Chapter one
Introduction

1.1 Background to the study

Performance in an organization refers to the formation of value, efficiency, and quality of overall
output which determines how important an employee is to the organization. Pe.rfqt&ance is
defined as behaviour that leads to the attainment of the desired results or wh?the %&m\ployee is
doing well at his job or not. Employees are an asset to the organizatio@v performance
each employee provides must be significant. Performance are the, okfskgm of the energy put in
place by each employee of the organization which can be t&%}e, or intangible which is
influenced by a variety of individual traits. In a comp‘e.&b@\ environment, every organization
irrespective of its type, sizes and level of developmént heeds highly performing employee that
fulfills the goals and aspiration in order to .%e roductivity. Job performance refers to the
quality and quality output expected fror(néd%wh employee!.
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Job performance is related toﬁv\{illingness and openness to try and achieve new aspects of the
job which in turn wil@@%@ut an increase in the individual’s productivity. Job performance
could be descr'beée a coordinated effort to carry out tasks that involve converting inputs to
outputs of a quality consistent with the skills, abilities and experience of the staff, with the help
of sup@\g factors and the appropriate working environment to undertake this effort accurately,

faster and less costly. This applies to every organization including educational institutions?.

Performance of academic staff is one of the most important components of any educational
system that has attracted a lot of interest in academics and the social world. Tertiary institutions
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no doubt play vital role in providing support in terms of scientific and academic development.
This support is dependent on the performance of its employees. The performance of Office
Technology and Management Lecturers in tertiary institutions is a vital factor for the progress
and productivity of tertiary education and the prosperity of the society at large. This is because a
better performance of the OTM Lecturers will lead to a better organizational performe’u%\ﬂsi.

Improved job performance is a precursor for different organizations to achiev%;&r objectives
for the organization to survive and thrive. It has become necessary ther‘e% for organizations
wishing to improve their performance to focus on their human t@yaqt in order to ensure
excellence and prosperity. OTM Lecturers’ job performau%;ables management of the
institution to assess the performance of the org i@n and to develop programs and
frameworks that can help in improving the overall “performance of the institution. The job
performance of OTM Lecturers is importan@\‘}ér anizations, but its importance is imperative
in all educational organizations and ter@nstitutions in particular, this is because Lecturers of
tertiary institutions play a pivo(&& in nurturing future generations that will be capable of

advancing the country an “society. Lecturers therefore contribute to the educational

institution in terms of adinistrative management, teaching and conducting scientific research

that increase@ency of the tertiary institutions and society?.

Job pce has drawn the attention of academics and other researchers worldwide. Due to
several challenges that erupt from the tertiary institution, the academic staff's job performance
has decreased in the United Kingdom's educational institution as this could stem from poor pay,
stress, poor work atmosphere, and ongoing miscommunication within the institution are a few of

these problems. It is affirmed that the difficulties and circumstances at hand, particularly in terms



of diminishing work quality, a lack of innovation, and inadequate stress management techniques,
have led to a decline in job performance in polytechnics in United Arab Emirates, Qatar and

some other Arab countries®.

The issue relating to job performance, particularly in the educational sector, does not exclude
Africa as a continent. These problems are clearly present in a number of nations, in;@g South
Africa, Gambia, Ghana, Nigeria among others. The problems that exi {§®§ that certain

‘tixtra time without

academic staff in polytechnics in South Africa's educational system ‘%u
learly violates both the

getting paid for it. In addition to being against the law, unpaid OV@
rights of employees and the moral standards established %%é polytechnics. Academic staff
most especially OTM lecturers are under pressure %’%}agement to take the institution to a
greater height that are expanding in scope with %Which leads them to take unethical acts and
put work on hold. This is one of the pro enQﬁ} affect job performance of academic staff. Few
academic staff in Nigeria's educatio%fbctor lack the essential capacity to foresee and handle
academic activities, as this cownder their ability to cope with stress and work in an
unfavourable atmosphereQ"Qs ?)uld limit their ability to achieve the institution's goals and
objectives. Little‘<td on has been given to job performance of OTM Lecturers in public
polytechnicy%&ria. Some authors revealed that some of the problems of job performance in
tertia %tions in Nigeria may manifest in the form of decreased productivity, difficulty

prioritizing tasks, committing errors in given tasks, or missing deadlines, turnover intentions

among staff, among others>.

In addition, some other perceived problems faced by OTM Lecturers in their job performance in

the institution include; lack of job satisfaction, too long working hour, poor remuneration and



incentive scheme, delayed promotion, issue of relegation just to mention a few>. All these
problems could also make the OTM Lecturers in polytechnics not to achieve the stated goals and
objectives of the polytechnics. This study therefore is focused to investigate job performance of
Office Technology and Management Lecturers in polytechnics and work environment together
with stress management practices as factors that could affect it. . ®
&
The measures for job performance have been studied and stated in John %eory of 1993.
This study adapted these measures from the Campbell theory to u.se@hq OTM Lecturers’ job
performance: declarative knowledge, procedural knowledge, de \ating effort and facilitating
peer and team performance. These four (4) adapted meﬁ@ are more relevant to duties and
responsibilities of academic members of staff of 1@ institutions. Declarative knowledge
refers to facts or information stored in 'e.@}ory, that is considered static in nature.
Declarative knowledge, also referred to%'conceptual, propositional or descriptive knowledge,
describes things, events, or p ce@ their attributes; and their relation to each other.
Declarative knowledge refergf’acts and information about a topic. OTM Lecturers need this

knowledge for teachj @se they need first-hand information about the course they are

teaching as this w@@revealed their mastery in their field®.

Linkir@r?anizing, and elaboration, learning strategies are appropriate for declarative
knowledge as learning are advance organizers, metaphoric devices, imagery, analogy, and
concept mapping, mnemonics, and rehearsal. Declarative knowledge of OTM Lecturers consists
of facts that can be stated verbally, such as propositions about persons, places, things, and events

as all these could have positive impact on their job performance. Declarative knowledge is



further divided into factual and conceptual knowledge. Factual knowledge is the basic facts
that an OTM Lecturers must know to be familiar with the subject or problem to be solved.
Conceptual knowledge is the interrelationship between the basic elements within a broader
structure that allows for joint action®.

Procedural knowledge refers to the knowledge of how to perform a specific skil]é%\:g(, and is
considered knowledge related to methods, procedures, or operation of eqﬁ%}k also refers to
skills or abilities to do something, is a typical form of expe‘r*&ti&; knowledge that is
developed and retained within an academic institution or res&@team (e.g. skills of OTM
Lecturers). Procedural knowledge of OTM Lecturers irfc@qs)criteria on when certain skills,
algorithms, techniques, and methods could be u@or effective performance. Procedural
knowledge includes knowledge of metho .:®llecting, arranging, and processing data,
knowledge of ways of interpreting, and wgiting, this could enhance the research skills of OTM
Lecturers and in turn heighte thezperformance in the institution. Procedural knowledge
provides OTM Lecturers wit he\knowledge they need to solve problems which could in turn
enhance their perfo @%roblem—solving occurs at a time when the individual must

determine a way @g,hieve a goal that has never been achieved before’.

Demo effort is the amount of attention resources that a lecturer dedicates to a job task.
Demonstrating effort as an important component of motivation has been defined in terms of
direction of effort (what types of behaviors are involved), effort level (intensity) and duration
(persistence or time commitment)’. Since motivation plays an important role in explaining how

much effort and persistence employees show, the majority of studies that investigated the



antecedents of employee effort relied on motivation and its related concepts such as goal setting,
valence, and self-efficacy as fundamental predictors of employee effort. Extant literature
revealed that when lecturers exert more effort in their job due to the motivation they get from
their employers, they tend to be more productive as this could in turn heighten their performance
as well’.
AL

Facilitating peer and team performance is another measure which is the process @x\luaﬁng the
performance of an entire team, not just an individual. Team performan '}éaQon is done to
get a clear idea of how well the team's skills are working togethe@&ffective and high job
performance. It includes managing team members, motivatin%%nd providing feedback on
their performance®. Literature reveals that when lecturefggk in team, it increases their work

rate, where every member in the team tend to bring ideas together just to ensure that the goals

and objectives of the organization are achie@j\\o

Another factor that could influence '@formance of OTM Lecturers is work environment.
Work environment could be described as a place where both the physical and mental state of
employees are comfortable@g;f(. Work environment could be viewed as the physical, social,
psychological and te %gical conditions that are found in the work places that impact the
ability of st Qnage records effectively. The work environment entails more than just the
tables, z@, lightening and other physical facilities; it encompasses both the social,
psychological and technological work condition of a workplace. It is surmised that work
environment is one of the most important factors in keeping a lecturer satisfied in the
contemporary organization. This implies that if lecturers perceive that the workplace is not

comfortable (safety, job security, health hazard, outdated equipment, salaries, rewards), there is a



tendency for their level of commitment to drop which eventually leads to poor work performance

as this could also inhibit teaching and learning’.

Workplace environment could have either positive or negative influence on job performance of
OTM Lecturers depending upon the nature of working environment. Lecturers of Pelytechnic
would perform better if they are provided good environment like comfortabI? O%X\ith enough
space, ventilated lecture rooms, computers, Internet among others. T }r of workplace
environment in which lecturers work could determine their job peﬁ&mce which could also
determine to what extent the mission and vision of the institu%c\\?b\@uld be achieved. The work
environment of lecturers in polytechnics is very imp@%ecause it could determine how
effective and efficient they would be in performing\their assigned duties, as well as impact
effective teaching and learning which c@j\‘h@ used to measure the level of their job
performance!'?. de%'
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A comfortable workplace em%rages the comfort and convenience that lecturers need to raise
their performance lee)g’% modern day, management's primary priority is to improve the
working envir nr@g This admirable goal is currently endangered by the polytechnic system's
academics' gb r working conditions, which are impairing their ability to execute the lecturers’
jobs (re@ch, teaching, mentoring and community service). For instance, the official lecture-to-
student ratio at Polytechnic is divided into two categories: social sciences (1:40) and science

(1:30). However, the situation is quite different as classes are overcrowded with students who

sometimes hang around classroom windows to receive lecture!*



However, OTM Lecturers could be contented when they feel that their immediate work
environment is in line with their obligations. Extant literature on work environment have
revealed that lecturers in the polytechnics are satisfied with some features of workplace
environment and that these features preference are highly significant to employees’ productivity
and effective record management and practices. Some of these features includ?wblighting,
ventilation rates, access to natural light, work load, health safety, physical w.ork @ment, as
all these could in turn enhance their performance'®. The construct o@t ory of work
environment are: safety, comfort. Altruism, status, autonomy and ac@mﬁm. Nevertheless, for
the purpose of this study, comfort, status and safety me%i{%\were adapted from work
environment theory by Dawes and Lofquist!!. ) '$

Comforting work environment could be defined @Jation where the work environment is
comfortable for a lecturer to carry out './‘?léﬂ uty without any hitch or hindrances. A
comfortable work environment helps to @te a more positive atmosphere, which, in turn leads
to improved motivation and a ge¢atefawill to produce good result, hence high job performance.
The optimal indoor air temperature in office building is considered acceptable if 80% of the
occupants are comfo@@% is surmised that thermal comfort is imperative, if the thermal
condition is withi thermal comfort zone, employee’s performance can be reduced by 5% to
15%. It is aé(%rmed that most of the employees work comfortably in office at the temperature
ofbetv@BOC to 26°C.

Humidity level is also taken concerned in order to produce a better environment comfort in an
office building. In a situation of lower humidity level, lecturers will be more uncomfortable from

the resultant of dryness in skin as well as the difficulty in breathing from mouth or nose which

could inhibit their performance!?. As for lighting level, it is a key factor for all the lecturers to get
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their job done. Without proper lighting, academic could find it impossible to finish their tasks
comfortably and as well do deliver lectures effectively. It is affirmed that when lecturers have

their ability to control the lighting quality, they create a positive effect in their performance!'2.

Status is the position of being legally employed by a particular institution. It means the
contractual aspects of work and employment (e.g. distinguishing betwee.n %'&l} and self-
employment and between different types and durations of employment f@r&s?as well as to
the number of working hours (e.g. separating part-time and full-tim%k'). A lecturer who sees
his/herself as being part of the institution tend to be more co@m{é@kl and work assiduously to
meet the mission and vision of the institution'?. Safet i&h@state of being away from hazards
caused by natural forces or human errors randomlyé organization. It also refers to how safe
the working environment of an organizatio .a@&: ompasses all factors that impact the safety,
health, and well-being of lecturers. It is @ren‘[ that when employees maintain good health and
feel safe within the working environtaental conditions, they will be able to render a significant
contribution in the achievema%o-f; organizational goals. Health and safety of the employees are

taken into account in@)@ hysical as well as psychological aspects'>. A lecturer may be safe

from his/her plsceé\work but to be more productive depends on the ability to manage stress.

Stress management could also influence job performance of OTM Lecturers in polytechnics in
South-South, Nigeria. Stress is defined as a psychological and physical reaction to prolonged
internal and/or environmental conditions in which individual’s adaptive capabilities are over
extended. It is an adaptive response to conscious or unconscious threat and can affect an
individual emotional, physical and social wellbeing as well as pose a threat to one’s health if not

dealt with or managed well. It is affirmed that stress shows itself in a number of ways. For
9



instance, a lecturer who is experiencing a high level of stress may develop high blood pressure,
ulcers and other associated problems which could inhibit the job performance of such employee!4.
Anger, anxiety, depression, nervousness, irritability, aggressiveness, and boredom which could
arise from high level of stress could lead to low employee performance as this could also lead to
a decline in self-esteem, resentment of supervision, inability to concentrate, trouble in making
the decision and work dissatisfaction. The experience of work stress is a challenge to the health
and safety of workers and to the healthiness of their organizations. Management of institutions
should have a policy for the management of workers’ health, also employees should device
strategies on how to manage stress. Stress management is the ability of employees to deal with
the pressure of work as well as that of work without any effect on their psychological, physical
and emotional well-being. It has been revealed that when employees are able to manage stress

that emanates from work they tend to be more productive at work!>.

Stress management should not emanate from the employee alone, employers of labour have a lot
to do to ensure that their employees are not over stressed at work as this could inhibit their level
of productivity. It is expedient that employers of labour should apportion to their employees’ job
that they could finish before the close of every work day. Giving employees time to explore and
go for vacation is a way where they could manage stress that could emanate from work as this
could reduce the pressure and tension that have been accumulated from works and make them to
be fresh to duty when they resume work which could in turn boost their job performance!®. Some
of the measures of stress management include emotional labour and job hassles. These measures

were adapted from job demand theory by Demerouti'®.
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Control over job refers to the extent to which OTM lecturers have autonomy and authority over
their work tasks, decision-making, and resources. It also encompasses how much influence and
direction management or supervisors exert over employees' day-to-day activities. Control over
job could be high or low. In high control, management closely supervises and directs employees'
work. They prescribe specific tasks, methods, and timelines, leaving employees @gh little
autonomy. High control can be useful in situations where tasks are standar.diz @&}nre strict
adherence to regulations, or demand a high level of accuracy. While%gﬁ:ontrol O™
lecturers are given more freedom to make decisions, plan their work@choose how to achieve
their objectives. Empowerment fosters a sense of ownership a%%knsibility in OTM lecturers
which could in turn enhance their job performance!'”. ) '$
N\

Support from colleagues refers to the assista.nce‘%couragement, and collaboration that OTM
lecturers receive from their fellow co-work@’\whin a professional or work environment. OTM
lecturers who feel supported and val their colleagues are more likely to stay with the
institution for the long term. This lead to a more stable workforce, reduced turnover costs,

and a consistent level of 0 .’ance and expertise within the organization. institutions that

prioritize cultivating Qlyuportive culture among OTM lecturers are likely to see improvements

in their overg@mance and productivity!'®,

Supp@@g supervisor refers to the assistance, guidance, and encouragement provided by a
manager or team leader to their subordinates. Supportive supervisors play a crucial role in
creating a positive and productive work environment, fostering employee well-being, and
maximizing performance and job satisfaction. When OTM lecturers feel supported by their

supervisors, they are more likely to feel motivated and engaged in their work. Supportive
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supervisors can provide constructive feedback, recognize OTM lecturers' efforts, and create a
positive work environment, all of which contribute to higher levels of motivation, commitment

and job performance!®.

Psychological well-being refers to their mental and emotional state in the workplace,
encompassing factors such as overall happiness, contentment, and satisfaction wit] r work
and life. It is a crucial aspect of OTM lecturers’ health and productivity, as it %!fy influences
their motivation, engagement, and performance at work. When OII\‘/I%%:‘[urers experience
positive psychological well-being, they are more likely to be mofi@gngaged, and satisfied
with their work. This, in turn, can lead to several po i@}:& outcomes that enhance job
performance. OTM lecturers who experience high @ of psychological well-being are

generally more motivated to excel in their roles, %, are likely to be passionate about teaching,

have a sense of purpose, and feel energized @ribute to their students' learning experiences?’.

Despite the fact that several studie@e been done on job performance of employees, the
problem of low job perfom@ﬁ persist because there are several factors influencing job

performance of workis.@

stress management separate variables having relationship with job

esearches have been done in Europe, America and Africa on
work environmentxan
performancef%y of these studies were also conducted in business organizations and very few
in edn@g institutions. The study also will provide empirical evidence on work environment
and stress management taken together as factors that could have significant influence on job

performance of OTM Lecturers in Polytechnics in South-south, Nigeria.
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1.2 Statement of the problem

The issue of academic staff job performance in Nigerian Polytechnics has been attracting the
attention of public educators and stakeholders in education'. Poor educational standard in some
Polytechnics has been reported by notable scholars, including Jemilohun, Babalola and Nkire?!
and Sokpuwu & Ibara?’. The authors also attributed the fallen standard of educationcat tertiary
level to poor performance of academics while it is evident that the unpleasar:t A \Vironment
of academic staff is one of the factors impeding their desire to put up@%performance.
Indeed, poor performance continues to be experienced in various ins{a ions due to some issues
such as: poor commitment to work, poor productivity an@%ﬂ, negative downturn of
performance due to poor working environment, and poc@ivity due to stress related causes.
Hence this work examined Work Environment, ess Management Practices and Job
Performance of OTM Lecturers in South- .e@y‘[echnics, Nigeria. Many researches have
been done in Europe, America, and A@ on work environment and stress management as
separate variables having relationshipwith job performance. Many of these studies were also
conducted in business organiz%qls, and very few in educational institutions. This study also
will fill the gap, prov@%&ical evidence on work environment and stress management taken
together as fi t%\that could have significant influence on job performance of Office
Technology and,Management Lecturers in Polytechnics in South-south, Nigeria.

1.3 Ai@d Objectives of the Study

The aim of this study was to examine the influence of work environment and stress management

on job performance of Office Technology and Management Lecturers in polytechnics in South-

south, Nigeria. The specific objectives are to:
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identify the level of job performance of OTM Lecturers in polytechnics in South-south,
Nigeria;

examine the nature of work environment of OTM Lecturers in polytechnics in South-
south, Nigeria;

determine the influence of work environment on job performance of OTM, Lg&uers in
polytechnics in South-south, Nigeria; . @'&\
ascertain the influence of stress management practices (control%}gb,o support from
colleagues, support from supervisor, psychological well-bej@dﬁ job performance of
OTM Lecturers in polytechnics in South-south, Nigeria@%\

determine the combined influence of work envirc@t and stress management practices

on job performance of OTM Lecturers in pol nics in South-south, Nigeria.

1.4 Research Questions : )\\o

The following questions guided the stud}%'

1. What is the level of job @ance of OTM Lecturers in polytechnics in South-south,

Nigeria?

"
2. What is the r@)@)’%work environment of OTM Lecturers in polytechnics in South-

south, ig@?
1.5 Hypotlse

The n@potheses of this study was tested at 0.05 level of significance.

Hol

Ho2

There is no significant influence of work environment (comfort work environment, status
and safety condition) on job performance of OTM Lecturers in polytechnics in South-
south, Nigeria.

There is no significant influence of stress management practices (control over job
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support from colleagues, support from supervisor, psychological well-being) on job

performance of OTM Lecturers in polytechnics in South-south, Nigeria.
Ho3  There is no significant combined influence of work environment and stress management

practices on job performance of OTM Lecturers in polytechnics in South-south, Nigeria.
1.6 Significance of the Study .

O

The study would be of immense significance to the following stakeholde.rs: Lecturers,
polytechnic management, employers of labour, government and policy \ﬂ%s\, man resource
professionals and researchers. The result of this study would provi TM Lecturers a better
understanding of those factors that may enhance their performagbﬁ%}vould be an eye opener for
OTM Lecturers on how to manage stress properly as w.e& how to balance their work with
family life which could boost their performanc he study would equip polytechnic
administrators with improved management 'a@ to boost the morale of their workforce in
order to enhance performance and qualit%vaching and learning. It would also assist polytechnic
management to tackle the probletn o ployee low performance, since lecturers constitute the
personnel bedrock of polyt ie, academic unit, making them an important indicator of the
working climate by a@)@&g sure that they are committed to the institution, so as to meet its
goals and objectiyes\, In addition, the findings would also help the polytechnic management to
improve onQ the factors that positively influence job performance and eliminating those
contri@ to job dissatisfaction and poor performance. It would also help them to reduce the
work load given to OTM Lecturers which could serve as a way of reducing and/or managing

stress because it could make them to be underproductive.

Employers of labour would also benefit from this study as it would make them to plan for the

career development of employees which would in turn be of great benefit to the employees as
15



well as the institution at large. In addition, it would also help employers of labour to know how
to help employee manage their level of stress by ensuring that their volume of work is not
overloaded so as to make them to be more productive to the institutions.

The result of this study could also be of immense benefit to government and policy makers in the
sense that they will be well informed of the relevance of motivating workers, giving ti@b‘ e out for
workers such as taking leave, creating an enabling work environment that is @ of tension
and harm, where there would be collaborative effort among the staff a%iégould enhance
their job performance. It would also help government to motivate QW@M by making sure that
they are paid as and when due, remuneration as well as promon‘&%')ll these could make OTM

Lecturers to be committed to the institution and thus en a&x thelr job performance. The study

could engender a purposeful and result-oriented hu resource development programme and

ensure optimal utilization of lecturers’ poterc'l)‘&\\o

It is also an entry point to future rm@ﬁers who might be interested in carrying out and
analyzing the relationship betwe}w)ork environment and stress management practices on job
performance. This would a@p?ribute significantly to the body of knowledge, empirically and
conceptually as it onljurther give insight of how work environment and stress management

practices co glten job performance. It could thus pilot future researchers as a reference

mater@r s related to it so as to augment their own study.

1.7 Scope of the study
The study focused on the influence of work environment and stress management practices on job
performance of OTM Lecturers in polytechnics in south-south, Nigeria. The job performance

measures are declarative, procedural knowledge, demonstrating effort and facilitating peer and
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team performance. The measures for work environment are comfort working environment, status
and safety condition while the measures for stress management practices are emotional labour
and job hassles. The study covered OTM Lecturers in both Federal and State Polytechnics in
South-south, Nigeria: Auchi Polytechnic, Auchi, Akwa Ibom State Polytechnic, Ikot-Ekpene;
Delta State Polytechnic, Ogwashi-Uku; Delta State Polytechnic, Otefe-Oghara; @8&) State
Poytechnic, Usen; Ken Sarowiwa Polytechnic, Bori, Rivers State and Port Har olytechlc
Rumuola, Rivers State. The respondents included all Office Techno&%%Management
lecturers from Polytechnics in South-south, Nigeria. This included and female who are in
different levels. The researcher is particular about OTM Lecturﬁafé&cause they are at the centre

of academic activities in the polytechnics who train stu b& to become professionals in their

various fields

N
Q)\

1.8 Limitation to the Study %

Some of the limitations that wete untered in the course of this study included financial
challenge, transportation, rese%:h) personnel. It was pocket draining as the researcher tend to
travel to South-east e@%{h to ensure that the letter for permission to collect data from the
polytechnics h Veégu approved. Also, the researcher had to stay back in the South-south where
the study wa;%g conducted to ensure that the OTM lecturers filled out the questionnaire. Also,
the cc@ transportation was on the high side due to the economic situation of the country.
Sometimes, the researcher had to stay back in the South-south for some days just to cut the cost
of travelling. In terms of research personnel or assistant, the researcher had to recruit another

three research assistants who assisted in the administration and collection of questionnaire to

OTM lecturers in Auchi, Delta and Akwa-Ibom, which came with a cost as well.
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1.9 Operational Definition of Terms

The following terms are operationally defined as they were used in the study:

Performance: This refers to the accomplishment of a given task measured against the set
standard by polytechnics in South-south, Nigeria.

