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Chapter One
Introduction
1.1 Background to the Study

The success of every organization depends solely on developing human capabilities
for the workforce through employment, resulting in positive individual and
organizational outcomes. It goes a long way to show how valuable an employee is to
the organization. Each employee is an asset to the organisation, and the, t&h‘hs by
each employee provides must be significant. However, devel i&@%ﬁse human
capabilities can be calculated based on the economic climate, techhplogical advances,
shifts in demographics, and workforce changes affecting%@g setting which goes
a long way in developing the workforce for botp ‘x&mization and its employees.
In a competitive environment, every organizati needs to continuously adapt to
complexities arising from forces imp.av‘ti&n%he workforce which require employees to
continuously change to new envi@%ts with greater demands. This goes a long

way in enhancing organizatio oductivity. Hence it is important that organizations

prioritize engagement aM employee experience.
.}

Engaged em@e considered as most valuable asset for every organization!?, A

high level\Qt;e ployee engagement in domestic and global firms promotes retention
of t y fosters customer loyalty, and improves organizational performance and
Q%holder’s value’* Engaged employees deliver better outcome with a positive
attitude towards the organization and its values, which is important for its growth and
development™®, Thus communicating to the employees, making them feel valued and
inculcating a strong corporate culture have been considered vital for the management

of every organization’.



Employee Engagement is a fundamental concept in the effort to understand and
describe both qualitatively and quantitatively, the nature of the relationship between
an organisation and its employees. In the last decades, studies on the effect of stress or
so-called distress on employee engagement has received a lot of research attention,
especially in management sciences. Employee engagement is a vast and developing
area of research that has been extensively researched as it becomes funda.rnental in a
business context, being directly connected to organizational performance&
Employee engagement is one of the drivers of businesses and .%ons, and is
often seen as crucial for the organization's success an(} C(Qge.t\itivenessg. Scholars
have since then proposed different meanings and meas@%ts of engagement, some
of which even overlapped with other establish'eg@ynstructs such as organizational
commitment, job satisfaction, and job%)'?ement. There are two common
characteristics that were notewort @sjeﬁning engagement. First, engagement
indicates “a psychological conn%i'o with the performance of work tasks rather than
an attitude toward features (@‘ organization or the job”. Second, engagement relates
to the investment ofxﬂ.t\iple personal resources in work so that the experience with
one’s work 1 i@peous and holistic. A study describes employee engagement as a
relatively‘%gfi‘ng state of mind referring to the simultaneous investment of an
individual’s physical, cognitive, and emotional energies in the performance of job.
@wever, from a general view, employee engagement is defined as a distinct and
unique construct that consists of cognitive, emotional, and behavioral components that
are associated with individual role performance. An engaged employee is aware of
business context and works with colleagues to improve performance within the job for
the benefit of the organization. Engaged employees have demonstrated to offer a

better service delivery, which in turn increases production turnover thereby generating



higher revenues. The objectives within the manufacturing industry are to leverage
their human’ experiences with their products and services. It is noteworthy to suggest
that not the same attention is put by organizations to improve employees' experience
as customers' experience. Employee engagement has shown to be a significant aspect
influencing both the frontline and backstage workforce in their everyday work.

Employee engagement level has become an important standard in acl.lieving the
organizational goals and objectives. Engagement has been used and éﬁ}d from
different perspectives; these differing perspectives gives rise to di . 'ﬂg@easurement
parameters. These measures have been a mixture of th\ co-creational and

functionalistic approaches on how an employee ,{%\performed and express

themselves physically, cognitively based on 'Q&gction of goal or objectives

achieved by the employee. @

Employee engagement is an imp@@ect in assessing employees’ intention to
perform their work role ark%‘%e overall contribution of the employee to the
organization. ThereforNgén employees of manufacturing companies are not
properly engaged ich always arise as a result of not been able to express
themselves @y@ll , cognitively and emotionally, they will withdraw from their
work r@l‘\nally and mentally which will consequently result to poor service
d@e , low productivity and job burnout. They will also lag behind in introduction

new methods and thinking to channel solutions to manufacturing and
developmental issues to create “a positive, fulfilling, work-related state of mind that is
characterized by vigor, dedication, and absorption with the opposite of experiencing

job burnout, which results from the high demands of a job and lack of resources.

Effective engagement of employees is of importance because it is as good as the

facilitator of role or job performances and how employees can connect with their
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positions or organizations. It is possible that limiting employee engagement to role
performance prevents full understanding of the concept and the meaning behind
employee engagement. Although an increase in role performance may be the
inevitable goal or result of employee engagement because it impacts organizational
results. Hence, manufacturing companies must be at the forefront in ensuring that
employees are uniquely positioned to experience more engagement given.the greater
chance for dialogue via face-to-face communication. When employee%@t\ﬁve that
their organizations care about their welfare, they are likely to | contractual

obligations to the organization by becoming more engaged. 4%.\

Furthermore, stress can be described as a person's %‘qﬁ to circumstances or the
conditions of their external environment ,.@g place them under excessive
psychological, behavioral, and physical p Qz' As a result, stress is the response of
a person or an organization to the%}i}?ﬂ 1 demands. Stress is a normal reaction to
situations that make a person %ganism uneasy. So, stress does not always have a
negative effect on peoﬁw@also has a positive effect. Therefore, stress can help
employees in an or ation perform better by fostering greater employee motivation
at work, i@&o s, and problem-solving skills. Eustress is the term used
scientd 1@“{0 describe healthy stress, it is the positive result of stressful occurrences
t%ﬁes motivation in people who in turn rise above challenges that they may face
qucceed in life>. However, stress can only be managed up to a certain extent after
which, it becomes negative and negatively affects the performance of employees.
Scholars concur that such kind of stress can affect the physical and mental health of
the employee®. Stress can either be in the form of work stress and non-work stress.

Non-work stress refers to pressure felt by an individual by stressful activities that are



not related to work while work stress refers to stress that arises from the work

environment.

One of the things that improve work satisfaction is good stress, it encourages workers
to improve their output, strive for greatness, and find job satisfaction*. "Good Stress"
is what it means. Negative stress typically increases the risk of physical and emotional
health problems. Understanding eustress can help workers cope with othef @erous
stresses*. Every employee needs to have a healthy equilibrium betwgee ~}and play.
Stress could arise if the two are out of proportion. Any oré%ﬂon's ability to
succeed is largely dependent on the caliber of its resourm@?quality can only be

produced if a worker is content with their position an@vﬁs without interruptions.

Eustress is an evaluation of opportunities, {a@es, or stressors that a person feels
positive they can successfully mobjli@d use resources to overcome®. Eustress
helps employees persevere w n@dgs get difficult and require them to achieve
higher goals and values, as @as improves their self-esteem and builds their stature.

It gives them an energ M to perform demanding tasks, especially where they must
3

concentrate and @

Other au%@ have noted that businesses are becoming more aware of the necessity of

tra effort for excellence®.

presetving their employees' positive stress levels in order to maintain a competitive
%vantage in the global market’. Additionally, they recommended that an organization
implement crucial steps to lessen stress among its staff’. Additionally, academics
recommended that leaders develop positive relationships with their team because
doing so reduces stress’. Similarly, others also compared the management between
US, Japanese and Thai Management styles acknowledged that in US businesses,

managers enjoy work flexibility without rigid rules but with an emphasis on



individual performance, which results in less negative stress and more productivity
and success!®. Though they cannot be distinguished from one another, good and
negative stress goes hand in hand and are like two sides of the same coin!!. Because it
promotes efficiency, it's crucial to keep employees' stress levels at a certain level.
Additionally, studies demonstrate that stressful working environments negatively
impact people, which increases absenteeism, tardiness, and the likelih?gl that
employees will switch employment.!>!3. In the context of this study, thgi;}fors that
will be consider in measuring organizational eustress are e 1. Q6}rformance,
employee satisfaction and employee wellbeing which E:an%;?garded as positive
stress in employees and were adopted from Herzb ’\heory on stress factors.

Employees are motivated to accomplish these gb@ecause doing so will help them

perform well at work and be treated seriouﬁgsQ
Role demand is a condition of @es that confront an employee regarding

his/her roles and the associat?%‘ ficulty in dealing with such roles under a certain

time frame. \;()

Similarly, in the Of Herzberg Employee, satisfaction can be viewed as the
a 0N
pleasurable emotional condition that results from appreciating one’s job as achieving
X

or facilitating the achievement of one’s job values. One of the earliest definitions of
N/

ob\satisfaction has described it as any number of psychological, physiological, and
Qvironmental circumstances which leads a person to express satisfaction with their
job. It is the feeling which someone has about his or her job. Job satisfaction is an
important factor that results in recognition, income, promotion, and the achievement
of other goals that lead to a feeling of fulfillment. It does not refer to only how an

employee enjoys work. Employees of an American educational institute rated how

much they enjoyed individual tasks within their role, their scores were moderately



correlated to satisfaction with the work itself, and associated (although weakly) with
global job satisfaction. Some other measures (such as, level of concentration required
for the job, level of supervision, and task importance) are seen with no impact on
satisfaction. However, the low relationship does suggest that other factors, besides

enjoyment, contribute to how satisfied employees feel at work.

Employee wellbeing is the overall mental, physical, emotional and econom‘ig\%@lth of
employees working in manufacturing industries. It is influenced by &s factors
such as their relationships with co-workers, the decisions they rﬁ%nd the tools and

resources they have access to. %

Employers are mostly concerned about orgamzanJ) performance but fail to put
employees through the necessary steps sﬁ&ammg, conferences, and seminars.
These factors are necessary to acquue@s and knowledge in order to progress the
career of employees which wil alggbtivate them towards improving organizational
performance. In view of tk@%ove discussion, the study intends to investigate the

organizational eustress Mmployee engagement of selected manufacturing firms in

.}
South West, Nig@
1.2 Stateme@[ Problem

In OQ’S business environment, there exists a lot of competition among companies.
Employees’ engagement becomes a major and essential element for a company’s success.
Even though, many researchers have attempted to investigate the effect of stress on
employee engagement, many of such studies have failed to examine the perceived
influence of eustress on employee engagement. That is to say, the positive response to
stress called eustress on employee engagement have been ignored in most academic

studies'®.



The low level of employee engagement has become concern for most organizations.
Proper engagement of employees will result to the overall performance of the

organization thus ultimately making an organization more successful and effective.

Studies in recent time have shown a steady decline in employees’ engagement
resulting to low level of commitment, loyalty and job satisfaction'*. Also, studies
conducted in manufacturing firms attributed lack of motivation, leadershi'p\ and
work stress to level of employee engagement!'>!6, However, there,ar% vely few
studies that have investigated the influence of eustress on e‘\%yke engagement
especially in terms of creativity, reward system and com 4&3}7’ Corroborating this
view, studies conducted in Nigeria argued that %s;%as significant effect on
employee engagement, which significan y@ﬁect the performance of most
N

organizations. However, this is yet to.be“established in terms of eustress and
employee engagement in the man@@n industries. It is against this background
that this study intends to exa(mod%v the perceived influence of eustress on employee
engagement in selectedf&@ cturing firms in Ibadan Oyo State Nigeria.

'}
In addition, thei@f creativity has declined due to less commitment on the path

of the emp\loJ likewise their competence in their job/role has reduced. All these
mu@adversely affected the employee engagement of the manufacturing firms

se when organization positively engages their employees, these factors will be
enhanced. Several studies have been conducted on organizational eustress and
employee engagement but very few has been in the area of organizational eustress and
employee engagement in manufacturing firms. However, the study investigates
organisational eustress and employee engagement in selected manufacturing firms in

South West, Nigeria.



While a number of scholars have addressed the term distress as affecting employee
engagement, less often deliberated is the positive response to stress, named eustress
and how it affects employee engagement. It is against this background that this study
is set out to investigate perceives relationship between organisational eustress and
employee engagement in some selected quoted manufacturing firms in Ibadan, Oyo
State, Nigeria. %

1.3 Aim and Objectives of the Study . Q§
The aim of the study is to investigate organizational eustress” (work demands,
employee satisfaction, employee wellbeing) and empl \ agement in selected

manufacturing firms in Ibadan, Oyo State, Nigeria@peciﬁc objectives are to:

\

i. examine the effect of role demands Qﬁ: creativity of employee in selected

manufacturing firms in Ibadan C}j\x&%@ Nigeria.

ii. evaluate the effect of e@ee satisfaction on work commitment in selected

manufacturing firms\n Ibadan, Oyo State, Nigeria.

iii. determin @1 of employee wellbeing on role competence in selected

man g firms in Ibadan, Oyo State, Nigeria.

v, i stlgate the effect of organizational eustress on employee engagement in

Q selected manufacturing firms in Ibadan, Oyo State, Nigeria.
1.4 Research Questions
The following research questions guided the study:

i. What effect does role demands have on creativity of employee in selected

manufacturing firms in Ibadan, Oyo State, Nigeria?



ii. To what extent does employee satisfaction affect work commitment of employee

in selected manufacturing firms in Ibadan, Oyo State, Nigeria?

iii. What role does level of employee wellbeing play on role competence of employee

in selected manufacturing firms in Ibadan, Oyo State, Nigeria?

iv. What effect does organizational eustress have on employee engagement in

selected manufacturing firms in Ibadan, Oyo State, Nigeria? &

1.5 Hypotheses ‘@
.\

The following null hypotheses guided this study, W@was evaluated at a

significance level of 0.05 QQ}

Hol: There is no significant effect of role deman Qﬁ creativity of employee in selected

manufacturing firms in Ibadan, Oyo@, Nigeria.

Ho2: There is no significant efféet of employee satisfaction on employee work

commitment in sele@ufacmring firms in Ibadan, Oyo State, Nigeria.

Ho3: There is no sig %peffect of employee wellbeing on employee role competence
in selecte@l)nufacturing firms in Ibadan, Oyo State, Nigeria.
Ho4: 1%5 no significant effect of organizational eustress on employee engagement in

Q@lected manufacturing firms in Ibadan, Oyo State, Nigeria.
1.6 Scope of the Study

This study covers organizational eustress and employee engagement in selected
manufacturing firms in Ibadan, Oyo State, Nigeria. The measures of employee
engagement are level of creativity, work commitment and role competence, while the
measures of organizational eustress are employee performance, employee satisfaction
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and employee wellbeing. In terms of geographical scope, this study covers
manufacturing firms of Henkel Manufacturing Company, Oluyole, Ibadan and UG
Chemicals formerly Procter and Gamble Nigeria Ltd Oluyole Ibadan. The
respondents are employees of the above manufacturing firms which are permanent

and contract staff.

1.7  Significance of the Study . ,{b,
This research work will be significant and of great benefit to dée&&takeholders

which include the Management of Manufacturing firms, Human Resource Managers,

i
. \ |
Entrepreneurs, Employees, Researchers and Government%'\

The result of this research sought to attend to.h@kills required by employees of
manufacturing firms. It also unveil the@n‘[ials of staff because if required
leadership relationship and engage h@bven to the employees by the management,
there will be improvement, efﬁ%’cy and high productivity on employee engagement
of the firms. Ultimately, it fer lasting solution to some of related problems of
human resource ma ement combating manufacturing firms which will result to a

high motiva@@% staff of the organisations and eventual increment in employee

perform. )

It@'ll also assist Entrepreneurs to understand and how to manage employees, how
anloyees will be rewarded and be more productive, efficient and effective. The
findings of this study will enhance employees acquire more knowledge to enhance

and speed up their job and being satisfied with their jobs.

It will also serve as link and guide for future researchers of related study and for

governments and private organisations to know what their employee want so as to
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work efficiently and effectively for best result emanating from work demands. For the
fact that this study is based on current events that are still unfolding, it is expected that
the study will provide relevant and current information to scholars and students that
would embark on researches about different aspects of organisational eustress and
raise further questions for future researchers of organizational eustress and employee

performance. .
O
1.8 Limitation of the Study . Q)
0

The responsiveness of respondents who filled the questioqi‘rje or accurate data
.\

analysis, time factor for retrieval of information, and ﬁn@l plications served as

constraint. However, the researcher was able to scg&%ﬁough by engaging the staff in

various departments of each selected man@lg firms to penetrate and was able
obtain the needed support in the .q@)nnaire administration which eventually

enhance the response rate obtain‘ed%ata analysis in this study.

1.9 Operationalisa@ Research Variables

The variable in *&J&ly is classified into the dependent and independent. The
dependent @Q employee engagement (X) is measured by; level of creativity,
wor}%@u ment and role competence. Independent variable organisational eustress
SQis measured by; employee performance, employee satisfaction, employee

ellbeing. Therefore, Employee Engagement as dependent variable is operationalised

with the following indicators or sub-variables:
Y=F(X)
Y=yl,y2,y3

x =x1,x2x3

12



X=y1,y2, ¥3
Where
y1= level of creativity

y2= work commitment

y3= role competence ‘ ‘b‘

7= X1, X2, X3 s. \%

Where ¢ \%'\
x1= employee engagement . 4@
D

x>= work demand QQ
x3= well being Q.)\\%

1.10  Operational Deﬁnit&&@‘ erms

Employee Engagengt':\ 1s the level of enthusiasm and dedication workers feels
toward their j b@a fundamental concept in the effort to understand and describe
both quaﬁt{t‘ively and quantitatively, the nature of the relationship between the

managetent and employees.

Qﬂployee Satisfaction: This means the process by which employees are contented

with their job due to some satisfactory conditions being enjoyed in companies.

Employee Wellbeing: It is the overall mental, physical, emotional and economic
health of employees.
Manufacturing Firms: These are companies that produce goods and services for

costumer use in South West, Nigeria.
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Level of Creativity: These are the factors that manufacturing firms seek to develop to
help them look at the world in new ways and form ideas to improve both employee
and organization performance.

Level of Competency: It is the ability of taking social and work responsibility by
manufacturing firms’ employees.

Organisational Eustress: It is referred to as the factor that produces positive feelings
of excitement, fulfillment, meaning, satisfaction, and well-being among é&yees of
manufacturing firms. : \

Work Commitment: It is the state or quality of dedicatio.n o%loyee to their work.

Role Demands: It is the assigning of roles to users sucl@les, manager

T
$
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Chapter Two

Literature Review

2.1 Conceptual Review

2.1.1 Concept of Employee Engagement

Employee engagement is the level of connection employees feel toward the
organization and the work that they do. It gauges loyalty and dedicatiorkgl core
business values and goals within the organization. And for the bufines%ﬁcreases
effectiveness, productivity, and profitability when the staff %& . Company
culture and workplace environment are key determi.n@aqtors for employee
engagement. Communication, trust, and job support»é@ also play a role in how

employees feel about their company.

Furthermore, Employee Engagement i@pt that describes the level of interest
and perseverance a worker feels toyard‘their job, engaged employees care about their

work and about the performa@@!f‘ the company, feel efforts to make a difference.

Also, employee engage means involvement of employees in all the decision-

making processes @o'ﬁcy formation, changes in policies'.

Q
The concs{tﬂ@employee engagement was first introduced several years ago in an
artif@i “Psychological Conditions of Personal Engagement and Disengagement
ngrk in this paper, he defined personal engagement as “the harnessing of
organization members’ selves to their work role; in engagement, people employ and
express themselves physically, cognitively, and emotionally during role
performances™. Since then, various authors proposed different meanings and
measurements of engagement, some of which even overlapped with other established

constructs such as organizational commitment, job satisfaction, and job involvement?.
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By reviewing prior research on engagement, a scholar identified two common
characteristics that were noteworthy for defining engagement. First, engagement
indicates “a psychological connection with the performance of work tasks rather than
an attitude toward features of the organization or the job”. Second, engagement relates
to the investment of multiple personal resources in work so that the experience with
one’s work is simultaneous and holistic’. Given these characteristics, ‘Ehe authors

pinpointed the distinctions between job engagement and organizational %%itment,

job satisfaction and job involvement. ,%\QO

Specifically, organizational commitment focuses on arganization, while
engagement revolves around the job itself. Job sati%@%n mirrors the satiation of
employees toward job conditions or chara e;@ whereas engagement indicates
activation, reflecting an individual’s experichee stemming from his or her job. Job
involvement signifies “a cognitiveé)&)}é tate of psychological identification” with
a particular job which reprg@s one dimension of engagement (the cognitive
dimension) rather thanﬁwggffole construct*. A study describes job engagement as a
relatively endurin‘Q t&) of mind referring to the simultaneous investment of an

individual’s{physteal, cognitive, and emotional energies in the performance of job.

As %@n that has developed over time, engagement has been defined in numerous,

inconsistent, ways in the literature, so much so that the term has become
ambiguous to many and it is rare to find two people defining it in same way°. It has
variously been conceived as a psychological or affective state (e.g. commitment,
involvement, attachment etc.), a performance construct (e.g. role performance, effort,
observable behaviour, organisational citizenship behavior, etc;) or an attitude. Some
even relate the concept to other specific constructs such as altruism or initiative and

little consensus has been reached in the literature as to which of these definitions is
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the definitive, or at least, “best-fit” model of engagement®. The importance of
defining terms such as engagement was highlighted by a scholar who suggested that
different meanings that are read into the term result in considerable variation in what
is being measured, which produces a series of contradictory and non-replicable
studies’. The notion of employee engagement is a relatively new one, one that has
been heavily marketed by human resource consulting firms that offer advic.e on how it

can be created and leveraged. Q}i\

There are four broad approaches to the concept of engagemen‘t%er the academic
approach. The Maslach approach to engagement suggc)gx&%gt" engagement is the
opposite of burnout — someone that is clearly not bur@@t must be engaged in their
job®.  The other three approaches to e % nt are Schaufeli (three factor
9.

engagement) and Britt (one factor engagem: By far the most used measure in
%

academic research is the approac@\& ed by Schaufeli. A discussion of these
approaches follows. Currentl}é,b@e is a debate regarding the construct definition of
engagement between thﬁsgg'?o believe engagement is simply the opposite of burnout
and those who beli figagement is more complicated, that it is obliquely related to
burnout, but not ifs opposite'®. As previously noted, it was conceptualized
enga n@\ﬁs the opposite of burnout, that is, someone who is clearly not burned out
at@o must be engaged. Engagement is a persistent and positive affective-

Qotivational state of fulfillment in employees, characterized by vigor, dedication, and

absorption'!.

Employee engagement, which is the state of being emotionally and intellectually
involved in tasks, motivates employees to do their best work!?. Engaged employees
are those who take action to improve business results for their organisations. Engaged

employees stay committed, and are more predisposed to deepen their commitment to
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the organisation. Employee engagement remains a “hot topic” in the academic and
practitioner domains, and indicates that “an employee’s cognitive, emotional, and
behavioural states are directed toward organisational outcomes”. These states assist
engaged employees to perform activities in the workplace. The challenging economic
climate requires organisations to engage with their employees more effectively than
ever, and for this reason managers are always seeking ways to enhancg employee
engagement and generate a greater competitive advantage'3. Employee e@ment is
not an easy concept to define. The following definition of em . agement is
the one that enjoys widespread support in the literature ‘:Erq%yge engagement is an
employee’s emotional, cognitive, and behaviou, tate directed towards
organisational outcomes”!* From a different'@pective, employee engagement
resides in employees’ minds, hearts, and hﬁk@ clear as this seems, there are often

measures of the probability that eiz@wﬂl remain with the organisation and the
i

likelihood that they will make'@' e statements about the organisation, and it is

sometimes even possib% ine the level of discretionary effort they expend in

their work?®>.
W %.\

Employee e@gg%t is a positive fulfilling work-related state of mind characterized
by vi Ié}dication, and absorption which can influence employee health!¢. In all of
th@b e-examined definitions, employee engagement seems to be an outcome of
Qhavior emanating from the individual inner self which strongly hinges on the
personal psychological state of mind. Hence, the emotional attachment creates in
these individuals the sense of belonging and involvement in organizational activities
such that these individuals even go and or willing to go extra miles beyond their
contract of engagement'’. Based on these stipulated assumptions, this study defined

employee engagement as a desirable condition and feelings of an emotional
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connection to an individual job driven by mental resilience and inner passion to
fulfilling job desires and requirements with a renewed sense of concentration devoid
of environmental stressors. Employee engagement is the pivotal human resource
strategy for an organisation to gain competitive advantage and cope in the face of
complexity and dynamics of business environment'8. Engaged employees are not only
more dedicated and loyal to the organization but also are more emotionally. committed

to the organization, experience heightened performance, reduced absen%%i, and a

lessened likelihood of quitting their job!?. ,%\QO

Work engagement as an optimistic, rewarding, work-reb@ffé of mind, which is
characterized by vigour, dedication, and absorptio@ igour is characterized by
extraordinary levels of energy and mental re il@vhile working, the inclination to
capitalize effort in one's work, and tegnation even during difficult times.
Dedication refers to being inten@)%n rsed in one's work and experiencing a
feeling of importance, eagern?@iotivation, pride and challenge. Lastly, absorption
is characterized by befkigﬁirely focused and happily absorbed in one's work,
whereby time pass idly, and one has difficulty getting disconnected from his/her
work. Work@g% ent as the connecting of employees to their work roles whereby
they éjﬁé themselves physically, cognitively and emotionally?!. In addition, they
argue that disengaged employees become detached from their jobs, and hide their true
Qdividuality, opinions and feelings during role performances. Fernandez alluded to
the importance of not confusing work engagement with job satisfaction, arguing that
job satisfaction sometimes reveals a rather artificial, transactional connection that is
only as good as the company's last round of bonuses and gratuities®’. Work

engagement, on the other hand, is about passion and commitment, the readiness to

invest oneself and increase one's discretionary strength to help businesses succeed,
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which is beyond simple agreement with the employment arrangement or mere
devotion to the employer. Despite the different definitions of the concept, there are
some specific underlying aspects that come through in most definitions, most notably,
the fact that engagement relates to a strong positive attitude, commitment and passion

for one's work, which fosters motivation and improves overall employee wellness.

