivity. In Federal Teaching Hospital, fostering a strong organizational identity can encourage workers to align their goals with the mission of the public sector, leading to improved performance and job satisfaction.





Materials and Methods
This study was conducted in Federal Teaching Hospital Gombe State, Nigeria. The researchers adopted the cross-sectional survey design for the study. The population of the study includes Federal Teaching Hospital Gombe (FTHG), with a total population of 13,536 workers. The sample size of this study was determined using the “Taro Yamane” (1963) statistical formula as shown below:


Where:
 n = Appropriate sample size 
N = the total population 
e = level of significance (or limit of tolerable error) 
1 = Constant (unity)
Five percent (0.05) is the tolerable error



n= 400 
The sample size of 400 respondents in the Federal Teaching Hospital were selected for the research. The researcher employed the Simple Random Sampling (SRS) technique. Questionnaire and will be complementary to in-depth interviews (IDI). The questionnaire will be administered to the Federal Teaching Hospital covering information on the socio-demographic characteristics of the respondents. It also provides data on challenges and the impacts of workplace belongingness ten interviews with the official of Federal Teaching Hospital. 
The study employed quantitative and qualitative methods of data analysis. In doing this, the quantitative data from the questionnaire were coded, processed and analysed using Statistical Package for Social Sciences (SPSS). Data collected from the questionnaire were sorted out, coded and drawn into tables for easy understanding frequency tables and percentages were used in assessing and determining the proportions of the responses to different issues. Chi-square was used to test hypotheses formulated. Qualitative data were analysed manually focusing on the interpretation and description of what was said by the interviewees. In going through the transcription, phrases with special connotations were noted and pulled out as illustrative quotes to complement the quantitative data enhances the understanding of the responses of the respondents.
























Socio-demographic Characteristic of the respondents
Table 1: Demographic and Socio-Economic Variables of the Respondents
	Variable 
	       Frequency
	      Percentage (%)


            Male 			            277			70.5
Female				116			29.5
Total				393			100
Age Categories					
20-29				89			22.6
30-39				130			33.1
40-49				96			24.4
50-59				51			12.9
60 and above			27			6.9
Total 				393			100
Educational level					
PhD				32			 8.1
Master degree			52			13.2
First degree			211			53.7
HND/OND			67			17.1
SSCE/GCE			31			7.9
Total				393			100
Position 					
Senior 				234			59.5
Junior 				159			40.5
Total 				393			100
Income								
Less than N 20,000		12			3.0	
N20,000 - N 35,000		38			9.7	
N36,000- N 50,000		56			14.2	
N 51,000 - N 65,000		60			15.3	
N 66,000 and above		227			57.8	
	Total
	       393
	  100


Source: Researcher’s Field Survey 2024.
Table 1 shows the demographic and socio-economic variables of the respondents. It shows that respondents comprised of 70.5 percent of male and 29.5 percent females. The majority of the respondents, 33.1 percent fell between 30-39 years of age. The current level of education of most of the respondents is 53.7 percent was first degree. Majority of the respondents, 59.5 percent were predominantly senior staff, the highest number of respondents, 57.8 percent were earned #66,000 and above as salary income.
Table 2: When at work, do you feel like you belong?
_____________________________________________________________________
Challenges					Frequency		Percentage (%)
_________________________________________________________________
Strongly agreed				141			35.2
Agreed						97			24.2
Neutral						17			7.1
Disagreed 					67			15.8
Strongly agreed				71			17.7
Total						393			100
_____________________________________________________________________
Source: Field Survey, 2024.
Table 2 indicated that 35.2 percent of the respondents were strongly agreed and 24.2 percent were agreed of respondents feel a sense of belonging at work. This suggests a majority of respondents feel positively about belonging in the workplace. While 7.1 percent of respondents selected "Neutral," meaning they feel neither a strong sense of belonging nor a lack thereof. This group may fluctuate in their feelings about belonging. Meanwhile, 17.7 percent and 15.8 percent disagree and strongly disagree of respondents report not feeling a sense of belonging at work. This suggests that a significant portion of respondents feel a lack of belonging, which may indicate areas for improvement in workplace inclusion. 
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Table 3: What challenges do you face that impact your sense of belonging at work?
_____________________________________________________________________
Challenges					Frequency		Percentage (%)
_____________________________________________________________________
Lack of support from management        		89 			22.6
Limited opportunities for socializing  		57 			14.5
Difficulty relating to coworkers   			33 			8.4    
 Unclear role expectations      				 21			5.3     
Lack of recognition for contributions  		87			 22.1 
Limited career development opportunities 		23			 5.9
Feeling excluded from decision-making   		19 			4.8
Cultural or values misalignment        			44 			11.2
High workload or job stress          			20			 5.1 
Total							393			100
_____________________________________________________________________
Source: Field Survey, 2024.