Job Performance: This implies the extent to which OTM Lecturers in polytechnics(\& South-
south, Nigeria are able to achieve their job responsibilities and goals. . '&\
Declarative Knowledge: it refers to facts or information stored in the mer%}?@l‘M Lecturers

that is considered static in nature. . \4%'3

A

Procedural Knowledge: It refers to the knowledge of how to p%f{% a specific skill or task, and
it is related to methods, procedures, or operation of equi;@oy OTM Lecturers in polytechnics
in South-south, Nigeria.

Demonstrating Effort: This refers to the ar@h@ttentional resources that an OTM Lecturer
dedicates to a job task. %

Facilitating Peer and Team Pew This is the process of evaluating the performance of
an entire team of OTM Lect not just an individual.

Workplace Environ@ is referred to the sum of the interrelationships that exists among
the OTM Lect re@ﬁ polytechnics in South-south, Nigeria, and the environment in which they
work. §

Comfc@’orking Environment: it refers to a situation where the work environment is
comfortable for OTM Lecturers in polytechnics in South-south, Nigeria, to carry out his/her duty
without any hitch or hindrances.

Status: This refers to the position of OTM Lecturers being legally employed by a particular

polytechnic in South-south, Nigeria.
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Safety Condition: It refers to how safe the working environment of an organization is and
encompasses all factors that impact the safety, health, and well-being of OTM Lecturers in
polytechnics in South-south, Nigeria.

Stress Management Practices: This is the ability of OTM Lecturers of polytechnics in South-
south, Nigeria to deal with the pressure of work as well as that of work without an)p&ffect on
their psychological, physical and emotional well-being for effective job perfo.rm g&\

Control over job: It refers to the extent to which OTM lecturers in poly%lis%%uth-south
Nigeria have autonomy and authority over their work tasks, decisiqn‘&ﬁ‘g, and resources.
Support from colleagues: It refers to the assistance, encouragem&coand collaboration that OTM
lecturers receive from their fellow co-workers within a p .gf@onal or work environment.
Support from supervisor: This means the assistance, ance, and encouragement provided by
employers or team leader to OTM lecturers j ; nics in South-south Nigeria.

Psychological well-being: It means refe@ the OTM lecturers’ mental and emotional state in

the workplace, encompassing fa@leh as overall happiness, contentment, and satisfaction

with their work and life. %o\

,%Q
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Chapter Two

Literature Review

This chapter deals with the review of related literature. This was done both theoretically and

empirically and the following sub-headings were discussed:
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2.1.2 Work Environment ‘%‘\QO
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2.1 Conceptual Review

2.1.1 Job Performance

Polytechnics over the years have served as training ground of high-level manpower development
for the various sectors of the economy. They also engage in systematic discourse and research
activities, all aimed at ensuring proper human development. Polytechnics are thereforg@;pected
to be agency saddled with the task of extending the frontier of knowledge for. the Q}}ll benefits
of the society. This is because the polytechnics system in Nigeria, as in ar@%untry, cannot
achieve its goals and objectives without effective and efﬁcient,agﬁﬁc staff. The issue of
academic staff job performance in Nigerian polytechnics %%efore been attracting the
attention of public educators and stakeholders in educati.l\%b performance refers to how well
someone performs at his or her work. Job performan s been defined as work performance in

terms of quality and quality expected from .%m oyee. Performance is defined as behaviour

that leads to the attainment of the desire%éults or whether an employee is doing well at his job

O
or not. Q)
N
.\

Job performance is rﬁe)@%e willingness and openness to try and achieve new aspects of the
job which in tu é{bring about an increase in the individual’s productivity. Job performance is
defined as 8: plishment of work related tasks or skill by an employee. Job performance is
inﬂue@)y lots of determinants?. Several contributing factors have been found to impact OTM
Lecturers’ job performance. However, scholars used a job context model that classified the
determinants into four groups - the individual factors, the task characteristics, the economic
factors, and the organizational context’. How satisfied an employee is, is capable of influencing

the performance of such employee. In other words, job performance seems to be a determinant of
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job performance. Job performance can be defined like feeling that reflects whether employee
needs are or not fulfill by the individual job. Scholars stated that the relationship between job
performance and employee performance is one of the most researched areas in organizational
sector®,
AL

The way we engage employees in the work organization also goes a long way at '@vn\cing how
well they perform on the job. In other words, employee engagement is z-%\a r to consider
when investigating job performance’. The academic community ,a ¢s the problem of low
employee engagement and its negative impact on business out%&%}Another equally important
factor while investigating job performance is workplace. c@onment. Workplace environment
plays an important role in an organization. Most of t oblems faced by employees are related
to working environment. The level of p .@i can be increased through developing a
conducive working environment in the o@ization. Workplace environment plays a crucial role

in ensuring employee’s job perfo@ since it may impact employee morale and productivity®.

Performance appraisal/eva‘@ ?s a systematic process through which academic staff are given
feedback on their Re\‘ r %ce and further reward and promotion. Criteria for evaluating OTM
Lecturers of nics can be categorized into three groups: teaching, research and service;
teachi @ the primary assignment of the academic. Teaching includes not only what is
taught but also how it was taught. The current performance appraisal/evaluation is deficient

having placed a greater emphasis on publication and paper presentation at conferences than on

teaching effectiveness which is the beginning of academic excellence®.
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Performance management, particularly performance appraisal aspect of it with regards to
academics in institutions of higher education has not received enough attention from policy
makers and administrators of tertiary institutions in the past, hence, its contribution to enhance
institutional performance and quality appear to have been neglected®. Consequently, universities
adopted a laissez-faire approach to performance appraisal, thus, academic staff members were
not closely monitored in terms of in-class effectiveness. The evaluati(.)n @&\a used in
evaluating the lecturers in Nigerian tertiary institutions today have failed@éﬁ:e the quality

of performance and credibility of graduates of tertiary institutio@tause such evaluation

methods tend to give low priority to job performance?. %’&%\

Job performance was simply mentioned as quantit %quality of the output of each employee
who is working in an organization. But, in Y \es nt scenario employees do much more than
traditionally included in their job descrip%.s. Job performance is an action that involves process
and product (final output). The i%&process can be influenced by an organizations’ overall
performance. It is not only a&m,s that determine one’s performance but also external factors
such as resources, org r@%nal culture and economic, political and social factors. Another
author opined h%&,growing emphasis has been given to employee’s job performance as a
source of competitive advantage to promote responsiveness in enhancing overall organizational
effect@s. They defined performance as the level of an individual’s work achievement after

having exerted effort’.

On the other hand, job performance as the set of workers’ behaviour that can be monitored,

measured, and assessed achievement at individual level. These behaviours are also in agreement
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with the organizational goals’. While some scholars, view job performance as a human
behaviour which the result is an important factor for individual work effectiveness evaluation.
This view implies that organizations’ success or failure is dependent on job performance of the
individuals in that organization®. Performance of a person on a job can be considered as a
function of two different variables. One of these refers to the ability or skill of the.iné-'g}dual to
perform the job; and the second refers to his motivation to use this ability or %}’&\the actual

performance of the job?. ‘@

03

Job performance of a staff in any organization is of paramo.l)ri\i portance in achieving
organizational goals. The success or failure of any organi.za@dependent on the extent of its
performance’. The researchers observe that no or 2@& can exist unless its workers are
highly productive. Performance is goal dirche{%ehaviour under an individual control that
supports organizational objectives. Worke@’}o are aware of current development in their
profession including new knowledé) uisition are positively in position to boost their

productivity index. The essence«ow)aining is to reduce obsolescence to the barest minimum.

Hence development progra@ez}e used productively.

In a rapidly-evolv&g job landscape, employees need to be trained and taught about new
technologies eir applications. With training and development, employees can stay up-to-
date, @w technologies and give up on the old ways of performing a task®. They can finish a
task faster and show improved results with the right training. It will also give them confidence
and enable them to adopt new and better ways to achieve their goals and objectives!®. The
university system is a conglomeration of eggs that need to be trained and retrained so that they

can impact on their students and the society at large through quality research. The training so
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acquired can boast their productivity and by extension help to improve that of the students they
teach. Every effort has to be made to sustain the training opportunities of the staff of the

polytechnic.

In this regard, affirmed that job performance becomes the product of information accessed and
effectively applied on the job for maximum productivity®. Scholars gave the folléu@tamong
performance indicators: quality of work, quantity, timeliness, cost effeotiv@%‘!, creativity,
innovation, adherence to policy, personal appearance/grooming, management by objectives,
etcetera®. Consequently, job performance has become one of" ‘t%‘s 'Siﬁcant indicators in
measuring organizational performance in many studies. ]:Zve @gh performance is oftentimes
determined by financial figures, it can also be meas ough the combination of expected

behaviour and task-related aspects, like the use (& ation, which could as well be used to

measure senior nonacademic staff job perf@&. Job performance is a concept that scholars
have viewed as the degree to which bination of duties (such as teaching, research and

community service) are perform%academic staff of universities'"> 2,

4%'»

N

Academic staff job rfgmance has also been defined as the association between teaching
features and ¢€ @onal success in the classroom!3. Thus, the influence of stress on the job
perfor (@0 OTM Lecturers may be observed by their teaching effectiveness, job
commitmeént, satisfaction and motivation to perform, among others. From the preceding, the
importance of lecturers’ job performance cannot be over-emphasized because of the lingering

and far-reaching effect it may have on the educational outcome of students and the nation'3.
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The use of information motivates and influences job performance of the non-academic staff,
plays major roles in advising students on information on other needs such as course selection,
career success, etcetera, while others make significant decisions that affect the direction of the
institution as a whole’. Authors note that a worker uses documents to understand a task’s related
topics and solve a specific problem. When a worker begins a task, he/she may search the
organization’s knowledge repository for information that will help solve th.e p (@}n\at hand’.
Also attests that in an organizational setting, managers are saddled w@%onsibﬂiw of
efficient allocation of resources for optimal profit or improved pro@\fﬁy. Hence he stressed
that the greatest challenges that managers often face in accom&li&%\g this goal is how to access
and use information for optimal factors combination. In t.e@le vein, senior non-academic staff
in their various departments are faced with comple ks. Therefore, they need to access and
utilize information for optimal productivity7<;\\o
Q>

Job performance represents a cembination of positive or negative feelings that workers have
towards their work. Job perfa%aqce represents the extent to which expectations match the real
rewards'4. Job perfor@%’%ﬁlosely linked to that individual’s behavior in the work place. Job
performance is tlgollection of feelings and beliefs that people have about their current job.
People’s levﬁdegrees of job performance can range from extreme performance to extreme
poor p mance. In addition to having attitudes about their jobs as a whole, people can also

have attitudes about various aspects of their jobs, such as the kind of work they do, their co-

workers, supervisors or subordinates, and their pay'>.
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Job performance can be considered as one of the main factors when it comes to efficiency and
effectiveness of business organizations. In fact, the new managerial paradigm, which insists that
employees should be treated and considered primarily as human beings that have their own
wants, needs, and personal desires, is a very good indicator for the importance of job
performance in contemporary organization. When analyzing job satisfaction, the, lq% that a

satisfied employee is a happy employee and a happy employee is a successful e e is used'®.

N
All attitudes and actions that are controlled by an employee in a w,o@esand which contribute
to the achievement of the goals of the organization are called %@ormance”. The concept of
job performance, which defines to what extent the tar e&% is performed, from an individual
perspective, is the whole of the behaviors exhibited@e employee in order to contribute to the
effort of the organization to reach its goals'® .® all behaviors that employees engage in are
called job performance!®. All activities\telated to the work performed by employees were
defined as job performance. Performance is related to the quality of the way employees do the
job. If employees do not have knowledge, skills, and competencies for the work they will do,

stress on them increas sQn%r while they lose their motivation, their performance may also

decrease?’. 6\,
Q

Job pe ance is a component of the task and contextual performance, and it is the efforts
made by employees in order to achieve work-related objectives?!. Another author defines job
performance as the ability of an employee to achieve the objectives and organizational
standards??. The concept of job performance is related to the existence of features (capacity)

suitable for the requirements of the job, the employee's striving for his/her job (willingness), and
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the presence of environmental elements for the realization of the job?. Job performance, which
plays a vital role in realizing the goals and objectives of the organization, is realized at the same
time by employees’ demonstrating their capacity and willingness in accordance with their job
descriptions and roles, and by receiving the support of the business environment??,
AL

Job performance is an assessment of the efficiency and effectiveness of a wo %}group of
workers?*. In actual terms, employee performance is a component wk@'}e y affects the
company’s profits. Performance may be evaluated in terms of joh s(&'?%csion an employee had
on specific job role over a period of time. The performance of l&%r\en worker will be assessed
relative to job description set out for employees doing y %me work. It can also be assessed

according to the amount of units of a product or serwice that an employee handles in a defined

time frame?*. C@
Q>

As the success of an organization relies mainly on the performance of its employees, therefore,
job performance has becomeg%ignportant objective for businesses?*. Studies have focused on
one or two ways to me @Qmployees’ performance and since many different approaches are
taken, it can b c@anging to compare the results. Overall, there is a lack of an effective and
standardizedQ to assess this performance. Job performance is based on the amount of time
that a@ployee is physically present at his/her job, besides the extent to which he/she is
“mentally present” or efficiently working during the presence at the job. Companies should
address such issues in order to ensure high worker performance?*. Author also demonstrated that
the alignment of functioning work system to employee productivity is a key contributor to the

success of an organization. This alignment as a result would motivate and inspire employees to
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be more creative, and this ultimately can improve their performance effectiveness to accomplish

organizational goals and objectives?*.

Job performance is a central variable in employment relations but until recently has received
little attention. Performance has often been confused with activities over which em.pl@b‘es have
little control such as productivity and output when it is better understood as @mg to the
behaviours which employees display which are valued by their organi QQndlwdual job
performance has been a central variable in much research in em@@nt relations but as a
construct has until recently received comparatively little attem&%when compared with other
relevant variables?®. In part this has been because of an.e@lasm on wider systemic issues in
attempting to understand organizational performance; possibly it is also because researchers
tend to emphasize independent variables an F Géﬁ: urement of performance as a variable tends
to be controlled by people other than th(eb;@archer.
6

One of the consequences of th%ne‘glect has been that the concept of performance has often been
operationalized by mga @Q\'GI‘ which an individual has limited control (eg productivity and
efficiency con On%\organizational constraints) and that therefore confuse the relationship
between predictor variables and criteria. Output is one example of a measure which has been
used fo@lividual performance but which is in fact a reflection of many factors apart from the
individual worker’s efforts such as the work environment, availability and standard of equipment
and resources. Performance can be distinguished from such measures because it refers to the

behaviours which an individual displays whereas concepts like output and effectiveness reflect

the outcomes of those behaviours, which may or may not be within the control of the individual?*
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Authors asserted that job performance of academic staff is important because good quality
tertiary education is an important avenue towards nurturing the students needed for the world of
work; the experienced doctors, nurses and community workers needed for better welfare and
health facilities, the accountants, economists and journalists required for better privatpbb‘usiness
and better governance?. They also maintained that for higher education to de.vel @z capacities
mentioned, it must ensure that their staff are well motivated in order to @5@0 the quality
needed for socio-economic and political development®. . \4%'3
A\
N

The teaching role involves preparing and deliverin @%es, supervision of students in
industrial training, final year project, post graduate s@ts, marking assessments and grading of
scripts. Other functions include developm .'@a omotion of innovative teaching methods,
consultation with students and product%of teaching materials for students. Research role
involves carrying out investigati%gﬁ 1dentified problem(s), presentation of findings of such
investigations in conferencesﬁ@ars and publishing the findings in journals and/or text books.
The third role involv@@e ing services both to the school and the community at large. Such
services include \ding a department, faculty, committee, external supervisor, advisor of
student societies, members of other recognized committees at departmental, faculty and
polyte@ levels — example; sports, graduation, convocation etc. Scholar states that teaching
and research are the core functions of a lecturer and their quality can be improved by hiring the
best scholars and empowering them with good incentives?®.

Job performance is depending on the willingness and also the openness of the employees itself

on doing their job?’. He also stated that by having this willingness and openness of the
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employees in doing their job, it could increase the employees’ productivity which also leads to
the performance. Scholar also explained that to have a standard performance, employers have to
get the employees task to be done on track as to achieve the organization goal or target®®. By
having the work or job done on track, employers could be able to monitor their employees and

help them to improve their performance. Furthermore, a reward system should be .imdﬁe‘mented

N

%\%

This is to motivate the employees in order to perform more on t ei%task. There are several

based on the performance of the employees.

factors that are being described towards the success of jobs’ pe%&%\nce. The factors are such as
physical work environment, equipment, meaningful .\7&% performance expectation, and
feedback on performance, reward for good or bai stem, standard operating procedures,
knowledge, skills and attitudes?’. Perform . t selies on internal motivation but presence of
internal factors such as necessary skills;@llectual capacity and resources to do the job clearly
have an impact. As a conseque%%)nployers are supposed to provide appropriate working
conditions in order to make sn%hg;t performance of employees meet the required standards?.
e

Job performan e%&.been established to be directly related to employees' motivation. This
assertion waﬁ)borated by different management theories since the works of Frederick Taylor
on 'T}@nciple of Scientific Management' in 1911 and Henry Gantt on Works, Wages and
Profits in 1913. Modern employees; motivation management methods have evolved over time
which discredited Taylor's differential piece work rate, and Gantt's “task and bonus wage”
systems. The modern employees' motivation management methods are employees' oriented and

are more effective?”. Also said that people work to survive and live through financial
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compensation, to make new friends, to have job security, for a sense of achievement and to feel
important in the society, to have a sense of identity, and most especially to have job satisfaction.

All employees that have job satisfaction are high performers in their respective workplaces?.

Procedural and Declarative Knowledge - Procedures are a series of steps and/%actions
employed to achieve a task or reach a goal®” 38, Adopting this definition, witliout t@&}regard of
the qualities of procedural knowledge, could lead to what is referred to a: \%rules without
reason”. Executing procedures in such a mechanical fashion which a@ys rules without reason
can often lead to peculiar and unreasonable solutions. In an o%{%on setting at time is often
employed procedure, as are actions which have been s@ arranged to solve a problem, for
example solving incivility®®. In essence a procedure 1s.aroutine, but it can be either thoughtfully
considered, or executed with little considera'cglj\\o
Q>

Procedural knowledge is charac%z&oy some researchers® as the capacity to follow steps in
sequence to solve organizatia%pg)blems or reach an organizational goal. This can comprise a
familiarity with, and @% of, the system of symbols to construct organization setting, but
can also pertai ta\knowledge of procedural rules necessary to solve organization problems?’.
Demonstratitllgfﬁciency observed that procedures can often be interconnected or embedded
within@: procedures, and disagree with employers who may view procedural knowledge to be
devoid of relationships. Again, it appears prudent to reflect on the qualities of procedural

knowledge, rather than to just accept a shallow, ill-considered, and perhaps sometimes

unconsidered characterization of this type of knowledge*’.

34



This acknowledgment of procedural knowledge should in no way be taken as support for a
procedure-first or procedure-only argument. Justifying an over-focus on procedures by asserting
that it is a shortcut to computational fluency is a flawed argument. Researchers have long
declaimed that ‘meaningful’ memorization is more effective than rote memorization, and
researchers linking procedural knowledge to existing conceptual knowledge is require@bginking
procedural knowledge to conceptual knowledge can; make learning facts an.d p @}es easier,
provide computational shortcuts, ensure fewer computational errors, 3%@%@ efficiency.

Procedural knowledge connected exclusively or largely with othe\ -eonceptual knowledge

tends to yield more error-prone, rigid, short-term, or isolated gai %1 would more conceptuall
ptually

Procedures are connected with underlyin %, students are able to better retrieve and

connect procedural knowledge.

employ them?®®. Procedural memory is p@osed as the system containing knowledge of how to
do things. This kind of knowledge guides both physical activities and (partially) cognitive skills
like playing chess or speaking%upublic. Usually, many trials are needed to acquire procedural
knowledge, although @@eaming does occur. These skills are hard to express verbally, if at

all; the only éayéqhow their presence is by means of performance. It can be argued that

procedural memory is relatively autonomous in relation to declarative memory in a number of
ways.@rtain times, workers are no longer able to collect or recollect new (declarative) facts.

However, they are able to acquire new procedural skills, although sometimes slower and more

painfully than normal®®.
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Declarative memory is responsible for what cognitive psychologists traditionally consider to be
knowledge, that is, storage of facts and events. Declarative knowledge is symbolic knowledge,
sometimes subdivided in semantic and episodic memory. Declarative memory affords an
individual the capacity to store associations, and to do so in a single trial. It stores information in
propositions the truth or falsity of which can be verbalized instantly. The systerpbcontains
knowledge that can be thought and spoken about explicitly. There are exc.epti %}this rule,
however, as in the case of memory for faces; these are very difficult to de%;\'e ally®.
: \%w

Declarative knowledge is not conscious until it is retrieved@b&%\ms such as questions. The
retrieval process is not consciously accessible either; an @ual can only become aware of the
products of this process. It is also a very selective progess. A given cue will lead to the retrieval
of only a very small amount of potentia °£éﬂ le information. Expression of declarative
knowledge requires directed attention, as@osed to the expression of skills, which is automatic.
The ventral stream of visual analQS\is)%primarily concerned with object recognition. The dorsal
stream is concerned not witb;%e&pg where but mainly with seeing how. This division bears a
strong correspondenc %%Vision between declarative and procedural memory. Although the
anatomical co e%&.of these divisions differ considerably, the functional correspondence is
striking™. Té

parallels unite a physiological approach with a psychological view on vision

and its@ion to action upon the environment3®.

Facilitating Peer/team performance - The goal of peer evaluation in a collaborative environment
is to have the evaluators rate themselves and their teammates on how well they carry out their

assigned team functions, meeting attendance and preparation, contributions to the team, and
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cooperation®’. Research has shown that the purpose of the evaluation has a large effect on how
these evaluations are completed. For example, a formal evaluation used for assessment purposes
versus an informal evaluation used for development is more likely to be inflated or may inhibit
cooperation. Additionally, evaluations focused on evaluating effort were more unreliable than

those focused on achievement®. However, peer evaluations used for development progesses (e.g.,

their collaborative work. ‘%\
. \‘%'\

There are many benefits to using peer feedback to evalu%é&cc'b laborative activities. Peer

at the middle of the semester), can have a potential to improve their team skills 5@& the end of

evaluation allows for aggregation of different points of V@lich helps to partially remove bias
in evaluation. Evaluating peers demonstrates gains in skills such as cognitive challenge and
development whereas evaluating yourself i ‘\e meta-cognitio. Peer evaluation allows for
true measurements of interpersonal skillS\team-work effectiveness, and individual’s strengths
and weaknesses®. Team can be sc%éd as a group of people who work together to achieve the
same goals and objectives fom;% good of the service users and organizations in order to deliver a
good quality of sewi@)@%mlding, planning events and activities have the potential to bring
the people you r@wed to a strong sense of direction, workable plans and solutions, a powerful
feeling of bgﬁng with and on the team and clear strategic customer-focused values. Poor
team g and planning sessions bring disillusionment, low morale and negative motivation
of the entire organization.