Employee engagement increases when employees believe that organiza't@alues
their contributions and cares about their well-being. This belief is dir influenced
by perceived justice in reward systems such as promotion, wa@ fringe benefits
and job conditions (job security, training, autonomy® % arking hours, work
allocations and provision of feedback)?. Employ@'}?gagement has been seen
variously as cognitive, emotional and physical @mtmen‘[ behavioural commitment
(and intellectual commitment to work roles. “While the definitions given above have
provided insight into the concept @%0 ees’ engagement, nevertheless, the most
widely cited conceptualizatio‘zb%'employees’ engagement was put forward as “a

positive, fulfilling, woﬂ%rgﬁed state of mind that is characterized by vigour,

dedication and abs nr,

Q

The folloq{:@m&enﬁoned below are advantages of employee engagement:

Q

Motivate the Employee: employees’ participation in an organization helps in
quvating such employees. This is because when the employees are said to
participate in important meetings they also feel special and get encouraged for
delivering good work in the nearest future. This motivation is one of the best

employee engagement benefits.

Expected output is excellent: The performance of the employees gets affected in a

positive manner. The employees start performing better after getting motivated.
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Motivating employees is also very important because it helps in the growth of

employees as well as the organization.

Resourceful work is delivered: The more the participation, the more the work
delivered is resourceful. The employees get a broader sense of perception which also

helps in increasing the resourcefulness of the employees. That resourcefulness is seen
When a diverse group of employees will be there to participate g '\%Jssion, it is

obvious to get creativity in the work as every person would give his or her own idea

in the work though.

. "
and that ultimately will distinguish the work from others.%)\\

N

Sense of Superiority: The employees like the subo@late ones when getting a chance

to engage in important business activitie%% company will feel superior and

important. This way the sense of i@;@mnishes and they also gain confidence in

the organization. %

The hesitation of being ihferior gets away and the confidence of working in the same

work environmen ins forever. This is one of the benefits employee engagement

rovides. Q
provid \Q

Det%gaking becomes efficient: The outlook of the employees get broadens
@I\ helps in effective decision making. The decision-making process is not
everyone’s cup of tea but when the employees are exposed to the environment where
they get motivated for their participation, the decision making ultimately gets strong.
So, the employee participation of engagement of employees in the decision-making

process becomes strong and effective.
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No extra employees would be needed: When the work of superiors is given to others
as well, the need of hiring the other or say extra staff gets vanished. The individual

gets a chance to prove their potential as they get a good platform to perform.

Platform to prove potential: The employees get a solid platform to prove their
potential. Otherwise, it might be difficult to prove their might because it usually

happens that the employees fail to get chances as the same are taken by\ other
superior ones. . Q§

Employees get added value: The employees when particixaj[in in the different
.\
e

decision-making processes, they get the advantage o%éﬁ value. Their value

N

increases over the other people in the organizatiqn. QQ)

\

Increases their work capacity: It is the mo@nal things that can help in increasing
the capacity of working of the em .y@f he employees tend to work more as they
also become part of the policy@qng process. The more work ultimately increases

their capacity to work ajﬁ@ for the company in fact.

Sense of responsibi increases: The employees feel a great sense of responsibility
when they a@n responsibility. Responsibility goes along with the authority. The

empl%e%are able to focus well: When employees get more attention and are

m%va ed through various measures, then the employees get happy and are able to

chs more on the work.

The subordinate employees usually are not motivated or encouraged to do the work as
more attention is paid to the superior employees and indeed naturally they gather
more attention for even higher authorities. Therefore, it is important to let employees

participate in the meetings, seminars and even workshops. Novelty in ideas: More the

25



ideas more will be a great output. All the types of ideas are important to the company
because more the ideas, more will the company be able to distinguish itself from the
market competitors. The subordinate can also have an exemplary idea but can only be
bought forward when given a chance. So, if the company wishes to get something

new, the engagement of subordinates is also important to get quality work.

Disadvantages of Employee Engagement * Cb,

The top policies are revealed: Sometimes there are some policieS/lél '%e not to be
to be

discussed by the company to the subordinates. Some things § 0

[ } “
so in such a case, it is not good to engage the subordina@o

he major discussions
or say into the meetings or the workshops etc. QQ’)&

\

The difficulty to match the Intelligent Q@t level: The meetings in which high

kept in secrecy

officials sit and discuss, it become @1 for the members to match the discussion
as per the subordinates. So, this way the conversation gets imbalanced and the
difficulty level increase@er extent which is not a positive sign as it does not

just waste time but a i&wastes a lot of energy.

Security is @ater risk: Sharing valuable information with a high chunk of

empl%e%m an organization can term into greater risk as the chances of getting

in@m tion leaked is more. Not just this, it also wastes a lot of time and money which

; a big disadvantage for the company.

Also, you never know which employee would spread the word about the important
information and this is how the information gets leaked which is not good for the

health of a company.
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Liberalization: The subordinates get enough freedom as they are somehow given
freedom and authority like superior only. So, freedom should be given as per the

responsibility and the authority of the individual.

If the subordinates are given more freedom, there are chances that out of freedom,

they might not perform well thinking they are now no longer subordinates as they

&

Therefore, it is important not to engage the employees during the "w& ions.

share equal space like others in the meetings and seminars.

Regular updates are to be given: For the employees to be 'p@pqtive in the meetings
and discussions, it is important for the board of direct@ let them know about the
context. So, for this reason, it is important to pro.vn'élpdates to the employees or they

might act as a deadpan during the me@. Also, the meetings would not be

interactive enough which means th i@on goes in vain.

Expensive procedure for the e@ﬁny: Providing training to the subordinates can be
an expensive procedur&pe training involves proper involvement of fund as the
preparation of set %Se'duired and also making invitations to invite the employees at
the event an@gat 1s needed for providing training to the subordinates. So, it shakes

the‘@ the company if the extras are invited for the events.

essage given in the meeting to the employees turn into a rumour very fast as the
discussion on the topic turns into grapevine communication. The grapevine
communication is the one in which the message spreads like the branches of the

grapevine and goes in almost every direction.
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The message goes in varied directions and even the relevant message turns into the
rumour which is not good neither for the company nor for the staff as the wrong

message spreads.

Chaos and uncertainty increases: As the traditional authority of management reduces,
the uncertainty and chaos increases. This is because of the level of difficulty increases

in recognizing the difficulty level between the management and the emplque\éb,

The company always has designated leaders to engage during‘t%etings and
g

however, it is not essential to get the subordinates to do the same th
[ } “

The following aspects are important to promote w@ngagement at academic
institutions. Firstly, employees should be eqﬁi@d with the basic resources to
perform their duties effectively. This mea@ availability of the necessary teaching
equipment, engaging in challen "g@s and provision of assistants (tutors).
Furthermore, supervisors sho@'cﬁ{ay a more prominent role in promoting
engagement. This incl es%(gcts such as reward systems, fairness, encouraging
personal develop Loy assisting staff members in goal-setting and open
communicatj @%Lastly, work engagement can be promoted by heightening the
self-estee%\gf employees through capacity building for them to reach new heights in
their carecers®. Since lecturers are the driving force of institutions of higher learning,

%ir work engagement is a crucial part of institutional success.

Staff engagement is clearly critical to international education. However, staffs who
are interested in engaging in the development and delivery of international education
will not necessarily find the next step an easy one. Many lack the skills to add a
meaningful international dimension to their courses. This is not surprising, since it is

no easy task to implement deep level international learning. The group is likely to be
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diverse and its members will be characterized by different learning styles, preferences
and expectations. Levels of proficiency in the language of instruction may differ and
that language may not be the first language of the staff members. If employees have
not been prepared for this task in any way, it is not surprising that they may feel
reluctant to become involved in the company’s management. Enhancing the
engagement of staff must therefore happen at both the personal and the Rrofessional

level. At both levels, the notion of the intercultural is critical to staff e@%&iﬂent in

internationalization?®. ,%\QO

We argue that different dimensions of engagement may 'P@@ﬁ'erent effects on the
work outcomes in different work contexts. In thi%@ we focus on expatriate
employees because they work in a cognitive @ding work environment while at
the same time having to adjust to a forei ﬁtry’s work practices. More precisely,
we maintain that while phys@\)}ld emotional engagement employed at
manufacturing work in a f(g&ét setting will improve job outcomes, cognitive
engagement in the worl&&strain the limited cognitive processing capacity so that
the individual is 1 18 to function in a novel context. More precisely, if cognitive
processes h@b consciously controlled, as they would in case of novel and
unus l®tions, then this would require a large proportion of the available
C %resource& This in turn is known to cause the individual to increasingly use
Quristics and stereotyping in social interaction due to the depleted cognitive

capacity?’.

Employee engagement is a distinct and unique construct consisting of cognitive,
emotional, and behavioural components associated with individual role performance.
Engaged employees play a crucial role in achieving organizational success and

competitive advantage. Researchers have made significant studies exploring the
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potential relations between engagement and the performance-related outcome
variables that suggest enhancing engagement could create a compelling competitive
advantage for organizations across the globe?®. Engagement takes its rightful place at
the core of organizational success, regardless of how the economy is doing. It is a
fundamental area of concern for leaders and managers across the globe as it is a vital
element affecting organizational effectiveness, innovation and comp.etitic&eness.
Engagement is a state of mind about an individual’s satisfaction with,@ in and
commitment with his job and organization. It is a positive con T%ch one has
with his work. It is the level to which employees coInrq%Q,\something in their
organization and for how long they will stay in the q@&aﬁon as a result of that
commitment?®. It is measured by the degree f(@% workers have a feeling of

satisfaction and emotional alliance for @% success. It brings improvement,
increases productivity and helps in é@employees.

Employee engagement is not Q@Bbout positive feelings and behaviors of employees
during work. It can S{O) e denoted by “organization -citizenship behavior,
commitment and highinVolvement work practices.” It is used as a method to get the
staff work h@' ere are three types of engagements: (a) Intellectual engagement;
the degr which employees are absorbed in their job and think they can do it in
m@hlsetter ways; (b) Effective Engagement; extent to which people feel positive
Qout their work and organization; and (c) Social Engagement; the point at which
employees talk about their work experiences and improvements they have made in

work with their social group?’.

Research indicates that the outcomes of engaged employees will be numerous, and
organisations will benefit from having an engaged workforce. There is a general

assumption that there is a connection between work engagement as an individual level
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construct and business results®’. A scholar similarly alluded to reasons why engaged
workers outperform non-engaged workers. This is specifically in terms of aspects
such as positive feelings which include happiness and enthusiasm, experiencing better
health, generating their own job and personal resources and transferring their
engagement to others®!. Other researchers also acknowledge and agree with the idea
that high engagement levels will uplift co-worker relationships and fost?r a deeper
connection with customers. Customers, in turn, will see and respond to tl%%'g}usiasm
of employees and their passion and believe in what they b . Scholars
establish a positive association between work engage t.\and organisational
commitment. They assert that employees that are higl&@{gaged in their work tend
to be more committed to their organisations. Abg{&ommitment, they describe it as
the preparedness of employees to ma@ reater effort on behalf of their

organisations, the strong desire to %@n their organisations, and acceptance of
u:th

organizational goals and Values@ ermore, work engagement is closely related to

Organisation Citizenshi&&@‘)ur”.

Job insecurity is tception of being unable to keep desired continuity in a
threatened e@ t scenario. An employee's perception of a potential threat to the
stabili é%ﬁs or her present work is known as job insecurity. According to studies
c%u ed by other scholars, job insecurity is based on an individual's perceptions and

erpretations of the immediate work environment; subjective experienced threat is
derived from objective threat by means of an individual's perception of cognitive

processes’,

Temporary employment is a type of objective job uncertainty that is distinguished by
a self-determined likelihood that employees will hold the same position in the near

future35. People with jobs but feel threatened by the possibility of losing them may
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experience work insecurity. Threat of unemployment is associated with job insecurity.
When unemployment rates are high in a community, it may be interpreted as a sign of

job insecurity and an underlying economic issue with detrimental effects.

Lack of training, workers' inability to keep up with emerging technologies and
business trends, management's indifference to employees' needs, and economic
difficulties are possible causes of employment insecurity. From the Viewp@pf the
individual employee, additional factors that contribute to job insecurit%d employee
turnover may include, but are not limited to, the following: a@the necessary
skills, a low level of education, a poor attitude towg@so?k insubordination,
grievances, a work-load that is either too light or to %@%r a lack of discipline, and
working against the organization's ethics. es in the industrial sector, those
with low skill levels, temporary job con c%ders and blue-collar workers all view
themselves as being job insecure? Jo@curﬁy and employee turnover may result
from an organization that ﬁr?é%rkers for a variety of reasons, such as budgetary

constraints, re-engineeri tructurlng, or even the introduction of new technology

that reduces the ne r'people to carry out certain duties.

When an atlon does not meet the needs of its employees in a variety of areas,
inc@oor career advancement, promotions, rewards, poor working conditions,

Qsalaries, a lack of facilities for health and safety, and a poor or nonexistent
welfare package, employees' jobs may be in jeopardy and they are more likely to
leave such a company when they find better jobs. Age may be a factor in job
insecurity because older workers who are less productive in the organization as a
result of getting older are more likely to lose their employment when there is a need to
cut costs. Service length could be a factor in work security; someone with more

experience may not feel threatened’” From a different angle, employees who have
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been with a company for a long time may feel threatened by the need to reduce
overhead. As a result, they may be the first to be laid off because their salaries may be
higher and some may even be near to retirement age. Poor working conditions may
contribute to employee turnover and employment insecurity. Employee job
satisfaction and organizational effectiveness were studied by a researcher, and it was
found that the internal work environment has a substantial impact on botl.l ecngloyee
satisfaction and organizational effectiveness. The organization m%gfeate a
welcoming work environment that prioritizes employee job sec t. h%er to allow
employees to perform better and, as a result, have be qverall organization

performance’®. Q}g\\.

Employees will remain in the workplace lo g@&en it is friendly and welcoming.
Job insecurity may also be influenced external working surroundings. The
organization's performance may @a a result of the political environment,
unstable political situation, (% government regulations, and global economic
downturn, all of whic&%J external environmental factors that are outside the
organization's cont d that the organization cannot influence in order to achieve its
goals. Thes@s may make jobs less secure and, as a result, have a negative
impa (@‘xﬂi organization's performance®.Without effective communication, which
eI@Ie the staff to understand what is expected of them as employees, there will be

nfusion and the job won't be done well. Such employees may feel insecure about
their jobs because they are not given the proper information, not because they are
doing the work allocated to them poorly. In order for people to be able to collaborate
with management for the success of the organization as a whole, communication is
the tool that enables them to learn about their roles and responsibilities as well as the

current status of the organization. Ineffective communication within an organization
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may have a negative impact on employees' effectiveness. Internal communication is
crucial for tackling organizational issues like profits, employee evaluations,
workplace safety, relationships among staff members regarding work-related issues,
job satisfaction, productivity, conflict reduction, and employee turnovers**. When
communication is not used effectively in a workplace, it can result in conflict, labor
unrest, poor employee morale, a lack of job satisfaction, and high staff turnover.

Communication within the workplace is an element that might con%&} to job

insecurity. é E\QO

Friendship is a deliberate relationship that exists prl\‘{ta%i}” for pleasure and
gratification rather than fulfillment of specific functi%&,%Workplace relationship as
“nonexclusive voluntary workplace relation t]% volve mutual trust, commitment,
reciprocal liking and shared interests an &s”. Gradually, the workstation is the
“main crucible for making frieQ.si\\aé community organizations and personal
networks in neighborhoods ?@makened by tragic dislocations. Another scholar
supported this argumen% h changing nature and size of local, state and national
organizations, deg Blobalization growth in organic organizations and by changes
in the use @nt effort in the companies*'. Furthermore, he described that
orgam a@\ respond significantly and positively to different challenges. The
re@'o ship at the workplace is the outcome of interpersonal relationship which

proves communication among employees. Additionally, more researchers have

shown that informal relation in the organizations enhance employee’s commitment,

job satisfaction and reduces, absenteeism and turnover intentions of employees*?.

Trustful friends and cooperative relations among employees at work place help in
achieving job satisfaction, feelings of security and comforts at work*. Also,

employees in companionship are incline to involve in philanthropic behaviors by
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providing fellow workers with help, guide, support, advice, feedback and suggestions
on various professional affairs. In recent decade few researchers have commented on
the importance of workplace friendship. The area of workplace friendship
theoretically and empirically has been relatively under examined**. In the same way,
workplace relationship was a phenomenon that is almost never studied. Similarly, the
remains extensive gap regarding the effect of workplace friendship on organizational
and as well as employee performance. Relationship among employees @rkplace
can effect organizational functioning both positively and n ; r informal
relations at workplace can potentially either hinder or 4%}}],itate organizational
outcomes*®. The main focus of workplace relationship K@%&'nizational shared interest
values rather mutual acquaintances. Earlier 'e@ncal research in management
sciences revealed that informal relatio@? sway absenteeism, work related

outcomes and behavior of em )@Thus, workplace relationship removes

communication constraints imp?%? ployee performance in job*®.

o

Work engagement involyes™a positive, fulfilling, affective-motivational state of

work-related well fhat can be seen as the antipode of job burnout™’

. Engaged
workers ex@%e , dedication, and absorption. Engagement can lead to a host of
positrve (Organizational outcomes such as increased profitability, higher levels of

r@uc vity and task performance, customer satisfaction, and reduced employee
anover. Given these benefits, managers should strive to create an environment that
fosters engagement. However, this can be challenging in the context of corporate
layoffs and restructuring. To address this challenge, we believe managers must
emphasize the development of trust, ensure equitable treatment, recognize the positive

effort of employees, focus on goal attainment, and continue to develop the knowledge

and skills of employees.
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However, we know much about the importance of building trust within an
organization. Trust generally involves the willingness to be vulnerable to the actions
of another based on the belief that this other actor will perform as expected even if
you cannot monitor their behavior*!. Employees who trust their organization’s
management performs better, are more satisfied, more loyal, and are less likely to
resist changes. Notably, trust is also critical to the development and mair.lte‘r_lg'lce of
workplace engagement. In this regard, research indicates that trust @tes the

relationship between antecedent factors and a worker’s level 01%?%@&%{. This is

the case because employees need to feel a sufficient level ‘o\ Sy¢

engage®. Yet recent studies have shown that the level q@t between employees and

ological safety to

management is at an all-time low. This is not surprisiag considering the scale of major

layoffs happening across the globe. So, theﬁ@l becomes how can managers build

and maintain trust to foster engagefl)\i?\%

Building a culture of trust re(%\é‘@ commitment from the top. Nothing destroys trust
faster than hypocrisy fr(@agemen‘a Hence, to foster trust, managers must lead by
example through a fitment to honest and ethical business practices>. In addition,
within the s@c ntext of layoffs top management must demonstrate concern for
empl eé&display competence and reliability throughout the process, and
c%n icate openly and honestly about the situation. Of these considerations, open
Qd honest two-way communications throughout the organization is particularly
important. The attributions employees make about the restructuring matter a great
deal. The top management team must communicate to employees why the layoffs are
necessary while also retaining employees’ confidence that the existing team is
competent and will be effective leading the organization through the challenging

period ahead. To facilitate effective communication, many companies host open
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forums that allow employees to share information, post questions to their management
teams, and receive feedback. Such open forums, when carried out with genuine
honesty and commitment, allow employees to get questions answered to minimize the
spread of rumors and mistrust within the organizations®'. More importantly, feedback
can provide management with a better understanding of the employees’ needs, so that

improvements can be made to make the restructuring less threatening to emplgﬁeles.

O

This is a means to demonstrate to employees that you both care about ell-being
and value their views, factors that as noted above, support the@pment of trust.
To maintain trust during difficult periods such as la 3 'tbp managers must
communicate effectively, provide well developed reayz?j&r the decisions they make,
and treat employees in a dignified and rgs . leanner. Trust is also critical
between employees and their direct sup éw, Ernest The best way to find out if
you can trust somebody is to trust Q;)(%’Ie ingway’s point is that trust is reciprocal;
if you want your employees @ust you, you must first demonstrate trust in your
employees. To trust you*in%)oyees means to believe in their abilities to do their jobs.
An intemationall@&ned speaker specializing in workplace issues, one of the
seven top cause$~of” workplace stress is "being delegated responsibilities without
auth 't}é\\fhen employees are assigned responsibilities without the necessary
al@rl to carry out their tasks, trust is bound to erode. Instead of focusing their

orts on their jobs, they become engulfed in self-doubt, feeling helpless and
frustrated. Meaningful control over work is essential to foster the necessary feeling of
safety that allows employees to engage?. Therefore, show your trust. Support your

employees and delegate responsibilities along with the necessary authority. Also, give

your employees the benefit of doubt: assume positive intent exists until proven
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otherwise. Notably, these considerations again become even more pressing within the

specific context of layoffs.

This is the case because layoffs inevitably increase the job demands on surviving

employees. However, employees must feel they have the necessary resources to fulfill

their role within the company to engage as well. We argue that the risks associated

with resource losses that are inevitable through layoffs can be mitigated by iding

surviving employees with the offsetting resource of greater control gv @ work. In
N

short, people need to trust the system and the people they wo in order to be

motivated and engaged. In this way, building and mainta'n)}{% 1t among employees

| S
is paramount to success. &

The perception of workplace fairness can als oundly affect employees’ physical
and emotional health, and thereby in@the organization’s bottom line. While a
perception of fairness builds “co@ﬁment, loyalty, and a sense of well-being at
work”, feelings of injusti@zn “spark hostility, aggression, counterproductive
behaviors, absenteeism, ani’even quitting one’s job™*3. Significantly for our purposes
here, fairness is&t ?to the development of trust since it powerfully signals to
employee§< “the nature of the relationship with the leader or the character of the
leaé%%is implies that an employee’s perception of fair treatment is also critical to

Qevelopment of psychological safety. In this way, fair treatment also enhances
employee engagement. Perceptions of fairness or justice result across the distinct
dimensions of distributive, procedural and interactional fairness’*. In essence,
employees must perceive that outcomes are distributed fairly, the processes used to
makes decisions are unbiased and well understood, and that individuals are treated

well within specific encounters with management>>.
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In addition to safety, psychological meaningfulness is also critical for the
development of engagement. Meaningfulness entails “a feeling that one is receiving a
return on investments of one’s self in a currency of physical, cognitive, or emotional
energy”. This return of one’s investment can be intrinsic or extrinsic, but it must result
for employees to believe their work is meaningful and lead to engagement®. Given
this, employees generally need to be recognized and rewarded for doing a %cgd job.
Recognition is the key driver of employee engagement. Employees w@n’t feel
appreciated at work are also more likely to leave their jobs. A e. %g research
project conducted by the New York Times bestsellers, .Ad i Qostick and Chester
Elton, found that 79% of employees who leave their jo@a lack of appreciation as
the primary reason. Each year, employee tumové@ts US businesses approximately
$11 billion, according to the Bureau of Naﬁ@%ffairs”. Yet despite these findings,

many employers still fail to utilize:ff\l@s‘[ion as a motivational tool and driver of

engagement. An effective reward
evaluation system. \;()(b

Management’s comffritment to the system is essential to its effectiveness. Moreover, it

d recognition program requires an ongoing

must be per@jgas fair and not a game of favoritism. Otherwise, the reward system
would o ‘\reate resentment among coworkers and damage trust and productivity.
itiohally, managers must also remember that individuals have different needs they
Qlﬁll through work, which means a one-size-fits-all reward program is bound to fail.
Rewards must be tailored to individual needs in order to create the perception of
meaningfulness. While some employees may crave open recognition, others may be
motivated by additional responsibilities, autonomy, flexible working schedule or
advancement opportunities. Managers need to understand the factors that satisfy each

employee’s unique needs and work to satisfy these needs in the most effective ways.
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Meaningfulness also implies that employees feel a sense of purpose and achievement
in their jobs. Regardless of position, most people want to make contributions and be
challenged to meet high standards, even in difficult situations such as a corporate
restructuring. The most capable managers set challenging yet attainable goals, so that
employees are constantly driven to work hard to reach the goals. But in order to be
motivated to achieve these goals, employees need to first understand clea:rly what is
expected of them, and how their jobs contribute to the success of the é}ﬁzation.
Part of management’s responsibilities is to communicate the o a. ?S‘@\’s goals to
the employees; and to make them a part of the team. Th.is a ulsation of a corporate
vision and the employee’s individual role are partim{;&important in periods of
downsizing and restructuring. No one wants to’ 5@%‘2 lifetime doing meaningless

work. Managers must help employees ﬁnd@u g in what they do. Once employees

believe their work is meaningful, m@&be more engaged, committed, and exhibit

the drive to do better>®. 'é'

Much of the early workﬂﬂgﬁagement placed the task as central to engagement. The
attributes of tasks till the key issue for promoting engagement. Not surprisingly,
reference is @& e job characteristics research program and work on the intrinsic
natur oécxwards (i.e., the intrinsic nature of tasks; some of the issues that drive

@'0 , commitment, involvement, and so forth. Interestingly, although the task is

ntral, it is the degree to which the person can implement his or her preferred self in
the work that is key but certain characteristics of tasks like autonomy, challenge, and
variety seem to have main effects for most people. In addition to the task itself, the
conditions surrounding working have been a target of practice and research. For
example, in the Gallup research program, a series of 12 key work conditions was

identified, which, when present, were correlated with unit performance the inference
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being that when these work conditions existed, employees demonstrated engagement

behaviors that resulted in the improved unit performance.