From table 3 show that, 22. 6 percent of the respondents were of the view that Lack of support from management was the main challenges faced workers at workplace. This is the most frequently reported challenge, suggesting that nearly one-quarter of respondents feel unsupported by management. This may reflect perceived gaps in leadership support, feedback, or guidance, which could lead to feelings of isolation or undervaluation within the organization. However, 21.1 percent of the respondents were of the view the main challenges at workplace was Lack of Recognition for Contributions. Nearly as prevalent as lack of support, this issue shows that many respondents feel their efforts go unrecognized. Recognition is a key factor in fostering belonging, so this finding suggests the organization might need to implement or improve appreciation and reward systems. Meanwhile, lack of social engagement opportunities affects about 14.5% of respondents. This may indicate that employees feel isolated or have limited opportunities for informal interaction, which is crucial for building workplace relationships and a sense of community. Nevertheless, misalignment in cultural values impacts over 10% of respondents, indicating a potential disconnect between employees’ personal values and the organization’s culture. This can significantly impact engagement and loyalty, especially if employees feel their values are not represented or respected. Some 8.4 percent of the respondents find it hard to connect with their colleagues, which could be due to personality differences, communication styles, or diverse backgrounds. Difficulty in forming peer relationships can hinder team cohesion and impact the individual’s sense of belonging. Also, 5.9 percent of the respondents were a smaller but notable percentage of respondents feel restricted in their career growth within the organization. Without clear career advancement pathways, employees might feel undervalued or unmotivated, which can decrease their long-term commitment to the organization. 5.1 percent of the respondents fell Job stress and high workload affect a few respondents, suggesting that while workload management may be an issue for some, it is less widespread. However, for those affected, this can lead to burnout, decreasing their overall connection and sense of belonging at work. 5.3 percent among the employees feel uncertain about their responsibilities or performance expectations, which can lead to confusion and dissatisfaction. A lack of role clarity can reduce an individual’s confidence and connection to the organization’s goals. Finally, 4.8 percent a smaller percentage of employees feel they are not involved in decision-making processes. This can create a sense of exclusion and reduce their investment in organizational outcomes, particularly if employees feel their perspectives are disregarded.


Table 4: What are the effects of the challenges do you face that impact your sense of belonging at work?
_____________________________________________________________________
Effects						Frequency		Percentage (%)
_____________________________________________________________________
Reduced engagement or motivation 		99 			25.3
Decreased job satisfaction           		56 			14.2
Feeling isolated or disconnected		37			9.4
Increased stress or burnout			36 			9.2
Lower productivity				85 			21.6
Less participation in team activities		23			5.9
Reduced confidence in abilities		19 			4.8
Feeling undervalued or unappreciated	21			5.3
Highly traumatised				17			4.3
Total						393			100
_____________________________________________________________________
Source: Field Survey, 2024