Team work is the ability to work together towards a common vision. Teamwork is a fuel that
allows common people to attain uncommon results. Collective action is widely recognized as a

positive force for teamwork in any organization or institution to succeed. Teams enable
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individuals to empower themselves and to increase benefits from cooperative work engaged on
as a group. Getting together with others also can allow individuals to better understand the
importance of teamwork and how the organization operate as well as promote the culture of
teamwork success. Without teamwork houses take long to build, government collapse and
companies are outshined by their competitors in the market and lastly without teamw people
lose their inspiration®. &
&

Teamwork is the concept of people working together cooperatively, K Sales team, sports team
etc. It has also become so valued that many large corpora‘uons&% developed specific tests to
measure potential employee’s teamwork ability. Hence, 1&@5 become important goal in most
work places, the belief is that teamwork gives empl a sense of ownership and encourages
cooperation. Team has been around for as y XE yone can remember and there can be few
organizations that have not used the te%in one sense or another. It is common to hear of
management teams, production @ewice team or even whole organizations being referred
to as teams that is, many orgaaizations today are moving towards “team based” approach to work,

this means that WOQBQ a«teams is the basic method used to get work done in these

organizations>’ ; éﬁe is no question that today’s emphasis on teams is more than just a

management fa

o\

Research in organizational effectiveness has repeatedly validated the view that teams are
valuable to an organization. However, teams can be done right or they can be done wrong. When

done well, teams can bring a lot of good things to an organization. When done poorly, they can
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sap motivation out of an organization faster than almost anything else. Ineffective teams are a
bad sign for the future of an organization. If we’re going to do them, we need to do them right.
The key elements to successful teamwork are trust, communication and effective leadership; a
focus on common goals with a collective responsibility for success (or failure). However,
without trust and communication the team will have difficulty functioning effective]y®

N\
The whole process of organizational teamwork must begin with a compal%}?eghip team that

creates a business strategy and a focus on the critical goals of the Wse. Next there is the

A

process of communicating the vision, values and mission of theﬂ%%nization to a team, or teams
that will be responsible for planning and executing the ; '%n and building trust in the teams
and within the teams to carry out their assigned responsibilities. Marketing plans, as well as other
operational plans, will succeed only with ’ ‘%ws planning and execution®®. Team can be
defined as a group of individuals who wotk collectively to achieve the same purposes and goals
to provide an excellent quality seg&es. Teamwork has the ability to enable the members of
the team to have a higher levﬁfoﬁ:motional security, self-confidence and the ability to plan and

decide with others @i% Also, it helps in creating a healthy work environment with

workable agen aséeative activities, positive strategies and values.

On th@r hand, the absence of teamwork’s concepts and strategies can lead to occupational
failure, disappointment, low morale and poor productivity which threatens the entity of the
organization?”. The employees, who work in an organization that does not have a strong concept
of teamwork, usually fail to deliver the expected results and to achieve the goals and visions of

that organization. The presence of teamwork concept is a necessary rule to help the employees in
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working together towards common aims and goals creatively. The work performance of the team
is higher than individual performance when the work requires a broader scope of knowledge,
judgment and opinion. Teamwork can be accurately defined as a group of individuals who work
cooperatively to achieve a specific task or goal. This skill has become appreciated that many
large organizations have designed special tests to determine the abilities of their employees to

work on teams®. Therefore, teamwork ability became an essential skill that eV?‘@orker must

have in order to be accepted in the job. ‘@
: \%w

The idea or concept of teams has been applied many centuries é&%ﬂng the establishment and
development of human civilization, that is why it is a ve y N@able and important concept in any
occupational and developmental process. There is no t that teams have a powerful impact on
the performance of the employees and the it &405 the organization®®. The studies that have
been conducted on the subject indicate@t the concept of teams is valuable and helpful to
facilitate the developmental %gd in the organization and to enhance employees’
performance’!. The need ta%aq’less individual potentials through working in teams has
necessitated the shift @)@%king alone to working in teams which requires that employees co-
operate with e 1, share information, confront differences and sublimate personal interests
for the grezé%d of the team. A team can be defined as a group of people working toward a
commonyggal. A team is seen as a group of people who work interdependently to solve problems
or accomplish tasks for which they were setup for. A team can also be defined as a group of

individuals who come together or are brought together with the aim to achieve some stated

objective(s) within a given time frame.
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Team offers individuals and organizations several benefits that help them in achieving
development and performances. Some of these benefits include better solution to work problems,
improve co-operations, and better production as team members always hold each other
accountable and drive each other to focus on efficient work techniques. Besides, by focusing on
team’s goals in workplace, employees create more friendly competition and useoge team
pressure influence to keep each other motivated to accomplish set targ;ets @%}jectives“.
Effective teams in organizations make all the differences in the achievem%}égrporate value

creation, growth, and attainment of the predetermined and emergqn@s’and objectives of any

organization. %\
: &

The use of team-based structures in organization h@refore been seen as a vital approach to
develop employees and utilizing their talen .o)ésh ce organizational productivity*?. The need
for effective teams has thus brought @t extended interest in team-building to improve
organizations’ functioning, as ll% to achieve better organizational results, just as most
managers now consider team%)obe more flexible and responsive to changing events than are
traditional departmer@)@%er forms of permanent grouping in organization. Moreover, in
seeking for eff ct%simplementation of organizational objectives and development of resilience
capacity, tlge re now more shifts from working alone to working in teams as it requires
emplo@to cooperate with others, share ideas and information, and pull effort together to
confront challenges and differences??.

The collective effort of employees, especially teams, which are pulled in one direction in line
with objectives of an organization, results to more enhanced performance and productivity than

effort of individual or smart employees that pull in different directions or even in same
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direction®*. The importance of effective and well-coordinated team building process is vital as
performance of well-built teams easily translate to overall organizational performance®*. Team
building thus has emerged as one of the most important group phenomenon use by organizations
to harness the energies of all employees to determine their strengths and maximize both group
and individual productivity. . ®
&

Authors notes that teams have come to be considered as an essential com%‘sip the operation
of organizations in today’s business scenario. Hence, teamg @Wpossess a definable
membership, group consciousness, and a sense of shared purpés’éD\Additionally, teams help in
maintenance of standards of conduct, and facilitate contri.bt{ to work accomplishment. Teams
thus offer individuals top opportunity to tap into the ledge, skill, experience, and expertise
of others who are members of the group w ‘exliibit them or teach other team members as they
carry out job task as a team. The import%g of teams in organizations has made scholars like’*
36, to advocate for what they re% team-based family culture in every organization if an
organization desires to tap in%employees’ abilities and motivation, competencies and whole-

hearted commitment (o :d@ %ae organization forward even past the level of productivity that it

desires®°. 6\,

In or@%ns, team building seeks to maximize both individual and group productivity
through the attainment of organizational goals, and also meant to integrate organizations lower
level staff and the top management so that they can work more effectively and produce more
profit. One of the major aim of team building is to change the behaviour and attitudes prevalent

in the organization, which are almost independent of who actually works there, and instill a sense
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of interdependence and cohesion that generate commitment to the organization. Its focus is to
specialize in bringing out the best in a team to ensure self-development, positive communication,
leadership skills and the ability to work closely together as a team to solve problems. Effective
team building must thus, be based on the skills, abilities, and competencies of the individual
team members. .
o

&

Teamwork is essential in an organization in that it is only when the»s@\?g strengths of
individual team members are joined with shared goals, and a foqug&:b,llective performance,
will the benefits of a team at work begin to manifest. Teamw%%\ps organization members to
work well together, and improves productivity, mo.d&nd the overall quality of the
organization's product or service. It also helps to resolyeconflict between staffers, and can make
a huge contribution to organizational p, .b‘éiwi and effectiveness®®. Few trends have
influenced job as much as the massive @emen‘[ to introduce teams into the workplace. The
shift from working alone to wotking.on team requires high level of cohesion, collaboration,
communication, trust and corn%itnglent by employees. Team building is essential in organizations
to make them a bett@@f work. An organization that encourages and build up effective
teams is incllii%@anning for effective collaboration of all team members, increase job

satisfaction and\lead to them exploiting their talents and improving productivity, as well as make

emplo@feel more positive and confident at work.

2.1.2 Work Environment
The environment is man’s immediate surrounding which they manipulate for his existence.

Wrongful manipulation introduces hazards that makes the environment unsafe and impede
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human existence. The workplace entails an environment in which the employee performs his
work assignments while an effective workplace is an environment where results can be achieved
as expected by management. Physical environment affects how employees in an organization
interact, perform tasks, and are led. Physical environment as an aspect of the work environment
has directly affected the human sense and subtly changed interpersonal interactiowd thus

employees’ commitment. This is so because the characteristics of a room or a %@}of meeting

for a group have consequences regarding employee’s commitment and sati \1)5 evel.

: \%w
The workplace environment is the most critical factor in l%i{%} an employee satisfied in
today’s business world. Today’s workplace is differ@verse, and constantly changing.
Workers are living in a growing economy and ha most limitless job opportunities. This
combination of factors has created an envir@ ere the business needs its employees more
than the employees need the business“o.@’very company in general has the goal of increasing
the work productivity of its e 10)%@5. In some cases, productivity is measured taking into
account performance improva;%r@ when there are fewer absences, fewer employees leave early

and fewer breaks. @Qﬂam factor that must be considered by companies in an effort to

improve work pr ivity is the comfort of the work environment. The work environment is
eé carry out work activities every day. A comfortable work environment provides

where emplg
a sense ecurity and allows employees to work optimally. The work environment can affect
employee emotions. If the employee likes his work environment, then the employee will feel at

home in his workplace, carry out activities so that work time is used effectively.
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These physical factors include the width of the workspace, lighting, noise, air temperature in the
workplace, color of the room, cleanliness and music in the workplace*'. The work environment
in an organization can be a big determinant of the level of worker productivity. This opinion was
supported by scholar who in his research found that the physical work environment consisting of
office space, lighting, color, air, music, noise level had a significant influence on@ployee
productivity*!. Conversely, a poor work environment will have a large impac.t 0 @'{;}alth of its
workers and can reduce feelings of excitement, enthusiasm and progress @1. ut in a study
conducted stated that physical aspects in the work environment hm‘&on-signiﬁcant effect in
influencing work activities of employees. This is because tl&{g%\sical environment in small

e
companies has an impact on increasing employee work a@s‘”.

Every organization wants to have empl °e®h the necessary skills for achieving its
organizational needs, employees who are(¢@mmitted to organization and have high performance.
Therefore, any organization comgpeti ‘po‘r the best employees, need to do something to attract
potential employees. One o&%eoﬁhings that can be done to attract potential employees is to
establish a pleasant w@@%\rironmen‘a Workplace environment involves all the aspects which

act and react og %&body and mind of an employee. A rested mind is a catalyst for employee

performance* . “\Work system policies form part of the work environment that can motivate
emplo@n the job, help to tackle the low morale and high degrees of stress that can lead to
underperformance since the employees get tired of juggling work and life responsibilities*2.

In the past couple of decades, a number of empirical studies have investigated the work

environment and its relationship with retention outcomes®, organizational performance*’.

Empirical research on work environment has examined at least two major issues; Firstly, a
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number of empirical studies on work environment factors*’. These studies have primarily
examined the different factors and detailed process of work environment. The second group of
studies focused on direct effect of work environment components on performance**. Despite the
growing empirical studies on work environment and employees’ performance, it is worth noting
that besides the employees’ productivity in terms of output measure, other aspects.oﬁg}ployee
performance such as job satisfaction, employee’s effectiveness, employee.’s C '\tment and
morale are not equally treated as important variables. Hence, very lir@u es have paid
attention to these measures. Thus, a significant part of work envil;o@'},iterature has strongly

emphasized the contributions of work environment®, %’&%

Work environment consciously involves the proce@ensuring quality of life, improving the
degree of satisfaction derived from the wot’)&éﬂ roviding opportunities for growth, creating
safe and healthy workplaces, increasin@eative and critical use of work system initiatives
leading to workers effectivenes&)@ﬁork environments as the forces that are currently and
continually influencing pagmance, motivation and employment relationship. Work
environment comprisgs @%ﬂetwork of inter-relationship existing among the stakeholders and
the environment %\mhich they operate. Work environments impact not only the commitment,
satisfaction, aptitude, and performance but also have long-term effect on employees’ health and
emplot continuity**. Interestingly, work environment focuses on working hours, working
space, equipment and facilities which are components of physical work environment
compensation packages, training, job security, job enrichment, organisational culture and change,

staffing functions aliening with work system, promotion, among others®.
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Work environment significantly contribute to increased staff performance. Over the last decades,
physical work environment and work system have become complex due to the changes in several
factors such as the social environment, information technology and work processes*. A situation
where workers are mentally and ardently fit, their passion to work will be enhanced and their
performance outcomes will ultimately be amplified**. A proper workplace environme‘xﬁreduces
absenteeism and as a result strengthens employees’ satisfaction. Researcl.l i % positive
reactions to enabling work environment strategies such as the work p%}e ; job designs,
environment and facilities design*’. Working environment plays ,aq{%gdrtant role towards the
employees’ performance. Working environment is argued to ébr&%a\immensely on employees’
performance either towards negative or the positive out(@ * Most people spend fifty per cent

of their lives within indoor environments, which gréatly influence their mental status, actions,

abilities and performance. Q.;\\o

Workplace environment is com&si}@;ﬁ of three major sub environments which include the
technical environment, the hu(%m?nvironment and the organisational environment®. According
to them technical em@)@%refers to tools, equipment, technological infrastructure and other
physical or tec qékﬁlements of the workplace. The human environment includes the peers,
others with v‘$ employees relate, team and work groups, interactional issues, the leadership
and m@emen‘t. The human environment can be interpreted as the network of formal and
informal interaction among colleagues; teams as well as boss-subordinate relationship that exist
within the framework of organizations. Such interaction (especially the informal interaction),

presumably, provides avenue for dissemination of information and knowledge as well as cross-
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fertilization of ideas among employees. Of course, it has been established in previous studies that

workers’ interpersonal relations at workplace tend to influence their morale®.

Hypothetically, whatever affects morale on the job is likely to affect job commitment. The third
type of work environment, organizational environment includes systems, procedums(&r‘actices,
values and philosophies which operate under the control of managem.ent. Q?g}nizational
environment refers to the immediate task and national environment wher@géglzation draws
its inputs, processes it and returns the outputs in form of prodgkd‘%my services for public
consumption. The task and national environment includes fa%@mh as supplier’s influence,
the customer’s role, the stakeholders, sociocultural fac@e national economy, technology,
legislations, managerial policies and philosophies. Ml) these go a long way in influencing
people’s psyche and attitude towards work“?(lj\\o
Q>

Work environments have many prop CQ; components or factors that may affect both physical
and psychological well-being%quorkers. How well employees engage with factors in their
working environmen@@%ces to a great extent their error rate, level of innovation and
collaboration itl@ber employees, absenteeism and ultimately, how long they stay in the job
which is a $&0n of their commitment towards work. Scholar identified twelve factors in
workp@environment which either lead to engagement or disengagement of workers. These
factors include: goal-setting, performance feedback, role congruity, defined processes, workplace
incentives, supervisor support, mentoring/coaching, opportunity to apply new skills, job aids,

environmental factors, and physical factors®.
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In a typical working environment, significant components are physical and behavioural
constituents. Elements which are associated with employee’s aptitudes to attach physically with
the office environment are called as physical environment. While the office occupier etiquettes
with each other are interconnected through the behavioural environmental components. Office

environment positively affects the behaviour of individual employees. Thus, the excellence of

working environment acts as an essential function in determining the level %?'p}oyee and
fi

worker motivation, productivity, and performance*. How well emplo » liated to an

organization, affects how employees behave within an organizatiﬁcﬂ;ings including: their

motivation level, innovative behavior, absenteeism, interacti(%@h other employees and job

Employee productivity is the most signifé;@rest nowadays, and it is affected by the

retention.

working environment in many ways‘”.%gan play a positive or negative role depending on
prevailing physical conditions indthe %‘Eing environment. In developing countries, most of the
workplace environment in @s{ries is insecure and harmful. Healthy and safe working
environment can tak%@&entral role in increasing productivity; unfortunately, most of the
employers co idé\'u; as an extra cost and do not spend much on maintaining comfortable
working env%ent. Furniture design, ventilation, noise, light, supervisor support, workspace,
comm@tion, fire safety measures affect employee productivity. Employees are facing grave
environmental troubles in their related workplace, especially in the software industry, which
causes complexity in supplying essential amenities to ameliorate their level of performance.
Working environment is one of the most important components which influence job performance

within organizational settings. In today’s competitive business environment, monetary benefit
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alone is not enough for employees in order to achieve higher performance levels. However, a
combination of monetary and non-monetary rewards is more effective in achieving higher levels

of employee performance, which leads towards achievement of organizational goals*’.

Classification of Work Environment - Work environment is grouped into twaqs, Internal
environment and External environment. External work environment is a resqlt 0 @}ks such as
custom and laws of the community within which the business operates.@éys the weather
condition and policies outside the work environment*’. The intemﬁm environment largely
focused on the determination of specific goals and objectiveé&%aki at fulfilling the mission.
Objectives are normally focused on performance andb@d specify desired achievements.
Importantly, organizations continually evaluate the nges that are needed to achieve the
objectives and goals. Some strategies relat .%ﬁ such as improving the physical workplace

setting, procedures for work overtime @ch contribute to employee retention, creating and

developing workable system in e@g effective workforce®*.

N
The Physical work S%@%work system are key components of work environment that leads
to employee pe f(@«mce. A physical work environment can result a person to fit or misfit to the
environmentlﬁe workplace and it is also known as an ergonomic workplace. There are some
factor@physical work environment which help employees to perform their job more
effectively and which leads to enhance their job satisfaction, such as lightings, the floor
configuration, office layout and also the furniture layout*®. Employees are affected by the
environment of the place they are working and by having a good environment, the employees

could apply their energy and their full attention to perform work*. Thus, to ensure employees’
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satisfaction and workplace performance, organizations must provide a suitable environment that
is noise free, adequate office spaces*, appropriate work tools and furniture. Organizations are
expected to identify areas where there is poor ergonomics workstation that contribute to stress
outcome such as employees’ dissatisfaction, poor performance, complaints and perhaps,
intention to quit the organization as a result of stress. . ®
&

Safety condition - Safety condition is the concern of human we@%at, this day,
industrialization and service giving sectors development is accelerg@msulting in workplace
health problem booming. Workplace safety nowadays are co%&% as a driving force toward
finding solutions how to prevent it from the polytechnic ?&@qic staff negative consequence®®.
Safety programs should be a major priority for ma ment because they safe lives, increase
productivity, and reduce costs. This safe . p@ms should stress employee involvement,
continued monitoring, and an overall %Llness component. Work safety requires that safe
working conditions should not olit%égniﬁcant risk of people being rendered unfit to perform
their work. Safety at work isA%rc{ore aimed at creating conditions, capabilities, and habits that
enable the worker an@%&organization to carry out their work efficiently and in a way that
avoids events k@would cause them harm. It is clear that safe working conditions have an
effect on the‘$m of workers, which in turn impacts on efficiency. This implies that employees
worki@a safe condition are likely to perform in a way that will not cause them harm®.

In order to maintain a safe and healthy work place, workers and supervisors must be taught to
keep a safety mind set. Such mindedness does not always accompany the acquisition of skill or
knowledge on equipment operation. Most persons learn how to drive an automobile, for example,

with relatively little difficulty. An attitude of maturity is however, necessary. Though employers
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are required to design and maintain safe and healthy systems of work, the concomitant duty of
the employee is to behave in a manner that safeguards his or her own health and that of his/her
co-worker®. The concern for safety is legitimate in every context of human enterprise. In
schools, for teaching staff’s safety to be guaranteed, the equipment available should be properly

maintained and installation for non-existent ones done according to the health ?181‘ safety

&

%\%

Comfort Working condition - Working conditions are no doubt criti their overall well-bein
R &

policies®.

and performance in their duties. A review of past studie%&%}vs that improved working
conditions impacts positively on employees’ performilgﬁ mployee working conditions is
essential to customer satisfaction and organization ‘performance in competitive environment.
Decent facilities make additional contrib, ’d@t teachers’ work. Employees value work
conditions as essential ingredients to @r satisfaction; requiring regular maintenance and
replacement of facilities that aid%&bmfort and reduce their stress of abandoning their duties
in search of convenient plaﬁ\ﬁhere comfort facilities are not only put in place but also
maintained regularly fo @%m enjoyment of their workforce>?.
N
Q

Working conditions are created by the interactions of the employees with their organizational
climate@orking conditions according to him include psychological work conditions and the
physical layouts of the job. However, working conditions generally encompasses a range of
issues from work load and scheduling to systems-wide issues like professional identity to scope
of practice. For the purpose of this study, working conditions should be seen in the light of

facilities that aid employees while at work for their convenience and comfort on their job
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performance. Working conditions on the other hand are created by the interaction of employees
with their organizational climate and this includes psychological and physical working
conditions. Working conditions include workforce issues and workplace issues. Generally, they
encompass a range of issues from work itself to sanitary facilities and other conveniences that
aid employees in the discharge of their responsibilities>. . ®
&

Status - An employees’ job status is the actual ranking that exist in a V\@i nment which
may sometimes be in levels or grades. In Polytechnics in Oyo S@ngria, both level and
grade are used together to rank an employee. Thus, officers on_grade levels 1-5 are classified as
lower level officers, while those on grade levels 6-10 an { @5 are classified as middle and top
level officers, respectively. We live in a world full o chmarks, categorizations, rankings, and
hierarchies. Many managers think that cate@f@workers and giving them feedback on their
performance in work situations inspires t%g to become more competitive, work harder, to catch
up, or excel even more. In fa¢t, opposite may also happen wherein workers become
complacent, docile, and de-m@,%aged because of their rankings and categorization®>.

e

People find the %&‘; in current status of a job which they occupy and place their priority either
as higher orllém Scholar emphasized the role of context as opportunities and constraints that
affect@ccurrence and meaning of organizational behaviour as well as functional relationships
between variables. It is likely that the three dimensions of discrete context identified; the task,
the social environment, and the physical environment are substantially different for higher-level
and lower-level employees®®. An individual or staff who are ranked high and given senior

positions may think that since they are atop, why try harder in terms of work performance again.
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On the other hand, those ranked low may become depressed about their work and give up. Job
status is often identified as one of the factors that influence one’s perception towards one’s job.
With this thought in mind, a subordinate employee may perceive her/his job as an avenue of
starting a career in life. As a result, she/he tries to work harder, whereas the senior manager who

has been in the job process for some time may be somehow lackadaisical about the ‘%b and as

N

%\%

In any well-established institution, staff work under Varietiqs j6b statuses. Working

such become less productive.

arrangement might be described in one or more of these terms&%a}nely, permanent, part-time,
fixed-time, contractor, consultant casual, zero hours, s K& hedule seasonal agency, office
holder, and volunteer. In addition, it was argued that there are three major forms of casual
workers, they include, those directly emplo d ’%ﬂ rm on a casual occasion, season fixed term
or temporary basis; those supplied by a 1 r broker (i.e., outsourcing firms) and; those that are
characterized by dependent eco%@tions disguised and treated as commercial contracts.
Independent contractors and lx%&,based workers fall into this category of a typical worker.

Q)QQ

There is a wid;spéd,belief that permanent, full-time employment is gradually declining across

the globe, while non-standard employment is expanding. This assumption is however not
unequ@lly supported with empirical evidence’. The same holds for job tenure: even in the
years of the financial and economic crisis it did not drop very drastically in most countries®.
Recent figures from the European Labour Force Survey (LFS) indeed show that on the one hand,
European labour markets are in motion when it comes to the relative importance of employment

status categories. On the other hand, note that many countries have seen large changes in the past
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20 years. The most important aim of this study lies with examining the associations between
specific forms of employment, on one hand and job quality and quality of working-life, on the
other hand. Until now, policy makers were usually more interested in macro-economic and social
consequences of (non-standard) employment at the level of national economies, or relations with
socio-economic factors at the individual level (such as poverty, labour marketschances,
employability, gender-related consequences)’®. While seldom studied, it .is & exploring
whether certain types of employment prove to be structurally associated @s%vourable job
quality or quality of working-life related outcomes (for example, s‘&ﬂ\mal health and well-
being, financial hardship, opportunity constraints, work-p%%\mterference, etc.). Recent
literature on labour market dualisation, already SK{&@& there exists a certain kind of

clustering between job status categories, earnings, andertain socio-economic worker profiles™.

S
Q)\

Although the subject is relatively undef®studied, from the existing literature some evidence
emerges regarding the relation b@ employment status and job quality. In countries with a
strong polarization of the labﬁmarket, a larger number of low-quality jobs are found. While
there are only small @f@%s in working conditions between permanent and non-permanent
contracts, there isQ ak but significant relationship between having a non-permanent contract
and low time control and lack of skills. There is also a significant relationship between having a
non-p@\ent contract and low job control. Similar relations with less favourable job quality
outcomes are seen for indicators of employment precariousness and for a typology of
employment quality types®. The specific patterns in job quality (job control, co-workers support,
superior support, unwanted social contacts at work, time pressure, environmental exposures and

ergonomic exposures) for each of the five job types they revealed, with the categories of
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precarious workers in the least beneficial position. Nevertheless, the general picture of the
relation between employment status and job quality knows notable exceptions. In some cases,
nonstandard employment presents itself as an interesting challenge, a welcome response to

worker-desired flexibility or as a stepping-stone into the labour market®.