These conditions are very diverse, referring among other conditions to attributes of
the work, the boss, the availability of resources, coworkers, and career progress issues.
Gallup researchers deduced, however, that there was an overriding issue, management
and the degree to which managers made these things happen was key (‘q\%ging a
productive work unit. Having this insight resulted in an additional%d% research
efforts to understand what differentiated effective and in }Ve managers,
especially with regard to scores those managers received @{12 items when their
th@@wing: Effective managers

are those who get the work done with the p%@mve, do not try to change them,

employees were surveyed. A central answer was
[ ]

and attempt to capitalize on the compet@xi their people have, not what they, the
r

managers, wished they had>’. Wh@

score more highly on the iteryé%ve superior performance in terms of productivity,

rom the Gallup research is that units that

customer satisfaction, réql%s, and turnover. However, the state and/ or behavioral

engagement that t Dlitems result in is not clear. But research on transformational

leadership h@sﬁd stand these relationships.

N

Imp%@he discussion of trait engagement and the conditions under which state

ehavioral engagement are more likely leads to the thought that perhaps the traits
and the conditions interact, and we consider that issue now. For example, building on
self-concordance theory, self-determination theory, and self-concept based theory,
self-engagement with ‘‘engagement with their work,’” suggesting that employees who
see their work as consistent with their personal values will be more engaged. This
clearly infers the notion of fit as the determinant rather than either the individual

attribute or the environment alone as causal. In the frameworks of self-concordance

41



and self-determination theories, motivation (and, by extension, work motivation)
reflects a continuum ranging from complete external motivation to complete internal
or intrinsic motivation. When the goals of the organization (or leader) and the goals of
the individual are entirely consistent, it follows that the level of employee state
engagement will be higher and that a variety of adaptive behaviors are likely to be

displayed®. Also one of the factors of employee engagement is work commitment.

>

Work Commitment is the loyalty and emotional attachment to an 1sation. It
takes into account the cost associated with leaving an organ@ It can also be
defined as the intensity of the identification and dedication)\% dividual has towards

organisational goals and mission®'. When employeesq@re that they will grow and

learn with their current employers, their@%\cf commitment to stay with that

particular organisation is higher. Organisatiorfal commitment is one type of work
attitude. It is the employees’ iden@&}ﬁ f specific organisational goal and wishes
to maintain his status as am@nization. It was pointed out that organisational
commitment is the sensﬁgfgﬁde as a member of an organisation. It is the loyalty to
an organisation a illingness to try one’s best for organisational goals to be
achieved!®. @&e s become committed to their organisation when (i) they own and
have t@\lon regarding the mission and values of their organisations (ii) they are
m@a ready to exert their dedicated efforts in the achievement of their
annisational goals, and (iii) they have intense desire to continue serving in their

organisations.

There are three natures/dimensions of organisational commitment. These are affective
commitment, continuance commitment and normative commitment. Affective
Commitment: This is the tendency of a worker to stay with a company that is based

on emotional attachment. An employee of a business who displays affective
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commitment to their company will often identify strongly with the organisation and
its objectives and might turn down offers to move to a new organisation even if they
seem more attractive financially. Continuance Commitment: The individual commits
to the organisation because he/she perceives high costs of losing organisational
membership including economic losses such as pension accruals and social cost,
friendship with coworkers that would have to be given up. The employeg r%glins a
member of the organisation because he/she has to. Continuance comm@;} results
from the motivation to avoid impending costs that would be_li .%9@ a possible
change of employer. Normative commitment: The indivi.duajgmsmits to and remains
with an organisation because of feelings of obligation@\hstance, the organisation

may have invested resources in training an emplq@ who then feels an obligation to

put forth the efforts on the job and stay wit@'%ganisation to repay the debtf?,

There has always been more ir@)&@the transformational leadership on job
satisfaction and organizatio@commitment as compared to the impact of
transactional leadership.«ﬁﬁsgd on the theory mentioned above, is a style of leadership
is a way or style erson’s ability as a leader in influencing subordinates, both
individually@c@g oups, to do or not do anything, according to the will of leaders to
succ éx achieving a predetermined or desired, Variable dimension of
tr@fo ational leadership is composed of several indicators, are: (1) respecting the

hts and responsibilities of every employee, (2) Good communication and good
work atmosphere between the leader with employees, (3) Appreciate the work and be
objective on subordinate (4) Commanding ability of employees, (5) Firmness to
taking decisions. Transactional leadership dimension that consist of some of the
indicators are: (1) the ability to rule employees, (2) Assertiveness indecision, (3)

Gives the reward and punishment to employees, (4) Position themselves®3.
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Commitment is a force that is relative from individuals in involvement in identifying
himself to the organization. Commitments of the organization is “a situation where an
employee of a particular organization and the purpose of siding and desires to retain
membership in Organization. Commitment to the organization involves three attitudes
which are: (1) Identify the organizational objectives, (2) The feeling of involvement
in organizational tasks, and (3) Feelings of loyalty to the organization.” .Th%sbr'neans
that employees who are committed to the values and interests of organiz@;}looking
to integrate personal and organizational goals, so that org i. ?}3@ goals are
personal goals. Work that was his job understood as pergong%@rest and a desire to
always be loyal to the progress of the organization. C@ment to the organization
means more than just formal membership, sih@'t includes the attitude of love
organization and a willingness to strive fo@'%er level of effort for the benefit of
the Organization for the sake of ac 'é@j‘[ of goals. Based on this definition, in the
commitment of the organizatic% ded the element of loyalty to organizations,
involvement in work, @%ntiﬁcaﬁon of the values and objectives of the

organization®.

.
Commitme@@laﬁve power of partnership and the involvement of a person
again @(’ganization.” In other words, organizational commitment is the attitude
al@t the loyalty of the workers against the organization and is an ongoing process of

ganizational members to express his concern to the Organization and it continues on
success and prosperity. The theory of work motivation satisfaction determine what
motivates people in work, focus on the satisfaction theory identify needs and urge on
one self and how the priority needs and impulses. They focus on the kinds of
incentives or the goal sought is achieved by someone to satisfied and well done.

Satisfaction theory refers to “static” because the theory relate to just one or a few
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things within a certain period, either past or present. Therefore, the theory that there is
no need to predict work behavior or motivation, but to understand what motivates
people in work. Abraham Maslow, motivation needs to conclude that a person can be
arranged in a hierarchy. If one level needs are met, the level of those needs are not
motivated anymore®. Identify five levels of Maslow’s hierarchy of needs in: a.
Physiological Needs. The most basic of levels in the hierarchy that is assclci%tebcil with
the primary needs (needs of the hungry, thirsty, sleeping and (sex). Accz?g}g to this
theory once basic needs satisfied, they were no longer motivat .NQ@Jrity needs:
This second requirement level emphasize the emotion a.nd s.i)cal security. Whole
organism becomes a mechanism seeking. As well q&%siological needs, if the
security requirements are not satisfied, they wiﬂ@wate more c¢. Needs love: This
third level of the needs related to the need@%ﬁon and affiliation. The use of the

word love has a negative connotati h@y actual sex is physical needs. Maybe the
right word to describe this is to&@ level or social. d. Award Needs: The level of
awards represents high h@ needs. The need for achievement power and status
can be considered %his level. Maslow carefully indicates that the level of
awards inclnt @eem and appreciation in others. e. Self-actualization Needs:
This is thk\tiop level of all human needs is low, moderate and higher. People who
alre‘ﬁ%mve a self-actualization is the one who fulfilled and realized all its potential.
Q%actualization is close related to concept of self. As a result, actualization is a self-

motivated person to change the perception of them into reality®>.
2.1.2 Concept of Organisational Eustress

There is not one definition of stress used in general, stress can be stated like the non-
specific response of the body to any demand for change or perception of threat, with

resulting anxiety discomfort, emotional tension and difficulty in adjustment®. A
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stressor (the stress producing factor) can be an external or internal force which acts
upon a person and produces stress as the consequence. These stress reactions can be
physical or psychological. Distress is the result of a person exceeding their capacity to
expend energy in maintaining homeostasis. In other words; the stressor asks too much
for the body to handle, which results in stress. Even before the stressor actually begins
“stressing”, the person appraises the stressor to determine if it is a Ehrcegtl or a
challenge. When a stressor is perceived as a threat, it causes the indivi@t{o stress
before they actually have to deal with it. A stressor is also ev, .%d% its timing,
whether it’s perceived as desirable or not, whether it is b.er%e& iaJ\ or not, whether the
individual has control over the stressor, whether K@emand comes from the

individual themselves or is imposed externally 'ap@ imposed externally, what that

source it has (a friend, a manager, a policy‘é&.Q
Distress can have many negati@ences, for example a decrease in job

performance, negative psych@l and 8 emotional impact, it can lead to egoistic
motivations, it can leadﬁwggcarriages and during pregnancy and early in life it can
make the child suseéptible for diseases later in life and alter their brains in a negative
way. Eustre@ile sser known concept because researchers tend to focus on the
negatt e@ﬁ of stress. Eustress is not just the opposite of distress but has to be seen
asé%parate concept. Positive and negative responses to a stressor can happen

ultaneously, which make distress and eustress separate but related concepts.
Eustress is therefore not just the absence of distress. Eustress as a positive discrepancy
between an individual’s perceived state and desired state, provided that the presence
of this discrepancy is considered important by the individual. The perceived and

desired states are considered to be the cognitive representation of the individual.

46



Therefore how one interprets stress determines their reaction and the way one reacts

to stress is called coping.

Workplace stress is a global phenomenon that has been linked in numerous
organizational and behavioral studies to adverse health, performance, and overall
well-being worries. Occupational stress, however, is a challenging science construct
that necessitates a basic comprehension of the "parent construct" known{%stress.
When a person's adaptive skills are strained, stress can be broadly de @% s general
physiological and psychological reactions that cause adverse meﬁ%t physical health
conditions. As a result, it is common knowledge that job K%ff?lses when there are
gaps between the physiological demands of the work and employees' inability to
effectively manage or deal with those demandse challengmg to identify a single
definition of stress in the multitude of Stﬁ nd reports on the effects of stress on

organizational well-being and proiuct@r

of stress experiences experi?@v in the workplace. As a result, stress has been

ue to the varied character and perception

described in a variety (&%ﬁ over the years, including as a stimulus, a reaction, a

stimulus-response fhation, or a transactional relationship between people and

their env1r01€)%

Th@%%erlstlcs of the environment that are perceived as distressing and have the

ct of inducing stress reactions in the person exposed to such external features,
situations, or environmental factors are considered to be the stimulus for stress. In
light of this, the antecedent of stimulus-based theories of stress places more emphasis
on what occurs to the individual than within them. Instead, stress as a response
focuses primarily on stress resulting from a person's psychological responses to
stresses. Stress is defined as "the non-specific reaction of the body to any demand

upon it" and has a high propensity to impair the subject's regular homeostatic
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regulatory physiological functioning. Furthermore, Selye was the one who first
distinguished between eustress and anxiety. Eustress was defined as positive
responses to external stressors, whereas distress is defined as reactions to stressors
that are appraised as negative and antagonistic to well-being®. "Eu" is a Greek word
that means "good," and it was interpreted to mean that eustress represented positive
responses to external stressors. Thus, Selye contends that the bodily stim&éls still
undergoes its general metabolic processes in order to either pre%ﬁg\feactive
secretions to combat, accommodate, or remove stressful circu a. Q@gardless of
whether stress reactions are beneficial (eustress) or _praduce, harmful (distress)
outcomes. However, it is suggested that the linear natur,&@oth definitions above led
to a broader and generally accepted definition (’)ﬁ{l& stimulus-response relationship.
The consolidation of both earlier deﬁnitio@b rne out of knowledge development
that stress is not merely individu @yses to external forces. But stress is an
interaction between the individyal afid sources of demands that undermines wellness.
This perspective take%@%onsideration that stress could be uncontrollable,
unpredictable, ambi oqﬁ and sometimes unfamiliar and, making it more likely in
some circu Q,t an others and in some individuals than others. But, the
underlyin 'grﬁ‘ission of the ‘interactionist’ approach to stress depicts “stress as the
con‘s%nces of a structural lack of fit between the needs and demands of the
@idual and his/her environment”. As a result, the lack of a consensual definition of
the term ‘stress’ over the years has also produced numerous models utilised within
various context of stress research and beyond. These are some of the well-known
models which have gained dominance over the decades in guiding stress research and

practice despite their variance in popularity and empirical support’’.
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The transactional theory of psychological stress and coping is, however, one of the
most significant stress theories in the bunch. The main components of the
transactional theory of psychological stress are the appraisals and coping frameworks,
which describe how people assess stressful situations for risk initially through an
initial assessment (i.e., primary appraisal), which then guides the processes that frame
an individual's development of coping mechanisms (i.e., secondary apprai.salzgtsed to
accommodate, reduce, or remove impending stressors. As a result, in %’@htext of
work stress, the transactional method investigates the relati n. %etween the
employee and their work environment through the pegscg\ e;galuations that such
employees make of their work environment or w conditions assessed as
potential health hazards. Problem-solving and e'x@)nally-focused coping strategies
were then recommended as useful tools ﬂ%& people to cope with such health-

threatening demands. However, i;'@scovered that despite the transactional

model's inclusion of variables %’ jective perceptions and the potential impact of

individual differences ,in @&ésing stress responses, the complexity of these
personality and behe@r&l variations makes it challenging to empirically evaluate the
broad range l@eople react and cope under stressful circumstances. It has been

said that ‘f{gquently employed quantitative methodologies in occupational stress

stu@ly capture a static moment in time’".

QO
Qrthermore, surveys and questionnaire design strategies have come under fire for
their inability to fully account for changing complexity in timelines, antecedents, and
fluctuating subjective interpretations of people's stress experiences. This limitation,
which is already present in such methodologies, is therefore frequently made worse if
a transactional viewpoint is used. Given the various definitions of work stress and the

significant disparity they have caused, it is not clear whether this stress should be
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conceptualized as pressures from the environment, strain within the affected
individual, or an interaction or transaction between the individual and external forces.
Extending these points, it appears that the difficulty in defining occupational stress in
a way that is both comprehensive and consistent is made even more difficult by the
variety and differences among stress models. Additionally, the methodological issues
previously mentioned restrict our ability to fully comprehend the endemi.c nature of
job stress realities, which are constantly changing, particularly in our %'&;}hporary
world, which is heavily reliant on rapidly advancing technolog : 5; bal market
competitions, expanding globalization, and automation of. work processes and systems.
Unprecedented changes have resulted from this, which&@raking it more difficult to
perform and manifesting in a variety of harmful @s. In order to achieve this, it is

crucial to take into account all the element a'Qfect job stress.

Stress is inevitable at workplace, l@ﬁmon phenomenon at work and something
that all employees go throug '%ting different phases of their career life. Stress is
believed to affect pe% different ways. Stress at work is a compelling
phenomenon that &éh instrumental in making or breaking people in the business
environmen@& 1S a phenomenon that is very difficult to define. Stress was put in
a neg i@ht and its positive effects were ignored. Stressors are triggers that cause
usé%erience stress. In a workplace people may feel stress that cannot be ignored.

¢ main reason for this is because stress is related to many ailments. There are many
examples of stress related problems like stomach upsets, nausea and headache and
such other ailments. It disturbs relationships with friends and family. The evidences of
many studies prove that stress plays a key role in many chronic health problems Stress

is of two kinds: Positive stress or Negative stress’?.
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Positive stress is known as Eustress and Negative stress is known as Distress. Positive
stress is defined as something that is healthy and which brings about a sense of
fulfillment. Distress is a state of pain, suffering or extreme worry which brings about
mental and physical suffering. Numerous studies have been made on the negative
impact of stress on people, especially at work. Stress is believed to affect the work
productivity, lower employee performance, cause health issues and .demotivate
employees. Organisations and managements that provide stressful worki%&ﬁditions
see increased absenteeism, sluggishness among workers and sta . };1 frequently.
This is the result of negative stress at workplace. Wherl it g%@%lrs the body cannot
return to a relaxed state even when the stressor does n&%l\h Negative stress is seen
to bring about loads of problems physically, psy’c@glcally and emotionally. On the
other hand, positive stress, gives an ext@%of energy which helps people to
accomplish their dreams, achiev ‘(@%oals and meet deadlines. It helps in
developing higher self- esteem i’raation and mental alertness. It is believed that
Eustress promotes emp ye@l-being and leads to a motivated and satisfied work
force. Eustress bri i‘oy and excitement to life which normally comes from

completion c?%ut task at work place or getting a note of appreciation from

superiors h\vyor place.

S@ be helpful and act as a positive force that motivates people to accomplish

ore. Absence of stress can in fact lead to a state of inertia. The authors believe that
positive stressful conditions only create chances for growth. Absence of which does
not help in career advancement at all. Stress is an important factor that contributes and
helps in boosting career growth. Several studies support the authors’ views that
Eustress is necessary for improved productivity in an organization. Presence of an

acceptable level of positive stress helps in motivating employees and enhances their
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energy and performance. Positive stress is important for an employee for performing

effectively.

Stress is an uneasy feeling that every individual faces in his day to day life whether at
work or at home. In a working environment also people undergo stress from time to
time. Some employers feel that only stressful working conditions lead to productivity,
although many research findings disapprove this belief and some emplb@make
efforts to provide stress free work environment to its employee ~Sﬁat work
productivity increases. Various studies have been made by diﬂ% authors on the
effects of positive and negative stress. Studies have also s@&l efforts to be made
by organisations to reduce negative stress and éy%e a conducive working

environment for the employees. Few studies :eL@&,to the focus of this study in terms

of positive and negative stress and orgamizational efforts are presented in the
following paragraphs. Negative stne;)?b&( individual experience negative emotions
as anxiety or worries those(,o;%lts into lack of productivity and sluggishness.
Negative stress causes %Qt%nomic and social losses especially for businesses. The
losses come from @aive work due to sickness caused by stress, which decreases
work time ndgo t. Research has indicated that job stress has an impact on
orgam a@ 1 activity and employees’ sense of wellbeing proved that experiencing
hi%l els of stress may lead to feelings of anger, anxiety, depression, nervousness,

Qitability, tension, hypersensitivity to criticism and mental blocks among

employees’.

Lack of positivity concerning work and career may negatively influence employees’
sense of wellbeing. Short-lived periods of stress pose little risk to individuals but if
stressful conditions continue for a longer period of time then it causes harm to

physical well- being of the person. The Occupational Safety and Health
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Administration (OSHA) declared that stress is a workplace hazard. It costs America
annually more than 300 billion dollars. Positive stress on the other hand fills a person
with happiness. “Good Stress” has positive influence on individual’s well- being.
Positive Stress gives a person the energy to throw oneself into something where one
wants to make some contribution. It can give an extra burst of enthusiasm to help
oneself accomplish goals and meet deadlines. Eustress provides menta.l alertness,
motivation, and efficiency. It helps in boosting self-esteem. Positive str@)&}énerates
positive values among its employees but the negative stress resu , %?m‘ealth of'its

employees that can in turn reflect in overall performance o e.\organization stress-

related problems’. %'\
&

Stress from the corner of office to the fac‘&@;bloody Monday layoffs, mergers
and acquisitions, etc., all are taking their% il derailed careers, broken families and
re.

emotional disorders signs are e(eq&}é

disastrously in their performa@hey erupt into fits of uncontrollable rage at work

Employees drink to excess and slip

and abuse their familie%e. A few commit suicide. So, eustress is good for the
progressive level formance whereas situation is inverse in case of distress. To
cope with d@e%or anizations work a lot and go for interventions which are called
stres ment interventions (SMIs) in order to help people of the organization to
c@ it in an effective way. There are different levels of these interventions i.e.
Qimary, secondary and tertiary. Primary interventions attempt to alter the sources of
stress at work. Examples of primary prevention programs include redesigning jobs to
modify workplace stressors, increasing workers’ decision-making authority, or
providing coworker support groups’. In contrast, secondary interventions attempt to

reduce the severity of stress symptoms before they lead to serious health problems.
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Tertiary interventions, such as employee assistance programs (EAP), are designed to
treat the employee’s health condition via free and confidential access to qualified
mental health professionals. The most common SMIs are secondary prevention
programs aimed at the individual and involve instruction in techniques to manage and
cope with stress. Examples are cognitive behavioral skills training, meditation,
relaxation, deep breathing, exercise, journaling, time management, and g.oa%getting.
Several studies have highlighted the deleterious consequences of high @(oads or

work overload. Work overloads and time constraints were sign}%\g@tributom to

work stress among community nurses. Workload stress can,%d@: ined as reluctance
° \

to come to work and a feeling of constant pressu,@?e. no effort is enough)

accompanied by the general physiological, p'sg@%ggical, and behavioral stress

symptoms. QQ

Factors intrinsic to the job mean @o\)gﬁrkload, variety of tasks and rates of pay.
Due to rapidly change of glo@ network, it creates the pressure to employees to
produce with effectivelﬁq&ﬁciency. Indeed, to perform better to their job, there is
a requirement for efs to perform multiple tasks in the workplace to keep abreast
of changing @0 ies. The ultimate results of this pressure have been found to one
of th 'n@an‘[ factors influencing job stress in their work. A study in UK indicated
t %najority of the workers were unhappy with the current culture where they
ere required to work extended hours and cope with large workloads while
simultaneously meeting production targets and deadlines. Role ambiguity is another
aspect that affects job stress in the workplace. Role ambiguity exists when an

individual lacks information about the requirements of his or her role, how those role

requirements are to be met, and the evaluative procedures available to ensure that the
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role is being performed successfully. Role ambiguity to lead to such negative

outcomes as reduces confidence, a sense of hopelessness, anxiety, and depression’®.

High effectiveness of secondary and tertiary stress management programs whereas
temporary positive effect of primary stress management interventions. If coping
strategies are conceptualized as the currency expended in a specific way stress
transaction, coping resources constitute the bank account from which this 'CK cy is
drawn. Effect of these stressors on employees depends upon the empl cognitive
and behavioral responses to them. Employee resources and ca%ve behavior are
determined in turn, by the amount and the quality of reso@lﬁt the employee can
draw upon when faced with problem or potential stre%& work. For a more stressor
free environment it is important to focus on tr@nagement interventions. Inverse
N

focused through positive relation of

empowerment and job satisfaction{ \

relation of empowerment and stress heg

A Eustress is substantiated aé)%orm of stress after which a person’s adaptive capacity
increases. This eustressixgonsidered as an adaptation process which results in the
transition of the@n .;tion to a lower level of allosteric load and distress is the
transition‘t{J igher’’. Based on existing conceptualizations of stress, an efficacy of
Huv@ource Development (HRD) interventions is applied to manage the stress in

Qrganization. Here, eustress is considered as good stress as a positive individual
and organizational outcome. HRD eustress model provides a parsimonious
explanation for why challenge matters and how many activities within HRD are
crucial for generating healthy stress among employees. This method provides a
positive intervention for both HRD researchers and practitioners. However, job

resources seemed to be more present in the experience of eustress at work than job

demands. Stress should be considered both by form and by level. The effect of stress
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on performance may be best represented by a U-shaped inverted relationship,
curvilinear. Specifically, an amount minimal of stress may be beneficial (i.e. eustress)
to help maintain vigilance, excitement and focus up to a certain level or point in time.
However, beyond a threshold point stress may become debilitating and exhibit non-

linear detrimental effects on performance.