The table outlines the effects of various workplace challenges on employees' sense of belonging. 25.3 percent of the respondents were of the view that effects of the challenges Reduced engagement or motivation of workers at workplace. This is the most frequently reported effect, with one in four respondents feeling less engaged or motivated. This suggests that challenges at work significantly impact employees’ drive, potentially affecting their dedication and productivity. Many respondents nearly 22 percent of the respondents were reported decreased productivity as a result of these challenges. This highlights a direct effect on work output, suggesting that unresolved challenges might reduce overall workplace efficiency. 14.2 percent a notable portion of employees experience reduced job satisfaction, indicating that workplace challenges may lead to feelings of discontent, impacting retention and morale. Nearly 10 percent of respondents report feeling isolated or disconnected. This effect can further erode their sense of community and belonging, leading to lower morale and reduced participation. 9.2 percent of the respondents reported heightened stress or burnout, showing that workplace challenges not only impact motivation but also contribute to psychological strain, which can lead to long-term issues with well-being and absenteeism.  5.9 percent of the employees participate less in team activities, potentially due to disengagement or feelings of exclusion. This can reduce team cohesion and collaboration, affecting overall teamwork dynamics. While, 5.3 percent of the respondents who feel undervalued are likely to experience decreased satisfaction and engagement. This shows that lack of recognition is a common impact, reducing employees' confidence and willingness to contribute fully. 4.8 percent a smaller segment experiences lowered confidence, which can impact performance, self-efficacy, and personal growth. This effect may be tied to unclear role expectations or a lack of support and feedback. Finally, 4.3 percent less common, a few employees report feeling traumatized. This highlights the profound impact that workplace challenges can have on mental health, potentially leading to long-term emotional or psychological effects.





Table 5: What strategies do you think would help to minimize the challenges you face in feeling a sense of belonging at work?
_______________________________________________________________________
     Strategies					     Frequency		   Percentage (%)
________________________________________________________________________
Enhanced communication and feedback		87			22.3%
Access to career development resources		44			11.2%
Mental health and wellness support			32			8.1%
Opportunities for social interactions			21			5.3%
Improved support from management			37			9.4%
Diversity and inclusion training			12			3.1%
Mentorship programs					38			9.7%
Clearer role expectations and responsibilities		27			6.7%
Inclusive decision-making practices			13			3.3%
Regular team-building activities			18			4.6%
More recognition and appreciation programs		64			16.3%
Total							393			100
_____________________________________________________________________
Source: Field Survey, 2024

This table 4 outlines various strategies that employees believe could reduce challenges to their sense of belonging at work. 22.3 percent of the workers the most frequently suggested strategy, indicating that nearly a quarter of respondents feel improved communication and feedback is key to a stronger sense of belonging. This suggests a need for clear, consistent communication channels and constructive feedback to foster transparency and engagement. However, 16.3 percent recognition programs are highly valued, with 16.3 percent of respondents indicating a desire for more appreciation for their efforts. This suggests that employees are motivated by acknowledgment and that formal appreciation programs could strengthen their connection to the organization. 11.2 percent of the respondents were of the view access to resources that support career growth is significant for over 11 percent of respondents. This shows that many employees see career advancement opportunities as integral to their sense of belonging, emphasizing the importance of a clear path for growth within the organization. 9.7 percent were agreed mentorship programs are seen as beneficial by almost 10 percent of respondents. Mentorship could provide support, guidance, and a sense of community, helping employees feel more connected and understood by more experienced colleagues. 9.4 percent of the respondents feel that greater support from management would enhance their sense of belonging. This includes managerial guidance, encouragement, and assistance in navigating workplace challenges, which could improve morale and employee engagement. Mental health and wellness support is important for 8.1 percent of respondents, indicating that some employees value access to resources like counselling, stress management programs, or wellness initiatives as part of feeling supported at work. 6.7 percent were of the viewed the role clarity is an area of focus for several respondents, showing that employees are seeking more defined expectations and responsibilities. Clear role definitions could reduce confusion, enhance productivity, and contribute to a stronger sense of purpose. 5.3 percent were of the viewed the social interaction opportunities are suggested by a smaller percentage, indicating that some employees feel workplace relationships and camaraderie could be improved. These opportunities could help foster a collaborative and inclusive culture. Regular team-building activities, though less frequently mentioned, are seen as a way to improve morale and teamwork. These activities can create informal connections, making employees feel more integrated into the team. Inclusive decision-making practices are suggested by a small number 3.3 percent, reflecting a desire for involvement in organizational decisions. Including employees in decision-making processes could empower them and increase their commitment to team and company goals. Although less commonly suggested 3.1 percent, diversity and inclusion training is viewed as a valuable way to foster respect and understanding among employees from diverse backgrounds. This could strengthen the cultural fabric of the organization and make employees feel more accepted.