AL
Self-employed, in general, experience more autonomy, self-determina.tio @om and
motivation in their job . Some studies have pointed towards considﬁ%&%iation in job
quality among the self-employed, with small business owners a pendent self-employed
being in a less favourable situation than economically ingéik%}ent self-employed, liberal
professionals and large employers®?. Theory of work .djg ment backing work environment
requires that certain tasks are performed, and the “Wadividual brings up the needed skills to

perform the tasks. As an exchange relations@@en the individual and the environment), the

individual also requires certain compe@ion or rewards for work performance and certain

preferred conditions, such as a sa@omfortable place to work.

"
For the interaction t(Qe)@lR:tained and job to continue, the workplace environment and the

individual mus céinue to meet each other's requirements. In exchange, the more closely the
re

reinforcers f

satisfy gh their work, the more likely it is that the person will perceive the job as satisfying.

rds) of the role or organization correspond to the values that a person seeks to

And satisfying indicates the work adjustment of the individual with the work environment and of
the work environment with the individual. Work adjustment is the process of achieving and
maintaining correspondence (where correspondence is the degree to which individual’s needs

and environment’s needs for the job are both met). Since satisfying indicates adjustment and

56



satisfying comes from the ability of the environment to meet up with individual requirement (in
terms of needs or rewards), then satisfying may be seen as a predictor of job commitment.
Theory of work adjustment adapting or measure work environment and also describes or
explains the relationship among individuals at work and their work environment. The theory also
revealed that for employees to be productive and for his job to be adjudged as being sg&'%factory
in the organization, they must possess the ability to perform office routine , attend to

information request, perform work schedule on time, ability to proffe\%}) to problems
among others. . \4%'\

2.1.3 Stress Management Practices 6&%\

Stress is a universal phenomenon that every living or%&@ experiences. Regardless of age,
gender, occupation or socio-economic status, humans‘experience stress. Hans Selye, the father of
the modern concept of stress in 1975, de i ﬁ as the “spice of life” in which complete
freedom can only be attained at death. F%(')rs, situations or conditions that tend to cause stress
are generally referred to as “stres >, Stress may be physical, biological, emotional or
psychological and can be f%nq everywhere (including at home, work and in a social
environment)>>, Non@%&ven though stress is unavoidable, its effect can either be beneficial
or harmful to an i idual. Scholars have revealed that the harmful nature of stress affects two-
thirds of thgu ber of people who visit doctors>®- 57, It has also been disclosed that seven of the
top le@ causes of death are directly linked to stress®® >°. Given this outlook, stress can be
considered one of the most formidable health and performance threats of the 21st century. This is
because no one is immune to stress®” ®! since it occurs in every occupation®?.

The 21st century is marked by the rise of globalization, Information Communication and

Technology (ICT) advancement, digital revolution and knowledge based economy with its
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related gains, shortcomings as well as stress. Stress is defined as person's response to
environmental demands or pressures. Stress can affect the way employees perform their jobs.
Some of the factors that cause stress at work can be modified if identified. Stress causes
unevenness in worker's life for the reason that it leads to depression and thus damages health,
attitude and work behaviour. According to Dorland's Medical Dictionary, Stress is defined as an
organism's total response to environmental demands or pressures. Stress in 1.1u ’Sesults from
interactions between persons and their environment that are perceived a%&}n or exceeding
their adaptive capacities and threatening their well-being®. . @W
N

The element of perception indicates that humans stress y %le caused by stressors responses
reflects differences in personality, as well as differenées in physical strength or general health of
individual worker. Job stress often result .@V rious interactions of the worker and the
environment of the work. In some situ@ns, location, gender, environment and many other
factors may contribute to the bui% stress®. Stress can be positive when the situation offers

an opportunity for a person !Q%&L,n something beneficial. Strong normative commitment to an

organization for inst@ag override some of the negative effects of stress at work place.

even injury.

o\

Negative physical symptoms of stress can appear in the form of headache, physical health

Similarly, theri a@egative indirect effects of job stresses. Job stress can lead to poor health and

decline gradually, which is included in physical symptoms such as increased heart rate, blood
pressure, physical exhaustion, low performance, low productivity, heart palpitations, muscular

tension, fatigue, difficulties in sleeping like insomnia. Disturbance in gastrointestinal (such as
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constipation and diarrhea) and dermatology concern disorders®. Besides, the psychological
considerations of symptoms such as discouragement, depression, anxiety, irritability and unable
to cope at work, anxiety, tension, confusion, frustration and anger, boredom, job dissatisfaction,
mental fatigue, decreased intellectual function and lack of concentration and declining
confidence®. .
o

&

Stress at work place may results in behavioural symptoms such as ag@, n increase in
absenteeism or sick days, creativity reduction and less power of] takdug nitiative, diminishing
work performance, interpersonal relationships disturbance, i%%\lty, facing impatience and
frustration, losing interest at work place and loneliness. S.@fepeatedly occur as a consequence
of the supposed demand placed on an individual eit y the organization, school or even in a
relationship surpass the capability of the p@w ndle. The way and manner to manage the
stressful conditions become an issue of gieat concern®,

Occupational stress, known as prgfesSional stress®, job stress or work-related stress, is an aspect
of stress that an employee orq%rqup of workers experience in their workplace. It is an issue of
great concern to both@@% and employees because of its effect on well-being, performance,
and productivi y,éoupational stress is the adverse reaction employees experience due to
extraordina& ands, opportunities and constraints at the workplace. Scholars have credence
the pre ce of occupational stress among lecturers of higher institutions in Nigeria®” . Job
stress may arise from lecturers performing their core functions which, centre on teaching,
conducting and publishing research, and community service®®. Performing these functions may

have the capacity to challenge, threaten or harm the well-being of OTM Lecturers.
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Stress can affect staff job performance if tasks are performed in an unpleasant “content” and
“context”. According to the World Health Organization, “work content” refers to the quality and
quantity of workload, job demands and specifications, as well as the working hours that
employees are expected to accomplish. The same source explains “work context” as the work
situations (which include the physical and social environment, benefits, remune ion and
opportunities) accrual from the job, organizational structure and institu pohcles
Although there is a dearth of stress rates data globally, reports frmn%ﬁ%studles have
provided ample evidence that academic staff face stress across d1ffprﬂlﬂss of the world.
A\
N

For instance, the American Psychological Association (A. %mated that as many as seventy-
five per cent of individuals in America suffer stréss-related symptoms, such as headaches,
fatigue, and sleeping difficulties®®. Other s .i':éh e shown that polytechnic staff or workers
face stress in Asian countries such as C%, Indonesia, Malaysia, and Romania®-". In Europe,
studies have shown that acadeniic @of universities experience work-related stress in the
United Kingdom, Spain, Italy, Austria and Serbia”"’. In Africa, evidence abounds from recent

studies in South Afri@%&, Ethiopia, Ghana and Nigeria’®® that university academic staff

are facing one r@ stress or the other.

The a@uggests that stress occurrence among university academic staff or other workers are a
pervasive trend in almost all nations worldwide. The COVID-19 pandemic has also compounded
issues by heightening the stress levels experienced by adults. For instance, the Harris Poll
conducted on behalf of APA in 2021 found that one in three persons (32 per cent) had difficulty

making even the most fundamental choices because of the stress associated with the coronavirus
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outbreak®. Various studies prove that tertiary institutions’ academic staff work under
unfavourable conditions in Nigeria®*. This may arise from irregular, partial or no payment of
salaries and wages. Others may include inadequate, non-functional or unavailable resources and
amenities such as conducive classrooms, laboratories, libraries and offices®. Excessive workload
(such as heavy teaching schedule for lecturers), large class size, attendance for adn@i&i‘strative
duties, incessant strikes, school interruptions, students’ delinquencies, obrzoxi ’{h'tstitutional

policies, and poor working environment could be other unfavourable co@s ontributing to

stress®>, . 603
A\
N
Job stressors are sources of stress at work that are generz@l%ceptualized as negative factors in
an organization because they are associated with empleyges’ psychological strains (e.g., negative
emotions), physical strains (e.g., physic .gécp ms), and behavioral strains (e.g., poor
performance. Stress, which is considere%be one of the most critical problems of our age and
affects the quality of life of living thimgs, is the "war or runaway" reaction that an individual
develops against a stimulus L@tﬁreatens his/her adaptation to the environment®®. Stress at the
workplace is the adv%%%ons of physical and mental forms that could occur when there is a
conflict betwe né&. needs and the degree of control that staff is given to meet these
requirements“é
Y

Workplace stress has been demonstrated to have a harmful influence on the health and wellbeing
of workers, as well as negative effects on productivity and profits. For this reason as well as
workplace mobbing, bullying, the transnational competition to streamline operations and the

outbreak of Coronavirus all over the world, stress at the workplace is a cosmopolitan or
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multicultural issue which is becoming a big concern in the current state of the economy®?. Stress
significantly affects performance and service delivery of workers®. Work stress is recognized
world-wide as a major challenge of workers’ health and the healthiness of their organizations.
Workers who are stressed are also more likely to be unhealthy, poorly motivated, less productive
and less safe at work. Their organizations are less likely to be successful in a cg&petitive
market®. Stress at work is an ever increasing problem in contemporary s.ocie %;&c\sulting in
enormous cost both for the corporate organizations involved and the indiv% oyees.
: \%w

Workplace stress has been increasing so rapidly that occupatio@%\ess was termed as a ‘global
epidemic’ by the International Labor Organization. High.lt@s of stress at the workplace make
the environment and ambience extremely tense. Stress,impacts the overall business performance
since the business actually comprises of indi i ho run the show®. The experience of work
stress is a challenge to the health an@fety of workers and to the healthiness of their
organizations. Unhealthy organizations.do not get the best from their workers and this may affect
not only their performance m%h@ increasingly competitive market but eventually even their
survival. Employers @@ ve a policy for the management of workers’ health that makes
reference to wor ss. They should enable that policy to be implemented by putting the
appropriate Qa gements in place. Such arrangements should address the issues of risk
assess@ timely reaction and rehabilitation. Organizational level strategies for managing
existing work stress focus on combating the risk at source®. There is prominent impact of stress
on the lives of adolescents and therefore need for counselors to implement stress management

and coping programs. Gender differences in the severity and types of stress and response to the
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counseling intervention indicates that group counseling does indeed reduce stress among

adolescents of both genders®.

In the study on ‘Flex-time as a Moderator of the Job Stress-work Motivation Relationship’, it
highlights that job stress has a wide-ranging, negative impact on employees’ perbr%lce and
has also been known that proving employees with autonomy contro.l o@&l}eir work
environment results to deleterious consequences of stress. The study also%}?gat employees
report that they are more productive and more engaged in their when they are able to
balance the demands of work with other aspects of their hves&%rovements in physical and
mental health are also associated with workplace flexi ﬂ& Study shows that flexible work
arrangements may reduce stress because employee rking flexibly are more satisfied with
their jobs, more satisfied with their lives, a ” ;;%avi ce better work-family balance. Employees
who have a high work-life fit far much better than employees who have moderate or low level of
work-life fit and they are more highlywengaged and less likely to look for new jobs, they enjoy
better overall health, better m&%khealth and lower level of stress.
e

Author in the stu Xu ‘effects on psychological symptomatology, sense of control and spiritual
experlence study examined the effects of an eight (8) week stress reduction program based
on tra@ln mindfulness meditation. Previous research efforts suggesting this program may be
beneficial in terms of reducing stress-related symptomatology and helping patients cope with
chronic pain have been limited by a lack of adequate comparison control groups. Twenty-eight
individuals who volunteered to participate in the present study were randomized into either an

experimental group or a non-intervention control group. The study concluded that the techniques
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of mindfulness meditation, with their emphasis in developing detached observation and
awareness of contents of consciousness may represent a powerful cognitive behavioural coping
strategy for transforming the ways in which we respond to stressful life events. They may also
have potential for relapse prevention in effective disorder®.
AL

The workplace of the 21st century is a fast-paced, dynamic, highly stirm.llat' \Vironment
which brings a large number of benefits and opportunities to those who w@n n it. The ever
changing demands of the working world can increase levels of str specially for those who
are consistently working under pressure such as bank work%{‘%\edical workers etc. Whilst
pressure has its positive side in raising performance, if @ressure becomes excessive it can
lead to stress which has negative consequences. ost cases, job stress is attributable to
negative situations such as a formal repri y one’s superior for poor performance. Author
submit that stress is much more commo@employees at lower levels of workplace hierarchies
because they have less control@}teir work situation®’. However, pleasant circumstances

could also bring about job sﬁsn such as job promotion and transfer to another location. Job

stress has attracted @%ble attention in recent times especially within the context or

organizational e@our”.

A dy@%ndition in which an individual is confronted with an opportunity, constraints, or
demand related to what he or she desires and for which the outcome is perceived to be both
uncertain and important®?. Stress is an increasing problem in organizations and often causes
adverse effects on performance. Stress is seen generally as an outcome of facet of the assigned

work role that caused harmful effect for individual®>. Although stress includes both good and
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bad aspects but it is not necessarily bad. Author also contributed that stress is typically discussed
in a negative context®?; it also has a positive value. It is an opportunity when offers a potential
gain. Author contributed the same that stress is not always negative or harmful and indeed, the
absence of stress is death. But it still has destructive impact on employee performance. Most

research findings suggest that when an individual comes under stress, his cognitive.peégrmance

&

%\%

If there was any relationship between job performance, job satisfaction.and job stress found that

and decision-making may be adversely affected”.

higher stress levels are related to lower performance and note @CQ\he major changes that have
been implemented in the financial sector have cause.ﬁ@m negative effects on workers’
working and personal lives. In order to reduce o oid job stress, Author points to the
importance of role clarity, a reasonable wo ¥ > need for employees to maintain a healthy
diet, and the need to avoid regularly@tting in extra hours at work®. Effective people
management, good two-way cemmunication between employers and employees, suitable
working environments and eﬁgﬁvye work organization are just some of the factors which can

have an impact®. H@%@:re is the need to examine critically, the nature and effect of job

with it and %s is the main thing this study is addressing.

Stress at work is a relatively new phenomenon of modern life style. The nature of work has gone

stress in Nigerig@q&ing Sector before suggesting ways by which the management could deal

through drastic changes over the last century and it is still changing at whirlwind speed. They
have touched almost all professions starting from an artist to a surgeon or a commercial pilot to

sales executive, with change comes stress, inevitable. The negative effect of internal stress on
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police performance found that the negative stress that often results from organizational setting
through poor management can be debilitating, there is evidence to suggest that, there are ways in
which an organization can help to reduce instance of job stress, or better manage the issue when
it arise. Effective people management good two-way communication between employers and
employees, suitable working environment and effective work. . ®
&

Stress has been characterized in various routes throughout the years. Huti %was thought
about as weight from the earth, at that point as strain inside the in@dh Therefore, the most
part acknowledged definition today is one of communication %Qv%\n the circumstance and the
person. It is the psychological and physical express t.a& tcomes when the assets of the
individual are not adequate to adapt to the demands pressures of the circumstance. In this
manner, stress is more probable in a few et .@t ces than others and in a few people than
others. Stress can undermine the accom@ment of goals both for people and for associations.
Indications of stress can be fo inindividuals' conduct, particularly in changes in conduct.
Intense reactions to stress 4%1&{ be in the zones of emotions (for instance, uneasiness,
melancholy, iﬂitabili%@%ﬁon), conduct (for instance, being pulled back, forceful, weepy,
unmotivated), o@sring (for instance, troubles of focus and critical thinking) or physical
manifestatians r instance, palpitations, queasiness, cerebral pains)®*.

Y

On the off chance that stress perseveres, there are changes in neuroendocrine, cardiovascular,
autonomic and immunological working, prompting mental and physical sick wellbeing (for
instance nervousness, wretchedness, coronary illness). Circumstances that are probably going to

cause stress are those that are eccentric or wild, questionable, equivocal or new, or including
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strife, misfortune or execution desires. Stress might be caused by time restricted occasions, for
example, the pressures of examinations or work due dates, or by continuous circumstances, for
example, family demands, work uncertainty, or long driving adventures. Assets that assistance
meet the pressures and demands looked at work incorporate individual qualities, for example,
adapting aptitudes (for instance, critical thinking, decisiveness, time administrationy, and the
work circumstance, for example, a great workplace and social help. T.hes @e\ts can be

expanded by interest in work framework, preparing, great administration Xs ess rehearses,

and how work is sorted out. . \4%'3
A
N

Truly, the regular reaction from managers to stress at wo@ %en at fault the casualty of stress,
as opposed to its motivation. Progressively, it is eihg perceived that businesses have an
obligation, much of the time in law, to gua@o‘é{h representatives don't turn out to be sick. It
is likewise in their long haul monetary in@sts to counteract stress, as stress is probably going to
prompt high staff turnover, an%}%ﬁsmn in disorder nonappearance and early retirement,
expanded stress in those sta.@ﬂ,l at work, diminished work execution and expanded rate of
mischances, and lessﬁ)@%mer fulfillment™. Author states that stress is one situation when
an individual r a%\o or faces something different to a new opportunity, the restraints and the
effort that needs to be put in according to the demand®. This situation of stress can also be
arguec@ powerful condition where the apparent outcome and the preferred outcome both are

equally important and unknown at same time.

However, researchers have carefully observed stress, and have figured out that the condition of

stress or the single term ‘stress’ can either excite pressure or may create tension which in turn
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might be damaging. If the condition of stress is totally unpleasant, it may turn into negativity and
may throw a negative crash on the person; this situation is commonly termed as distressed.
Another author stated that job stress is considered rising and has become a challenge for the
employer because high level stress results in low productivity, increased absenteeism and
collection to other employee problems like alcoholism, drug abuse, hypertension apd host of

cardiovascular problems®®. Stress produces numerous physical and mental sympfc@}&which vary

according to each individual's situational factors®’. ‘@
: \%w
The costs of stress in terms of human suffering, social and oc&i&%\onal impairment and illness
are enormous. Managers and workers are sometimes OV.N d as a result of work load, while
some are frustrated in trying to satisfy the requireméé one duty or the other. This frustration
is often manifested in their mood as anxie :é@r defection, dehumanization and deposition;
these lowers productivity and efficiency %t'he part of the organization. Working factors such as
work overload, role ambiguity and role.conflict, etc, had significant and positive influence on job
stress and in contrast, job streg%as} negative influence on employee job performance®®.
e

Stress is a uniye lement experienced by employees around the globe. Stress has become
major problém or employer particularly in developing nation where the employer does not
realize@art of stress on employee’s performance which over stress, managerial role, stress
management job performance®®. An individual in his or her job faces stress as suggested the
work place is potentially an important source of stress for bankers because of the amount of time
they spent in their respective banks and that stress often decrease their performance. Therefore,

occupation of individuals could be a major source of stress in the given circumstance. When
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individual faces stress due to various conditions of their occupation and fail to cope with stress, it

results into burnout.

Basically, in Organization lack of administrative support from boss (manager) work overload
and time pressure, riskiness of job, poor relationship with customers and co-workersc@d work
family balance cause stress which in turns decrease employee performar.lce. @ame was
contributed by maters on “cause of stress are many like work load. Cut i@?ﬁmge at work,
long work hours, shift work, lack of supervision, inadequate trainig, fmappropriate working
conditions, too heavy responsibility and poor relations with co%i%%\& “The same was identified,
where huge and multi fields literature points a lot of ¢ %ctors such as work environment,
management support, work load etc in determinin stressful the work can be its effect on
employee physical and mental health. Q.;\\o
Q>

Stress is a general term appli t&#arious psychologic (mental) and physiologic (bodily)
pressures experienced or felt b%)epple throughout their lives”. Stress is a physical, chemical, or
emotional factor that/c L@%dily or mental tension and may be factor in disease causation.
Stress is the ra wear and tear caused by life. There are stress agents whom he referred to
as stressorsgn could be physical, physiological, psychological or social-cultural. Being in a
tight @g, being nervous feeling frustration having a feeling of ill-treated or in conflict
situations are all stressors'®. Author discovered that emotional stress affects human performance
and productivity, as such it has prolonged and uncontrolled adverse effect on a manager’s health.
Some potential causes of work-related stress are; overwork, lack of clear instructions, unrealistic

deadlines, lack of decision-making, job insecurity, isolated working conditions, surveillance, and
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inadequate child-care arrangements'?!. Although sexual harassment and discrimination are often
excluded from lists of traditional job stressors, they must be included in any comprehensive

analysis of the causes of workplace stress.

Sexual harassment is a stressor for women in the workplace; and discrimination s @tronger
predictor of health outcomes, including mental ill-health, for ethnic minori.ties traditional
job stressors. Author highlighted the following as types of stress: Chroni QQS that occurs
seemingly for an intermediate period that wears down the person g ay with no visible sign
of escape. Traumatic stress that results from a catastrophic @e&%\or experience such as an
accident or natural disaster etc and Acute stress which .'N most common and recognizable
form of stress which is often short-lived and does ngt result to any permanent damage to the
body. It may result from where an individuac.a@sy day!'®.
Q>

Worker stress is defined as the %&ﬁon between the person and the sources of stress within
their workplace, it become ssywhen demand exceeds from resources (Long, 2015). From
previous researchers @@%‘[ work stress arises when demand that exceeds on her/his and
physiological 1@ Also, stated that stress is not totally internal attitude of individual or his
environment but it is the interaction between them, also can call as ongoing transaction, the
relatio@ of person and surrounding®. In every organization and all level of workers an
average level of stress is to find which mostly give effect on employee’s job performance.

Employees have potency towards high level of stress regarding working hour, longer hours

which reduce employees urge for performance'?2.
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Stress Management - Support from management will help to reduce or increase worker stress.
Management support work as a cushion which acts positively in decreasing worker stress. There
are many causes of worker stress workload and family conflicts are some of the reason. If the
organization does not appreciate the hard work employees contribute it creates stress and
intention to leave would be created!®?. The interaction between the environmer(tband the
individual results in stress, which brings about emotional discomfort which i?ev't@ffects the
physical and mental condition of the person. This tends to affect the peo ‘\?Qsequently the
job performance. It is important to note that stress is caused by stre which are the situations
or circumstances that bring a state of disequilibrium within an in@% ual.
-
S

Also further argue that there exists an impeccable c@ people, organizations, and society as a
result of stress. This is because stress bring 2 o:éw t of anxiety and stress-related disorders on
the part of the employees which leads t%yv productivity on the part of employees. The stress
management is the need of the ur,Qﬁ)wever hard we try to go beyond a stress situation; life
seems to find new ways of i(%ss%ng us out plaguing us with anxiety attacks. Moreover, be it
anxiety, mind-body e@@% or our erring attitudes, we tend to overlook the causes of stress,
its effects and o@unanage stress adequately. In such unsetting moments, we often forget that
stressors, if not escapable, are fairly manageable and treatable. Stress management refers to
intervs designed to reduce the impact of stressors in the workplace. These can have an

individual focus, aimed at increasing an individual’s ability to cope with stressors. The goal of

stress management is to help the individual to manage the stress of everyday life.
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Stress management is a proven group of techniques for modifying stress, producing thoughts,
relaxing away physical and emotional tension and learning how to make changes to our
environment (or situation) whenever possible. Effective stress management can help us to
resolve conflicts with others assertively and confidently become better problem solvers in the
face of life’s demands and to appreciate the helpfulness of exercise and recreation!%. Life is
demanding, fast paced and often unpredictable but we are more adaptable the.ln @)&'}us realize.
Stress management is effective because it teaches people skills for@si g the “stress
response”. Through stress management, we learn where our real co ﬂ%ibs and how to manage

stress effectively. A major component of stress managem%@ cognitive restructuring or

Our beliefs are the lens through which we 1@}%. If the expectations we have for ourselves,

changing the way we think.

others and the work do not match re we will experience cognitive dissonance. Stress
management courses and progr%%o teach people about the role of exercise and diet in
healthy live, how to conﬁden‘%&rwld assertively express our desires in stressful situations, ways
to be better manager@@me and resources and finally making our work more meaningful
and productive rmore, learning about stress management is a vital step to preventing
many healtth lems associated with it. Stress management deals with the reduction of stress
and V&@ stressors in our daily lives'®. Effective stress management is critical to increasing
employee productivity, particularly in today's unpredictable work environment due to frequent
changes in the logic of how businesses operate. The absence of stress management can cause
major problems for a company from a variety of perspectives, because stressed-out employees

are more of a threat to the company's well-being than a threat to their original competitive
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advantage. When faced with high levels of stress, employees may engage in counterproductive
behaviours such as tardiness, absenteeism, lack of attention to detail, negative behaviour, and

poor service delivery!?2,

As a result of lower commitment caused by stress, staff behaviours such as .malingering,
intentional or unintentional turnover, a lack of interest, ineffectiveness, ar.ld 1 orale may
develop!®. Weak behavioural tendencies are harmful to achieving organi!%;}l oals and must
be addressed quickly through effective stress management in orde revent early entropy in
the organization. This is especially true if poor behaviou%&%\miencies cause dependable
employees to leave the organization, resulting in the loss @wn assets!%. Stress is considered
a good stress because it instills in individuals a persgvering attitude to rise above or conquer
problems that they may face in order to be SQ.)G% in life.
Q>

However, distress is considered .4 badustress since it leads to poor performance. This is to state
that as humans, we all feel soz%qnount of stress as we go about our everyday activities, which
are also beneficial @Q ntal and physical health, but stress becomes destructive and
dysfunctional h@daecomes out of control. Stress may be caused by a variety of sources, both
inside and outside of the company. For example, state that a variety of crucial characteristics,
includ@rork environment, management support, and work load, may be utilized to determine
how stressful a job is and its impact on employee physical and mental health!%. While scholar
proposes work-family problems as a forerunner of stress among organizational personnel'%. As a
result, in today's industry, given the importance of human capital, the perceived harmful

consequences of stress on employee well-being necessitate stress management on the part of
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management. This is because, the harmful and costly consequences of stress necessitate
strategies to limit stressors within the organization; particularly, businesses that fail to adopt

stress management and mitigation strategies risk losing employees to competitors'?’.