The final outcome of the study defines and operationalises stress as distreS;@,stress
that has reached a level at which it exhibits negative effects on cogn,itiQ%k%ormance,
such as on a creative task. Stress was found to be negatively re to both wisdom

strengths and creative task performance. Given focus@cﬁstress towards the

experimental procedure that resulted with an indi& difference of wisdom is

associated with lower levels of reported stret. @;ess seemed to result in a range of

positive outcomes, especially emotional g tal, but also physical and behavioural
g_

effects, which are suggested to ha(e a%

and function as a buffer for@es& Eustress will assist in the transition of the

erm impact on the health and well-being

organism to a lower le@llostatic load and distress is the transition to a higher.
Although some fown models of stress provide the grounds for eustress
mechanismsex‘pi ental studies are necessary to confirm the model of eustress’.
The 1 @&of eustress on managing talents of employees in the manufacturing
ir@t . The primary objective of the study was to know how eustress towards talent

anagement in the workplace among workers. The suggestion given by the researcher
is that the overall performance of the organization should be increased by better

motivation system.

To increase productivity, there plenty of training programs for the employees and also
Implementing positive stress (Eustress) can encourage and motivates employees to do

work. As the interpretation of the PubMed database illustrates, very few analyses of
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stress attend to the concept of eustress. It is our position that the lack of research on
eustress is due to a lack of clear criteria for differentiating this type of stress from
others. Furthermore, the absence of such criteria is a consequence of the insufficient
development of the conceptual basis of eustress. Under these circumstances, there is
significant variation among scientists in their understanding of eustress. However,
there are circumstances where the quantity of pressure is among too rrluch or too
slight, which foundations good stress (eustress). It is well-thought-outq%g}itial for
effort achievement. Eustress retains workers interested and .%1 attentive,

enthusiastic, self-confident, and responsive to a suitable custg”.\

N

Workplace stress is a major issue for both empl%e;% and organization. It is a
common term used in our life with most peo l@wing different understanding about
its meaning. Despite different understa @of its meaning, it is a mind-body-
environment relationship. Stress Q.)a)\%'ﬁ -specific response of the body to any
demand placed upon it.” Th?bén ‘non-specific’ was later refined and limited to
stress syndrome occurr&%en stressors are pushed above their threshold. Stress,
stressor and strain ften used interchangeably but rather erroneously in the extant
literature. S@Qn ies the origin of the word as a subject from the concept of
resist t@ hysics which was extended to the field of psychology. Stress is a
%;‘%()gical state of mind resulting from demands put on a person’s body. From the

edical point of view, stress has often been proven to be detrimental to health.
Perhaps one of the explanations for the inverse relationship between stress and health
is that stress deregulates immune function which may lead to activation of cancer
cells and latent herpes viruses, delayed wound healing and impaired vaccine
responses. Although the above snapshot on stress carries a negative connotation,

stress is multifaceted and at times brings out goodness®’.
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Stress in Chinese encompasses two characters which represent “crisis” and
“opportunity.” In the extant literature stress has similarly been seen as having two
implications; eustress and distress conditions. Eustress refers to the positive feeling
which arises from a stressful condition while distress relates to threats and harmful
effects. Eustress may occur when individuals are able to handle external demands
placed on their physique which may lead to decreased physi019gical and
psychological stress (e.g. pleasant life, able to control feelings of anxi@d being
proactive). Distress on the contrary may exist when individu : cope with
external demands placed on their bodies and end up with. in sesd physiological and
psychological stress (e.g. sickness, unpleasant life, K%\é to control feelings of
anxiety, and passive). In the field of managemént; %ﬁ(place stress has come to the
core of research as the costs to organizé@%d employees®'.A workplace is a
community of its own, hence %ys derive their sense of identity and

belongingness from it. Stress E workplace would therefore affect employees

significantly and ultim% erformance of the entire organization would also be

t stake.
at stake %.}
t

The comm nly@i implications of workplace stress include low employee
perfo and high turnover intention, lack of satisfaction, poor employee
W, ‘§, lack of motivation and ill health. Low morale, poor product quality, low

tput, increased overtime payment, and organizational sabotage to the list of
negative effects of workplace stress. In Great Britain, job-related stress has translated
into an annual loss of 28 million work days while in the USA it has resulted in
absenteeism and turnover with the monetary cost surpassing a billion US Dollar per
year. Workplace stress is often viewed as the result of the interaction between the

individual and his/her environment. Three main sources of workplace stress (stressors)
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are: relationship with work colleagues, organizational constraints and workload. In
their case study of library staff, similarly outlined routine and repetitive job tasks and
lack of control over one’s job and library patrons (customers) as the causes of stress
among library staff studied. Classification of job stressors, the above mentioned
factors can be termed as psychosocial stressors and job role stressors. Apart from
psychosocial stressors, there are physical stressors (e.g. noise and heat) as yvell. Stress

has two major dimensions: physiological stress and psychological stressgéh)i\

Physiological stress is normally related to as a physiologicall%ion of the body
(such as headache, migraine, abdominal pain, lethargic, b@a chest pain, fatigue,

heart palpitation, sleep disturbance and muscle ach%%arious stressful triggers at

Q

the workplace that directly and negati\%@;ts an individual’s productivity,
1

effectiveness, quality of work and persona Ith. Some examples of physiological

stress are: changes in eating, dri@ ping and smoking habits. Psychological
stress is often seen as an emo@ reaction (such as anxiety and depression burnout,
job alienation, hostilitw%iession, tension, anger, nervousness, irritability and
frustration) experi “by an individual as a result from the stimulate at the
workplace. @Ql gical stress is associated with one’s role identity. A person
typic y@ multiple role identities (an employee, a husband, a son, etc.) The higher
th@a e a person and his/her society associate with each role, the more the cost of

t performing the role would be. An engineer who is denied the opportunity to
exercise his professional role, for instance, may experience a psychological stress
which is exhibited in mental exhaustion. Similarly, an employee who is deprived of
the support due for his professional identity may also experience psychological stress.
In terms of eustress, workplace stress will usually occur when employees’ knowledge,

skills, abilities and attitudes can cope with or match their work demands and pressures
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in organizations. In this situation, it may increase the ability of employees to manage

their physiological and psychological stresses in order to fulfill job demands®3.

Positive humor in the workplace by both employee and employer can also help in
buffering the effect of stress and improving work performance. Conversely, in distress,
workplace stress will often exhibit when employees’ knowledge, skills, abilities and
attitudes cannot cope with or do not match their work demands and pr es in
organizations. Consequently, it may decrease the ability of employ.eeﬁ%é%ntrol and
manage physiological and psychological stress, such as upsetting self-regulatory
bodies, and not able to meet their duties and responsib{t%as a member of an

organization and a good citizen of a country. Intqé&&gly, extant studies in the

Q

workplace stress show that the levels of phﬁk@&é&ﬂ and psychological stress may
tc

have a significant impact on individual es, especially job performance. Most
organizations have to deal with jo( per%}' nce of their employees. Job performance

means assessing individual pe@ance, individual records or subjective evaluation34.

Identifying specific job releVant and task behaviors actually is not a new concept in
job performance@n r.';l management studies. In the past, job performance was also
discussed‘iJ ecific job outcome that link to individual work behavior. There is not
a si%gnsistent or concise definition of job performance. It is in the relation of

Five” personality dimensions: extraversion, emotional stability, agreeableness,
conscientiousness, and openness to experience. The cognitive ability can predict job
performance. Nowadays, the ability to perform work without stress has rapidly
become one of the key issues for management and their organizations. They pointed
out that most job demand are stressful; hence, there exists a relationship between job

stress and performance (task and contextual). In a workplace stress model, several

scholars believe that the ability of employees to properly control and manage their
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physiological and psychological stress in executing job may lead to higher job
performance in organizations. Within an organizational stress model, many scholars
concur that physiological stress, psychological stress and job performance are distinct
concepts, but strongly interconnected. For example, the ability of employees to
properly manage their physiological and psychological stresses in executing job may
QP

Although the nature of this relationship is interesting, the role of p %.Dogical and

lead to an enhanced job performance in organizations®,

psychological stresses as important predictors is inadequate plained in the
workplace stress models. Many scholars argue that the\% of physiological and
psychological stresses as an important predictor is glvé??x)s empirical attention in the
previous studies. Past studies have been des rl®, describing the global workplace
stress concept, explaining the genera ﬁ logical and psychological features,

employing a meta-analysis meth@

psychological stresses and em@é‘ behavior, but ignoring to quantify the magnitude

lish the link between physiological and

and nature of the rer&rgfﬁp between workplace stress and job performance.

Consequently, the tS)of this study have not provided adequate recommendations

to practition@e igning and administering workplace stress programs in growth

and gr@ﬂive organizations®®. Hence, this dearth encourages the researchers to

further’explore the relationship between physiological and psychological stresses and

ployee behavior, specifically job performance.

Although a wide range of stress literatures highlight the size of the challenges of
workplace stress, the prominent factors that have been found to be significant sources
of work stress are those that relate to the nature and context of the job. Taking this
discussion a step further, stress incidents resulting from the nature of the task are

frequently linked to elements that are particular to the position. In this group, it is
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frequently observed that the employee struggles with aspects of their work that
structurally misalign the demands placed on them with their capacity to meet those
demands. Many workplace -characteristics have the potential to have bad
organizational and extra-organizational outcomes, which frequently worsen mental
and physical health. First, there are elements specific to the work role's content.
Workload (overload or underload), excessive work pace (time pressures), a lack of job
meaning, little work autonomy, outside disturbances (such as noise a '(;}deg)
and toxic work systems are just a few examples of facto %1 harm an
employee's health and negatively affect their well-being. W they are subjected to
such unfavorable working conditions. Murphy's n‘&@é\of work stress factors

hypothesizes the existence of additional occh@nal stress sources within the

workplace setting®’. @
This type of stress occurs freque@agerial positions that are burdened with

higher levels of responsibility@mut clearly defining role boundaries or in situations
where employees are e ecf€d to meet multiple demands from superiors and other
members of the or ation at the same time in an unrealistic way.If this is the case,
such peopleQri equently prone to role stress, which primarily consists of role
uncer 11@ d conflict. Role conflict occurs when demands and expectations from
m@b s of the employee's role set (such as superiors, coworkers, and even the
annization) are incompatible and incongruent. Role ambiguity is defined as a
situation where the employee perceives a lack of role clarity and significant
information that is required to perform the work role adequately. Concerns that
prevent career growth give rise to the third category of contextual stressors. Implicit
in this category is the fact that stress-related issues resulting from a lack of job

security frequently have the potential to obstruct professional advancement and may
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adversely affect employees' sense of wellbeing and dedication to their jobs. For
instance, as a result of downsizing, outsourcing, delayering, mergers and acquisitions,
restructuring, and rearranging work schedules to keep up with the pace of global
competition and technological sophistication, modern organizations are constantly
changing the nature of work in order to improve workplace performance and maintain
competitive advantage. This has led to an increase in non-permanent contracts and

contingent work arrangements®3, Q;i\

Consequently, these changes in contemporary working life ha@%ated a stressful
workplace that is leading to low job autonomy, job ins@e?, poor promotional

S

prospects, and even circumstances where the employ%'gg stuck in a position with no
opportunity for advancement”. The curr n.Q rking relationships within the
organization are the fourth group that acts as-a contextual contributor to workplace
stress. The majority of the tiﬂé)ﬁ)}fﬂ matic relationships between managers,
subordinates, and coworkers @the form of office bullying, threats of violence,
prejudiced opinions, unﬁ@z‘five management, harassment, dark leadership, artificial
social or physical lace isolation, and other deviant behaviors. These behaviors,
as noted, caerg in "passive to active dislike, animosity, disrespect, or destructive
mutu. i@ﬁction" within the organization. Job stress, burnout, personal injuries, and

(é%over are some of the consequences, which add up to lost wages for the

dividual as well as the organization. The last category deals with stress-related
reactions that are caused by organizational structure and climate. One of the key
characteristics of the structure of the majority of companies in this category is

formalization. This refers to the degree of standardization of roles within the company

and the degree of rule- and regulation-based content control over work.
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Employees may not have much autonomy to effectively carry out work duties in
environments where jobs are highly formalized. Employees may experience high
levels of stress due to an inappropriate locus of control required to meet the demands
of their jobs because such formalization produces rigid procedures and rules of
interaction. In a similar vein, organizational culture is determined by how employees
as a whole view different aspects of work life. The importance of HR p.olicies and
best practices, leadership style, work design, technology, employee é&gemen‘[,
communication systems, motivational conditions, reward c. istns, working
conditions, etc. are some examples of the business. g\ S .\that promote high
performance. Therefore, instances of role stress, which&@des role conflict and role
ambiguity, distorted communication flows, fragh‘@ job characteristics, low social
value to work, poor pay, job insecurity,@% insecurity arising from a set of
properties within a corporate cli a@g predictors that may result in adverse
organizational and extra-orgahizational outcomes. Stress Outcomes From the
foregoing consideratior@%ﬁve separate, but yet interrelated factors that cause
stress within the wor ar%a, evidence found in literature suggests that work stress can
negatively 1 a@h organisational and extra-organisational outcomes. Job-related
stress is aXgrowing concern because it has been shown to have negative economic
effec organizations and bad press. The effort-reward imbalances (ERI) theory
@)posed that job stress is caused by differences between the efforts people put into

their work and the rewards they receive. In reality, these differences lead to the

poorest organizational outcomes.

Therefore, it is likely to cause negative feelings and long-lasting employee stress
when an individual's inherent traits of hard work or even (over)commitment to work

demands are not reciprocated with adequate appreciation in form of financial
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entitlement (like salary, wages, or bonuses), job security, respect, and career
advancement. The social exchange theory, which contends that a rational man
considers the advantages and disadvantages of any participation in social or economic
relationships, and the ERI rationality are both compatible. Therefore, common
biological and deterministic strain outcomes like low morale, poor health, burnouts
manifesting as emotional exhaustion, depersonalization, and decre?sed work
accomplishment, absenteeism, negative affective conditions, an%(gy\éntually
withdrawal intentions are imminent where the derived benefits o, a. 39@ considered
detrimental in proportion to the input in performan.ce d.\cognitive abilities.
Organizational stress is increasingly being discovered @e a spillover impact into
people's non-working domains with similar high'g@nsities of causing family issues,
personal health issues, and other plethor@'%e crises. Work-family conflict, or
work-life imbalance from a wider V@jnt, is the aspect of extra-organizational
stress outcomes that has recei\%tqgmost research. This imbalance between work

and life is known as an %@' of an interrole conflict, in which the performance of

one set of role demands, such as job obligations, interferes with the accomplishment

of another Séc@emands, such as family obligations or social obligations.

Thes ' le conflicts could result into time-based conflict (i.e. appropriateness in
ti]@d oted to each role demand), strain-based (i.e. strain originating from one role
Qakes it difficult to meet the expectations of another role) and behaviour-based
conflict that refers to the idea that patterns of behaviours required in one role may be
in dissonance with the desired characteristics of another role. Though role conflict is
bi-directional (i.e. transference of conflict could be from work to life or intrusion of
life into work), it is proposed in this paper that more emphasis should be placed on

managing stress within the workplace since working individuals are known to be
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border crossers that are continuously making behavioural and emotional transitions
(un)consciously that negatively or positively affects both domains of life. Therefore,
spillover experiences show the degree of permeability to which psychological patterns
of behavior are occasionally stimulated by the overarching effects of stress at work
when incompatibility of roles happens. Work-life conflict brought on by work stress
manifests itself in different ways, such as intrusion into personal time wit.h family or

friends, or a general inability to mentally disconnect from one's work env@en‘t.

Although stress can also be self-inflicted, the thesis of this pap‘e%(hat by focusing
on comprehensive stress management in the workplace, w@‘ Be able to find ways
to lessen the negative effects of stress that affect peo %,u n-working responsibilities.
This review concurs with the extant literatur o@gupational stress that suggests that
the best way to advance workplace str%‘ arch is to examine and evaluate the

efficacy of organizational stress m{na&e

interventions®.

This section's analysis of di%ég' arguments regarding stress management strategies
concludes. Stress manag&%nt interventions (SMIs) are defined as "any deliberate
action taken to r@ p alleviate the stress experienced by organizational citizens in
the perfoq{t@ of their job functions". These distinct levels of interventions have
be@ed to as primary, secondary, and tertiary SMIs in the process of

lishing the various frames of intervention. Primary interventions are referred to
as organizational best practices that aim to reduce, alter, or eliminate stressful work
demands that harm performance and health. Examples of these actions are job
redesign that eliminates stress factors, labour flexibility practices and organisational
culture that prioritise employee’s wellness. Secondary interventions are framed to
assist employees to cope with work stress and examples here include wellness

programs, planned social events, provision of recreational facilities, stress
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management training and development. However, tertiary interventions are
therapeutic in nature and are meant to assist workers who have already developed
illness symptoms and other negative effects from job stress. Remedial measures fall
under this group and include counseling, employee assistance programs, rehabilitation
sessions, and payments for injury claims. However, the concerns raised by different
SMIs reviewers frequently aim to criticize how widely used secondary e.ln(‘i,grtiary
interventions are as stress reductionist strategies by employers. %ﬁ}pparent
justification for prioritizing proactive interventions is that health.ti , ?bg@gement that
concentrates on removing or eliminating work stress is §i&$&}tly more beneficial
than minimizing or treating manifested health da %\When compared to the
investment cost in maintaining employees' pres'eg@ well-being, and health through
the implementation of primary SMIs, the L@%le costs associated with decreased

performance, absenteeism, sickness:'a@yovers are significantly higher. Therefore,

it is suggested in this study tha(%ig 1zations start putting their primary attention on

stress prevention, whic%@‘get rid of extremely stressful situations, which are
.\

always ineffective”%

There is a g@@%emtanding among researchers that performance is an important
varia eé\vork organization and has become a significant indicator in measuring
or@ﬁ tional performance in many studies’’. Employee performance can also be
Qeasured through the combination of expected behavior and task-related, even though
performance is often determined by financial figures. In reality, performance that is
based on an absolute value or relative judgment may reflect overall organizational
performance. Performance measure that is based on the performance appraisal items
offers higher reliability in evaluating performance. High performance employees

pursue higher level of individual and organizational performance which involve
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quality, productive, innovation rate and cycle time of performance and therefore they
will be able to assist organisation to achieve its strategic aims and sustaining the
organisation competitive advantage. Thus, in order to attract and sustain higher
employee satisfaction and performance, employer need to treat their workers as the
most important internal resources and gratify them because committed and satisfied

employees are normally high performers that contribute towards organizational

productivity. Q‘S\

In general, job performance is defined as actions or beﬁ%urs relevant to
organizational goals which include both productive and c@{ﬁ}oductive employee
behaviours that contribute to or detract from orga%&g%nal goals. A more recent
definition of employee performance is b a@; and outcomes that employees
undertake that contribute to organizational goals. This means employee performance
refers to the effectiveness of indiéu}]%ﬁ aviours that contribute to organisational
objectives and should consist@k performance and contextual performance. Both
constructs are inﬂuencéxbgddifferent factors, for instance job-related experience
determines task fimance while individual’s personality type determines
contextual @a ce. Employee performance may need to redefine to essentially
broa é%‘construct to include non-productivity or extra-role dimensions such as
c<@er tion, helping co-workers and superiors and generalized tendencies toward

mpliance. Organ further proposed that job performance should be measured to the
extent to which employee engage in organizational citizenship behaviours. Employee
performance is the result of two elements, which consist of the abilities and skills
(natural or acquired) that an employee possesses, and his/her motivation to use them

in order to perform a better job. Performance is oftentimes assessed in term of
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financial figures as well as through the combination of expected behaviour and task

related aspects.

Employee performance refers to task performance or in-role employee performance as
the organization’s total expected value on task related proficiency of an employee, or
fulfillment of tasks that are required by the formal job description. In other words,
task performance is the behaviors related specifically to performing 'j@plated
matters. In human resource management studies, task performance haﬁo measured
using a range of criterion measures, including supervisory \s, productivity
indexes, promotability ratings, sales total, and turnover rate{@?algh these indicators
might be presumed to reflect performance at mri@%&egrees. Task performance

should be distinguished into quality of worl; d@uantity of work performed, and

interpersonal effectiveness. Therefore, fio e above definitions it is clear that

employee performance is related@ tent to which an employee is able to
accomplish the task assigned %Qé‘% or her and how the accomplished task contributes

to the realization of the&@ ational goal.

Performance of @l’gyee at his/her workplace is a point of concern for all the
organizati%gi&espective of all the factors and conditions. Consequently the
em@are considered to be very important asset for their organizations. A good

rmance of the employees of an organization leads towards a good organizational
performance thus ultimately making an organization more successful and effective
and the vice versa.. Businesses and groups should place a priority on improving
employee performance by equipping staff with a set of tools and abilities to handle
changing circumstances and challenges. Globalization, new market demands,
innovation, and the "smart economy" are factors that businesses must contend with in

order to maintain and enhance employee performance. Dealing with quick changes in
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technologies, stakeholders’ requirements and market demands are depending on
reducing the gap within employees’ attitude as underpinning factor on achieving
smart goals of the organization. Researchers have defined employee performance as
well as highlighted parameters affecting employee performance as in the following.
The performance of an individual or an organization depends strongly on all
organizational activities, policies, practices, knowledge management practices and

employee engagement. These elements are vital determinants fostering %laévels of

employee performance®?. ,%\

Managing performance as a planned process of which the % ethents are agreement,
measurement, support, feedback and positive remforq@t which shaped outcomes
in terms of performance expectation. Also s performance is a combination
of efficiency and effectiveness of the em és daily tasks to meet the expectations
of the stakeholders. Employees h@j\ér e that implementing the internet in their
job helped them in 1rnpr0v1n%b process, education acquisition and the quality of
their communication M cad to improving individual performance as well as
organization. Tid ween employee performance and work environment that
contains physi Enon-physmal factors around employees which have a positive
and I@ t effect on improving employee performance. Improving performance

m@u ment systems and performance management practices as factors of work’s

Qvironment which enhance employee’s engagement levels was emphasized.

The notion of positive organization behaviors is believed can create a positive
psychology in the working environment to enhance performance”. Research in
management studies continues to attract and deepen understanding of behaviors such
as leader-member exchange, organization citizenship behavior, learning, innovative

work behavior and their positive effects on performance in organizations.

70



Globalization, a knowledge society and changes in the work environments have
brought into sharp focus the need for organizations to sustain competitive advantage.
To achieve this, the intangible internal human element reflected in knowledge, skills
and attitudes; and the conscious effort of applying positive measureable human
resource strengths and psychological capacities that can be developed and managed
for performance improvement in organizations are necessary. This has b.een further
aggravated in research on positive organizational behavior paradig@at spur
performance. In the bid to understand and explore the pheno . dividual or
employee performance, many empirical studies have beer.l co qued on the subject in
relation to different antecedents and other outcome V&f@ For instance, leadership,
customer satisfaction and performance; lea'd@ip, resistance, empowerment,
satisfaction and performance; empowé%%adership, goal orientation and

performance; turnover and perforvﬁé&@pmitment, engagement and performance;
i

learning and performance; and ational commitment, citizenship behavior and

performance. \)Q)(b

Similarly, differen [oyee/job models have been developed and used in empirical
studies eith(anta d-alone models; models for specific occupations such as the
milit managers; and models that can be used across different occupations.
O@‘%;ations continue to design training activities and look out for behaviors in

ployees that could be tapped into with the aim of improving their performance.
Employee performance information becomes useful in organizations in issues relating
to performance appraisal, feedback, promotions and merit pay systems. Employee
performance, a focal theory in industrial/organizational psychology is arduous to
define or measure due to different or multiple aspects of job-role behavior

assessments. In some contexts, it is referred to as task or in-role performance relating
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exclusively to the completion of tasks specified in job descriptions. Employee
performance is the employee’s acumen to accomplish work goals, fulfill expectations
in addition to meeting job targets. Performance is scalable actions, behavior and
outcomes that employees engage in or bring about that are linked with and contribute
to organizational goals. Employee performance has been researched in diverse
contexts, across different disciplines and cultures over decades, with :[he aim of
understanding behaviors, concepts and resources that promote pz'lj%lance%.
Discovering and blending literature on behaviors and f: t.ﬁ\Q@t improve
performance will enable organizations take advantage. of‘x)q?loit and invest in

employees’ physical, cognitive and emotional capabilit;é\

.Q‘ZJ

Employee satisfaction, a bi-dimensional co:cg@;onsists of intrinsic and extrinsic

dimensions. Intrinsic sources of satisfactian depend on individual characteristics such
as ability to use initiative, relation‘shi&ﬁt supervisors or the work that the person
actually performs. These are @tative facets of the job. While extrinsic source of

satisfaction is situationaNand*depends on the environment covering such variables as

pay, promotion, jo ufity, welfare etc®.
Employee_satisfaction is vital if organizations are to attract and retain qualified

ind%@ Organizations need employees to achieve their goals and to succeed. Job

%action represents an attitude and not behaviour. Employee satisfaction is a
positive feeling that an individual has about his/her job, based on the evaluation of the
characteristics of the job%. Employee satisfaction is the general job attitudes of
employees. It can bedivided into five major components as including; attitude toward
work group, general working conditions, attitudes toward the organization, monetary
benefits and attitude toward supervision which he said is intricately connected with

the individual’s state of mind about the work itself and life in general®’. Managers
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should focus on employees’ job satisfaction for the following three reasons:
Unsatisfied individuals leave organisations. Employees who are satisfied tend to be
healthier and have a longer life expectancy. Job satisfaction is also known to impact
employees’ private lives, which can influence work-related outcomes such as

absenteeism.