Findings
The study revealed that the challenges faced in workplace belongingness and its impact on workers practically as prevalent as lack of support, this issue shows that many respondents feel their efforts go unrecognized. Recognition is a key factor in fostering belonging, so this finding suggests the organization might need to implement or improve appreciation and reward systems. Meanwhile, lack of social engagement opportunities affects many workers. The findings are in line with Raza, M. (2020), the study found that Affective commitment (AC) means at what level a person is mentally attached to an organization with the feelings of loyalty, belongingness, affection, and fondness. This may indicate that employees feel isolated or have limited opportunities for informal interaction, which is crucial for building workplace relationships and a sense of community. 
Nevertheless, misalignment in cultural values impacts workers which indicating a potential disconnect between employees’ personal values and the organization’s culture. This can significantly impact engagement and loyalty, especially if employees feel their values are not represented or respected. Belongingness is generated through attachment to the organization (Allen & Meyer, 1996). Some employees find it hard to connect with their colleagues, which could be due to personality differences, communication styles, or diverse backgrounds.
Notwithstanding, the study disclose difficulty in forming peer relationships can hinder team cohesion and impact the individual’s sense of belonging. Also, workers feel restricted in their career growth within the organization. Without clear career advancement pathways, employees might feel undervalued or unmotivated, which can decrease their long-term commitment to the organization. Meanwhile, for those affected can lead to burnout, decreasing their overall connection and sense of belonging at work. This can create a sense of exclusion and reduce their investment in organizational outcomes, particularly if employees feel their perspectives are disregarded.



Conclusion 
The study examined workplace belongingness and it’s impact on workers in selected Federal Teaching Hospital in Gombe State, Nigeria. Thus, based on the study, one could infer that workplace belongingness significantly influences the productivity, motivation, and overall well-being of workers in the Federal Teaching Hospital in Gombe State, Nigeria. The findings reveal that a sense of belonging fosters employee engagement, reduces turnover intentions, and enhances collaboration. Employees who feel valued and included are more likely to contribute meaningfully to the organization’s goals. Conversely, a lack of belonging can lead to disengagement, reduced efficiency, and interpersonal conflicts. The study underscores the importance of cultivating an inclusive and supportive work environment that recognizes diverse contributions and ensures all employees feel connected to their workplace.
Recommendations
The following recommendations were by the study:
1. There should be developing inclusive policies that Federal Teaching Hospital should create and enforce policies that promote diversity, equity, and inclusion. These policies should address workplace discrimination and provide equal opportunities for all employees.
2. There should be foster open communication to establish platforms where employees can freely express their concerns, share ideas, and provide feedback without fear of reprisal. This encourages trust and enhances a sense of inclusion.
3. There should be a training and development organize regular workshops and training programs focused on cultural competence, team-building, and conflict resolution to equip employees and leaders with skills to nurture a supportive work environment. 
4. Recognition and appreciation should be implementing as a systems to recognize and reward employees’ contributions, ensuring everyone feels valued and appreciated for their efforts.
5. There should be introducing mentorship and peer-support initiatives to help employees build meaningful relationships and foster mutual support within the organization.
6. Periodic assessments should be conduct regular surveys and evaluations to gauge the level of workplace belongingness and identify areas for improvement. This will help Federal Teaching Hospital address issues proactively and maintain a healthy work culture.
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