Thus, stress management entails tactics for reducing stress, generating thoughts, releaség bodily
and emotional tension, and knowing how to make adjustments to our s Qc}%}dings (or
circumstance) wherever feasible!'%. It encompasses a variety of approacr%;}%chotherapies
targeted at managing an individual's level of stress, particularly qh@s'(ress, with the goal of
enhancing daily functioning. Stress management can be de%&} interventions designed to
reduce the impact of stressors in the workplace. These .m&ve an individual focus, aimed at
increasing an individual’s ability to cope with stresso he goal of stress management is to help
the individual to manage the stress of eve .yéfe. Stress management refers to interventions
designed to reduce the impact of stresson@ the workplace. These can have an individual focus,
aimed at increasing an individual%ls)aﬁy to cope with stressors.
°

The goal of stress mﬁg)@% is to help the individual to manage the stress of everyday life!'%,
Stress management s, a proven group of techniques for modifying stress, producing thoughts,
relaxing avé%ysical and emotional tension and learning how to make changes to our
enviro@t (or situation) whenever possible. Effective stress management can help us to
resolve conflicts with others assertively and confidently become better problem solvers in the
face of life’s demands and to appreciate the helpfulness of exercise and recreation!?’. The stress

management strategies of organizations, which want to control or minimize stress sources, under

several methods. These are to create intra-organizational support and cooperation, to improve the
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content and quality of work, to identify organizational roles, to reduce conflicts, to plan career
development paths, to create an equal remuneration system, to create a cheerful environment in

the workplace, to perform the transfer of authority, and improve the working conditions'%,

While organizational stress management aims to prevent and reduce mental and pghavioral
problems related to stress in individuals and organizations, it supports positi.ve @%s of stress.
For this, improving working conditions, redesigning the jobs, perfo‘%‘ég enrichment,
providing staff empowerment, organizing training programs, pqr ing organizational time
management, establishing social support systems, improving oﬁ%zatlonal climate, providing
career planning and development, and enabling wage 1@ ment is required. Stress can be
experienced from four basic sources!®®. Firstly, the @avironment; the environment can bombard
you with intense and competing demands t ¢ j\éﬂ xamples of environmental stressors include
weather, noise, crowding, pollution, traf%'unsafe environment, and substandard housing, and
crime. \)Q)

Secondly, social stressors; wa%mexperience multiple stressors arising from the demands of the
different social role v@@p such as parent, spouse, caregiver, and employee. Some examples
of social stre s% include deadlines, financial problems, job interviews, presentations,
disagreements, ‘presentations, disagreements demand for your time and attention loss of loved
collea@t work. Thirdly, physiological — situation and circumstances affecting our body can
be experienced as physiological stressors. Examples of physiological stressors include rapid
growth of adolescence, menopause, illness, aging, giving birth, accidents, lack of exercise, poor

nutrition, and sleep disturbances. Fourthly, thoughts one’s brain interprets and perceives
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situations as stressful, difficult, painful, or pleasant. Some situations in life are stress provoking,

but it is our thought that determines whether they are a problem for us.

Effects of Stressors on Job - There is significant inconsistency among researchers concerning the
direct and indirect effects of various putative stressors. Direct stress effects are those ig&l‘rred by

N

the task load alone irrespective of any psychological stress that may alss@}&generated.

Accordingly, indirect stress effects are those that evolve out of psychol@%}& rs associated
with the task load demands. There is a fine line that separates @two, and they can be
indistinguishable at times. This fact has made their separatigb& measurement particularly
difficult. There are several issues at the heart of the incorf&&@cies found in the literature. Many
would argue that it is, while others would contend, the contrary. Proponents of the former
typically offer one of two arguments. The @jégﬂnent states that stress is a term that can be
applied to any demand on a system. %

N

Therefore, any task that requitgs mental resources qualifies as a stressor - it places a demand on

the system. This a@n)%&neets the criteria of early stress definitions (stimulus-based

approaches); h w%n it is no longer as accepted demands incur a psychological cost in addition
to their direct %

Q fects. That is to say, these demands trigger a psychological response such as
frustrz@anxiety, or psychological discomfort. This response often contains both physiological
and mental components that vie for resources!®. On the other hand, a compelling argument can
be made that workload is a demand that does not require, nor regularly incur, a secondary

psychological cost. In applying the state definition of stress - the interaction between three
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perceptions: a demand, and the importance of being able to cope, it‘s difficult to see how demand

characteristics alone qualify as stressors.

For example, in some circumstances time pressure and or workload would trigger anxiety or
frustration that might further distract or interfere with performance. However, it is nop&l‘ear that
this would necessarily be so in most, let alone all situations. If we agree @subjectlve
experience and specifically cognitive appraisal (a transactional model a QQ is elemental
in defining stress, then one must assume it plays a significant rolg i %erng questions about
whether workload, time pressure, or other putative stressors ca% h direct and indirect effects.
Does this suggest that when a demand is deemed stress}@upsettmg it is performance yet is
viewed as stressful by the operator; does this indic at it would be considerate a stressor?
Reasonable arguments can be made to sup ; Xﬁh ositions, and the research literature, in its
current state, is a reflection of this fact. @ough it can be argued that each —stressor involves
direct effects, each may also carry indigect effects as well. For example, time pressure limits the
time available to perform a giﬁt@skm

This limit is a physic @%ﬁdary that does not require any psychological explanation in
understanding %&wct effects on performance. However, this limitation often evokes a
correspondh;%chological reaction such as anxiety that has secondary or indirect effects on
perfor@e. The ability to separate these two dimensions has proved difficult for the research
community. The research that addresses various putative stressors discussed in the review (e.g.,
workload, time pressure, heat and cold, noise, and fatigue) rarely makes the distinction between
these two dimensions, given the inherent difficulty in doing so. Therefore, discussions of these

factors in this review comprise both direct and indirect effects, without distinguishing between
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them. Several researchers have attempted to side-step the inter-relationship between direct and
indirect effects by relying on descriptions of workload alone, ignoring potentially related

psychological stress'®,

Emotion Labour could also trigger stress. Emotion of individuals, as members of Qrggﬁi‘zations,
has long been the topic of research in business administration. The import.ant @15 that the
concept of emotional labor in the past was studied in terms of sales and '}l case based on
organizational effectiveness, not in terms of the value of individuals\ﬂmough an organization
also needs to be treated as an organism, it is clear that th%g%knce of individuals in the
framework of performance-based thinking of the or@%{ion has been less emphasized.
Emotions have deep effect on more or less everythingwe do in the place of work. Emotions are
referred to as psychological, behavioural ’ Xh siological predispositions toward objects,
persons or events that create a state of gillingness. It is also considered a form of regulation
wherein employees are expecte%%i?i‘bit emotions related to their work, so as to achieve
organizational goals and objeefives'®.

Emotional labour is@@%t increasingly studied in those industries where job requires
interpersonal The employees have to achieve individual targets, interact with the
clientele w%%e organization’s culture, goals, norms and vision. It refers to management of
feelin@ both emotional, individual and organization growth. Emotional labour has also been
found to be associated with important outcomes including job satisfaction, organizational
commitment, organization citizenship behaviour and attrition rate!!?. The definition of emotional

labor implicitly presumes that servicers more or less consciously and painstakingly attempt to

manage emotion by engaging in surface acting (employees modify their displays without shaping
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inner feelings) or deep acting (employees modify internal feelings to be consistent with display
rules)'!'!. According to this definition, emotional labor has four dimensions: frequency of
appropriate emotional display, attentiveness to required display rules, a variety of emotions to be

displayed, and emotional dissonance!'!!.

AL
Their definition is not only embedded in an interactionist model of emotiorz bu @’%&\consisten‘[
with the interactionist model of emotion. Importantly, this definition prov%}égé standards or
rules that specify how and when emotions should be expressed, cqn@iﬁg to the further study
of emotional labor. Later, emotional labor is divided into three d@asions, namely frequency of
emotional labor, duration of emotional labor, and emoti ) issonance. They both emphasized
the external behavioral displays of employeesm%\otional labour is a widely discussed
research topic. Emotional labor is the expre@& ganizationally desired emotions by making
planned and controlled efforts during interpersonal transaction. Emotional labour is the

deliberate suppression or expres@emotion to meet the goals of an organization. Emotional

labour is work that ‘requireu%eo{o induce or suppress feeling in order to sustain the outward

countenance that pro@eéproper state of mind in others.

Emotion labous, has three characteristics. First, it involves face-to-face or voice-to-voice
emplo@uteraction with other people such as client, customer, and other people. Second, the
purpose of workers emotional displays is to shape other people’s emotion. Third, employees
emotional expression are shaped by organizational display rules and requirement which may be
formalized through job descriptions, provided as part of job training or implied in a company

organizational culture. Emotional labor is a type of impression management because it is a way
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for the individual to direct his or her behaviour towards others in order to foster both certain
social perception of him or herself!'®. Behaviour is ideal to be focus rather than on the presumed
emotion underlying behavior because: it is the actual behavior or compliances with display rules
that is observed by and directly affect service recipients. Also, one may conform to display rules
without having to manage feeling'!3. . (b

So, the definition both emphasizes behavior and decouples the experience c.>f ?%'t%}from the
expression of emotion. A service provider performs emotional labour in‘@t 0 ways. First,
he or she may fulfill with display rule through surface acting. The @d\ means of complying
the display rule is through deep acting whereby a person acﬁé&ﬁ\feels the emotion that one
wishes to display. The service agent is viewed as having @Vely and more or less consciously
attempt to manage emotion. Emotional labour is a type,of impression management because it is a
way for the individual to direct his or her b . %ﬂt wards others in order to foster both certain
social perception of him or herself. The@ how employees use emotion regulation process to
achieve emotional labour. Gene ly,%ployee can manage emotion to meet work role demand
through major processes tha&%sqrface acting, genuine acting and deep acting. The theoretical
approach focused on @)@%ﬂl behavior display of employees. Conceptualization of emotional
labour the act of ying appropriate emotion emphasize the act of behaviour rather than the
internal sta§‘§roces5 driving such behaviour!’.

Y

Until recently, research has overlooked the role of emotion in organizational life. Rationally,
emotionality was thought of as the absence of rationality, which led to the perception of emotion
as a barrier to effective organizational functioning. Emotionality and rationality are intertwined

and emotions are functional for the organization. For example, they used the literature on
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transformational leadership to illustrate the emotion to motivation, leadership, and group
dynamics. Emotional labour is the concept of how employees manage their emotions as part of
their job demands. The concept concerns regulating both one’s feelings and the expression of
those feelings to adhere to an organization’s policies and entails employees using emotion
regulation strategies at work in order to sustain the goals of the organization!!*., . ®
&
Employees, especially staff in the university, are inclined to regulat@?@play of their
emotions, and these results in two types of emotional labour behav.io;Kd urface and deep acting,
depending on the efforts and methods used to modify their em@%\z. When engaging in many
tasks with challenging service encounters, employees mi | e%:ounter the effect of both negative
and positive sides of emotional labour, potentialljzlgading to a detrimental impact on an
individual’s work attitudes, job performanc ,. aviour within the organization. Within the
emotional labour model, burnout has bee%vbelled as the biggest occupational hazard. Burnout is
linked to work stress as a psy@cal fatigue condition resulting in the accumulation of
decreased physical energy, gve,red immunity, more work dissatisfaction and pessimism,
frequent work absenc@%effectiveness, and ultimately job dissatisfaction''4,
N
Q

The conce%) motional labour concerns how frontline employees manage their emotions as
part c@ir job demands. This involves a process of regulating both one’s feelings and
expressions according to the organizational goals required by organizational display rules
irrespective of felt emotions; hence, the use of emotional regulation strategies at work by

employees!!

. This scenario mostly happens to hotel frontline employees as they are service
employees that have direct interaction with customers, both face-to-face and voice-to-voice, to
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fulfill their needs. They must make a truthful effort to experience and display appropriate
emotions and at the same time obey the organization’s emotional display rules!'!!. As frontline
employees act as a contact point between customers and the organization, they are viewed as a
source of service differentiation or competitive advantage for organisations.
AL
First is surface acting or “acting in bad faith,” which refers to suppressing.a @&k true felt
emotions and manipulate one’s feelings in the desired direction. The wa@c an individual
manipulates his or her expressions is shown to the society in responsﬁ}m expectations or rules
of performance (display rules) in each situation. Frontline emp%g%\may feel cautious about the
rules of the service that are not in line with his or her g %ne feelings (adjusting observable
expressions to mask one’s true feelings and pretending to feel the desired emotion). Last, deep
acting or “acting in good faith” refers to ha . g@e ly desired emotions and making an effort
to experience the desired emotions tha%@d to ordinary displays of one’s emotions. In this
process an individual manipulata%i%i(qer inner emotions so that feelings can be reflected in a
way that is visible in a manﬂoqnsistent with the display rules in each situation. In this way,
one’s personal adjust@)@%nse follows the external expression.!'!s
N
Q

The servicg ider endeavours to maintain a general attitude while holding off his or her
emoti@issatisfaction with customers, or trying to change his or her mood to appear happy or
bright while actually being bored or tired (modifying one’s true feelings in order to express the
desired emotion). Employees need to regulate their feelings and make an effort to adjust their
emotions to appropriate expression when engaging in surface acting. Individuals that express

emotions that contradict their real feelings and emotions can face conflicts and dissatisfaction.
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The increase in acting on the surface can eventually result in energy depletion. Surface acting is
one element of emotional labour’s strategies seen as a self-overwhelming strategy aimed at
controlling emotional displays. It has been linked to substance abuse, headaches, absenteeism,
and sexual dysfunction, and it has also been linked to negative impacts on the organization, such

as lower job satisfaction, and job commitment and job performance and could lead.tocgeduced

N

%\%

Surface acting has also been negatively related to job satisfaction o"emotional exhaustion

sense of personal accomplishment!'!>,

beyond deep acting and dissonance and has been positively r%%%\to burnout. Surface acting,
additionally, has been correlated with negative worl %ted outcomes, decreased work
performance, and higher levels of burnout''*. With\degp acting, another strategy of emotional
labour, the employee truly experiences th .géos positive emotions, and consequently the
correspondence between one’s feelingsCand emotional displays decreases the experience of
negative emotions. Many studie%%(po‘und that deep acting subsidizes a greater sense of an
individual’s effectiveness at n%rk\ When employees make an effort to feel the organization’s
required display emo@n)@%r level of job satisfaction and personal accomplishment will be
increased. The n@wnest expressions can have positive outcomes for employees. Furthermore,
both the fr%w% of interactions and display rules for showing positive emotions have been
shown related to a heightened sense of personal accomplishment and this may generate a
sense of satisfaction through the quality of provided services and heightened work

performance''4,
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Another factor that could trigger stress is job hassles. Hassles are minor daily events that produce
negative or positive feelings. The stress literature has shown that total hassle frequency and
intensity are good predictors of psychological and somatic outcomes in life as a whole, and may
mediate the effects of major life events on outcomes. Hassles at times predict job satisfaction,
intention to leave, affective organizational commitment, and positive and negative moq%t work.

N

Hassles are path by which chronic features of the work environment inﬂuencs@comes. Job

hassles are “irritating, frustrating, distressing demands that to some degre%}c rize everyday
transactions with the environment, they include annoying p.rag@'xproblems...fortuitous
occurrences. ..arguments, disappointments, and [other] concerns*@
&

>
This seems an appropriate time to explore the r&sf workplace hassles in organizational
behavior, for several reasons. First, there .’b‘%m rapidly increasing interest in shorter term
affective phenomena at work, such as mpods and emotions. These experiences are likely to be
caused by the appraisal of equally neaeterm and relatively minor work events such as hassles*.
Job hassles may shed light QUth processes by which major organizational events or chronic
work environment ¢ '@%ﬂﬂuence attitudes and behaviour. Thus, pleasant and unpleasant
job events ma b%writical link in understanding how stable features of organizations or jobs
eventually resulf in outcomes. For instance, the presence of enriched job characteristics may
predis@to the more frequent occurrence of minor uplifts, and the cumulative experience of
hassles may contribute to job satisfaction. The impact of a major negative event such as a

downsizing on the attitudes and behavior of employees may be both direct (reduced trust in

management, increased feelings of job insecurity) and mediated by hassles (increased instances
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of being frustrated by high work load, scarce resources, dissatisfied customers, unfamiliar tasks,
etc!!,

Nevertheless, the vast majority of stress research using daily events has concentrated on job
hassles as predictors of dysfunctional outcomes such as negative mood, headache, depression,
and poor health. The hassles literature has experienced a lively debate on the nat e, rating
format, confounding, and aggregation of items. Somewhat less attention hasé?ﬁrected to
clarifying desirable properties of measures and means of validating h plift indexes.
The measure adapted indicating the performance of employees m‘tas'o;arlous organizations.
The theory focuses on the structure, causes and consequences @GCUVG experiences at work
and may influence that judgment; satisfaction and affect ; b&)t equivalent constructs. In it also
adds time as an important parameter when examint fect and performance!'>. Some of the

measures of stress management are contr job, support from colleagues, support from

supervisor and psychological well-being which were got from job demand theory.

Control over job refers to the deg&) of authority and autonomy that OTM lecturers possess in
making decisions related@e' .:Vork tasks, methods, and work-related goals. It encompasses
the extent to which{z ividuals can shape and influence their work environment, processes, and
outcomes. R%Q consistently shows a strong positive correlation between control over job
and jo ction. OTM lecturers who have a say in how they perform their tasks and achieve
their goals are more likely to find their work fulfilling and rewarding. Control over job is a key
driver of employee engagement. Engaged OTM lecturers are emotionally committed to their

work and are more likely to go above and beyond their job requirements!'!®.
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Empowered OTM lecturers tend to be more motivated and innovative. They are more likely to
take ownership of their work, leading to increased productivity and better performance.
Advancements in technology, including remote work tools and collaboration platforms, have
expanded opportunities for OTM lecturers to exercise control over when and where they work.
Striking the right balance between control and guidance is essential. Too much contro an stifle
creativity and discourage innovation, while too little control can lead to chaos @mconsmten‘[
results. Control over job among OTM lecturers is a multifaceted and dy%gégcept that has
far-reaching implications for individuals, organizations, and the futq&f’work It is not merely
about granting autonomy but also about creating a work env1r0r&%t that fosters empowerment,

116

engagement, and productivity while aligning with the or@lon s goals and values

Support from colleagues, often referred to as 'Lcol]%ue support" or "social support at work," is a
vital aspect of the workplace environmen@compasses the emotional, informational, and
instrumental assistance that individual ive from their co-workers. Support from colleagues
can take several forms, includﬁ@;’)Emotional Support which involves providing empathy,
understanding, and a listend ‘%gp Colleagues offer emotional support by being there for each
other during challen&gytlmes, such as personal crises or work-related stress'?’. Instrumental
Support: Thig 1 to tangible assistance, such as helping with tasks, providing resources, or
sharinﬁ@e ge and expertise. Colleagues may offer instrumental support to facilitate the
completioh of work-related goals. Informational Support: Informational support involves sharing
advice, guidance, and relevant information. Colleagues may provide informational support to
help each other solve problems or make informed decisions. Research consistently shows that
OTM lecturers who receive support from colleagues tend to report higher levels of job

satisfaction. Feeling valued and supported at work contributes to overall job contentment.
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Support from colleagues is linked to improved mental and physical health. It can buffer the

negative effects of stress and reduce feelings of burnout!!6,

Support from colleagues is a fundamental aspect of the workplace environment that has a
profound impact on employee well-being, job satisfaction, and organizational success. It is
essential for organizations to recognize the importance of fostering colleague supp@ough a

combination of leadership behaviors, organizational culture, and polici%@ring a work

environment where OTM lecturers feel valued, connected, and empowere elp one another,
o ) . "
organizations can reap the benefits of improved performance, engewcg;{aw , and overall employee

satisfaction. &
. QQ

Support from supervisors, often referred to as ”sup@upport" or "leadership support,” is a

key element in fostering a positive and prodicﬂ&& ork environment. It involves the emotional,

1\
instrumental, and informational assistani¢e OTM lecturers receive from their immediate
managers Or Supervisors. Support@(hﬁ supervisors can take multiple forms, including:

Emotional Support: Supervisgﬁf)ryde emotional support by demonstrating empathy, offering
.\
S

encouragement, and t‘g@

OTM lecturers to I

ning to OTM lecturers' concerns. They create a safe space for
their feelings and worries. Instrumental Support: Instrumental support
involves sup‘ﬁ%(s providing tangible assistance and resources to help OTM lecturers perform
their @%@ctively. This may include allocating necessary resources, offering training, or
assisting with problem-solving. Informational Support: Supervisors offer informational support
by sharing knowledge, providing feedback, and offering guidance on work-related matters. They

may help OTM lecturers make informed decisions and navigate complement!!6,
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Supervisor support is a significant predictor of employee engagement. Engaged OTM lecturers
are more committed, motivated, and enthusiastic about their work. OTM lecturers who receive
support from their colleagues often perform better in their roles. Clear guidance, feedback, and
resources facilitate improved job performance. Supervisor support can enhance OTM lecturers'
mental and emotional well-being, reducing stress and burnout. Supportive super.vis(sés‘ act as
buffers against workplace stressors. Support from supervisors is a critical .fac ifY creating a
positive and productive work environment. It contributes to employee sa%x}o , engagement,
performance, and well-being. Organizations that prioritize and fo&bﬂ%sﬁspervisor support can

expect to see benefits in terms of employee retention, product&@ and overall organizational

success!!’, &

Psychological well-being of employees refe.rs &%men‘[al and emotional state of OTM
lecturers in the workplace. It encompasses @9’}5 aspects of an employee's psychological health,
satisfaction, and overall sense of well- while they are engaged in their job. Understanding
and promoting psychological well-being is crucial because it can have a profound impact on both
individual OTM lecturersﬁ%t?w organizations they work for. OTM lecturers with high
psychological well-ng)%perience positive emotions such as happiness, joy, a OTM lecturers
with high psy%@cal well-being tend to be more motivated and engaged in their work. They
find thei @s ulfilling and meaningful, which leads to greater effort and dedication to their job
responsibilities. This, in turn, improves job performance and contentment. They generally have a
positive outlook on their work and life in general. Psychological well-being equips OTM
lecturers with better coping mechanisms for dealing with workplace stress and challenges.