Employee satisfaction is the feeling or state of mind is usually pleasant eﬁ;{@sitive
resulting from one’s job experience. Job satisfaction is an affeqtiv%Xmotional
response toward various facets of one’s job’®. Continuing, a per \uh a high level
of job satisfaction holds positive attitudes towards his or*l;)!\&‘]%?,'\vhile a person who
is dissatisfied with his or her job holds negative attitu@@out the job®. In this sense,
positive and favourable attitude towards q.@&ndicate job satisfaction while
negative and unfavourable attitude indicﬁ issatisfaction. It is the gratification and

happiness an individual derive fro@

content an individual is wigb or her job. Job satisfaction is the feeling of

is job. Job satisfaction is how happy and

fulfillment and contet&ey members of staff have towards their work. Job

satisfaction is bein Py and contented with ones duties and showing same in being

devoted to t@s I

It iv.%gestablished that human beings work to live a satisfactory live either in the

c or private sector, jobs are not taken for this sole reason, it can also be seen as
he means used to achieve one’s personal goals. When a job is up to or more than an
individual’s expectation, the individual often have positive emotions. These positive

emotions are referred to as job satisfaction!®?

. Employee satisfaction is considered
enough reason for an employee to continue with job. It was observed in a study that

job satisfaction affect people’s attitude towards their jobs and various aspects of their

jobs. The resultant influence of job satisfaction as observed by a researcher include
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better performance and reduction in withdrawal and counter-productive behaviours.
The presence or absence of a lot of features, sourced internally from within the
employing organization influences worker’s behaviour concerning their jobs and their
jobs commitment to their organization. Employee’s satisfaction has become one of the
main corporate objectives in recent years. An employee will not put in his/her best in
job if he/she is not satisfied with the job. The progress and surv.ivzcllb?f an
organization still depends on how committed the organization i%@f)tivated
employees are important to the success of an organisation and t e. %derstanding
people in their jobs and what motivates them could be a drivi%fosrce in strengthening

organizational commitment!%, %'\
&

Employee satisfaction is crucial to the wo@@ponse to his/her immediate work

environment. The satisfaction an employe€~€njoys from his job duty is a main
determinant of his level of orgare;t)%l commitment. Organizational sacrifice is
important to preserve and a@ well qualified talent pool in any organisation.
Organisational commi‘uﬂ&{t&s gained prominence in management discourse since it
plays an essentia “in the goal achievement, innovation and stability of an
organisation@e each unit like employees, managers, owners, of an organization
to t t@selves; hence, it brings better superior- subordinate relationship and
in@o s organisational climate. Stronger and more generalized commitment may

hance organisational development, growth and survival'%,

Employee satisfaction can also be defined as an emotional state related to the positive
or negative appraisal of job experiences. Job satisfaction is the fulfillment of
gratification of certain needs that are associated with one’s job. Jobs are done better
when employees are satisfied with their job. It is the feelings an individual holds

towards his job and other aspects of the job!®. The job diagnostic survey of some
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researchers reveals that job satisfaction is associated with five core characteristics
which are skill variety, task identity, task significance, autonomy, and feedback from
the job itself as well as two supplementary characteristics - feedback from agents and
dealing with others!'%. A recent study presented three idea to explain the significance
of job satisfaction: Organizations that consider humanitarian values find it important
to treat their employees with respect. Assessing job satisfaction could be.considered

as an indicator of the extent to which employees are related with effeé@\y. High
levels of job satisfaction could also be a sign of emotional well . 0 tal fitness.
Organizations can design a useful position in which em.ploﬁsabehavior would be
expected to influence organisational operations accordi@the employees’ degree of
job satisfaction/dissatisfaction. Employee sati%f@on can be expressed through
behaviors that will affect an organizatio@%vely. Job satisfaction can be an
indicator of organisational operati h&@yessing job satisfaction might bring out

various levels of satisfaction al%l' rganisational department, therefore, be helpful
in pinning down areas i@ improvement!?’.

These strategies ays to apply manager’s knowledge of what provides job
satisfaction @Q\O ivates workers. Reinforcement/Behavior Modification: Most
mana @fer giving rewards and placing positive value on performance to dodging
m@lﬁishmen‘u Management by Objectives: Set of procedures involving both
Qanagers and subordinates in setting goals and evaluating progress. Experts agree that
motivation is the biggest advantage of MBO if it is used properly. Participative
Management and Empowerment: Method of increasing job satisfaction by giving
employee a voice in the management of their jobs and the company. As an example,
workers who no longer report product defect to supervisor, but have the freedom to

correct problems themselves, or even return defective products to the workers who are
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responsible for they have been empowered to take greater responsibility for their own
performance. Job Enrichment and Job Redesign: These programs are method of
increasing job satisfaction by adding one more motivating factor to job activities. Job
rotation plans, for example, expand growth opportunities and the chance to learn new
skill. Job Resign Programs: This method of increasing job satisfaction by designing a
more satisfactory fit between workers and their jobs. Job redesign. is_usually
implemented in one of these three ways: through combining task, fo%&}natural
work groups, and establishing client relationship. vi. Modifie .}i; hedule: (a)
Work-share Program: This allows two or more people to. sh a.§ingle full-time job.
(b) Job sharing: Usually benefits both employees and f@yer, although job sharing
employees generally receive fewer benefits tharl @ime counterparts. (c) Flex time:
Can include starting later and leaving la@% day or starting later and leaving

earlier'®®. However, in the context oi@ldy, job satisfaction describes the feelings,

attitudes or preference of acade% f regarding their profession.

O
2.2 Theoretical Reﬁ\w;()

'}
The theoretical @ explores the different theories that explain the effect of

organizati% stress (employee performance, employee satisfaction, employee
Wel%gon employee engagement in selected manufacturing firms in Ibadan, Oyo

, Nigeria. Two theories were reviewed which include; Social Exchange Theory
(SET), and Herzberg’s Theory of Stress Factors.

2.2.1 Social Exchange Theory (SET)

Social exchange theory presents a stronger logical base to explain the concept of
employee engagement'?”. Social Exchange Theory (SET) is considered by scholars as

one of the oldest and most popular theories of social behavior that best explains the
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social exchange and relationship between employers and employees in a work setting.
The social exchanges between or among social actors generate responsibilities
voluntarily agreed, entered and created through interactions between or among parties
who are in a position to give tangible or intangible resources in expectation for a
return of that which they expect from each other. The social exchange theory takes
into consideration, feelings of loyalty, commitment, creativity, role competence,

discretionary effort as types of mutual exchange of obligations, services @‘E@} part of

the employees and duty of care, involvement, rewards, favors @%ges on the
part of the employer. 6.\

Social exchange theory’s theoretical utility is challen%@ the following facts; there
are many similar and overlapping construct u@ operationalize initiating actions
and target responses which could be addressed by initially providing a thorough
review of this problem and subse@% scussing some of the solutions that have
been proposed within the the@There is insufficient appreciation of the extent to
which some of the con‘&‘ﬁ& frequently employed in social exchange research are
hedonically positi (&g., supervisor support, helping), whereas others are
hedonically Qe%w (e.g., abusive supervision, incivility). Social exchange
resea h@?ould benefit from having the ability to better distinguish these constructs
fré%mh other. Social exchange theory fails to completely articulate the distinction

tween behavioral action and inaction. More clearly, social exchange theory
inherently assumes the absence of something that is hedonically positive (justice, trust)
is effectively the same as the presence of something that is hedonically negative
(injustice, distrust). However, evidence suggests this is not necessarily true. Finally,
as a consequence of the prior three concerns, another critical issue emerges. The

behavioral predictions offered by social exchange theory have become too general
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and imprecise. As we have seen, tests of social exchange theory have tended to
contain at least three parts; an initiating action, a relationship between parties, and a
reciprocating response. Each of these parts can be represented by multiple constructs.
For instance, a supervisory initiating action might involve abusiveness, incivility,
justice, or support. A relationship could be committed or trusting, while reciprocating
responses might include organizational citizenship behavior (OCB) or

counterproductive work behavior (CWB). Q‘S\

The generality of social exchange theory has therefore led to ﬁ% constructs that
often play similar functional roles within the theory* @?ﬁ\t actions, resulting

relationships, and reciprocating behaviors. Notice th tructs within each of these

sets occupy a very similar position wit%@eory what someone does, how

someone responds to favorable treatment, ahd soon, and thus are likely to include
parallel sets of behaviors. In thisQ.a), oc¢ial exchange theory has done nothing to
discourage the proliferation o‘fb‘@ely related constructs. Our point is not that these
overlapping constructs &gfpirically identical; we will see that they often are not.
Rather, we maintai t“many are theoretically similar and will tend to be correlated.

At the extreme,Q ay become difficult to psychometrically disentangle certain

construc \i

%neral consensus amongst scholars is that social exchange between social actors
influence behavior because (i) it involve social actors who engage in a relationship
that one has something to offer which the other may not have but desires (ii) dealings
are mostly on a give-and-take basis that serve as means of achieving desired goal at a
cost in terms of time, energy or resources to both (iii) employees' decision to be
engaged on their job or not is triggered by the exchange of tangible or intangible

materials associated with such and or the treatment they receive from employers (iv)
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the relationship eventually, develops into loyalty, trusting each other, sharing
commitments so long as both social actors keep to the conditions of mutually agreed
exchanges'!?. Within the context of this study, a social exchange could be said to
occur when employers provide employees with an appropriate and adequate physical
work environment features-aesthetic beauty that have the potential to arouse and
sustain employees passion for work, opportunities to experience a sense.of (glieness
and care while at work, the space to express themselves. In return, emp‘%s}exhibit
discretionary efforts, puts in more time and energy into work r .}%passion for
work, make positive contributions to matters of interest ‘Eo t or,ganization and work
towards organizational goal. Therefore, this study is un{@\restigaﬁon as it suggests
that exchanges between employees and emplofe@[e key to sustaining employees'

engagement and the degree organizational @% achieved.
2.2.2 Herzberg’s Theory of Strgss &s

Herzberg made an extensive@mch in order to study what motivated people at work.
Through his research, he th€orized two factors - “motivators” and “hygiene” factors
which inﬂuence@p .\at work!!!, ‘Motivators’ relate to job-centered factors; they
relate to tbi, tself. ‘hygiene’ factors relate to the external environment. These are
peri-%go the job. He listed aspects like achievement, recognition, challenging

@, advancement, and growth in the job as “motivators” and aspects such as
company policy and administration, supervision, working conditions, interpersonal
relations, salary, status, job security and personal life as “hygiene” factors. Herzberg
went on to explain that the absence of “motivators” does not mean that the employees
are dissatisfied at work. They are merely ‘not satisfied’ at work. Similarly, the

presence of “hygiene” factors does not lead to employee satisfaction. The status is just

‘not dissatisfied’ at work. To explain further, ‘hygiene’ or maintenance factors are
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necessary at work to avoid job dissatisfaction. When the ‘“hygiene” factors are
provided at work place, it pacifies the employees and prevents them from being
dissatisfied. When the “hygiene” factors are non-existent at work place, employees
become dissatisfied at work. However, their presence alone does not lead to job

satisfaction.

On the other hand, ‘motivators’ or satisfiers are necessary for keeping the'@yees
satisfied at work and enabling them to perform effectively. One or éotivators
are essential for keeping the employees satisfied at work. Howev \eir absence will
merely lead to ‘no satisfaction’ at work and does not* @o"job dissatisfaction.

According to Herzberg, when people experience the éﬁ} ators”, they enjoy a sense

Q

of job satisfaction. Satisfaction at work @eved only through one or more

motivators. Satisfaction and growth is a %l f motivators, dissatisfaction is due to
hygiene factors. The motivators ‘esuﬁy\

which depends on what a C&é@n, does. The hygiene factors depend on the

igh employee performance and growth,

environment in which th%on works. Hygiene factors must be provided in order to
avoid employee di faction and motivators need to be made effective in order to

increase er@ satisfaction and performance which will eventually boost
empl e@sitive stress at work and he/she will work optimally to achieve the
or@ﬁ tional goasls and objectives. This theory explained that organizational
Qstress can serve as a motivator for employees. Hence, Herzberg two factors is used

to underpin organizational eustress as explained in this study.
2.3 Review of Empirical Studies

2.3.1 Organisational Eustress and Employee Engagement
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Employees have tendency towards high level of stress regarding time, working for
longer hours which reduces employees urge for performing better. Management
support helps in reducing or increases stress in employees. Apparent organizational
assistance, management support work is a cushion which acts positively in decreasing
work related stress in employees. There are a lot of reasons causing stress, work
family conflicts, work overload one of reason is identified that if the orgamzatlon or
management does not appreciates its employees for their hard work o%%lbutlon
toward the organization creates stress and mostly creates inten %leave“z. A
scholar studied the link between anxiety stress with sati.sfaggn.gnd performance of
employees, that lower anxiety stress improves perforr@of employee’s which he
studied in different managerial level of an oi‘@qa{ion. A researcher found the
relationship between occupational stresso@'%e performance of employees of an

organization as well as it can affect :’n@loyees psychologically. A scholar studied

an association between job stre%' job performance between managers and blue-
collar employees. Stress on can be stated as the outcome of an individual due to

the working env1ro om which he feels unsecured!!>.

Different re@c@ugs are projected between job stress and performance: U-shaped

and @ 1, positive linear, negative linear and no relationship between the stress

a@e ormance. A random sample of 305 blue-collar and 325 managerial workers in

nadian firm are surveyed through structured questionnaire. Variables used for this
study were job stress, job performance, and organizational commitment. A negative
linear relationship between job stress and job performance was found. Very limited
evidence is seen for curvilinear or no association. Numerous studies found that job
stress influences the employees’ job satisfaction and their overall performance in their

work. Because most of the organizations now are more demanding for the better job
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outcomes. In fact, modern times have been called as the “age of anxiety and
stress”!14 The stress itself will be affected by number of stressors. Nevertheless, Stress
is a situation which will force a person to deviate from normal functioning due to the
change (i.e. disrupt or enhance) in his/her psychological and/or physiological

condition, such that the person is forced to deviate from normal functioning.

From the definition that has been identified by researchers, we can concluﬂ&%at it is
truly important for an individual to recognize the stresses that are ,fa@ them in
their career. Some demographic factor may influence the way ﬁ%ersity academic
staff act in their workplace. Management role of an organ'i% s one of the aspects
that affect work-related stress among workers. Wor@@ an organization can face

occupational stress through the role stres%@;e management gave. Role stress

means anything about an organizational gleU at produces adverse consequences for
ir

the individual. Management will @

related are concerned with h@ividuals perceive the expectations other have of

wn role that stands as their related. Role

them and includes role&@%uity and role conflict'’. Family and work are inter-
related and interde efit to the extent that experiences in one area affect the quality
of life in th@ ome-work interface can be known as the overlap between work
and e two way relationship involves the source of stress at work affecting
home life and vice versa effects of seafaring on home life, demands from work at

me, no support from home, absent of stability in home life. It asks about whether
home problems are brought to work and work has a negative impact on home life. For
example, it questions whether the workers have to take work home, or inability to
forget about work when the individual is at home. Home-work interface is important

for the workers to reduce the level of work-related stress.
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The occurrence of stressors in the workplace either immediately following a period of
chronic stress at home, or in conjunction with other major life stressors, is likely to
have a marked impact on outcome. Several studies have highlighted the deleterious
consequences of high workloads or work overload!'®. Work overloads and time
constraints were significant contributors to work stress among community nurses.
Workload stress can be defined as reluctance to come to work and a feeling of

constant pressure (i.e. no effort is enough) accompanied by the general Q’%@%’logical,

psychological, and behavioral stress symptoms. ,%\QO

Factors intrinsic to the job mean explore workload, Varict% sks and rates of pay.
Rapidly changing global scene is increasing the prq}&? of workforce to perform

maximum output and enhance competitivene s@ced, to perform better to their job,
there is a requirement for workers to perft gultiple tasks in the workplace to keep
abreast of changing technologieslé)ﬁ‘}'u imate results of this pressure have been
found to one of the important(g‘%rs influencing job stress in their work. A study in
UK indicated that the n’{\@% of the workers were unhappy with the current culture
where they were iréd to work extended hours and cope with large workloads
while simul@e&l meeting production targets and deadlines. Role ambiguity is
anot @ét that affects job stress in the workplace. Role ambiguity exists when an
ir@%l lacks information about the requirements of his or her role, how those role

quirements are to be met, and the evaluative procedures available to ensure that the
role is being performed successfully. A researcher studies found role ambiguity to

lead to such negative outcomes as reduces confidence, a sense of hopelessness,

anxiety, and depression.

Each manager must pay attention to employee’s needs and to provide them the

possibility to expose their ideas and to prove their abilities. With all these Allan, 2018
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within a study conducted through human resources specialists, has shown that only in
65% of the organizations the management required complete evaluations for their
employees and 47% of managers consider that performance management is a human
resource process and not a critical one for the company success. There are more than
several reasons for which managers continue to choose individual evaluation of the
performance such as employee’s motivation, reward of the most perf(.)rmcigig one
decision validation of laying off the ones with low performanc%%}[tinuous
promotion and development opportunities. The more time e 0. Q@end within
one company, the more familiar they get with its practic.:es, ¢ anore they learn and
the more their value increases. The human resources q@ only assets that need to
be nurtured generously, as the employees as actlfa,@hzg most valuable resource of the

organization and keeping talent within i@ becoming a central goal for HR

professionals!!”. Q‘)\\%

The internal marketing orientati as implications not only for internal aspect of the
organization performan&& as employee’s retention, their motivation, satisfaction
and organizational mitment, but also for external aspects of performance such as
service qual@gnt satisfaction and, in the end, financial performance. All in all, the
empl eé\?ill always search those employment relationships that invest in their
@n growth. Trainers must be knowledgeable on the relationship between
ining and profit. Training for the sake of training is no longer the order of the day.

It must yield a competent workforce that can keep up to pace with the high level of
skills and capabilities that are essential in today’s dynamic work environment and
prepare employees for future demands. It is then expected of trainers to use each
opportunity as a response to achievements, mostly on the effect on the business to

senior management. If the training provided is not delivered professionally, the
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quality of learning diminishes causing reduced individual competence and ultimately

having an unfavourable effect on business performance!!®,

Training also helps improve quality of products/services, productivity, consumer
satisfaction, morale, viability, management succession, business development, and
organizational performance. In most organisations, individual and organisational
appraisals are performed to identify needs before training programmes ar‘e{@nned
and implemented. A post training evaluation is also done to deteminﬁ%}usefulness
of the program in accordance with the needs identified!!. Th‘e%luation provides
insight into the level of impact the training has on emp{% "broductivity. These

steps are important because an organization succeeds% its employees possess and
° 4

apply the required knowledge and skill. Q@

Studies have tried to demonstrate that %Skills are contributory factors responsible
for the success of organizations, RQ_@)\ch indicates a substantial relationship amongst
an effective workforce an ‘q;yee performance mainly gauged by the level of
workforce productivitN report confirmed that employees of manufacturing

.\
companies with Qa erage a higher/additional qualification performer better!2’,

Q

Employee‘s’\J vation are sparked through the acquisition of higher skills which
lead@\ore refined production process and higher quality products. Similarly, in

@IS it was found that an additional year of education increased productivity in the
range of 4.9 - 8.5% in the manufacturing sector and 12.7% in the services sector. The
impact of training on performance has been analysed for different indicators including
improved output, profits, salary bandwidth. Increased training led to a more effective
work force with increased productivity across several sectors. The manufacturing
companies participating in trainings showed increased level of productivity, higher

intensity, conducted more research, and had a more competent workforce. A scholar
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found that increased funding in training reduces the chances of an organization
closing down. For smaller organizations, informal workers training had an impact
whereas for larger organizations, training of informal workers. Employees’

motivation and positive outlook are evidence-based benefits from training noted!?!.

A study revealed the impact of work stress on job performance. The study used target
population of 144 respondents consisting of graduate employees, custoﬂy{é@rvice
officers of managers of banks in Pakistan. This study is expected to @e similar
results as the one done in Pakistan, where work stress had a negatiye relation with job
performance in that when stress occurs it affects perform, b& ;}tively. A researcher
found that management support helps in reducing wq}@ess. His research seeks to
support the objective of this research that st@anagement techniques have an
impact on helping employees manage s @—Iowever research does not point out
specific ways that management c{n.)gs&s employees in coping with stress at the

workplace!?. This is a good a m further research.

Q

In a study done on the Mts of working conditions in all inclusive hotels in Kenya,
Barbados and T@'f 2 However, in Kenya the study was conducted along the
coastline. ;{h) ple size consisted of 269 respondents. The data collection tool used
wa Q)nnaires and the study revealed that, staffs in all types of hotels have to

with situations such as low wages and unfavourable working hours. Amongst the
respondents, employees were offered short term contracts hence did not receive
benefits and had low job security and prolonged contact with guests was seen to be
stressful. This study is relevant to this particular research as it proves the importance
of carrying out a stress research on hotel employees. This is due to the stressful nature

of the hotel environment as proved from the findings of the above stated study. It

however, also did not cover techniques employed by hotel human resource managers,

86



in helping employees cope with work stress. A research was done on the impact of
stress on company performance, specifically those listed in the Nairobi security
exchange. The target population was 32 corporations listed in the Nairobi security
exchange using descriptive and multivariate techniques. The results found that stress
had a positive influence on corporate performance. The study basically emphasized on
the importance of understanding stress and how it affects performar.lcelz“. The
following recommendations: firstly, managers must understand how @ affects
their employees because stress is becoming a source of concern : \?f@as Kenyans
face economic hardships. Secondly, managers need to revie%o.kicies on health care
as employers have a duty to care for their \n@ both physically and

psychologically.

Stress audits need to be conducted freqt&@o determine whether stress levels are

getting out of control and 1ea11ng‘§

performance negatwely A's @ research on stress models provided a review of

hronic stress, which affects corporate

various stress models ggested new direction'?>. The research was done in
Britain on 1200 n ahd university employees. The research was on how there has
been an 1ncr%ej els of stress due to changes in work environments which can be

con%@i stressful. The findings proved demands of the work environment can be

Q“‘“@

topredict stress levels.
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24 Conceptual Model

Independent Variable Dependent Variable

Organisational Eustress Employee Engagement
Hj2

Role Demands > Level of Creativity

Employee Satisfaction Work Commitment
Ho2

Employee Wellbeing

Role Competence

Ho3

Figure 2.1: Conceptual Framework or<~Organizational Eustress and Employee

Engagement

Source: Researcher’s €onceptual Model, 2023

As conceptualized “diagrammatically above, the dependent variable is employee
engagement With three measures which are level of creativity, work commitment and
role.competence. The independent variable is organizational eustress with employee
performance, employee satisfaction and employee wellbeing as issues of interest. In
the first hypothesis employee performance is being tested on engagement of
employees of manufacturing firms in South West, Nigeria as depicted above
diagrammatically. While in the second hypothesis, it indicates the linking of employee
satisfaction to engagement of employees of manufacturing firms in Ibadan, Oyo State,

Nigeria. In the third hypothesis, it links the employee wellbeing with engagement of
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employees of manufacturing firms in Ibadan, Oyo State, Nigeria which will reflect as
their performance.

2.5  Summary of Gap in Literature Reviewed

Employee engagement is one of the greatest challenges most management face due to
the competition in the world market. Some organizational management have
acknowledged the importance of employees based on their contributio ards
achieving organizational goals and objectives. Various measures haVQ%d&ﬂ put into
consideration to avoid organizational collapse. The management \t work without
involvement of other organizational employees. Missions*q)‘\&ﬁms are set to ensure
that all employees work towards achieving similaré& Employers acknowledge
that their organizations will flourish if they ¢ r@e their employees, meaning that
they will be motivated to give their very @o their employer. From the literature
reviewed therefore, the researcher@® major gaps from the studies that showed
a few authors have had litt@dies in this area of organizational eustress and
employee performance&%nufacturing firms although a few were conducted in
tertiary institution oties, and hotels. The fact that there is scanty literature in this
area especi@y)gg rding the relationship between organizational eustress and
empl e@gagement and particularly on how it impacts on the performance of
er@O es in a given organization shows a big gap in most of the studies reviewed. It
Qagainst this background that the current researcher finds it suitable to investigate the
relationship between organizational eustress and employee engagement of
manufacturing firms in Ibadan, Oyo State, Nigeria. The current researcher wishes to
bridge the gaps identified in these studies by putting more emphasis and focus on the

critical role organizational eustress play towards improvement of employee

engagement of manufacturing firms in Ibadan, Oyo State, Nigeria.
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Chapter Three
Methodology

This chapter presents the methodology to be used for the study. This includes the
research design, population, sample and sampling techniques, research instrument,

validity and reliability of research instrument, method of data collection and method
of data analysis. ,i\
3.1 Research Design ; \QO

A cross-sectional survey research was adopted for the st.uq&it\ studied a subset of
population at a point in time and to investigate t %gmizational eustress and
employee engagement in selected manufacturit%@s in Ibadan, Oyo State, Nigeria.
This design is considered appropriate for @udy because it saves time, expenses,
and the amount of quality informatien\yielded is valid and reliable, while researchers
bias is reduced because respondents complete worded questionnaire. Moreover, is less

cumbersome than a lon@uwey design.

3.2 Populatc@tudy

% n of this study covers One Thousand Eight Hundred and Forty (1,840)

staff of the selected manufacturing firms which covers both the permanent and
Qntract staff. Two manufacturing firms in Ibadan Nigeria were studied which
includes; Henkel Manufacturing Company, Oluyole, Ibadan, UG Chemicals formerly
Procter and Gamble Nigeria Ltd Oluyole, Ibadan. The reason for this selection is
because the identified gaps which form the purpose of this study have been traced to

exist there.

101



Table 3.1: Population of the Study

S/N  Manufacturing Firms Study Population

1.  Henkel Manufacturing Company, Oluyole, 1780

Ibadan

2. UG Chemicals formerly P & G Nigeria Ltd 60 .{b‘

&

%\%

Oluyole, Ibadan

Total 1,8\ |
=
Source: Researcher’s work 2023 . ‘\4%

33 Sample and Sampling TechniqueQ

This study has a total of one thous %ht undred and forty (1,840) employees. The
sample size of the population is'gee undred and eighteen (318) which comprises of
both Permanent and co tra&ff of the selected manufacturing firms. This sample

size was derived usig%%asosoft Sample size (2004)? table as shown in Table 3.2.

Q&

N
QQ%Q
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Sample Size Calculator by Raosoft. Inc. http:/fwww.raosoft.com/samplesize. html

"\}\ RaOSOft® | Sample size calculator

What margin of error can you accept? 5 o4 The margin of error is the amount of error that you can tolerate. If
90% of respondents answer yes, while 10% answer no, you may be
able to tolerate a larger amount of error than if the respondents are
split 50-50 or 45-55.

Lower margin of error requires a larger sample size.

5% is a common choice

What confidence level do you need? 95 of, The confidence level is the amount of uncertainty you can tolerate.
Suppose that you have 20 yes-no questions in your survey. With a
confidence level of 95%, you would expect that for one of the
questions (1 in 20), the percentage of people who answer yes
would be more than the margin of error away from the true answer.
The true answer is the percentage you would get if you exhaustively
interviewed everyone

Higher confidence level requires a larger sample size.

Typical choices are 90%, 95%, or 99%

What is the population size? 1840 How many people are there to choose your randem sample from?
If you don't know, use 20000 The sample size doesn't change much for populations larger than
20,000.
What is the response distribution? 50 % For each question, what do you expect the results will be? If the

sample is skewed highly one way or the other,the population
probably is, too. If you don't know, use 50%, which gives the
largest sample size. See below under More information if this is
confusing.

Leave this as 50%

Your recommended sample size is 318 This is the minimum recommended size of your survey. If you
create a sample of this many people and get responses from
everyone, you're more likely to get a correct answer than you
would from a large sample where only a small percentage of the
sample responds to your survey.

Online surveys with Vovici have completion rates of 66%!

Alternate scenarios

With a sample size of | 100 200 300 With a confidence level of | 90 95 99

Your margin of error would be | 9.53% 6.54% 5.18% Your sample size would need to be 236 318 488

Save effort, save time. Conduct your survey online with Vovici.

More information

If 50% of all the people in a population of 20000 people drink coffee in the morning, and if you were repeat the survey of 377 people
("Did you drink coffee this morning?") many times, then 95% of the time, your survey would find that between 45% and 55% of the people
in your sample answered "Yes".

The remaining 5% of the time, or for 1 in 20 survey questions, you would expect the survey response to more than the margin of error
away from the true answer

When you survey a sample of the population, you don't know that you've found the correct answer, but you do know that there's a 95%
chance that you're within the margin of error of the correct answer.

Try changing your sample size and watch what happens to the alternate scenarios. That tells you what happens if you don't use the
recommended sample size, and how M.O.E and confidence level (that 95%) are related.

To learn more if you're a beginner, read Basic Statistics: A Modern Approach and The Cartoon Guide to Statistics. Otherwise, look
at the more advanced books.

In terms of the numbers you selected above, the sample size n and margin of error £ are given by

1of2 9/12/2022 6:34 AM|
Figure 3.1 Raosoft Table for Determining Sample Size of a Population

Source: Raosoft (2004) Sample Size Determinant
Proportionate allocation formula,

Nh =nxnh
N
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Nh=

Henkel = Determined sample size xTotal population of respondents in each group

Total Population size
1780 x 100%

1840 =96.7% = 307.5

60 x 100% Q:)&\Cb

1840 = 0.03 =3.260% = 11 ,%\QO
318
. "
K

3.4  Description of Research Instrument Q’}%

The instrument used for this study is tagge @izational Eustress and Employee
Engagement (OEEE scale). A structured%e onnaire was used to gather data from
the respondents because it was usﬁto}nalyze the structured questions and responses
easily to achieve the study’s Qk&%ive. The study also adopted the Likert scale design
which has allowed the re&éﬁer to list options where respondents chooses from. The

instrument is mad Ur sections which are as follows:

Q

Section A: This contains demographic characteristics of the respondents. The bio-
data@ondents comprises of gender, age, qualification and work experience.

ngn B: Employee Engagement scale consists of three dimensions; level of
creativity, work commitment and role of competence which is aimed at examining the
employee engagement in the selected manufacturing firms. The items were adopted
from existing literatures as a guide in formulating the questions. A four-point
response format was used, Very High (VH) =4, High (H) = 3, Low (L) = 2, Very Low

(VL) =1.
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The Instrument were used to gather opinion and perception of staff on subject such as

Employees Satisfaction, Employees Performance and Employee wellbeing

Section C: Organisational Eustress scale consists of three sub-variables of employee
performance, employee satisfaction, and employee wellbeing. The items were adopted
from existing literatures on organizational eustress. The scale used a four-point
response format of 4=Strongly Agree, 3=Agree, 2= Disagree and 1= Strongly isagree.

N

3.5  Validity of the Research Instrument QO

To validate this study, instrument was gathered through related li ature review and
adaptation from questionnaires that have been used by o archers Content and
construct validity were done. Content validity was @ o0 assess the internal validity
of the research instruments which was as@} through the supervisor and other
experts in accounting field. Correct.io@de were incorporated in constructing the

final questionnaire which was gjve@}fo the respondents for the study.

Pilot study was conducted 1@6% for employees of manufacturing companies who
are into product different”from detergent. This became necessary because of the
standard practic %ductlng pilot study in organisations that share similar attribute
with the ifgtlon selected for the main study. The essence of the pilot study is to
preﬂ& research instrument and certify its validity and reliability for the main
@Q.
It is standard research practice to ensure that as much as the instrument exhibit face
and content validity, the instrument should exhibit construct validity. According to
scholars, the result of convergent validity established by AVE and discriminant

validity by HTMT offers a reassurance of construct validity. The SmartPLS version
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3.3.9 interface offered the opportunity to calculate AVE and HTMT statistics. The
result of the pilot study is presented in table 3.2

Table 3.2: Summary of Pilot Test Incorporating Construct Validity Test

Variable No. of Items AVE Remark

Employee satisfaction 6 0.601 Reliable

Role demands 6 0.640 Relia%;\

Employee wellbeing 6 0.686 ,@8@;

Level of creativity 5 0.655 Reliable

'\

N
Role competence 5 0.648 &%\ Reliable

Work commitment 5 Q@ Reliable

Source: Computed from Pilot study,@)

The HTMT criterion, accordin%t'o scholars is a reliable method for establishing
discriminant validity (Qi'ng average correlations between indicators and
construct (XXX). W, re.‘the HTMT values for all the reflective constructs are below
1, it provide v@e of discriminant validity between the reflective constructs. The
HTMT c&ﬁon for this research was reported in Table 3.3 and was calculated using

the SmartPLS statistical platform, version 3.3.9.

QQ
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Table 3.3: Discriminant Validity using Heterotrait-Monotrait Ratio (HTMT)

Construct ES EP EW LC RC

WC

Employee satisfaction

Role Demands 0.905

Employee wellbeing 0.944 0.965

Level of creativity 0.913 0.792 0.751 . '{b,
Role competence 0.869 0.952 0.997 . O%}

Work commitment 0.970 0.998 0.983 ‘@36 0.904
Source: Computed from Pilot study, (2023) . %“

N

All of the reflective constructs in table 3.3 abpv@e HTMT values below 1.00,
which is consistent with the threshold ng)B g discriminant validity given by
(XXX). Both convergent validity (as.n\ﬁmed by AVE) and discriminant validity (as

measured by the HTMT crite,g(io&l;}/e been emphasized by scholars as crucial

indicators of construct Valid@

3.6  Reliability o Q\}e)search Instrument

In ensuring l@ﬁ the data, questionnaires were tested by subjecting it to the
inspectio&% HR of the manufacturing firms under study who gave their opinions as
to whether the hypotheses used to measure the concepts were valid so as to ensure it
Qvers all variables under study. The researcher subjected the questionnaire to a
reliability test to check the internal consistency of all items measuring each variable in
the study. The reliability of the instrument was done through a pilot study using thirty
(30) copies of the questionnaire that were administered to the respondents (from
another area) which is not part of the study. Data obtained was subjected to

Cronbach’s alpha reliability test to establish internal consistency of the items.
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Internal consistency method of reliability was examined for all the variables in this
study. Cronbach's alpha coefficient is commonly used to evaluate this internal
consistency, and it is applicable to multi-item assessment instruments like those
developed for this study. A questionnaire is considered reliable if it has a Cronbach's
alpha score of > 0.7 but< 1!2, The consistency of all the variables in this analysis is

shown in Table 3.6 and it confirmed the reliability of this study’s instrument for the

main study. Q’S\
Table 3.4: Reliability Statistic @

A

S/N Variables & 7 Cronbach’s alpha
nNe coefficient

1. Employee satisfaction i \\ 0.863

2. Role Demands @ 0.886

3. Employee wellbeing C)\% 0.906

4. Level of creativity 0.869

5. Role competence Q) 0.863

6. Work comg%m\ent 0.888
O\
Q)¢

: Compuﬁt{) m Pilot Study (2023)

3.6 SAdministration of Research Instrument and Method of Data Collection

:rimary data was collected to address the objectives of the study through a structured
questionnaire in line with existing literatures. This instrument works well with a
cross-section survey design mainly because it supports the collection of data

regarding opinion and perception of respondents at a point in time on current issues.

A letter of introduction was obtained from the Department of Management and

Accounting; Lead City University, Ibadan which was used to gain permission to
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conduct the survey from the management to selected manufacturing firms. Due to
number of respondents, a three (3) day training was conducted for four (4) research
assistants to ease the administration, retrieval and initial sorting of copies of the
questionnaires. In all, 318 copies of questionnaires was administered to employees of
Henkel Manufacturing Company, Oluyole, Ibadan and UG Chemicals formally

Procter and Gamble Nigeria Ltd Oluyole Ibadan.

° \‘b
3.8  Method of Data Analysis &

The researcher analyzed the data collected using the descrf@ﬁ inferential

statistic for the items in all the sections in the questio@&é's. The use of the
descriptive statistics is appropriate because it helps toégs}ge and summarize data in
terms of frequency distribution, mean, standard @kion, and percentage of response
about variables under study, thereby answesing the research questions. To test the
hypotheses formulated, inferential y %@ as used to analyze null hypotheses one to
four using multiple regression %Lyses. All hypotheses in the study were at level of
0.05 significance. The%@llected for the study were analyzed using Statistical
Package for Social Sﬁmes (SPSS), Version 24.
e
N
<8
QO

Y
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Chapter Four
Results and Discussion of Findings

The chapter provides empirical information concerning the result of the data analysis
with respect to data description, interpretation of the result of the hypotheses tested
and the discussion of the study's implications within extant literature. The purpose of
this research is to analyze how organisational eustress can enhance.&'b&'loyee
engagement in selected manufacturing firms in Ibadan, Oyo 'a%geria. This
research was carried out via questionnaire in order to acquire the necessary
information for this purpose. The study adopted th«:%és .:Iersion 25 for the

descriptive and the inferential statistics to analyze t&%&a.

>
4.1 Response Rate Q

A total of three hundred and eighte@

@fopies of questionnaire were administered,

and three hundred and sixte% 6) copies were returned. After sorting the
questionnaires only three @ed and twelve (312) copies were certified as duly
filled and consideredﬁusja.lﬁb e. The useable questionnaire represented 98%% response

rate. The &?&0 se rate was recorded as the researcher administered the
wi

instrumen the help of research assistants who put concerted efforts to regularly

Visn%respondents to request them to fill the instrument. The response results are

@Qnted in Table 4.1.
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Table 4.1: Response Rate

Responses Frequency Percent
Completed usable copies of questionnaire 312 98%
Unusable, unreturned and disqualified questionnaires 6 2%
Total 318 ‘ 100%
LY
Source: Field Survey Results (2023) . \S)

4.2 Demographic Data of Respondents

,%\

Table 4.2: Demographic data of Responden@

Variables Catego% \y Frequency Percentage
Gender Male . \% 198 63.5%
F&Q)\ 114 36.5%
Age &—25 years 106 34.0%
N
‘%.3 26-30 years 98 31.4%
QQQ 31-35 years 32 20.5%
‘%6\‘ 36-40 years 64 89.0%
Q 41-45 years 14 4.5%
Q 46 and above 2 0.6%
Educational Level NCE 112 35.9%
Bachelor’s degree 120 38.5%
Master’s Degree 62 19.9%
Ph.D. 18 5.8%
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Work Experience 5-10 years 198 63.5%

11-15 years 80 25.6%
16-20 years 26 8.3%
21-25 years 6 1.9%
26-30 years 2 0.6%
Source: Field Survey Results (2023) . '{\0‘
This section consists of background and respondents’ information tha ibes basic

characteristics such as gender of the respondents, age, educatf%level, and work

experience. To this effect, the results are presented in Tab‘l@“

Table 4.2 presents the demographic and personal p&%ﬁ: of respondents used for this
study. Demographic and personal profile @%ems as shown in table 4.2. Profile
of gender indicated that 198 responde\@?presenting 63.5% were male, while, 114
respondents representing 36.5%&' emale, indicating that most of the respondents
were male. Also, 106 respo@(s representing 34.0% were between 20-25 years, 98
respondents repres%‘iing 31.4% were between 26-30 years, 64 respondents

representing ;0@'

, 14 respondents representing 4.5% were between 41-45 years, and 2

e between 31-35 years, 28 respondents representing 89.0%
were 36-4Q y
res@? representing 0.6% were between 46 years and above, indicating that most

the respondents were between 20-25 years. Furthermore, 112 respondents
representing 35.9% had NCE, 120 respondents representing 38.5% had Bachelor’s
degree, 62 respondents representing 19.9% had Master’s degree, 18 respondents
representing 5.8% had Ph.D. In addition, 198 respondents representing 63.5% spent 5-

10 years, 80 respondents representing 25.6% spent 11-15 years, 26 respondents
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representing 8.3% spent 16-20 years, 6 respondents representing 1.9% spent 21-25

years, and 2 respondents representing 0.6% spent 26-30 years.

0

Table 4.3: Descriptive Analysis of the response Work Dema@

Role Demands SA *\\\ SD MEAN
Completing of duties specified in 126 4@8 3%) 4(1.3%) - 3.39
the job description (40.4% Q
Meeting  formal performance 166 6(1.9%) - 3.43
requirements of the job Q}(‘é& ) (53.2%)
Fulfillment of all responmbeb 138 158 12(3.8%) 4(1.3%) 3.38
required (44.2%) (50.6%)
I have the tools sesources [ 150(48.1%) 144 14 4(1.3%) 3.41
need to do Q@Q (46.2%) (4.5%)
Performﬂ% my work well with 122 142 48 - 3.24
me and effort (39.1%) (45.5%) (15.4%)

QQOI{ on challenging tasks, when 134 172 2 (0.6%) 4(1.3%) 3.40
available (42.9%) (55.1%)
Weighted Mean 3.38

Source: Field Survey Results (2023)

According to results in Table 4.3., 40.4% of respondents strongly agree that they

complete duties specified in the job description, 58.3% agree, and 1.3% disagree. On

114



average, the respondents indicated that they complete duties specified in the job
description has a mean of 3.39. Results also indicated that 44.9% of respondents
strongly agree that they meet formal performance requirements of the job, 53.2%
agree, and 1.9% disagree. On average, the respondents indicated that they meet formal
performance requirements of the job has a mean of 3.43. Results also indicated that
44.2% of the respondents strongly agree that they fulfill all responsibilitigs required,
50.6% agree, 3.8% disagree, and 1.3% strongly disagree. On average, th@mndents
indicated that they fulfill all responsibilities required has a mea . : esults also
indicated that 48.1% of the respondents strongly agree :[hat ey, have the tools and
resources they need to do their job, 46.2% agree, 4.5K®gree, and 1.3% strongly

disagree. On average, the respondents indicated t@my have the tools and resources

they need to do their job has a mean of 3.41T\ Q

Results also indicated that 39.1% Qf t&ondents strongly agree that they perform

their work well with minimalaé‘%r and effort, 45.5% agree, and 15.4% disagree. On
average, the respondentﬁ’%l)%ﬁted that they perform work well with minimal time and
effort has a mea 24. Results also indicated that 42.9% of the respondents
strongly agr@h y took on challenging tasks, when available, 55.1% agree, 0.6%
disag e@ 1.3% strongly disagree. On average, the respondents indicated that they
to@o challenging tasks, when available has a mean of 3.40. The weighted mean for

ployee performance is 3.38 which indicate that on average, respondents agreed
with most of the statements on the high scale as it relates to how employee
performance is an appropriate measure of organisational eustress. More so, the
weighted mean of 3.38 posit that employee performance in the manufacturing

company in Ibadan is moderately high.

Table 4.4: Descriptive Analysis of the response Employee’s Level of Creativity
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Level of Creativity VH H L VL MEAN

Open to new ideas 172(55.1%) 136 2(0.6%) 2 3.53
(43.6%) (0.6%)

Participates in quality improvement 106 202 2 2(0.6%) 3.32

initiatives (34.0%) (64.7%) (0.6%)

On my own initiative, I started new 100 196 14 2(%.‘6%) 3.26

task when my old tasks were (32.1%) (62.8%) (4.5%) ,i\

completed . QO

Providing creative solutions for new 148 146 s 4 3.40

problems (47.4%) 4.5%) (1.3%)

Keeping my job-related knowledge up- é@% 6(1.9%) 4 3.60

to-date (63. 5@ (32.7%) (1.3%)

Weighted Mean 3.42

. \A‘

Source: Field Survey Results (2023) NY
According to results in Table 4%’55.1% of respondents rated very high that they are

open to new ideas, 434% ‘high, 0.6% low, and 0.6% very low. On average, the
respondents indicat at they are open to new ideas has a mean of 3.53. Results also
indicated thQ@&of respondents rated very high that they participates in quality
impro e@ initiatives, 64.7% high, 0.6% low, and 0.6% very low. On average, the
re% nts indicated that they participates in quality improvement initiatives has a
Q;an of 3.32. Results also indicated that 32.1% of the respondents rated very high
that they started a new task when their old tasks were completed on their own, 62.8%
high, 4.5% low, and 0.6% very low. On average, the respondents indicated that they
started a new tasks when their old tasks were completed on their own has a mean of

3.26.
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Results also indicated that 47.4% of the respondents rated very high that they
providing creative solutions for new problems, 46.8% high, 4.5% low, and 0.6% very
low. On average, the respondents indicated that they providing creative solutions for
new problems has a mean of 3.40. Results also indicated that 63.5% of the
respondents rated very high that they keep their job-related knowledge up-to-date,
32.7% high, 1.9% low, and 1.3% very low. On average, the respondents 1ndlcated that
they keep their job-related knowledge up-to-date has a mean of 3.60. }elghted
mean for employee’s level of creativity is 3.42 which indi e. ‘ﬁxg@n average,
respondents agreed with most of the statements on the high %eﬁ as it relates to how
employee creativity is an appropriate measure of empl thagement More so, the
weighted mean of 3.42 posit that employee le e@creatwﬁy in the manufacturing
company in Ibadan is moderately high. Q

Relating results in tables 4.3 and 4 ;L t@gr the employee performance has varying

patterns of increase with level oyee creativity in manufacturing companies in
Ibadan Oyo State, Nigeria. @(bﬁndlngs reveal that there is reasonable evidence to
show a moderate le employee performance and creativity for manufacturing
compames % The descriptive analysis for employee performance and
creat1v1ty\is at a moderately high level. Nonetheless, reasonable efforts in strategies
can@t in place to improve these results. Consequent on these findings mentioned
@ove, it suggests that employee performance may affect employee creativity in
manufacturing companies in Ibadan Oyo State, Nigeria. This provides response to

research question one and create the basis for the achievement of first specific

objective of this study.

Table 4.5: Descriptive Analysis of the response Employee Satisfaction
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Employee Satisfaction SA A D SD MEAN

I get full credit for the work I do 66 51 31 8 3.12
(42.3%) (32.7%) (19.9%) (5.1%)

I feel the level of responsibility I am given 63 80 8 4 3.31
is acceptable (40.4%) (51.35) (5.1%) (2.6%)
I get a feeling of accomplishment from my 67 65 3.25
job (42.9%) (41.7%) (12. 8%).(&%
I do interesting and challenging work 75 76 \QO 3.44

(48.1%) (48. 7%) 6%)  (0.6%)

I have a clear understanding of my job Q(%\ - 3.60
responsibilities and what is expected of me  (60. 9%%@ 5%) (0.6%)
I know where to get help if 1 have %6 2 - 3.46
problem at work 8%) (51.9%) (1.3%)

Weighted Mean ( 3.36

Source: Field Survey Results‘&)l&
According to results in“Rablg=4.5., 42.3% of respondents strongly agree that they get

full credit for the they do, 32.7% agree, 19.9% disagree, 5.1% strongly disagree.
On average,@p dents indicated that they get full credit for the work they do has
ame @42. Results also indicated that 40.4% of respondents strongly agree that
th%‘%the level of responsibility they are given is acceptable, 51.3% agree, 5.1%
Qsagree, and 2.6% strongly disagree. On average, the respondents indicated that they
feel the level of responsibility they are given is acceptable has a mean of 3.31. Results
also indicated that 42.9% of the respondents strongly agree that they get a feeling of
accomplishment from their job, 41.7% agree, 12.8% disagree, and 2.6% strongly
disagree. On average, the respondents indicated that they get a feeling of

accomplishment from their job has a mean of 3.25.
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Results also indicated that 48.1% of the respondents strongly agree that they do
interesting and challenging work, 48.7% agree, 2.6% disagree, and 0.6% strongly
disagree. On average, the respondents indicated that they do interesting and
challenging work has a mean of 3.44. Results also indicated that 60.9% of the
respondents strongly agree that they have a clear understanding of their job
responsibilities and what is expected of them, 38.5% agree, and 0.6% disa%e. On
average, the respondents indicated that they have a clear understandinéﬂ'}heir job
responsibilities and what is expected of them has a mean of 3.6 : Q@ghted mean
for employee satisfaction is 3.36 which indicate that on .avege.\respondents agreed
with most of the statements on the high scale as@lates to how employee
satisfaction is an appropriate measure of org@tlonal eustress. More so, the

weighted mean of 3.36 posit that employee level of employee satisfaction in the

manufacturing company in Ibadan ii’@tely high.