Resilient individuals are less likely to be overwhelmed by stress, enabling them to maintain

consistent job performance even in demanding situations. Positive psychological well-being
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fosters creativity and innovation. OTM lecturers who feel emotionally well are more likely to
think creatively, solve problems, and come up with innovative solutions, which can benefit their

job performance and contribute to organizational success!'!®,

OTM lecturers with high psychological well-being are better equipped to make sound decisions.
They have greater clarity of thought, better judgment, and are less likely to be i t@xced by
negative emotions or biases, leading to better decision-making ande '@&erformance
Psychological well-being can boost an employee's productivity and efticiency. When OTM
lecturers are mentally and emotionally well, they can focus on t'h)\ft\ta ks and complete them
more efficiently, leading to higher productivity levels. ps@&gwal well-being is a critical

factor in determining the job performance of O %@ers Institutions that prioritize and
1

promote the mental and emotional health of thelr ecturers are likely to see improvements

in overall performance, productivity, and J@Sfactlon leading to a positive impact on their

bottom line''3.
Q)‘bd

2.2 Theoretical Framewo k})

2.2.1 Job Performa c@

The author describ d@ general latent structure of job performance in terms of eight distinct
dimensions.‘%}ob performance theory was propounded by Campbell in 1990. The eight
factor b specific task proficiency, non-job-specific task proficiency, written and oral
communication, demonstrating effort, maintaining personal discipline, facilitating peer and team
performance, supervision, and management or administration. Campbell presented a theory of

performance that formalized relations and found a relationship between ability, job knowledge,

skill, and job performance. He argued that there are three direct determinants of job performance:
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declarative knowledge, procedural knowledge and skill, and motivation''®. Explanation of this

construct is important for many functions that one engages in one’s profession!!®.

The measures for this study are declarative knowledge, procedural knowledge, demonstrating
effort and facilitating peer/team work. Explaining the content domain of the const@@t‘ of job
performance is a critical component of our job performance as industrial. an @rz]nizational
psychologists. Also, it emphasizes those components in an organizatiorr%}éﬁg enhance the
productivity of employees as it goes a long way in making organiz@ﬁﬂo meet its goals and
objectives'””.  Job-specific task proficiency is defined as the de&%'}o which the individual can
perform the core substantive or technical tasks that are %&& to a job and distinguish one job
from another. Non-job-specific task proficiency, on ther hand, is used to refer to tasks not
specific to a particular job, but is expected@@mbers of the organization. Demonstrating
effort captures the consistency or perse\@me and intensity of the individuals to complete the
task, whereas maintenance of<4perSemal discipline refers to the eschewment of negative
behaviours (such as rule infraggnq) at work!'!.
e

Management o aé'mistration differs from supervision in that the former includes performance
behaviours d‘iﬁd at managing the organization that are distinct from supervisory or leadership
roles.@en and oral communications reflects that component of the job performance that
refers to the proficiency of an incumbent to communicate (written or oral) independent of the
correctness of the subject matter. These eight dimensions are sufficient to describe the latent

structure of performance at a general level which could be high or low. It could be pointed out

that the salience or importance of these eight dimensions differs across occupational groups.
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Further, each of the eight factors are proposed to have sub-factors that will also vary in their
degree of salience across occupations. The true score correlations between these eight
dimensions can be assumed to be small enough to consider them distinct. Each dimension is
likely to produce rank ordering of employees that is different!!.
AL

The author anticipated this possibility, predicting that future empirical tes.ts l\reveal the
need for modification of their theory. Campbell did not speciﬁcallr%b%pexamples of
behavioural episodes with varying levels of expected organizatipﬁaalﬁe. It is not difficult,
however, to imagine what they might be from the deﬁnition%&%\ovided for the behavioural
categories. For example, in the first dimension (job{@%ﬂc proficiency), behaviours that
represent quick, error-free task execution would ca sitive expected value, and at the other
end behaviours that represent very slow H@lete task execution would carry negative
expected value. Similarly, in the sixth@ension (facilitating peer and team performance),
behaviours that represent generous hélp and support for coworkers in need would carry positive
expected value and behaViOUQtht represent indifference toward coworkers in need, or hostile
and hurtful acts towa@@%@rs would carry negative expected value''®. Thus, performance
in each of the e@ural areas described in Campbell’s model can be defined according to the
expected Va1:1$ all the behaviours that fall under the same behavioural category. For example,
perfor@e on the factor job-specific task proficiency can be defined as the sum of the expected

values of all behaviours related to job-specific task proficiency that an individual carries out over

some standard period of time'"”.

2.2.2 Theory of Work Adjustment
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In the Theory of Work Adjustment (TWA) developed by Dawes and Lofquist in the University
of Minnesota in 1984, this theory provides theoretical relevance that would explain the
relationship among individuals and work environment. This theory developed skills, abilities and
knowledge beyond these constructs, this theory was expanded and outlined additional construct
six values as posited: safety condition, comfort condition, altriusim condition, .ac@@vement

N

condition, autonomy condition and status condition. In all these conditions as %Sgested have
impacts on employee performance, because it emphasizes that area @pan employee
operates determines and influences his or her level of performanceg. rfyironment that is void
of these six components is termed unstable or unfriendly envir%&%t.

Work environment requires that certain tasks ar@med, and the individual brings up the

needed skills to perform the tasks. As an e@

environment), the individual also re@es certain compensation or rewards for work

lationship (between the individual and the

performance and certain preferred cofditions, such as a safe and comfortable place to work. For
the interaction to be maintai,%d\ and job to continue, the workplace environment and the
individual must COH@Q%HIGH each other's requirements'?’, The degree to which the
requirements of b re met is called correspondence. This was put in other words as the more
closely a onﬁls’s abilities (such as skills, knowledge, experience, attitude, behaviours, etc.)
corres@with the requirements of the role, or the job or the organization, the more likely it is
that the worker will perform the job well'?!. The better he performs the job is perceived as
satisfactory by the employer. In exchange, the more closely the reinforcers (rewards) of the role

or organization correspond to the values that a person seeks to satisfy through their work, the

more likely it is that the person will perceive the job as satisfying. And Satisfying indicates the
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work adjustment of the individual with the work environment and of the work environment with

the individual.

Work adjustment is the process of achieving and maintaining correspondence (where
correspondence is the degree to which individual’s needs and environment’s needs for the job are
both met). On the part of the individual, as in the case of this study, work e.ldju @}&n may also
be categorized as either committed adjustment or non-committed adjux%{\égce satisfying
indicates adjustment and satisfying comes from the ability of the, e@rﬁnent to meet up with
individual requirement (in terms of needs or rewards), then sat%&%}may be seen as a predictor
of job commitment. It may therefore follow that if indi .i@ workers are unsatisfied with the
ability of the environment to meet up (or correspon ith his or her need, he or she is likely to
exhibit a low or no job commitment. After .,@cal studies have demonstrated that rewards
and recognition offer more job satisfact(io‘dﬁ employees.
6
N

However, acknowledged tha%oqorrespondence between person and environment may not be
perfect, perhaps bec@&erson chose the wrong career or the employer chose the wrong
candidate. Eve od correspondence may change over time. The person’s skills might
develop so 6ha they outgrow their role or their priorities may change because of non-work
commi ts. The nature of the job or the nature of the rewards an employer is able to offer may
also change'?!. The foregoing has implication for this study. Where employees perceive some
factors in workplace environment as unsatisfying, then such environment may be construed as

being toxic. Hence, for an environment to be perceived as satisfying (conducive), the Person-
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Environment relationship must be corresponding (i.e. the requirement of P and E must be met).

Where there is a lack of correspondence means that job commitment may be affected.

Since all organizations, even in the same industry and same line of operations or business, are
not all the same in structure, culture, vision, mission, etc.; while no individuals.ar@oolf same

N

character, attitudes and personality; job commitment undoubtedly will vary fr ividual to
individual and from environment to environment. Understanding how e \s djust to work
contexts and become satisfied with their work is of paramoun[\‘%mrtance to vocational
psychologists. Work adjustment is typically studied through th%k%\of the Minnesota Theory of
Work Adjustment!?’, which explains how personenviro@conespondence contributes to job
satisfaction and retention with an organization. Kifty years have passed since the first
comprehensive description of TWA, and .o%sh s have applied the theory to studying a
variety of work contexts and challenges,@luding fit perceptions among lesbian, gay, bisexual,
and transgender employees faci 1mination, retirees struggling with part-time work and

career challenges for Latino i%m’grants. It also, remains an influential person—environment fit

theory in psycholog@a{ summarized, it offers specific, valuable recommendations for

helping clients g}%wuggle with job dissatisfaction and quitting decisions'?°.

The t@%fers active and reactive strategies that clients might adopt to improve their work
circumstances and it has proven useful for helping a diversity of client types ranging from
teenagers entering the workforce to older adults transitioning into retirement!'?’. In conclusion,
theory of work adjustment backing work environment requires that certain tasks are performed,

and the individual brings up the needed skills to perform the tasks. As an exchange relationship
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(between the individual and the environment), the individual also requires certain compensation
or rewards for work performance and certain preferred conditions, such as a safe and
comfortable place to work. For the interaction to be maintained and job to continue, the
workplace environment and the individual must continue to meet each other's requirements. In
exchange, the more closely the reinforcers (rewards) of the role or organization corres d to the
values that a person seeks to satisfy through their work, the more likely it 1s tha @person will
perceive the job as satisfying. The measures adapted for this stud 6gefort working
environment, status and safety condition. 4%'3
2.2.3 Job Demand Theory &%\
The JD-R model proposes two general categories of Jc%"\&acterlstlcsz job demands and job
resources. Job demands refer to “those physical, psychological, social, or organizational aspects
of the job that require sustained physical a ’ hological (cognitive and emotional) efforts
or skills and are therefore associated wit@rtain physiological and/or psychological costs”. Job

resources refer to physical, socml(&y)%ﬁologlcal and organizational resources that are conducive

for accomplishing work goaln&gd\obj ectives and/or potentially reduce the negative influence of

job demands'?!. ( : Q’Q

Some of the s of this theory are control over job, support from colleagues, support from
supervi @1 psychological well-being. The authors affirmed that an employee is expected to
have &1 over his/her job as this would enhance productivity. Also, it was stated further that
employees sometimes need support from their colleagues as well as supervisor most especially
when they need directives in a given tasks. The theory also affirmed that employees are expected

to be psychologically stable if they want to be productive.
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Furthermore, the JD-R model suggests two different processes of job demands and job resources.
Specifically, while job demands increase employee strain, job resources improve employee
motivation. Consistent with the demand-control model, the JD-R model also posits that job
resources can buffer against job demands and job demands can amplify the motivational
potential of job resources'??. Because social support can be viewed as an importantjobgsource,
the JD-R model is prevalent in the social support literature. The job dema.nd @'\ces model
identifies role conflict, workload, social support and others as its measd%\épdemands and
resources have unique and independent effects on employee well-bg{%m; already proposed in
the original version of the JD-R model, job demands may initi@%\ealth-impairment process if
exposure to daily workload transforms into chronic over@er a long time period. In this case,
job demands lead to chronic exhaustion and may eventnally result in physical health problems
(including cardiovascular diseases). In cm@)@o resources initiate a motivational process.

Since job resources provide meaning satisfy people’s basic needs, job resources are

motivating and contribute positivelfesito work engagement (i.e. a fulfilling state of vigor,

dedication, and absorptionm%o\

Another proposition ‘Qg% theory is that job resources can buffer the impact of job demands on
negative strain. , even though job demands and job resources have clear and independent
main ¢ c@ they also work in concert. Job resources are instrumental in that they arm
employeeS with the means it takes to cope with the job demands. Whereas some scholars have
argued that job resources should match the specific job demands — for example, that emotional
job demands need to be matched with emotional job resources, and it is shown that various job

resources can buffer the impact of various job demands on negative strain'??,
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JD-R theory one step further as it suggests that job resources particularly influence motivation
and work engagement when job demands are high. Thus, autonomy, skill variety, performance
feedback, and task identity become particularly important when the job demands are very
challenging. This idea is consistent with the notion that all types of tangible or psychological
resources gain importance and become particularly useful when needed. Particu y when
employees are confronted with a high workload and with emotionally demand %&hents they
can use their autonomy, skills, and sense of prosocial impact to deal‘%\gﬂeégy with these
demands and choose the right approach. Indeed, our research a *Finnish teachers and
dentists has shown that job resources such as appreciation, 1nn0&%veness and skill variety are

most predictive of work engagement when job deman(@ pupil misbehavior, unfavorable

physical working environment) are high. Thus, j esources are particularly useful and

motivating when needed'?*. (.;\\o

This theory has been used in many st\%bﬂvith a sample of 334 trackside bankers, they found
that while job demands were positively associated with hazardous work events, support from
senior managers, Supervis Aaadﬂcobankers were negatively related to these hazardous events.
They also found tha@ong the three sources of support, cobanker support was especially
important in att @ing the negative consequences of high job demand situations. In examining
the ant c@s of work engagement, found that supervisor support and cobanker support, along
with &ng opportunity and decision authority, constitute job resources that facilitated

employee work engagement'?>,

JD-R theory puts employee well-being center stage, but an important goal of the theory is to

predict employee behavior and organizational outcomes (absenteeism, productivity,

97



organizational citizenship, client satisfaction). Another proposition is that motivation has a
positive impact on job performance, whereas job strain has a negative impact on job performance.
Whereas motivation helps employees to be goal-directed and to focus all their energetic and
cognitive resources on the tasks at hand, job strain impairs performance because it undermines
the ability to focus. Employees who are exhausted or feel anxious at work are morgylikely to
make mistakes, which have a negative impact on performance. In recent ex;:eri @’gl\studies, it
was found that engaged individuals perform better on demanding tasks»%'p\e ey focus all
their attention to the task, as indicated by pupil diameter data, brain activity, and self-report data.
Furthermore, combining daily diary reports with objective ﬁna%%%}ata, showed that employees
working in fast-food restaurants had better financial resu@ he days they were highly engaged
in their work!??,

S
This theory is related to this study because er)x\r'e various demands that are attached to the job

of OTM lecturers in the polytechnic, s&:‘l& ing up with this demand would make OTM lecturers

to achieve the goals and missionw institution.

0’
2.3 Review of Em 'r@dies

2.3.1 Work Environmeént and Job Performance

Empirical s@abound which attempted to link workplace environmental factors to other
empl@@ ctors. The study sample of 74 with multiple regression analysis to measure the
significance of work environment on job performance among staff of a particular organization.
The study found that work environment significantly determines job performance. This result
corroborates findings of previous research that investigated the connection between variables in

workplace environment and workforce or work process.
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Other research works have been specific on factors inherent in the workplace environment. For
instance, investigated and found that working conditions was significantly related to employee
productivities in manufacturing sectors!?*, With particular focus on such variables as comfort
level and temperature in the office work, with 150 participants among civil servants in the
Ministry of Youth and Sports in Malaysia, the study revealed that wor.k e &nent had

significant influence on job performance. This was however on work@n ironment and

employee productivity !4, . \4%'3
A\
N

The study also revealed a significant positive relationshif %%en workplace environment and
productivity among bank workers while another scholar deviated a little from the trend in
research on workplace environment'?. Th .&@e organizational environment-behaviour and
its influence on safety culture in organiz@n. In their opinion, as organization behaves, so does
the working environment, and thi§ behaviour determines the level of safety consciousness among
staff. Regardless of which em%oqmental variables were examined, there seem to be a general
consensus among th@%’%ﬁcher& It is generally concluded that workplace environmental
factors signific n%\qﬂuence such other employee related variables like health, safety, and well-
being, job s&tion, job performance, organizational performance in public sectors and so
forth.@t seems unsatisfying is that many of these researches were carried out in other

developed countries and are foreign to African context!?s.

Few studies which have attempted studying African workplace environmental factors on staff

related variables were done in workplaces other than campuses and those studies conducted in
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universities fail to show the empirical link between workplace environmental factors and either
teaching and non-teaching staff of higher institutions of learning. There is also linked work
environment with workers’ attitudes in all organizations in general. Job commitment among
staff of tertiary institutions of learning is seriously lacking and begging for empirical probing
especially as may be influenced by factors in campus environment!2S, . ®
&

Palpably, the relationship between campus environment and job commi %aff therein is
not well established in our framework of knowledge. Although @Md condition may be
viewed from two perspectives: conditions of service as contai%%e contract of employment
are the built layout or physical conditions of work. W.Ngl conditions that constitute toxic
environment includes hot and noisy environme nsafe work conditions, dirty work
environment, insufficient resources, old tec .®ld machinery and so forth. It is the physical
work condition that is of interest in th%;search. The working conditions in relation to job
commitment have not really enjoyed fauch empirical attention in the literature. Whereas, authors
believe that an organization’s_physical environment especially its design and layout can affect
employee behaviour i@é%kplacem.

They therefore i igated the mediating role of employee well-being in the relationship

127 They not only found

between phésic work environment and job commitment in Call Centres
strong nce of a mediation effect evidencing the importance of both physical environment
and employee well-being to employee commitment, but also found that there exists a strong
positive relationship between physical environment and employee commitment. These findings

are in agreement with earlier study that did a review on the effect of office concepts (such as

office location, design, layout and usage) on employees’ health status and job satisfaction. They
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found these factors to be significant in increasing employee convenience at work as they boost
morale and job satisfaction'?®, These findings corroborate several other findings. For instance a
study found that work and physical environment of hospitals significantly influence nurses
commitment to work!?® while others who did a research on classroom design among secondary
schools teachers also found similar results. None of these studies was done in cgliversity

D

environment; there is still much to understand about physical working condi i@ﬁn campus

communities and level of job commitment of staff therein!*, ‘@
. \‘%W

Another study examined the effects of general organization%bl@late on safety climate and

safety performance'!

. As expected, general organizaticiggw mate exerted a significant impact
on safety climate, and safety climate in turn was related to self-report of compliance with safety
regulations and procedures as well as .i%at' n in safety-related activities within the
workplace. The effect of general organiﬂé;nal climate on safety performance was mediated by

safety climate, while the effect of%f%éclimate on safety performance was partially mediated by

safety knowledge and motivaﬁ%li\l.
e

The study exami ‘&,the effect of two constituents of work environment (i.e. physical and
psychosocial employees’ job satisfaction and performance, and organizational effectiveness
ina se@ of 360 technical supervisors and operating core personnel. The analyses revealed that
participants who perceived their work environment as to be adequate and favorable scored
comparatively higher on the measures of job satisfaction, performance, and perceived
organizational effectiveness'32. The two constituents of work environment were also found

causing significant variance in employees’ job behaviour and their perception of organizational
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effectiveness. Regression analyses revealed that among the various components of work
environment, working condition, welfare provisions, interpersonal relations, and trust and
support predominantly contribute to employees’ job behaviour and organizational effectiveness.
The results also specified that psycho-social environment in work-place exert more impact on
employees’ job behaviour and organizational effectiveness than the physical environm@doesm.
&
Another study examined the workplace environment impacts employee n%h'gpgductivity and
engagement - both positively and negatively. The work place gm\k‘éﬂment in a majority of
industry is unsafe and unhealthy'?*. These includes poorly %@1 workstations, unsuitable
furniture, lack of ventilation, inappropriate lighting, exce;@uoise, insufficient safety measures
in fire emergencies and lack of personal protectiye) equipment. People working in such
environment are prone to occupational dise@@i impacts on employee’s performance. Thus
productivity is decreased due to the wor@gce environment. It is the quality of the employee’s
workplace environment that st %pacts on their level of motivation and subsequent
performance. How well the;%lgage with the organization, especially with their immediate
environment, inﬂuen@&eat extent their error rate, level of innovation and collaboration
with other em 10@@ absenteeism and ultimately, how long they stay in the job. Creating a
work environnmient in which employees are productive is essential to increased profits for your
organiz@y corporation or small business. The relationship between work, the workplace and
the tools of work, workplace becomes an integral part of work itself. The management that
dictate how, exactly, to maximize employee productivity center around two major areas of focus:

personal motivation and the infrastructure of the work environment!*3.
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The study attempts to investigate on “An Employee Perception towards Effectiveness and Impact
of Environment Management System” is the process of system of procedures, training, and
methods to monitor an organization’s impact on the environment and evaluate ways to minimize
negative impacts on the environment'**. This study was conducted at the Tamilnadu Textile
Processing Mill Society Ltd, Erode. The environment management system, bsings the
environment clean and protective, it helps organizations take a proactive .rat than reactive

approach to environmental programs and address impacts that may nm@g ated, such as

energy use or use of resources. . "
N
A\
N
The research design used in this study is descriptive. Th . b&%le size taken for the study is 100
respondents in Tamilnadu Textile Processing Mill, e. The needed data were collected as
both primary and secondary data. The pri : @ is collected from structured questionnaire
which are following in the open end, cl@ end, like scale and the numerical scale. The major
findings of the study is based thgahalysis and the highly effectiveness of the environment
management system and it hﬁ.%ép reduce the environmental impact. In this analyze suggested
that implementing ne@%’%@gy to save the working cost in order to use the new technology to
give on the job, tr%&ug. The recycling will reduce the EMS impact. Finally, it is concluded that
it will help to improve the employees working environment and create the awareness about the

enviro@t management system and also it increases the profit and the environment clean'**,

This study aims to investigate the effect of workplace environment’s factors towards employees’

performance!?’

. Data was collected through the survey method; total 139 employees participated
from three main workplace of Miyazu (M) Sdn. Bhd. Based on the findings it shows that only
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supervisor support is not significant towards the employees’ performance. Meanwhile, job aid
and physical workplace environment are having a significant relationship towards the
employees’ performance. Employees’ performance level is depending on the quality of the
employees’ factors workplace environment which are the job aid, supervisor support and also the

physical workplace environment. The three factors determine on how the emplgbees’ get

N

%\%

By conducting this project, the researcher could be able to ide the factors that could

engaged or attached to the organization.

contribute to workplace environment that affect employees’ %@n\ance. Therefore, the main
purpose of this research is to investigate and to get a c.eb@ picture on the factors that affect
employees’ performance from three different workin ces at Miyazu Malaysia Sdn. Bhd. The
places of Miyazu Malaysia Sdn. Bhd. incl Y& iyazu’s Head Quarters, Miyazu’s Stamping
Plant and Miyazu tooling plant!*. Employees are more than the most important asset, they play
pivotal role in current operation@l pecformance and future competitive advantage. Employees
spend the major part of their i the organization within which they work. When people join,
they bring with then@@%ue values and behaviors’ that they have experienced!*. While

every aspect ofznégdng people in organizations is important; when they are all combined, they

make up the ‘organizational culture - perhaps the major determinant of effectiveness and
perfor@e. An effective organizational culture can be recognized as one factor that always

seems to be associated with successful companies. There is a dramatic increase in the business

and organizations in Sri Lanka, after the post war period!3®.
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Organizations should be aware about their culture, in order to survive successfully in turbulent
business environment. Organizational culture values varied significantly among the firms. The
variation in cultural values had a significant effect on employee performance. Therefore, the
purpose of this study was to investigate relationship between organizational culture and
employee performance in apparel sector in Sri Lanka. The independent variable is o.rg@gational
culture and the dependent variable is employee performance. This study has lgee leted with
an empirical survey which was thoroughly conducted using a self-adrr%}ﬂ%pquestionnaire
and the sample consisted of employees in apparel sector. Questiom@cﬂ;sisted three parts and
which were sent directly to the target segment. This study was @&&ed with hypothesis testing
and it was co relational. Since the current study settin&ﬁ&%{efeﬂed as a field study where the

study has done in non-contrived setting with minimizing interference of the researches'®.