Table 4.6: Descriptive Analysis of the response Work Commitment

Work Commitment VH H L VL MEAN
Rules and procedures enable me to meet 89 64 3 - 3.55
my customer’s requirements (57.1%) (41.0%) (1.9%)

Provision of sufficient resources to satisfy 88 47 21 - 3.43
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customer needs (56.4%) (30.1%) (13.5%)

Acceptance of organizational values 61 91 3 1 3.36

(39.1%) (58.3%) (1.9%) (0.6%)

Willingness to exert effort 58 94 3 1 3.34
(37.2%) (60.3%) (1.9%) (0.6%)

Strong sense of belonging to my 96 55 5 - 3.58
organization (61.5%) (35.3%) (3 .2%@

Weighted Mean ;' é) 3.45
Source: Field Survey Results (2023) %.\ 7

According to results in Table 4.6., 57.1% of responden‘&g;}d very high that the rules
and regulations enable them to meet their custoha@ requirements, 41.0% high, and
1.9% low. On average, the respondents in(@l that the rules and regulations enable
them to meet their customer’s requi .n@%uas a mean of 3.55. Results also indicated
that 56.4% of respondents rate@'ery high that they provide sufficient resources to
satisfy customer needs304% high, and 13.5% low. On average, the respondents
indicated that they Viske sufficient resources to satisfy customer needs has a mean
of 3.43. Res@@ndicmed that 39.1% of the respondents rated very high that they

accept o@zational values, 58.3% high, 1.9% low, and 0.6% very low. On average,

the respondents indicated that they accept organizational values has a mean of 3.36.

Qesults also indicated that 37.2% of the respondents rated very high that there is
willingness to exert effort, 60.3% high, 1.9% low, and 0.6% very low. On average, the
respondents indicated that there is willingness to exert effort has a mean of 3.34.
Results also indicated that 61.5% of the respondents rated very high that there is
strong sense of belonging to their organization, 35.3% high, and 3.2% low. On
average, the respondents indicated that there is strong sense of belonging to their
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organization has a mean of 3.58. The weighted mean for work commitment is 3.45
which indicate that on average, respondents agreed with most of the statements on the
high scale as it relates to how work commitment is an appropriate measure of
employee engagement. More so, the weighted mean of 3.45 posit that employee level

of work commitment in the manufacturing company in Ibadan is moderately high.

Relating results in tables 4.5 and 4.6 together, the employee satisfactio%;s\varying
patterns of increase with level of work commitment in manufac .ﬁ&g mpanies in
Ibadan Oyo State, Nigeria. The findings reveal that the.re i ez@onable evidence to
show a moderate level of employee satisfaction and wg&%x\nmitment for employees
in the manufacturing companies investigated. T‘},\c%%griptive analysis for employee
satisfaction and work commitment was %&derately high level. Nonetheless,
reasonable efforts in strategies c n@?ut in place to improve these results.
Consequent on these findings nf&'ﬁ d above, it suggests that employee satisfaction
may affect employee’s wor mitment in manufacturing companies in Ibadan Oyo

response to research question two and create the basis

State, Nigeria. This %o“
for the achie n@f econd specific objective of this study.

N
QQ%Q

Table 4.7: Descriptive Analysis of the response Employee Wellbeing

Employee Wellbeing SA A D SD MEAN

Feel strong and empowered 79 74 1 2 3.47
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(50.6%) (47.4%) (0.6%) (1.3%)

Communicate well with others by 72 81 2 1
expressing myself effectively, listening to (46.2%) (51.9%) (1.3%) (0.6%)

others

Feel empathetic & connected with others 73 81 2 -
(46.8%) (51.9%) (1.3%)

Weighted Mean &
e

3.44

3.46

3.46

Source: Field Survey Results (2023) \\b
According to results in Table 4.7., 50.6% of respondents Str(j{b, ree that they feel
'\

strong and empowered, 47.4% agree, 0.6% disagree, an%%%) trongly disagree. On

average, the respondents indicated that they feel.str%g:i&nd empowered has a mean of
3.47. Results also indicated that 46.2%@%}0ndents strongly agree that they
communicate well with others by .exﬁsing themselves effectively, listening to
others, 51.9% agree, 1.3% di Qy}nd 0.6% strongly disagree. On average, the
respondents indicated tha%% communicate well with others by expressing
themselves effectively,Ming to others has a mean of 3.44. Results also indicated
that 46.8% of t%ﬁ% gents strongly agree that they feel empathetic and connected
with others, % agree, and 1.3% disagree. On average, the respondents indicated
A\

thak%gtow where to get help if they have a problem at work has a mean of 3.46.

eighted mean for employee wellbeing is 3.46 which indicate that on average,
respondents agreed with most of the statements on the high scale as it relates to how
employee satisfaction is an appropriate measure of organisational eustress. More so,

the weighted mean of 3.46 posit that employee level of employee wellbeing in the

manufacturing company in Ibadan is moderately high.

Table 4.8: Descriptive Analysis of the response Role Competence
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Role competence VH H L VL MEAN

Maintains professional boundaries with 106 44 6 - 3.64
customers (67.9%) (28.2%) (3.8%)
Demonstrates respectful behaviours both 58 95 3 - 3.35

within  the team  throughout the (37.2%) (60.9%) (1.9%)

organization in words and actions

Listens and responds to people’s concerns 73 77 6 '{b' 3.43
by altering own behavior in a helpful (46.8%) (49.4%) (3.8‘@%)

manner

Completes work in a conscientious, 56 99 \ﬁ"l - 3.35
thorough, accurate and timely manner (35.9%) ,@%) (0.6%)

Complete work in a conscientious manner 54 ) 6 99 2 1 3.32

%6%) (63.5%) (1.3%) (0.6%)

(
Weighted Mean C;@ 3.42
A )

Source: Field Survey Resul%@%)
According to results ir&&g 4.8. 67.9% of respondents rated very high that they
maintain professi@c’ﬁmdaries with customers, 28.2% high, and 3.8% low. On
average, th@g-ldents indicated that they maintain professional boundaries with
custo e@\re a mean of 3.64. Results also indicated that 37.2% of respondents rated
V% igh that they demonstrate respectful behaviours both within the team
Qroughout the organization in words and actions, 60.9% high, and 1.9% low. On
average, the respondents indicated that they demonstrate respectful behaviours both
within the team throughout the organization in words and actions have a mean of 3.35.
Results also indicated that 46.8% of the respondents rated very high that they listen
and responds to people’s concerns by altering own behavior in a helpful manner,

49.4% high, and 3.8% low. On average, the respondents indicated that they listen and
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responds to people’s concerns by altering own behavior in a helpful manner has a

mean of 3.43.

Results also indicated that 35.9% of the respondents rated very high that they
complete work in a conscientious, thorough, accurate and timely manner, 63.5% high,
and 0.6% low. On average, the respondents indicated that they complete work in a
conscientious, thorough, accurate and timely manner has a mean of 3.35. @5 also
indicated that 34.6% of the respondents rated very high that they oorr@%e work in a
conscientious manner, 63.5% high, 1.3% low, and 0.6% very low. On average, the
respondents indicated that they complete work in a consé@s“ manner has a mean
of 3.32. The weighted mean for role competfnx@§&42 which indicate that on
average, respondents agreed with most of th @ents on the high scale as it relates
to how role competence is an appropriatﬂeasure of employee engagement. More so,
the weighted mean of 3.42 posi@%*employee level of role competence in the
manufacturing company in Ib s moderately high.
Relating results in tablN} and 4.8 together, the employee wellbeing has varying
patterns of incre 'tR level of role competence in manufacturing companies in
Ibadan Oyo@@:j%geria. The findings reveal that there is reasonable evidence to
show erate level of employee wellbeing and role competence for employees in
IQnanufacturing companies investigated. The descriptive analysis for employee
Qellbeing and role competence was at a moderately high level. Nonetheless,
reasonable efforts in strategies can be put in place to improve these results.
Consequent on these findings mentioned above, it suggests that employee wellbeing
may affect role competence in manufacturing companies in Ibadan Oyo State, Nigeria.
This provides response to research question three and create the basis for the

achievement of third specific objective of this study.

124



Relating results in tables 4.3, 4.4, 4.5, 4.6, 4.7 and 4.8 together, the organisational
eustress with respect to employee performance, employee satisfaction and employee
wellbeing has varying patterns of increase with level of employee engagement vis-a-
vis level of creativity, work commitment and role competence in manufacturing
companies in Ibadan Oyo State, Nigeria. The findings reveal that there is reasonable
evidence to show a moderate level of organisational eustress and. employee
engagement in the manufacturing companies investigated. The descriptivq’%g}ysis for
suggest that organisational eustress and employee engagement .\g@moderately
high level. Consequent on these findings mentione.d g%z:s, it suggests that
organisational eustress may affect employee engageme@\hanufacturing companies
in Ibadan Oyo State, Nigeria. This provides re§@e to research question four and

create the basis for the achievement of foud@%c objective of this study.

4.2 Test of Hypotheses ( @

Hol: There is no significant (g%i of work demands on creativity of employee in
selected manufacturingﬁwgﬂ Ibadan, Oyo State, Nigeria.
The null hypothesi ® which states that there is no significant effect of work
demands o@i of employee in selected manufacturing firms in Ibadan was
testedu imple linear regression analysis. In the analysis, the value of employee
e ‘ﬁent was regressed on the values of employee’s level of creativity. The data
Qr employee engagement (independent variable) was generated by summing
responses of all items while that of employee’s level of creativity (dependent) was

generated by adding responses of all items used to measure the variable. The

regression test results are presented in Tables 4.9a-c
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Table 4.9a-c: Summary of Regression Analysis for the Employee Performance on
Creativity of Employee in Selected Manufacturing Firms in Ibadan, Oyo State,
Nigeria

Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
1 436 .190 187 .34079
a. Predictors: (Constant), NewEP
Source: Field Survey Results (2023)
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 7.919 1 7.919 68.192 .000°
Residual 33.795 291 116
Total 41.715 292
a. Dependent Variable: NewLC
b. Predictors: (Constant), NewEP
Source: Field Survey Results (2023)
Coefficients®
Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 1.982 175 11.327 .000
NewEP 419 051 436 8.258 .000

a. Dependent Variable: NewLC
Source: Field Survey Results (2023)
Tabl€9a-c presents the results of the regression analysis for the effect of employee
petformance on creativity of employee in selected manufacturing firms in Ibadan,
Oyo State, Nigeria. Table 4.9a presents a model summary which establishes how the
model equation fits into the data. The R? was used to establish the predictive power of

the study’s model.

From the results, employee performance has weak and significant relationship with

creativity of employee in selected manufacturing firms in Ibadan, Oyo State, Nigeria
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(R = 0.436%). The coefficient of determination (R?) of 0.190 shows that employee
performance explained 19% of the changes in employee’s creativity while the
remaining 81% variation in employee’s creativity is explained by other exogenous
variable different from those considered in this study. This result suggests that
employee performance influence 19% of creativity of employee in selected
manufacturing firms in Ibadan, Oyo State, Nigeria. It is important to stress that the

effect predicted by employee performance is positive but weak. Q’)(\

Table 4.9b presents the results of ANOVA (overall model signﬂ%e) of regression
test which revealed that the employee performance has )\&%n'i\ﬁcant influence on
creativity of employee in selected manufacturing ﬁm%&%badan, Oyo State, Nigeria.
This can be explained by the F-value (68, 9@ p=0.000 which is statistically
significant at 95% confidence interve&ﬁhermore, the results of regression
coefficients in table 4.9c, revealeé)&}ét 95% confidence level, a unit change in
employee performance will a 0.419 increase in creativity of employee in
selected manufacturing‘@%) in Ibadan, Oyo State, Nigeria, given that all other
factors are held co t7On the strength of this result (R?= 0.190, F(1,291)= 68.192,

p= 0.000), t@jgiy reject the null hypothesis one (Hol) which state that employee

perfc%@" has no significant effect on creativity of employee in selected

Q’“@‘

turing firms in Ibadan, Oyo State, Nigeria .
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Ho2: There is no significant effect of employee satisfaction on employee work
commitment in selected manufacturing firms in Ibadan, Oyo State, Nigeria.
The null hypothesis two which states that there is no significant effect of employee
satisfaction on employee work commitment in selected manufacturing firms in Ibadan,
Oyo State, Nigeria was tested using simple linear regression analysis. In the analysis,
the value of employee performance was regressed on the values of employee’s level
of creativity. The data for employee satisfaction (independent variable) was\génerated
by summing responses of all items while that of employeg work{egommitment
(dependent) was generated by adding responses of all itenls used to measure the

variable. The regression test results are presented in Tables<>10a-c

Table 4.10a-c: Summary of Regression Analysis for the Effect of Employee
Satisfaction on Employee Work Commitmentyin Selected Manufacturing Firms
in Ibadan, Oyo State, Nigeria

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 3032 .092 .089 31853

a. Predictors: (Constant), NEWNewES
Source: Field Suryey Results (2023)

ANOVA?
Model Sum of Squares Df Mean Square F Sig.
1 Regression 2.993 1 2.993 29.500 .000°
Residual 29.525 311 101
Total 32.518 312

a. Dependent Variable: NewWC
b. Predictors: (Constant), NEWNewES

Source: Field Survey Results (2023)
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Coefficients?

Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 2.691 146 18.475 .000
NewES 226 .042 .303 5431 .000
a. Dependent Variable: NewWC
Source: Field Survey Results (2023) . '{b’

Table 10a-c presents the results of the regression analysis for the eff@g* employee
satisfaction on employee work commitment in selected manufacturing firms in Ibadan,
. . N .

Oyo State, Nigeria. Table 4.10a presents a model summary@h establishes how the

model equation fits into the data. The R? was used t&@}o ish the predictive power of

the study’s model. Q'Q\

From the results, employee satisfacti@s weak and significant relationship with
employee work commitment iﬁéegﬂéd manufacturing firms in Ibadan, Oyo State,
Nigeria (R = 0.303). The @ﬁcient of determination (R?) of 0.089 shows that
employee satisfacti : lained 8.9% of the wvariations in employee work
commitment }@éremaining 91.1% changes in employee work commitment is
explained\{yiqclger external variables different from those considered in this study.

This Qtsuggests that employee satisfaction influence 8.9% of employee work
anitment in selected manufacturing firms in Ibadan, Oyo State, Nigeria. It is

important to stress that the effect predicted by employee satisfaction is positive but

weak.

Table 4.10b presents the results of ANOVA (overall model significance) of regression
test which revealed that the employee satisfaction has a significant influence on

employee work commitment in selected manufacturing firms in Ibadan, Oyo State,
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Nigeria. This can be explained by the F-value (29.500) and p=0.000 which is
statistically significant at 95% confidence interval. Furthermore, the results of
regression coefficients in table 4.10c, revealed that at 95% confidence level, a unit
change in employee satisfaction will lead to a 0.226 increase in employee work
commitment in selected manufacturing firms in Ibadan, Oyo State, Nigeria, given that
all other factors are held constant. On the strength of this result (R’= 0. 226 F1,311)=
29.500, p= 0.000), this study reject the null hypothesis two (Ho2) th'fis\fate that
employee satisfaction has no significant effect on employee wor %Mment in

selected manufacturing firms in Ibadan, Oyo State, Nigeria %.\

Ho3: There is no significant effect of employeez)% eing on employee role
competence in selected manufacturing fi \Raadan Oyo State, Nigeria.
The null hypothesis three which states th %e is no significant effect of employee
wellbeing on employee role com@\ selected manufacturing firms in Ibadan,
Oyo State, Nigeria was tested@ simple linear regression analysis. In the analysis,
the value of employee eing was regressed on the values of employee role
competence. The @g'ﬁ employee wellbeing (independent variable) was generated
by summin Qo ses of all items while that of employee role competence

(dep t@ as generated by adding responses of all items used to measure the

V%b . The regression test results are presented in Tables 4.11a-c

2\
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Table 4.11a-c: Summary of Regression Analysis for the Effect of Employee
Wellbeing on Employee Role Competence in Selected Manufacturing Firms in
Ibadan, Oyo State, Nigeria

Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
1 417° 174 171 31835

a. Predictors: (Constant), New EW
Source: Field Survey Results (2023)

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 6.196 1 6.196 61.136 .000°
Residual 29.493 311 101
Total 35.689 312
a. Dependent Variable: NewRC
b. Predictors: (Constant), NewEW
Source: Field Survey Results (2023)
Coefficients®
Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.340 143 16.395 .000
NewEW 316 .040 417 7.819 .000

a. Dependent Variable: NewRC
Source: Field*Survey Results (2023)

TableNl 1a-c presents the results of the regression analysis for the effect of employee
wellbeing on employee role competence in selected manufacturing firms in Ibadan,
Oyo State, Nigeria. Table 4.11a presents a model summary which establishes how the
model equation fits into the data. The R? was used to establish the predictive power of

the study’s model.

From the results, employee wellbeing has weak and significant relationship with

employee role competence in selected manufacturing firms in Ibadan, Oyo State,
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Nigeria (R = 0.417). The coefficient of determination (R?) of 0.171 shows that
employee wellbeing predicts 17.1% of the variations in employee role competence
while the remaining 82.9% changes in employee role competence is explained by
other external variables different from those considered in this study. This result
suggests that employee wellbeing influence 17.1% of employee role competence in
selected manufacturing firms in Ibadan, Oyo State, Nigeria. It is importzint to stress

that the effect predicted by employee wellbeing is positive but weak. Q;i\

Table 4.11b presents the results of ANOVA (overall model signme%e) of regression

test which revealed that the employee wellbeing has® % ificant influence on

employee role competence in selected manufacturi@@ns in Ibadan, Oyo State,

Nigeria. This can be explained by the F V@l.l%) and p=0.000 which is
N

statistically significant at 95% confide ihterval. Furthermore, the results of

c
regression coefficients in table 4.@,\%6 led that at 95% confidence level, a unit
change in employee wellbe@vill lead to a 0.316 increase in employee role
competence in selectedﬁingﬁcturing firms in Ibadan, Oyo State, Nigeria, given that
all other factors ar ‘Gonstant. On the strength of this result (R°= 0.171, F(1,311)=
61.136, p= @ this study reject the null hypothesis three (Ho3) which state that

empl%@éllbeing has no significant effect on employee role competence in

se@te manufacturing firms in Ibadan, Oyo State, Nigeria.

Q{A: There is no significant effect of organizational eustress and employee
engagement in selected manufacturing firms in Ibadan, Oyo State, Nigeria.
The null hypothesis four which states that there is no significant effect of
organizational eustress on employee engagement in selected manufacturing firms in
Ibadan, Oyo State, Nigeria was tested using simple linear regression analysis. In the

analysis, the value of organizational eustress was regressed on the values of
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organizational eustress. The data for organizational eustress (independent variable)
was generated by summing responses of all items while that of employee engagement
(dependent) was generated by adding responses of all items used to measure the

variable. The regression test results are presented in Tables 4.12a-c

Table 4.12a-c: Summary of Regression Analysis for the Effect of Employee
Wellbeing on Employee Role Competence in Selected Manufacturing Firms in
Ibadan, Oyo State, Nigeria

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 5292 279 277 23574
a. Predictors: (Constant), OrgEustress

Source: Field Survey Results (2023)

ANOVA?
Model Sum of Squares Df Mean Square F Sig.
1 Regression 6.272 1 6.272 112.853 .000°
Residual 16.172 311 .056
Total 22.444 312

a. Dependent Variable: Employeeengagement
b. Predictors: (Constant), OrgEustress

Source: Field Survey Results (2023)

Coefficients?
Standardized
Unstandardized Coefficients  Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 2.152 123 17.547 .000
OrgEustress 374 .035 .529 10.623 .000

a. Dependent Variable: Employee engagement
Source: Field Survey Results (2023)

Table 12a-c presents the results of the regression analysis for the effect of
organizational eustress on employee engagement in selected manufacturing firms in

Ibadan, Oyo State, Nigeria. Table 4.12a presents a model summary which establishes
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how the model equation fits into the data. The R? was used to establish the predictive

power of the study’s model.

From the results, organizational eustress has moderately strong and significant
relationship with employee engagement in selected manufacturing firms in Ibadan,
Oyo State, Nigeria (R = 0.529). The coefficient of determination (R?) of 0.279 shows

O

engagement while the remaining 72.1% changes in employee ement is

that organizational eustress predicts 27.9% of the changes experienced if oyee
explained by other external variables different from those con‘s%h in this study.
This result suggests that organizational eustress inﬂu@ﬁ 9% of employee
engagement in selected manufacturing firms in Iba(é;‘%yo State, Nigeria. It is

important to stress that the effect predicte%@mzaﬁonal eustress is positive and
average. %

Table 4.12b presents the results,of \’A (overall model significance) of regression
test which revealed that th@%ganizational eustress has a significant influence on
employee engagement Mcted manufacturing firms in Ibadan, Oyo State, Nigeria.
This can be ex@fd ';/ the F-value (112.853) and p=0.000 which is statistically
signiﬁcang\gﬁﬁ% confidence interval. Furthermore, the results of regression
coe@ in table 4.12c¢, revealed that at 95% confidence level, a unit change in

izational eustress will lead to a 0.374 increase in employee engagement in
selected manufacturing firms in Ibadan, Oyo State, Nigeria, given that all other
factors are held constant. On the strength of this result (R’= 0.279, F(1,311)= 112.853,
p= 0.000), this study reject the null hypothesis four (Ho4) which state that
organizational eustress has no significant effect on employee engagement in selected

manufacturing firms in Ibadan, Oyo State, Nigeria.
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4.3 Discussion of Findings
This section discusses the findings of this study in relation to past studies. Research
findings are discussed and organized according to earlier stated hypothesis and in

relation with past studies.

Hypothesis one results examined the effect of employee performance onzo.ﬁégity of
employee in selected manufacturing firms in Ibadan, Oyo State, " b@@vealed that
employee performance has a significant influence on cre ti‘\%)f employee in
selected manufacturing firms in Ibadan, Oyo State, Ni %‘&%ﬁceptually, employee
performance is considered a critical success factg&g\)vards the effectiveness of an
individual and institution at large. The ﬁnd@)&\his study have support in empirical
literature. Employee work perform: is multidimensional and critical for
organizational success and ef] ctﬁuksl’z. Research has found that structures of
organization that promote c@'ongoing contact with others or information seeking

0}
climate, emp oy& encouraged to think freely and communicate their opinions

from multiple sourc§v§b)relates to creativity’. Through formulating an innovative
and ideas , employees, thus, are more willing to interact with others for sharing
kncﬂ%@ and creating thoughts*. A study titled “Employee engagement and job
Q@rmance in Lebanon: the mediating role of creativity” found that there is
significant positive effect of employee engagement on job performance®. However,
mediation analysis using bootstrapping methods has shown that creativity has fully
mediated the relationship between engagement and performance. The research sample

consisted of 186 respondents working in Lebanese firms. The questionnaire included

established measures relating to employee engagement, job performance and
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creativity — in addition to various demographic questions. Stepwise multiple
regression and bootstrapping methods were employed in the analysis of the data. The
study extends previous research and increases the external validity of the findings by
investigating the relationship between engagement and performance in new non-
western contexts. Moreover, this is one of the first research studies that explores the
role of creativity in the relationship between the two variables; this helps in im cgloving

our understanding of the model and aids in enhancing the effect of er@}hent on

performance. ,%\

Hypothesis two result for the effect of employee sati A%g on employee work
commitment in selected manufacturing firms in Iba%@yo State, Nigeria revealed
that employee satisfaction has a significan fla@oe on employee work commitment
in selected manufacturing firms in Ibada ﬁ State, Nigeria. The modern business
environment, being particularly @\mc requires new techniques for achieving
competitive advantage. A suq@vas conducted using a structured questionnaire in
January and March, 20&& results showed that the “Social Aspects of job”, “Job

Characteristics” a ork Environment”, are the most important factors positively

affecting o@ional commitment, while "Promotion" and "Rewards" are not

s1g@ctors

Q%ermore a study was conducted on the comparison between job satisfaction and
organizational commitment in employees, managers, and members of the delegation
in Islamic Azad University (IAU) of Kogiluyeh and Boyer Ahmad province’. They
found that the relationship between employee job satisfaction and organizational
commitment is positive and significant. Also, in Pakistan, a study investigated the

impact of job satisfaction and job control on organizational commitment in air traffic
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controllers of the Civil Aviation Authority (CAA)®. The study revealed that there was
a positive impact of job satisfaction on organizational commitment. In the same
country, Pakistan, a study investigated the relationships between retention of
employees, employee job satisfaction, perceived supervisory support, and
compensation by considering organizational commitment as mediating variable in the
pharmaceutical industry’. They found there was a positive relationship between

compensation and organizational commitment. Q;i\

0

Managers need to actively improve job satisfaction in order for employees to achieve
a higher level of organizational commitment!®. They" ﬁéqmd the role of job
satisfaction in organizational commitments. The &@tgs indicated that all three
considered factors of job satisfaction (P m@ms, Personal relationships, and
Favorable conditions of work) have positiyve and significant effects on organizational
commitments. Moreover, anothe stu\investigated the relationship between job
satisfaction and organizationa{'&mitment among hospitals nurses in Kazeroon City,
Iran'!. The researcheMnd that job satisfaction had a significant, positive
relationship with ,afte i'e'e, continuance, and normative commitment. Similarly, a
study foundQs,igniﬁcant and positive relationship between job satisfaction and each
of th %ensions of organizational commitment (affective, continuance, and
@atlve) when they investigated the relationship between job satisfaction,
annizational trust, and organizational citizenship behavior from two private banking

organizations in Tiruchirappalli District, India'2.

Despite the numerous studies with found significant relationships, however, some
studies have found no significant relationship between job satisfaction and

organizational commitment. For instance, a scholar conducted research to identify the
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relationship between organizational commitment and job satisfaction among
employees at higher learning education institutions in Kelantan'3. The findings
revealed that job satisfaction did not significantly relate to all the dimensions of
commitment; affective, continuance, and normative commitment. He described the
cause of the insignificant relationship to the context of the study and argued that the
context of the study is very crucial in determining the relationship b.etween job

satisfaction and organizational commitment. Q;i\

0

Hypothesis three results on the effect of employee wellbeing~on employee role
competence in selected manufacturing firms in Ibadan, 'G%, a.%e, Nigeria revealed
that there is employee wellbeing has a mgn:ﬁ&@fm uence on employee role
competence in selected manufacturing firms 1 @n, Oyo State, Nigeria. A study on
“Employee psychological well-being and‘job performance: exploring mediating and
moderating mechanisms” found t@ctlve commitment mediates the association
between psychological well (hedonic and eudaimonic) and employee job
performance'®. In addwz%erceived job insecurity buffers the association of
psychological we qﬁ}g? (hedonic and eudaimonic) and affective commitment. The
study resul@?gest that fostering employee psychological well-being may be
advaritageous for the organization. However, if interventions aimed at ensuring job
e@ity are not made, it may result in adverse employee work-related attitudes and
Qﬁhaviors. A study titled “HR practices and employee performance: the mediating
role of well-being” examined the associations between the skill-, motivation- and
opportunity-enhancing dimensions of human resource (HR) practices and in-role and
innovative job performance!s. Furthermore, it considers the mediating effects of
psychological, physical and social employee well-being on these associations.

Structural equation modeling was utilized to analyze multi-source survey data from a
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sample of 300 employees and 34 immediate supervisors in a professional service
company in Finland. The results indicate that whereas physical and social employee
well-being partially mediate the association between skill- and opportunity-enhancing
HR practices and in-role job performance, psychological employee well-being
partially mediates the association between motivation-enhancing HR practices and
QP
Hypothesis four results on the effect of organizational eustr S%B&employee
=

engagement in selected manufacturing firms in Ibadan, Oyo S igeria revealed

innovative job performance.

that organizational eustress has a significant influence 6®lgyee engagement in
selected manufacturing firms in Ibadan, Oyo State,&@ia. Employees have tendency
towards high level of stress regarding time, @g for longer hours which reduces
employees urge for performing better. %magement support helps in reducing or
increases stress in employees. Dif@elationships are projected between job stress
and performance: U-shaped rvilinear, positive linear, negative linear and no
relationship between th&ggs) and performance. A random sample of 305 blue-collar
and 325 managert akers in Canadian firm are surveyed through structured
questionnai@%riables used for this study were job stress, job performance, and
organi al commitment. A negative linear relationship between job stress and job
@rmance was found. Very limited evidence is seen for curvilinear or no
Qsociation. Numerous studies found that job stress influences the employees’ job
satisfaction and their overall performance in their work. Because most of the
organizations now are more demanding for the better job outcomes. In fact, modern
times have been called as the “age of anxiety and stress”. The stress itself will be
affected by number of stressors. Nevertheless, Stress is a situation which will force a

person to deviate from normal functioning due to the change (i.e. disrupt or enhance)
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in his/her psychological and/or physiological condition, such that the person is forced

to deviate from normal functioning.

Studies have tried to demonstrate that high skills are contributory factors responsible
for the success of organizations. Research indicates a substantial relationship amongst
an effective workforce and employee performance mainly gauged by the level of
workforce productivity. A report confirmed that employees of mar uring
companies with on average a higher/additional qualification r%%ér better!”.
Employees’ innovations are sparked through the acquisition of ‘higher skills which
leads to a more refined production process and higher qﬁ@r?)ducts. Similarly, in
the US it was found that an additional year of e(.iuxt@&ncreased productivity in the
range of 4.9 - 8.5% in the manufacturing sec 12.7% in the services sector. The

impact of training on performance has bg ysed for different indicators including

improved output, profits, salary b@h. Increased training led to a more effective
work force with increased p@&htivity across several sectors. The manufacturing
companies participating Qzfinings showed increased level of productivity, higher
intensity, conduct r'é research, and had a more competent workforce. A scholar
found that Qrﬁ%e funding in training reduces the chances of an organization
closin @vn. For smaller organizations, informal workers training had an impact

é@eas for larger organizations, training of informal workers. Employees’

otivation and positive outlook are evidence-based benefits from training noted'®.

A study revealed the impact of work stress on job performance. The study used target
population of 144 respondents consisting of graduate employees, customer service
officers of managers of banks in Pakistan. This study is expected to achieve similar

results as the one done in Pakistan, where work stress had a negative relation with job
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performance in that when stress occurs it affects performance negatively. A researcher
found that management support helps in reducing work stress. His research seeks to
support the objective of this research that stress management techniques have an
impact on helping employees manage stress. However, research does not point out
specific ways that management can assist employees in coping with stress at the

workplace'®.

Therefore, on the strength of the support found in prior concep ual% irical and
theoretical studies with this present study’s result, the study pos1t at organizational
eustress has positive and significant effect on employeégn agement in selected

manufacturing firms in Ibadan, Oyo State, ngerla Aé
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Chapter Five

Conclusion
This chapter presents and discusses the summary of findings, conclusions and
provides useful recommendations, contributions to knowledge and suggestions for

further studies.

5.1 Summary of Findings . %

This study investigated the effect of organizational eustress (emg‘gb@formance,

employee satisfaction, employee wellbeing) on employee engagement in selected
manufacturing firms in Ibadan, Oyo State, Nigeria. The ; ‘%y ;; five chapters so as
to achieve its main objective. Chapter one pr.esxt%%he background to the study
which confirms that the success of every @m depends solely on developing
human capabilities for the workfozc@ough employment, resulting in positive
individual and organizational o tc%}\vhich goes a long way to show how valuable

an employee is to the organiz

Literature review of %%g) relevant studies to the concept of organizational eustress

and employece‘ﬁ@%
suc

dimensio

ent was done. Organizational eustress in this study included
as employee performance, employee satisfaction and employee
we@gwhich are used as measures of organizational eustress. Employee
Q@gement was measured with level of creativity, work commitment and role
competence respectively. The empirical review was done to capture the interaction

between Organizational eustress and employee engagement.

The study reviewed three different theories which are of specific relevance to the
study. These are; Social Exchange Theory (SET), and Herzberg’s Theory of Stress

Factors.
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This study is unpinned on Herzberg’s Theory of Stress Factors. This theory explained

that organizational eustress can serve as a motivator for employees. Hygiene factors

must be provided in order to avoid employee dissatisfaction and motivators need to be

made effective in order to increase employee satisfaction and performance which will

eventually boost employee positive stress at work and he/she will work optimally to
N

A cross-sectional survey design was employed as it studied a subset, o%ﬁaﬁon at

W

a point in time and to investigate to investigate the orgamz%tal eustress and

achieve the organizational goals and objectives.

employee engagement in selected manufacturing firms in @SDOYO State, Nigeria.
The population of the study was One Thousand Eigh %red and Forty (1,840) staff

ho.A

of the selected manufacturing firms whic @yboth the permanent and contract
staff. Two manufacturing firms in Ib%aé\!igeria was studied which includes;
Henkel Manufacturing Company,@e, Ibadan, UG Chemicals formally Procter
and Gamble Nigeria Ltd Oluy; @oadan. 318 respondents were sampled, the sample
size was derived using&%ﬂ Sample size (2004). Self-rated questionnaires were
used to elicit resp fom 312 staff of the sampled organizations who returned the
questionnai@ study adopted descriptive and inferential statistic for the items in
all th, @ﬁs in the questionnaires to explain the effect of organizational eustress on
e@% engagement. The data collected for the study were analyzed using
Qatistical Package for Social Sciences (SPSS), Version 24 to test the hypotheses at
0.05 level of significance to determine the rejection or acceptance of the null

hypotheses. The results were extensively discussed in the context of the current

research as well as extant literature.
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The findings of the study based on hypothesis can be summarized as follows:

HO1: There is a positive and significant effect of role demands on creativity of employee in selected

manufacturing firms in Ibadan, Oyo State, Nigeria.

HO02: There is a positive and significant effect of employee satisfaction on employee work

commitment in selected manufacturing firms in Ibadan, Oyo State, Nigeria.

HO03: There is a positive and significant effect of employee wellbeing on employee rol 'b%detence

in selected manufacturing firms in Ibadan, Oyo State, Nigeria. ¢ \QO

HO04: There is a positive and significant effect of organizational eustresg %mployee engagement

in selected manufacturing firms in Ibadan, Oyo State, Nigeria. )\&

&

In a competitive environment, e\@}xganizational need to continuously adapt to
complexities arising from for@pacting the workforce which require employees to
continuously change to&@ environments with greater demands. This goes a long
way in enhancing izational productivity. Hence it is important that organizations
prioritize e@Qent and the employee experience. Employee Engagement is a
fund @concept in the effort to understand and describe both qualitatively and
lﬁvely, the nature of the relationship between an organisation and its
Qﬁployees. On the other hand, Eustress is one of the inducing factors of job
satisfaction. It is positive stress which motivates employees to enhance their
performance, pursue excellence and achieve satisfaction in the job. The success of
any organization depends mainly on the quality of its resources. This quality can only
be generated if an employee works without pressure and is being satisfied with his or

her job. Eustress is an appraisal of stressors of opportunities or challenges that the
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individual feels confident about overcoming by effectively mobilizing and using
resources. Eustress provides the employees with an energy boost to perform
challenging activities-especially where they need to focus and put in extra effort for
excellence. Based on the empirical findings, this study concluded that there is
statistically significant effect of organizational eustress on employee engagement in
selected manufacturing firms in Ibadan, Oyo State, Nigeria. . %
5.3 Recommendations . Q’)&\
%

This study hereby recommends the following based on the objectives and hypothesis:
[ } “

i.  The descriptive analysis for role demands and '}Vity was at a moderately

high level. Nonetheless, reasonable effoft@strategies can be put in place to

improve these results. @

ii.  Given the significance of C?;@y satisfaction and wellbeing towards the
n

engagement of employe% e selected manufacturing companies in Ibadan,
management sh%%@appropriate measures to enhance clear understanding
of job respo ih;[ies.

iii.  Man f the manufacturing companies should intensify effort towards
t%@inforcement of organizational eustress sub-variables (role demand,
satisfaction and wellbeing) which will go a long way in yielding superior

QQ engagement.
5.4 Contributions to Knowledge
This study offers significant contribution to literature conceptually, theoretically, and
empirically.
Conceptually, the study focused on identifying gaps in literature pertaining

organizational eustress and employee engagement. The conceptual framework of this
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study equally offers conceptual contribution as it was constructed by the researcher to
analyze the gaps identified in literature. The model also can be adapted to suite future
studies.

From the theoretical stand point the Herzberg’s Theory of Stress Factors was
strengthened. This theory explained that organizational eustress can serve as a
motivator for employees. Hygiene factors must be provided in orde.r %obl avoid
employee dissatisfaction and motivators need to be made effective in ord@'(g\ncrease
employee satisfaction and performance which will eventually bo t. ﬁa?@ree positive
stress at work and he/she will work optimally to achieve.the%aylzational goals and
objectives. This study’s results are in concomi@ with these theoretical

e

perspectives. ¢ Q

D

Empirically, the study is able to add to e%terature on the interaction among
organizational eustress and employ @fzmen‘a Though, studies on Organizational
eustress and Employee engage@iﬁ)ound in developed economy context, however
empirical study from d%@‘ countries like Nigeria seems to be few in this regard.
Hence by the findi q{ the four null hypotheses examined, the study becomes a
basis for r r@&for future study on organizational eustress and employee
engagement. Moreover, the study provides findings which scholars can use to buttress
the e ical submissions in their study.

Qrerall, these above-mentioned points lay emphasis on the fact that this study offers
significant contribution to knowledge and has practical implication for the
management of manufacturing companies in Ibadan, Oyo State, Nigeria that were

investigated.

5.5 Suggestions for Further Research
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This study focused on the effect of Organizational eustress on Employee engagement

in selected manufacturing companies in Ibadan, Oyo State, Nigeria. Nevertheless, to

further broaden the frontiers of knowledge, the following areas of studies are

suggested for further research:

1.

ii.

iii.

1v.

The present study was carried out in two manufacturing firms in Ibadan,
further studies can as well be carried out in other manufacturing ﬁﬁ@ as to
be able to extend the knowledge gained from this work to,al‘%ﬂufacturing
firms in the State. ‘%\

This study investigated Organizational Eustress an@lﬁyee Engagement in
manufacturing firms in Ibadan, Oyo State, an% parative study with other
organizations in Nigeria may be consi @ the nearest future.

The study employed a cross-secti Qwey design, which prevents proof of
causality from being estal@&,\c nsequently, future researchers may take
into account longitudi?@wey designs to explain causality over an extended
period of time.% esent study was carried out in manufacturing firms;
future rese Ork may look into tertiary institutions.

Oth%gs ike employee onboarding and organization culture can equally

i@nee employee engagement and hence becoming an interesting area for

Q uture study.

This study employed primary data for collection of information from the
selected manufacturing firms, same study may be carried out in the nearest

future using the secondary data for collection of information.
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Lead City University, Ibadan
Faculty of Management and Social Sciences (FM&SS) . '{b,
Department of Management and Accounting i Qh}
Dear Respondent, \QO
I am a Master’s student in Business Administration of the abovesnamed Institution
gathering data for the purpose of academic research on @fﬁc “Organisational
Eustress and Employee Engagement of selected Ma uring Firms in Ibadan,
Oyo State, Nigeria. To achieve this, your optimu@%{)peration is needed, there are
no right or wrong answers. All your respo% e kept confidential and used for

research purpose only. %

Thank you. < )\\‘)
Section A: Demographic C@cter

Instruction: please tick ( e option that best describes you

Gender: Male ( 6@9( )

Age: 20—‘2\J ,26-30( ),31-35( ),36-40( ),41-45( ),46 and above ( )
Edb@ Level: NCE () Bachelor’s degree () Master’s degree () PhD ()

@(Experience: 5-10 ( ), 11=15( ), 16-20( ),21-25( ),26 -30( )

Section B: Level of Engagement of Employees of Manufacturing Firms in Ibadan,
Oyo State Nigeria

The statement in this section concerns employee engagement as observed by the
selected Manufacturing Firms. Using the four-point Likert scale provided below.
Please tick the appropriate choice that indicates your opinion on level of employee

engagement in your organisation.
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Very High (VH) =4, High (H) =3, Low (L) = 2, Very Low (VL) =1

Items on Employee Engagement

S/N | In what way have you engaged in the following? . C)W H VL
s Sl 4 3 1
N ANL
Level of creativity &\;K
S
1 Open to new ideas . 4
PENaN
2 Participates in quality improvement initiati ey
£ \

3 On my own initiative, I started ‘e@% when my old tasks were

completed ( )

A\
4 Providing creative solutior@@hew problems
<L
5 keeping my job-relateMowledge up-to-date
;A)'s
Work Comr@n
@

6

Rules Q}/procedures enable me to meet my customer’s

x@ems

-
NProvision of sufficient resources to satisfy customer needs.

8 Acceptance of organizational values
9 Willingness to exert effort
10 | Strong sense of belonging to my organization

Role competence
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11 | Maintains professional boundaries with customers.
12 | Demonstrates respectful behaviours both within the team
throughout the organization in words and actions.
13 | Listens and responds to people’s concerns by altering own behavior
in a helpful manner
14 | Completes work in a conscientious, thorough, accurate and timely
manner )
D
15 | Complete work in a conscientious manner Q’)\
A9

Section C: Level of Orgai ;lonal Eustress of Employee of Manufacturing
Firms in South West, Nige

The statement in this\s€ction concerns organizational eustress as observed by the
selected m@rl g firms. Using the four-point Likert scale provided below.
Pleas the appropriate choice that indicates tour opinion on level of

organizational eustress in your organisation. Strongly Agree (SA) =4, Agree (A) = 3,

Qsagree (D) =2, Strongly Disagree (SD) = 1

Items on Organisational Eustress

S/N | In what way have you engaged in the following? SA | A

SD

Role Demands
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1 Completing of duties specified in the job description.
2 Meeting formal performance requirements of the job.
3 Fulfilment of all responsibilities required.
4 I have the tools and resources I need to do my job.
5 Performing my work well with minimal time and effort.
6 I took on challenging tasks, when available.
ol ON,
Employee Satisfaction \U'
d\S
7 I get full credit for the work I do :' \QO
8 I feel the level of responsibility I am given is acceptable
AV
9 I get a feeling of accomplishment from my job \\3
10 | I do interesting and challenging work. AQ)\
11 | I have a clear understanding of my j @nmblhtles and what is
expected of me
12 | I know where to get help if 'a)x@;oblem at work.
Employee Wellbeing BV
13 | Feel strong and %@gd
14 | Communicate well Wwith others by expressing myself effectively,
listening to
AN
15 | Feel empathetic & connected with others
X >
16 pish the good in myself, others life
NG

“Focus on positive attitudes and beliefs instead of negative
attitudes/beliefs

Deal effectively with people upsetting me by staying calm
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‘ le2
[Tie | om
e
Icd
‘ Ic5
‘ Ict
i rell J
e
| rc12 0.881
0.756
| rc13 }1—0.340
0.827
s oo
. .k;/ Role Competence
| rcls
i ewl3
| owld 0775 _
| = 0.917

QQ

0.709

0.877
ewlb i"agm

i ewl7 iy Employee
& wellbeing

| ewie |

Level of Creativi

0.015 0.289

0.227

Work

Commitment

0.181 0,200

X

SmartPL
"
S

>

del for Validity and Reliability Test
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Personal Data:

Name:

Sex:

Marital Status:

Date and Place of Birth:

Nationality:
State of Origin:
Local Govt. Area:

Address:

E-mail address:
Phone number:

Next of Kin:

Education:

Bio-data

Olufisayo Juliana ADEKUNLE
Female

Married

18-05-1982, Ibadan

'\“‘f

Nigerian

Oyo ,%\

Ibadan North East
A11 Ogbere Housing Est@hmd Ogbere Police

Station Akanran Rb@adan

ﬁssy4christ@®'%om
0803@%‘)
w@ KUNLE Adedotun

z\)%

Master of Science, (M. 'j
Lead City UQ ity, [badan,

in view
Baché &cience
Lea ity University, Ibadan 2020
Q er National Diploma

e Polytechnic, Ibadan 2009
Ordinary National Diploma
The Polytechnic, Ibadan 2004
NECO
Mufu-Lanihun Grammar School Oremeji Ibadan 2005
NECO
Methodist Secondary Grammar School Elekuro Ibadan 2000
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Primary School Leaving Certificate
Tunmise Children School Olunloyo Ibadan 1994

Membership of Professional/Bodies/Learned Societies:
Institute of Debt Recovery

Certificate and Trainings:

Major Conferences /Workshops Attended

Executive Diploma in Office & Information (Liprorich Consult) 204&
Certificate of Participation (Ethical Conduct in the Workshop) . 6'0\18
Certificate of Participation (Upskilling & Reskilling for Effective Sewi@%@ in the
Automation Age) Liprorich Consult . \%'\ 2021
Certificate of Participation (Widening Skill Gap and the Futur Qork) 2022

Department of Management and Accounting (Academi@dustry Edge)
Certificate of Participation (2" International con ce of Faculty of Management and

Social Sciences, Lead City University, Ibaé%\%
2023 %

Certification of Participation (Upskilihg & Reskilling for Global 2023

Workplace Demand) Depa&%eqt of Management & Accounting, Lead City University,

Ibadan QQQ

N
QQ%Q

Signature Date

166



The University Compliance Certification
This is to certify that this Thesis written by Olufisayo Juliana ADEKUNLE with
Matriculation No. LCU/PG/002067 in the Department of Management and
Accounting of the Faculty of Management and Social Sciences, Lead City University,

Ibadan is in full compliance with the approved University format and style.

X
&
&%
&

S
Signature . % Date
S

167



	Organizational Eustress and Employee Engagement in
	in Ibadan, Oyo State, Nigeria
	Olufisayo Juliana ADEKUNLE
	Lead City University, Ibadan, Oyo State Nigeria
	Chapter One
	Introduction
	1.3 Aim and Objectives of the Study
	1.4 Research Questions
	1.6 Scope of the Study 
	1.8 Limitation of the Study 
	Y=F(X)
	Y = y1, y2, y3
	1.10Operational Definition of Terms
	Endnotes
	Chapter Two
	2.1Conceptual Review
	2.1.1Concept of Employee Engagement
	Disadvantages of Employee Engagement
	2.1.2 Concept of Organisational Eustress
	2.2Theoretical Review
	2.2.1Social Exchange Theory (SET) 
	2.2.2Herzberg’s Theory of Stress Factors
	2.3 Review of Empirical Studies
	2.3.1 Organisational Eustress and Employee Engagem
	2.4Conceptual Model
	Endnotes
	Chapter Three
	3.1      Research Design
	Table 3.1: Population of the Study
	3.3Sample and Sampling Technique
	Source: Raosoft (2004) Sample Size Determinant
	Nh = 𝑛×𝑛ℎ
	3.4Description of Research Instrument 
	3.5 Validity of the Research Instrument
	Table 3.2: Summary of Pilot Test Incorporating Con
	Table 3.3: Discriminant Validity using Heterotrait
	3.6 Reliability of the Research Instrument
	Source: Computed from Pilot Study (2023)
	3.7 Administration of Research Instrument and Met
	3.8 Method of Data Analysis 
	Endnotes
	Chapter Four
	4.1 Response Rate  
	Table 4.1: Response Rate 
	    4.2 Demographic Data of Respondents 
	Table 4.2: Demographic data of Respondents
	Table 4.3: Descriptive Analysis of the response Wo
	Table 4.4: Descriptive Analysis of the response Em
	Table 4.5: Descriptive Analysis of the response Em
	Table 4.6: Descriptive Analysis of the response Wo
	Table 4.7: Descriptive Analysis of the response Em
	Table 4.8: Descriptive Analysis of the response Ro
	4.2 Test of Hypotheses
	Source: Field Survey Results (2023)
	4.3 Discussion of Findings
	Endnotes
	Chapter Five
	5.3Recommendations
	5.5Suggestions for Further Research
	Bibliography
	Books
	Conference Proceedings
	Journals
	Unpublished Theses/Dissertation
	Section A: Demographic Character
	Instruction: please tick (√) the option that best 
	Items on Employee Engagement
	Items on Organisational Eustress
	SmartPLS model for Validity and Reliability Test
	Bio-data
	Personal Data:
	Education:
	Bachelor of Science
	Higher National Diploma
	Ordinary National Diploma
	NECO
	NECO 
	Membership of Professional/Bodies/Learned Societie
	Institute of Debt Recovery
	Certificate and Trainings:
	Major Conferences /Workshops Attended
	The University Compliance Certification