S
Q)\

The quality and quantity of work g ted by employees are influenced by the work
environment while poor environsnentall conditions can cause inefficient worker productivity as
well as reduce their job sz%fag:tion. The study described some elements of the work
environment that can@@% employee productivity and addresses lighting, noise, color, and
air quality. Furni nd equipment as the key physical factors in the organization are discussed
as well'¥7. ‘l%factors of the work environment under which it has impact on employee
produ@r are: lighting, noise, color, and air quality. All of these factors cannot be treated
separately, as they connect with each other. The work environment plays a very important role if

the organization would like to maintain better productivity as many employees spend most of

their time on generating activities in the organization'3’.
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Although the word condition may be viewed from two perspectives: conditions of service as
contained in the contract of employment and the built layout or physical conditions of work. For
instance, a study found that work and physical environment of hospitals significantly influence
nurses” commitment to work!'3” while another study who did a research on classroom design
among secondary schools’ teachers also found similar results. None of these studies was done in
university environment; there is still much to understand about physical W(.)rkié?’%}ditions in
campus communities and level of job commitment of staff therein!3, ‘@
: \%w

A well-organized physical work environment can provide %%%\rt for employees at work.
Comfort will be able to lead to the pleasure of emplo.e@n working the latter can lead to
satisfaction in the employee at work. In the study fou at the physical work environment has a
significant influence on employee job satis ot sﬁg This is in accordance with the results of a
study conducted by which states that% work environment, especially the physical work
environment has a significant idfluda¢e on employee satisfaction. This means that lighting,
temperature and the presenceﬁoqnditioning plants can provide comfort and job satisfaction for
their employees'®. Q)QQ

Physical work Eer@,nment plays an important role in influencing employee productivity. A

comfortabler and healthy work environment will give rise to a good sense of joy for its
emplo@so that it can increase productivity at work. Research conducted which states that the
physical work environment can affect individual productivity!4’. Negative or positive physical
impacts can have an impact on employee health problems so that it impacts on productivity on

the results of his research that the environment in the workspace has a large influence on

employee attitudes, behavior, satisfaction and productivity. A comfortable work environment is
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very important in supporting worker performance so that it can improve organizational
performance better'!. Bad physical factors will affect the comfort of employees at work. The
factor of work accident is an example of the poor arrangement of a physical environment that is
comfortable and safe so that it can affect the performance of employees in the company 42,

A study examined factors affecting employee performance in Greece using the criptive
survey design. Findings showed that the level of job performance of errlplo @'(x\n selected
organisation in Greece was moderate. It was also revealed that job envirof%}d management
support have the strongest impacts (direct and indirect) on job per fice, while adaptability
and intrinsic motivation directly affect job performance'*. An%%%dy examined an approach
to employees’ job performance through work environme@riables and leadership behaviours.
The sample comprised supervisor-subordinate dyads te_test the propositions of this study. Result
revealed that the level of job performance .bépl ees was moderate. It was also stated that
work environment is a strong predictor o ployees’ job performance'#*. Another similar study
examined developing employee4produetivity and performance through work engagement and
organizational factors in an ecgagional society. The study adopted the quantitative study using
the cross-sectional r@a)@%sign. Findings revealed that the level of job performance of
employees was néﬁl. It was also found that employee performance (EP) is predicted through
organizationﬁtors such as management support (MS), learning culture (LC), work

enviro@t (WE) and organizational commitment (OC)'%.

Another study examined employee motivation and job performance of employees in first bank of
Nigeria, Ibadan. The study adopted the cross sectional design and a semi-structured

questionnaire was used to collect data. Findings showed that the level of job performance of
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employees was moderate. It was also found that both monetary (competitive salary, salary raise,
allowances, bonuses, and percentage profit sharing) and non-monetary (job security, job training,
career advancement opportunities, flexible working hours, and retirement benefits) motivational
incentives have a significant positive correlation with employee job performance in study
organization. The study affirmed that increase the level of performance of mloyees,
organization will have to employ a mix of both monetary and non-monetary i.nce '\in driving
higher performance. Findings also showed that female employees are ﬂ%n\ ated by non-
monetary incentives (58%) while male employees are more motivat monetary incentives. It
was recommended that management should be more strat%g%n\ implementing its yearly
financial reward contest and public recognition as this @%uce the employees to engage in
work behaviour that drives higher-level performance

2.3.2 Stress Management practices and J. .l%fo ance

The psychological structure of employees 1§ directly reflected in the work they do and their work
lives. Therefore, stressful emp eg)mean that the organization is stressful. All kinds of
problems caused by stress refleot, in business relations and business success by affecting the
performance of the i@)@%directly The studies, examining the relationship between stress
and performance @rganizaﬁons, have accepted the existence of four approaches. There is an

inverse relationship between stress and performance, and it is assumed that performance will

decreas@ the stress level increases'®.

Employees who want to reduce their stress can waste their time and do unwanted behaviors!4’. It
is affirmed that job performance will increase as job stress increases. The challenges, concerns,

and competitive environment in the workplace are opportunities for the employee to put forward
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constructive actions and improve his/her performance. High-level stress means high
competitiveness, thus, high performance. The relationship between stress and performance is
inverse u-shaped and consists of a combination of positive and negative relationship models in
general. While stress that increases until a certain level improves performance, the ability to
work efficiently decreases rapidly if stress exceeds the critical level. Although there is a
psychological agreement between the employee and the organization, ther.e is @&}laﬁonship
between stress and performance. According to this model, employees kn@%ﬁ@y will receive

a certain wage for their performance. The presence or absen,cQ\d stress does not affect
performance'¥. %’&%\
&
S
The stress level, at which individuals' performance is%best, is the optimal positive stress level.
At the positive stress level, the individual's .dée%)n, ability to fight time pressure, speeds of
making important decisions and contribu@ to performance are faster and higher. In cases when
individuals cannot cope with per nag:genvironmental dangers, stress transforms into negative
stress, and this increases the p%eqce of individuals who need help, who experience difficulty in
adapting to the envi@)n%%and who cannot transfer their energy to their work. Since the
psychological ﬂ@(ﬁs of individuals in the workplace are directly reflected in the work they do,
stressful in%i als mean that the whole organization is stressful'43,
Y

All kinds of discomfort, psychological and mental problems experienced due to stress are
directly reflected in employee performance, business relations, and business success. The mental
and physical condition affecting the productivity, activity, health, and work quality of employees

is occupational stress, and this stress, which exceeds the optimum limit, may decrease the

109



performance of the organization since it creates discomfort in employees'*®.

The exposure of
individuals to excessive stress in the work environment leads to both an increase in costs (an
increase in business absences, health expenditures, and insurance expenditures) and a decrease in
organizational performance, as well as in job satisfaction, by decreasing the amount of goods and
services produced per unit time. The stress experienced also has consequences that ?ﬁclosely
related to the organization, such as the individual's late arrival to work,. inc &in his/her
absenteeism, increase in the labor turnover rate, alienation of the e@: to work and
workplace, and decrease in his/her performance'#®, . \4%'3
A\
N

Despite the negative consequences created by stress in c@?ﬁons, emphasized that the stress
experienced at a certain level in organizations incre motivation and management, provides
alertness and vitality, and ensures high en .y‘&%ns tion'*. Positive features of stress, such as
paying attention to details, acting in %with the unity of aim and goal, and enhancing
performance, were also emphasi edz'l‘ e small amount of stress improves job performance.
Stress at a certain level provj%o&;mployees with opportunities to do their jobs better and find
newer and better wa@)@%ructive stress also enables employees to mobilize their creative
power, increas %ﬁu business success, and feel enthusiasm while performing their duties.
Stress is the‘esial struggle element for employees who make an effort to maintain their lives
and w@rant to provide satisfaction in their economic, social, and cultural roles'®. Even
improvements to be made in the elements among organizational stress factors, such as general

policies, structural disturbances of the business, and the inadequacy of the physical environment,

are positive steps for stress management'>’. Since the culture in the organization affects the
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success of preventing and managing stress, open and insightful communication away from

criticism and blame is crucial!>!,

Numerous studies have been carried out on occupational stress and job performance. For
instance, a study found that stress-causing factors such as workload, career prograss(ﬁlcilities

N

and the work setting were significant predictors of academic staff job effectiven %’&r Likewise,
é@

illustrated the effect of stress on employees’ performance using an inv e curve. The
study revealed that employees’ performance increases as stress in e$y However, when the
stress becomes excessive, the performance of employees will@i%:ﬁh\a peak and then begin to
decline. Nevertheless, a significant positive relatio .b$between work stress and job
performance was found by scholars'>®. These studie ue that stress and job performance of
academic staff increase or decrease in the sa@'@l@on but to varying degrees.

O

Other studies have shown that o%;%ﬁonal stress contributes to low performance of duties'>*,

155

poor productivity'>>, increa absenteeism, poor health and aggression'®®, creativity and

innovation!>’. Nevert@)@%growing body of literature shows that stress and workload are
significant predic of teachers’ effectiveness'*®. On the contrary, a study has revealed that
stress due vav‘%kload has no significant influence on the professional effectiveness of teachers.
The (@nce in the results of various studies is attributable to the type of occupation
understudied or the type of stress considered. However, in the current study, we investigated the
extent to which occupational stress (such as remuneration, workload and the provision of

institutional amenities) influences the job performance of the academic staff of two Nigerian

public polytechnics.

111



Workload is a factor that has been found to affect the performance of university academic staff'>°.
Under a manageable workload, employees are likely to be motivated to perform, overcome or
accomplish tasks. However, a high amount of workload in terms of the quantity (amount of work)
and quality (difficulty or complexity of the task) tend to affect performance!®. Moreover,
expressed that employees have different capacities to perceive and respond to their\oéolrkload.

While some employees can perform well under a particular workload level @rs may be

negatively affected!®!. Author stated that internal and external factors c@@?ﬁt the reaction

to workload'®2. . "
£
N
According to them, external factors include burdens fro lﬂs@% employees’ bodies, such as the
quantity, difficulty and intensity of job tasks, hours s on task, and the work situation. Internal
factors refer to conditions within employee, .u@eaction to external factors. Internal factors
include somatic factors in age, gender, @r type or health status and psychic factors such as
motivation, experience, desire, s&ﬂ%}on and interest in others. It was discovered in their study
that academic employees weﬁig\hly stressed by a variety of factors, including their workload,
research, and professi@@%th, as well as administrative concerns!63.
N
Q

An increased steess level may likely affect lecturers’ effectiveness in performing their job and
result@m rushing over job tasks by not necessarily doing them well. Furthermore, submitted
that lecturers’ workload influenced their performance. The cited study concluded that excessive
workload led to stress, which aggravated and caused physical and emotional exhaustion, lack of
concentration, frustration, diminished effectiveness, lateness or absenteeism to class, anxiety and

depression, among others'®*. Furthermore, other studies have discovered a strong negative
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relationship between lecturers” workload and their productivity!'®. This evidence implies that an
increment in workload allocated to staff is connected to a decline in their job performance and
vice versa. On the contrary, some studies have concluded that stress resulting from the workload
of lecturers positively influenced their teaching and research effectiveness to a significant

extent!%°.

QP

&

A high amount of workload led to a higher degree of job performance a%\%rers. Further
arguments in the literature indicated that workload has a weak, @W}, but not significant
prediction on the job performance of employees!®’. This imp&&céat even though assigning a
high workload might improve teachers’ job performan@ degree to which this happens is
attributable to chance. It has also been revealed by other studies that workload has no significant
relationship with teachers’ job performa T“%T se studies did not indicate the direction
(whether negative or positive) of the pr@ion or relationship. This makes it difficult to place
these studies in one of the schoolg eatlier presented above. There are further complexities in the
debates because a study haugﬁowdocumented that the prediction of workload on employees’
(doctors) work perfor@@%oth negative and positive in the short and long term'®,

N
Q

A scholar conducted an exploratory study to identify the drivers of employee engagement within
the E@n context and the impact of employee engagement on job performance and
organizational commitment based on Social Exchange Theory (SET). The study employed a
regression analysis to predict and explain the relationships and the result indicated that
leadership and organizational justice were the most significant drivers of employee

engagement!’’. The impact of employee engagement on organizational commitment among
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workers at national higher education institutes (HEI) in Zimbabwe. The research methodology
employed was an explanatory descriptive survey design. The respondents were drawn from a
stratified random sample of 142 employees from the three Universities. The study revealed that

there is a positive correlation between employee engagement and organizational commitment'”!,

A study on 2015 Trends in Global Employee Engagement. The study empl quahtatlve
approach and it was revealed how companies can create a culture of e@i&ég by investing
and helping leaders whose interest is on building skills, empovy others and challenging
individual’s accountability to take possession of solutions and&%lr own engagement!’?. The
study shows that the role of human resource professmna@upport the leaders of organization
in achieving engagement agenda. Here, they identi the senior leaders and the individuals
themselves as critical stakeholders require ? ‘%ne ing a culture of engagement. Aon Hewitt
company’s leaders attributed their succ%'to talent management and engagement of two key

¥

variables — culture and leadershipd’?

"
A scholar studied ef@%@rk stress on the staff performance in banking industry. Survey

research desig v@adopted. Population was 300 and sample 185. Data was analyzed using
simple perce‘% The findings were that the cause of stress in Nigerian banks is particularly
linkedgnproper working condition for delivering the duties. It was revealed that there was
significant influence of stress management on job performance!’. Similarly, a study conducted a
research on the effect of work stress on Modern Managers performance in the Niger Delta
Region of Nigeria. In presenting and analyzing the result, tables and percentages were used then

chi-square was used for the testing of hypothesis. Findings showed that lack of stress
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management training, lack of job control; job description and specifications are the major causes

of stress among modern managers'’>!76,

A number of studies have been carried out that is related to work life balance. Typically, scholar
investigated the influence of work life balance and job satisfaction on employee perfqigance of
health care employee!””-!78, This was aimed at exploring the influence of wor %Xﬂance and
job satisfaction has on organization commitment among healthcare e Another
scholar studied the relationship between work overload and Perf of Employees: A case
study of Transit Hotel in Nairobi city!'3!: 182, The study used &%Iget population of 60 staff.
Descriptive research design was used and data colleg ﬁ& tool used was a questionnaire.
Frequency distribution tables were used to analyz data while Chi-square was used for
analysis. The findings showed a relationshi .e@e work overload and employee performance
and that work overload significantly aff;%d%ghe performance of an individual'83 184,
6
N

A more recent study examin%ﬂqe effect of stress management techniques on employee Job
performance in manu@t)@ irms in Nigeria using the descriptive survey design. The sample
size comprise mployees of four manufacturing firms in southeast, Nigeria. Findings
showed that thelevel of job performance of employees was moderate. It was also revealed that
here v@ositive and significant effect of stress management techniques on performance of
employee of manufacturing firms in Nigeria. It was recommended that management of
manufacturing firms in Nigeria should invest in the different stress dimension management
strategy such as meditation technique and relaxation technique so as to improve employee

performance'®,
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A study examined stress management strategies and employee performance in manufacturing
firms in Edo State. The specific objectives were to: identify the relationship among workplace
social support, coping competence, time management techniques, mind-body techniques and
employee’s performance. Sample size of 301 respondents was drawn from 1663 population staff
of selected manufacturing firms. Finding revealed employees in manufacturing fi receive
maximum workplace social support and this helps them deal with stressful wor @}%}tions; and
they have high coping competence in handling stress. Additionally, %}%wvered that
employees of manufacturing firms most typically adopt time mamgﬁn&as a method of stress
reduction. It was shown that there was significant inﬂuen(@c&[ress management on job
performance. Moreso, it was demonstrated that the emp}l?&% do apply the mind-body strategy
of time management, albeit not to a very high amouh{_ih comparison to their adoption of other

°
stress management measures. The study fo nagers in manufacturing businesses should

instruct staff members about the beneﬁts@ind-body techniques like massage and yoga as well

as how to use them successfully @e stress levels!®®,

.\
Another study eval Q’% influence of stress management techniques on employees’

performance of P&@ Service in Kenya. Specifically, the study sought to examine effect of
counseling services strategies, flextime programme strategies, mediation technique strategies,
and reon technique strategies on employees’ performance. Descriptive research design was
adopted. The sample size of 400 employee of public service was drawn from 700,000 target
population of the study. The findings demonstrate a large impact on employees' public service
performance, which is explained by a 91.1% variation. The regression model also showed a
favorable correlation between employee performance and the independent variables research on
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stress reduction methods and counseling services. The study suggested that the management of
the organization under study should educate the staff about the use of stress management
strategies that are accessible in the company that can lead to increased performance!®’.

Another study was conducted to evaluate the effect of stress management techniques and
organizational performance in selected private and public Hospitals in Port Harggrt. The
specific objectives of the study were to examine the extent of the influence of str nagement
techniques on organizational performance and investigate into the extent%\gn%ship between
flexible working hour and organizational performance. A total Q&G\ statistically selected
respondents were derived from 30 statistically selected pri%%\ld public hospitals in Port
Harcourt.. The study revealed that severe stress is psycl@ally hazardous, mentally harmful
and impacts negatively on organizational performan oderate stress as revealed tends to be

otentially useful in organizational perfor \T study recommended that maintenance of
p y g p y

appropriate job design and flexible workifig, hour polices, amongst others in respective functional

areas!88. \)Q)‘bd
.\

A study was conductét)@%stigate the effect of workplace stress management techniques on
employees’ effi ci@gin banking industrial in Nigeria. The specific objectives of the study were
to examine Eﬁc stress, traumatic stress and acute stress on employee performance in the
banki@tor in Nigeria. The data analytical technique was regression statistics. The sample
size of 79 employees was drawn from a total of 105 population in selected banks. The findings
show that training and development interventions and stress management programs have a
considerable impact on workers' productivity. According to the report, bank managers in Nigeria

should make sure that staff members have access to the essential instructions, guidelines, and
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policies that describe their job responsibilities clearly and without any contradictions or
ambiguity that might cause ambiguity in job performance'®’.

A sought to examine the effect of stress management practices on employee performance at the
University of Cape Coast, Ghana. The specific objectives that guided the study were; to assess
the various stress management practices; to assess employee performance; and to.e)g@ine the

»

effect of stress management practices on employee performance. The poplllat'(é)f the study
was 923 administrative staff and the sample size of 269. The study's finds \%Q showed that
the University of Cape Coast's varied stress management techniq&iﬁpluded psychological
assistance, training and development, work redesign, and emp%%x\relfare programs. The study
also shown a high and favorable correlation betwe:@lployee performance and stress
management strategies. The study suggested that th versity's administration combine all of
the stress management techniques they had @ in)order to combat stress.!*.
Q>

A examined the effect of stress¢on ‘gldoyee productivity in selected manufacturing firms in
South-East Nigeria. Speciﬁw&{,o{[he study sought to identify the relationship among work-
family interaction, @)@%@nal climate, role ambiguity and employee productivity. The
population of the consisted of 2187 employees of fifteen selected manufacturing firms. The
statistical f%n devised by Borg and Gall (1973) was employed to determine the sample size
of 42@\6 findings indicated that job ambiguity has a substantial beneficial impact on
employee productivity, organizational environment has a major positive impact on employee
productivity, and work-family interaction has a significant negative impact on employee

productivity. Therefore, the study came to the conclusion that employee productivity in

manufacturing enterprises in South-East Nigeria is significantly negatively impacted by
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workplace stress. In order to reduce stress caused by work-family obligations, the study
suggested, among other things, that management should encourage staff to spend time with their

families and grant them permission to leave work at a suitable hour!!.

Another similar study was conducted to investigate the effect of stress management.owployee
performance at Kenya Airways. Specifically, the study sought to examine t.he @'i\of flexible
work schedule, workplace counseling and workplace quality on employee%p nce at Kenya
Airways. The mean and standard deviation were used to presqng{é%l'while data analytical
techniques were regression and correlation method. The study é&i%\out that stress management
explained variation of employee performance. Additional] «tk research established that flexible
work schedule had significant positive correlation ﬁmployee performance; workplace
counseling had insignificant negative corr .n)é» ith employee performance and that work
place quality had a significant positiv%@aﬁonship with employee performance. The study
concluded that both workplace4quality and flexible work scheduling have roles to play in

employee performance but syorkplace counseling. The study recommended policy and

practice should inch@)@%place quality and flexible work schedule to enhance employee
performance'*? 6\,

24 Conce&tu Model

Theore model attempts to give explanation of the variables as considered in the conceptual
review. For this study, three theories were reviewed; job performance theory was used for job
performance and measures adapted indicating the job performance are declaration knowledge,
procedural demonstrating efficiency, facilitating peer and team performance; work adjustment

theory was used for work environment and measures adapted indicating the work environment
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are working condition, safety condition while affective event theory was used for stress
management and measure adapted indicating the stress management are job hassle and emotional
labour.

The relationship is defined in such a way that the set of factors could impact on an individual,
which in turn determine the final outcome in terms of high or low job performa.nc amongst
participants. The two independent variables (workplace environment and str agement)
have direct influence and relationship with the dependent variable (job p % Being able
to perform one’s roles and responsibilities and taking part in, @eﬁlsmn making in the
organization could enhance job performance. It is opined tha&% culture of an organization
could have positive influence on the job performance. T%&y is anchored on job performance
theory of Campbell 1990 for the job performance variable. The theory showed that there are

some tasks that have to be performed by e ¥ \s hich include task proficiency and non-task

proficiency. The measure adapted indi%pg the performance of employees in their various

organizations. \g)
%w

The theory focuses 0@%‘( ture, causes and consequences of affective experiences at work
and may influenc t judgment; satisfaction and affect are not equivalent constructs. In it also
adds time as important parameter when examining affect and performance. Theory also
descri@ explain the relationship among individuals at work and their work environment. The
theory also revealed that for employees to be productive and for his job to be adjudged as being
satisfactory in the organization, they must possess the ability to perform office routine works,

attend to information request, perform work schedule on time, ability to proffer solutions to
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problems among others. Also, management of the organization is expected to accede to the
demand of their employees as this would heighten their job performance.
2.4.1 Conceptual Model

Independent variables Dependent variable

Work Environment

Hol Job Performance

- Comfort working environment

-Status e Declarative knowledge

-Safety condition

N
QQ) e Procedural knowledge
Q .
Q e Demonstrating effort
Ho3

. )ﬁ e Facilitating peer/ team
\ work

Stress Management Practices

- Control over job
- Support from colleagues

- Support from supervisor

- Psychological well being

Fig. 2.1: Conceptu(f .r@% showing interaction between the work environment, stress
management pr; and job performance.

Source: Reéc%r, 2023

It is pertinent to explain the conceptual model given for this study so as to ensure a crystal and a
precise reading that will lead to a consequent deeper comprehension of the utility of the research

under study. The model proposed links the interactions between the independent and dependent

variables of the study.
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Hol to test if work environment significantly influence the dependent variable which is job
performance

Ho2 to test if there is significance influence of independent variable (stress management) on
dependent variable (job performance)

Ho3 test the combined influence of work environment and stress management indig%on job
performance. . %’&\

The model proposed links or interactions between the independent and '\1 t variables of
the study. Work environment and stress management are the inde@m variables while job
performance is the dependent variable. The model suggests tha@cm'f\ort working environs, status,
safety condition (adapted from Theory of Work Adjus@by Davies and Lofquist); control
over job, support from colleagues, support from superuisor and psychological well being
(adapted from job demand theory) are the .y@t s that could determine job performance of
OTM lecturers of polytechnics. The c@onen‘[s of work environment are comfort working
environs, status, safety conditiond Th&gonceptual model that this study was anchored on was be
adapted and modified by tha%setarcher based on extensive reviewing and in-depth search of
literature the theoriﬁ)u@&o underpin the study. The conceptual model is tied on job

performance t o%\,

25 S y of Literature Reviewed

The review shows that there have been a number of studies conducted on employees’ social
loafing, workload workplace incivility in the polytechnics. Factors that hinder job performance
among employees in Africa, most especially Nigeria have also received attention. Some of the

literature that was revealed that some of the problems of job performance are decreased

122



productivity, committing errors in tasks given, turnover intention among others. Some of the

literature that were reviewed revealed that the job performance of employees could be low if the

organizations do not meet with the needs of the employees such as prompt payment of salaries,

promotion as and when due, remuneration among others.

One significant literature gap is the limited amount of empirical research specifically @sing on
i

the job performance of Office and Technology Management lecturers in Niger's@ly‘[echnics.

While there is a substantial body of literature on job performance and e \r Nigeria, few
studies have directly examined this specific group. The influence qQf %tual factors on the job
performance of lecturers in polytechnics, such as institutiona@cﬁ}les, management practices,
and resource availability, remains understudied. Underg %ng how these factors affect job
performance can help in designing effective intervéntions. With the increasing integration of
technology into education, there is a gap ic.ej‘%nc exploring how the use of technology and
innovative teaching methodologies im the job performance of lecturers in Office and
Technology Management departmen is includes the assessment of e-learning platforms and
their effectiveness. Limite%garch addresses the effectiveness of faculty development
programs and traininéi)@%ves tailored to Office and Technology Management lecturers.
Investigating the tionship between professional development and job performance can
provide insights into improving lecturers' skills. Few studies have examined how the job
perfo e of lecturers in this field influences student outcomes, such as academic performance,

employability, and satisfaction. Understanding these relationships can inform educational

policies and practices.

Some of the literature that were reviewed may lack specific studies that focus exclusively on

Office and Technology Management lecturers in Nigerian polytechnics. Many studies may be
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generalized to various academic disciplines, and there may be a need for research that
specifically examines this group. Nigerian polytechnics may have unique contextual factors that
affect work environments and job performance, such as government policies, funding challenges,
or regional differences. Research may not adequately address these specific contextual factors.
The literature may lack standardized and validated measures for assessing the work.evgv&onment
in Nigerian polytechnics. Developing and validating such measures could Q}&a valuable
contribution to the field. There may be variability in how job perfot%%measured in
different studies, with some relying on subjective self-assessment &%txthers using objective
indicators. Identifying a standardized and reliable metric for as&%mg job performance in this
context could be a gap in the literature. Many existing st.d@may be cross-sectional, providing
a snapshot of the relationship between work environ and job performance at a single point
in time. Longitudinal studies that track y xe over time could offer deeper insights.
Comparative studies that assess the w environment and job performance of Office and

Technology Management lectu;ﬁ*{%ﬁ therlan polytechnics relative to other countries or

academic settings may be hnu%o,

The literature sugges@gmﬁcant gap in comprehensive studies focusing specifically on Office
and Technolo @anagement lecturers in Nigerian polytechnics. Most research on stress
manag @n academia tends to be broader in scope, making it challenging to draw specific
conch& about this particular group. While there is research on job-related stress in academia,
there is a need for more detailed studies identifying the specific stressors faced by Office and
Technology Management lecturers. These stressors might differ from those in other academic
disciplines and could require unique stress management strategies. The literature often highlights

the importance of coping mechanisms for managing stress, but few studies delve into the specific
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coping strategies that Office and Technology Management lecturers use or need. Understanding
which strategies are most effective for this group is essential. Many studies focus on short-term
outcomes of stress management practices, but there is a need for longitudinal research to assess
the long-term effects on job performance. This would provide a more comprehensive
understanding of the sustained impact of stress management interventions. The literg-&ge often
leans towards quantitative research methods, but qualitative studies can provi.de 6?1}6 insights

into the lived experiences of Office and Technology Management lectu%}d e nuances of

their stress and coping strategies. . \4%'3

Few studies compare stress levels and management pra:cti&@}?ong Office and Technology
Management lecturers in Nigerian polytechnics wi A@e in other countries or academic
disciplines. Such comparisons could shed ligh‘f o% unique challenges faced by this group. The
existing literature highlights several gaps@}nr understanding of how stress management
practices influence the job performar% Office and Technology Management lecturers in
Nigerian polytechnics. Future rw should focus on addressing these gaps to provide more

tailored insights and recor@?ﬁons for improving the well-being and performance of this

| C QO
specific group.
\

Job demand‘%s/, work adjustment theory and Campbell’s theory of job performance were
used Q@retical framework for this study for the three variables. The theory of job
performance by Campbell was used to anchor the study for the dependent variable (Job
Performance); Work Adjustment theory backed up the independent variable (work environment),
and job demand theory was used to back up the second independent variable (stress

management). However, while some researchers have conducted many studies on job

125



performance among teachers, few, in a systematic way, have investigated the impact of work
environment, stress management and job performance of academic staff in Polytechnics in
South-south, Nigeria. From the available literature, it is apparent that majority of the studies
were conducted outside Africa. A few of these studies were carried out in Nigeria but not

specifically in the Polytechnics in South-south, Nigeria. This is the gap that was.ﬁléﬁl" in this

N

%\%

study.

Endnotes

126



0. O., Okeleke & M. A., Oladejo. Employee Information Sharing and Job Performance in
Public Colleges of Education in South-West, Nigeria. Journal of Educational Research,
39 (1), 2021, 107-117.

M. A., Oladejo. Academic Administrators’ “Decision-making Styles and Institutional Goal
Attainment: A Descriptive Research in the University Context”. International Journal of
Educational Excellence (IJEE), Universidad Ana G. Méndez (UAGM), Puerto Rico,
Spain, 5(2),2019, 29-45.

L., Folami and F. Jacobs. The Joint Effect of Task Characteristics and @rganizational
Context on Job Performance: A Test Using SEM (2015).

M. A., Alromaihi, Z. A., Alshomaly and S., George. Job Satisfaction and Employee
Performance: A Theoretical Review of the Relationship ,Betweeh the two Variables.

International Journal of Advanced Research in Manageméntand Social Sciences, 6(1),
2017, 1-20.

M. A., Oladejo, A. T., Kareem and M. O., GhanniNJ6b Concern Factors and Employee
Engagement Among Academic Staff in Public\Universities, Lagos State, Nigeria. The

Educational Planning. Journal of InternationakSociety of Educational Planning (ISEP),
Washington DC, USA, 24(4), 2019, 57-7Q,

B., Motyka,. Employee Engagement and)Performance: A Systematic Literature Review.
International Journal of Management and Economics; 54(3): 2018, 227-244.
https://doi.org/10.2478/ijme-2018-/0017§.

M. O., Adeoye & S. O. Popeela. Teaching Effectiveness, Availability Accessibility and
Use of Library and Information Resources Among Teaching Staff of Schools of Nursing in
Osun, and Ondo State, Wigeria”. Library Philosophy and Practice, 2 (2), 2017, 11-30
http://www.unlib.unl,edur Retrieved February 14, 2011.

E., Madukoma,& S. O. Popoola. The Relationship Between Library Use and Work
Performangce™~ef Senior Non-Academic Staff in Private Universities in South Western
Nigeria. Canadian Social Science, 8(3): 2017, 70 — 82.

FANM., Tinuke. Dimensions of University Academic Staff Performance Appraisal in
Selected Public Universities in Nigeria. Business Research, 3(3), 2016, 139-147.

S., Halidu. The Impact of Training and Development on Workers’ Productivity in Some
Selected Nigeria Universities. International Journal of Public Administration and
Management Research, 3(1), 2015, 2234-2350.

V. J., Owan, B. A., Bassey, U. F., Mbon, A. E., Okon, E. O., Egbula, S. O., Ekaette, C. O.,
Ojong & M. B., Ekpe,. Validation of an Instrument and Measurement of Employee Work-

127


https://doi.org/10.2478/ijme-2018-%200018

13.

14.

15.

20.

21.

life Policies, Psychological Empowerment, and Job Commitment of Academic Staff in
Universities. Mediterranean Journal of Social Sciences, 1 (7), 2020, 12-21.

F. N., Odigwe, B. A., Bassey & V. J., Owan,. Data Management Practices and Educational
Research Effectiveness of University Lecturers in South-South Nigeria. Journal of
Educational and Social Research, /0(3), 2020, 24-34. https://doi.org/10.36941/jesr-2020-
0042.

I. I, Okoi & F. N., Odigwe. Lecturers’ Financial Well-being & Job Petforpmance in
Universities in Cross River State, Nigeria. Education for Today Journal, /4(@),2018, 50-
54.

C. B., Okolocha, G. U, Akam & F. O., Uchehara,. Effect of Job=Satisfaction on Job
Performance of University Lecturers in South-east, Nigeria. International Journal of
Management Studies and Social Science Research. /(3), 202141 95137.

J. M., George & G. R. Jones. Understanding and Managing Q¢ganizational Behaviour, Sth
ed.; Pearson/Prentice Hall: Upper Saddle River, NJ, USA_J2018).

M. J., Ngaji & F. A., Wonah. Human Resource Wlanagement Practices and Quality of
Teaching in Private Secondary Schools in Cxoss River State, Nigeria. International
journal of Education and Evaluation,j (5)<2019, 78-89.

M. C., Demirer. Effects of Person-Oxganization On Job Performance: Mediating Role of
Happiness. Atatiirk Universitesi Iktisadi Ve Idari Bilimler Dergisi, 33(1), 2019, 283-
302.

B., Tekin & B., Deniz. Is wocus of Control an Effective Factor on Job Stress, Job
Performance and Job Satisfaction Levels of Accounting Professionals? Muhasebe Ve
Finansman Dergisi, (§4), 2019, 65-94. https://doi.org/10.25095/mufad.625730.

E., Keskin & H-\Giindogan. The Relationship Between Five-factor Personality Traits and
Job Performatieg: A Case Study on Five-Star Hotels. Journal of International Social
Researeh, 12¢62), 2019, 1465-1478. http://dx.doi.org/10.17719/jis1.2019.3155.

B~Baytas. A Research on the Effects of Psychological Capital, HRM Applications and
HRM Effectiveness of Line Managers on Work Performance of Employees. Master Thesis,
Baskent University, Institute of Social Sciences, Ankara (2018).

C. H., Meydan, D., Dirik & 1., Eryilmaz. The Moderating Role of Pelz Effect in the

Relationship Between Leader Power Sources and Job Satisfaction. Yonetim Ve Ekonomi:
Celal Bayar Universitesi Iktisadi Ve Idari Bilimler Fakiiltesi Dergisi, 25(1), 75-92.

128


https://doi.org/10.36941/jesr-2020-0042
https://doi.org/10.36941/jesr-2020-0042
https://doi.org/10.25095/mufad.625730
http://dx.doi.org/10.17719/jisr.2019.3155

23.

24.

25.

26.

217.

28.

29.

30.

31.

32.

33.

A. S., Bin. The Relationship Between Job Satisfaction, Job Performance and Employee
Engagement: An Explorative Study. Issues In Business Management And Economics,
4(1), 2017, 1-8. http://dx.doi.org/10.15739/IBME.16.001.

S., Koca & S. M, Yildiz. An Investigation of Relationships Among Stress Resources of
Football Referees, Job Satisfaction and Job Performance. Spor Bilimleri Arastirmalari
Dergisi, 3(2), 2018, 195-207. https://doi.org/10.25307/jssr.334624.

H., Jalal. Improving Employee Productivity Through Work Engagement: Empirical
Evidence from Higher Education Sector. International Journal oft"\ndustrial
Engineering Computations, 6, (2), 2016, 61-70.

0. O., Folorunso, A. I, Adewale & S. M., Abodunde, Explesing” tHe Effects of
Organizational Commitment Dimensions on Employees Performance. An Empirical
Evidence from Academic Staff of Oyo State Owned Tertiary)Ifstitutions in Nigeria.

International Journal of Academic Research in Business\and)Social Sciences, 4(8),
2018, 12-20.

M., Stack,. “Global University Rankings and the Mediatization of Higher Education”.
Palgrave Macmillan Amazon.com (2016).

S. O., Stup, Other Functions of Management (Incisive Approach). Ekwulobia; Blessed
Ifeatucomms Ltd. (2015)

D. S., Sinha,. Rethinking Medicifie; Improving Health Outcomes with Cost-effective
Psychosocial Interventions. Psychgsomatic Medicine, 57, 2017, 234-244.

E. N., Franco. An Evaluatiotyef Employee Turnover in the Manufacture Industry. Oron;
Edem and Sons Press Ltd.\ (2016)

J. M., Adams,M.\D\,"y DeGraaff & G. S., Hohner,. Evaluating the Pre-Professional
Engineer: Explosing the Peer Review Process Paper presented at 2015 ASEE Annual
Conference &\Exposition, Seattle, Washington. 2015, 10.18260/p.24029.

E, Oseiboakye. Research on the Impact of Teamwork on Employee Performance.
University of Ghana. (2015)

0., Obiekwe, 1. Zeb-Obipi & H., Ejo-Orusa,. Organizational Family Culture and Employee
Involvement in Nigeria Workplaces: An empirical analysis. [IARD International Journal

of Economics and Business Management, 5(1), 2019, 23-39.

0., Obiekwe. Human Capital Development and Organizational Survival: A Theoretical
Review. International Journal of Management and Sustainability, 7(4), 2018, 194-203.

129


https://doi.org/10.25307/jssr.334624

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

L. I, Nwaeke & O., Obiekwe. Impact of Manpower Training and Development on
Organizational Productivity and Performance: A Theoretical Review. European Journal
of Business and Management, 9(4), 2017, 154-159.

N., Saraswat & S., Khandelwal,. Impact of Team Building Exercises on Team
Effectiveness. International Journal of Marketing and Human Resource Management
(IJMHRM), 6(3), 2015, 89-97.

0., Obiekwe, 1., Zeb-Obipi & A.O., Oparanma. Impact of Firm-based Family Gulture on
Employee Involvement in Nigerian Manufacturing Firms. IIARD Internatignal~Journal
of Economics and Business Management, 4(7), 2019, 93-101.

B., Rittle-Johnson. Developing Mathematics Knowledge. ~€hild” “Development
Perspectives, //(3), 2017, 184-190. https://doi.org/10.1111/cdep.12229.

B., Rittle-Johnson, M. Schneider & J. Star. Not a One-way Stredt: Bi-directional Relations
Between Procedural and Conceptual Knowledge of Mathemati¢s. Educational Psychology
Review, 2 (7), 2014, 23-33. https://doi.org/10.1007/s106482015-9302-x.

B., Rittle-Johnson & M., Schneider. Developing €onoeptual and Procedural Knowledge in
Mathematics. In R. Cohen Kadosh & A. Dowker (Eds.), Oxford Handbook of Numerical
Cognition (pp. 1102-1118). Oxford, «UK: Oxford University Press (2015).
https://doi.org/10.1093/0xfordhb/9780499642342.013.014.

R., Jain & S. Kaur. Impact of Wotk Environment on Job Satisfaction. International
Journal of Scientific and Resouf¢e,Publications, 4(1), 2018, 1-8.

G., Matthews & P. A. Destond. Task-induced Fatigue States and Simulated Driving
Performance. Quarterly Journal of experimental Psychology, 55, 2016, 659-686.

N., Cynthia. The" Effect of Workplace Environment on Employee Performance in the
Mobile Telecommunication Firms in Nairobi City County. Unpublished MBA Dissertation,
University ofNairobi, Kenya (2015).

O. P., Salau. Work Environments and Retention Outcomes of Academic Staff of State
Univegsities in Southern Nigeria. Unpublished PhD Thesis. Covenant University, Nigeria
(2617).

N. W., Hope, M. C., Obianuju & A., Chibuzoh. Workplace Environment and Employee
Performance in Selected Brewing Firms in Anambra State. International Journal of

Current Research and Academic Review, 5(1), 2017111-120.

N., Yusuf and S., Metiboba. Work Environment and Job Attitude Among Employees in a
Nigerian Work Organization. Journal of Sustainable Society, 1(2), 2017, 36-43.

130


https://doi.org/10.1111/cdep.12229
https://doi.org/10.1007/s10648-015-9302-x
https://doi.org/10.1093/oxfordhb/9780199642342.013.014

46.

47.

48.

49.

50.

51

52.

53.

54.

55.

56.

J., Sharma, R. L, Dhar & A., Tyagi. Stress as a Mediator Between Work—family Conflict
and Psychological Health Among the Nursing Staff: Moderating Role of Emotional
Intelligence. Applied Nursing Research, 30, 2016, 268-275.
https://doi.org/10.1016/j.apnr.2015.01.010.

P., Mwendwa, E., McAuliffe, O., Uduma, H., Masanja & H., Mollel. The Impact of
Supportive Supervision on the Implementation of HRM Processes; A Mixed-methods
Study in Tanzania. Health Systems and Policy Research, 4(1), 2017, 1-9.

P., Lankeshwara. A Study on the Impact of Workplace Environment ongBmployee’s
Performance: With Reference to the Brandix Intimate Apparel-Awissawella(International
Journal of Multidisciplinary Studies, 3(1), 2016, 47-57.

J. S., Piatak. Altruism by Job Sector: Can Public Sector Employees Lead the Way
Rebuilding Social Capital? Journal of Public Administratioh.Research and Theory,
25(3), 2015, 87-97.

S. K., Vanga, A., Singh, B., Harish Vagadia & V.,<Raghavan. Global Food Allergy
Research Trend: A Bibliometric Analysis. Scientometrics, 705(1), 2015, 203-
213.d0i:10.1007/s11192-015-1660-0.

U., Cita Sari & R. T, Budiyanti,. Workplaeg¢, Requirements in New Normal Era Due to
COVID-19 Pandemic: Design Criteria“and \Health Environment Perspectives. Journal of
Public Health for Tropical “and Coastal Region, 3(2), 2020, 8-14.
https://doi.org/10.14710/jphtcr.v3i2(8628.

J., Guinot, R., Chiva & F.,4Malén. The Effects of Altruism and Relationship Conflict on
Organizational Learning. Intépnational Journal of Conflict Management, 26(1), 2015,
85—112. https://doi.org/k0:1 ¥08/ijcma-12-2013-0100.

S., Garcie-Henferon_JWerking Conditions, Psychological, Physical Symptoms and
Occupational Aceidents. Bayesian Network Models, Safety Science. 50 (9), 2017, 1760-
1774.

I. O., Annjand I. U Wilfred. Management of Designed Safety Adherence Model for the
Nigerian Work Environment, Kamla-Raj, J Hum Ecol, 41(3): 2018, 183-191.

Eurofound. Sixth European Working Conditions Survey — Overview report (2017 update),
Publications Office of the European Union, Luxembourg (2017).

J., Dijkhuizen, M., Gorgievski, M., Van Veldhoven and R. Schalk. ‘Feeling successful as

an Entrepreneur: A Job Demands-resources Approach’, International Entrepreneurship
and Management Journal, Vol. 12, No. 2, 2016, pp. 555-573.

131


https://doi.org/10.1016/j.apnr.2015.01.010
https://doi.org/10.14710/jphtcr.v3i2.8628
https://doi.org/10.1108/ijcma-12-2013-0100

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

K., Bosmans, W., Lewchuk, N., De Cuyper, S., Hardonk, K., Van Aerden and C.
Vanroelen. ‘The Experience of Employment Strain and Activation Among Temporary
Agency Workers in Canada’, Society, Health and Vulnerability, Vol. 8, No. 1, 2017, 112-
132.

K., Bosmans, S., Hardonk, N., De Cuyper and C,. Vanroelen. ‘Explaining the
Relation Between Precarious Employment and Mental Well-being. A Qualitative Study
Among Temporary Agency Workers’, Journal of Work, Vol. 53, No. 2, 2016, pp. 259-
264.

P., Pyorid, and S., Ojala,. ‘Precarious Work and Intrinsic Job Quality:, Evidence from
Finland’, The Economic and Labour Relations Review, Vol. 27, Nox 352016, pp. 349-
367.

OECD. Jobs Strategy, Web page, available at: http://www.eecdrg/employment/jobs-
strategy/, accessed 11 October 2018.

R., Duval and D. Furceri. ‘The Effects of Labor and Predu¢t Market Reforms: The Role of
Macroeconomic Conditions and Policies’, IMF Economic Review, Vol. 66, 2018, No. 1,
pp. 31-69.

W., Lewchuk. ‘Precarious Jobs: Where are Ahey, and How Do They Affect Well-being?’,
Economic and Labour Relations Reyiew, Mol 28, No. 3,2018, pp. 402-419.

D. A., MDrabick, D. A., Jakubew¢, R., Myerberg, L., Hardeman, J., Nachman, S., &
Gadow, K. D. (2021). Famil{Contextual Factors are Differentially Associated with

Depressive Symptoms AmongBoys and Girls with Perinatally Acquired HIV. AIDS and
Behavior, 25(1), 259-268\ https://doi.org/10.1007/s10461-020-02966-3.

D., Walkowiaky B.\Mikelu¢, R., Mozrzymas, L., Kaluzny, B., Didycz, D., Korycinska-
Chaaban & I., Walkowiak. The Impact of the COVID-19 Pandemic on the Perception of
Health and Fegatment-related Issues Among Patients with Phenylketonuria in Poland: The
Results«efa National Online Survey. International Journal of Environmental Research
and Public Health, 18(2), 2021, 1-19. Article 6399.
https¥/doi.org/10.3390/ijerph18126399.

E., Zvada & T., Bhebhe. Causes and Implications of Stress Among Academic Staff: A

Case of the Catholic University in Zimbabwe. Journal of Business and Management,
21(2), 2019, 19-30.

Goodday, S. M., & Friend, S. Unlocking Stress and Forecasting Its Consequences with
Digital Technology. NPJ Digital Medicine, 2(1), 2019.1-5.
https://doi.org/10.1038/s41746-019-0151-8.

132


https://doi.org/10.1007/s10461-020-02966-3
https://doi.org/10.3390/ijerph18126399
https://doi.org/10.1038/s41746-019-0151-8

67.

68.

69.

70.

71.

72.

73.

74.

75.

76.

77.

A.D., Yazon & K., Ang-Manaig. Emotional Intelligence and Occupational Stress Among
Filipino Teachers. Universal Journal of Educational Research, 7(11), 2019, 2303-2313.
https://doi.org/10.13189/ujer.2019.071108.

T., Alam, V., Lucia, C. G., Santos & K., Woo. Optimising Quality of Life for People with
Non-healing Wounds. Wounds International Journal, 9(3), 2018, 6-14.

D. O., Ashipala & A.P., Shilunga,. Stress: An Overview. In S. Taukeni (Ed.),
Biopsychosocial Perspectives and Practices for Addressing Communicable and Non-
Communicable Diseases. IGI Global (pp. 135-150). 2020.. https://doi.org/10:4018/978-1-
7998-2139-7.ch008.

M., Breitenbach, E., Kapferer & C., Sedmak. Stress and Povertys=AsCross-disciplinary
Investigation of Stress in  Cells, Individuals, and  Seciety.  Springer.
https://doi.org/10.1007/978-3-030-77738-8 (2021).

M. L., Laspinas. Technostress: Trends and Challenges_m the 21st Century Knowledge
Management. European Scientific Journal, 2, (1), 2015X11-21.

T., Mohamed,. Sources of Occupational Stressots_ Among Teachers: A Field of Study for
Teachers Working in Libyan School in TurKey.) International Journal of Academic
Research in Economics & Manpagement Sciences, 7(1), 2018, 1-15.
https://doi.org/10.6007/IJAREMS/v7-iA/3856.

A. A., Usoro. Occupational StreSs_and the Job Effectiveness of Federal University
Lecturers in Akwa Ibom and Crégs.River State, Nigeria. European Journal of Business
Management, 10(14), 2018, 79<84.

E. D., Mushemeza. Opportunities and Challenges of Academic Staff in Higher Education
in Africa. International Journal of Higher Education, 5(3), 2016, 236-246.
https://doi.org/10.5430/1fhe.vSn3p236.

World HealthN\Organization (WHO), Occupational Health: Stress at the Workplace.
Retrieved. frow https:/bit.ly/34CFsZI (2020).

American Psychological Association. Stress in America™ 2020: A National Health Crisis.
(PRE/Document). Retrieved from https://bit.ly/3IN6q5SV (2020).

C., Yang, A., Chen & Y., Chen. College Students’ Stress and Health in the COVID-19
Pandemic: The Role of Academic Workload, Separation from School, and Fears of
Contagion. PLoS One, 16(2), 2021, 1-5 Article €0246676.
https://doi.org/10.1371/journal.pone.0246676.

133


https://doi.org/10.13189/ujer.2019.071108
https://doi.org/10.4018/978-1-7998-2139-7.ch008
https://doi.org/10.4018/978-1-7998-2139-7.ch008
https://doi.org/10.1007/978-3-030-77738-8
https://doi.org/10.6007/IJAREMS/v7-i1/3856
https://doi.org/10.5430/ijhe.v5n3p236
https://bit.ly/34CFsZI
https://bit.ly/3lN6q5V
https://doi.org/10.1371/journal.pone.0246676

79.

80.

81.

82.

83.

84.

85.

N. D., Lestari & N., Rizkiyah. The Workplace Stress and Its Related Factors Among
Indonesian Academic Staff. Open Access Macedonian Journal of Medical Sciences, 9(4),
2021, 70-76. https://doi.org/10.3889/0amjms.2021.5802.

M. R. A., Manaf, M. A. A., Shaharuddin, A. M., Nawi, N. M., Tauhid, H., Othman, M. R.
A., Rahman, H., Yusoff, M., Safian, N., Ng, P. Y., Manaf, Z. A., Kadir, N. B. A,
Yanasegaran, K., Basir, S. M. A., Ramakrishnappa, S., Ariff, & K. Ganasegeran. Perceived
Symptoms of Depression, Anxiety and Stress Amongst Staff in a Malaysian Public

University: A Workers Survey. International Journal of Environmental Research and
Public Health, /8(22), 2021, 1-5.Article 11874. https://doi.org/10.3390/ijerph}82211874.

A., Duman, M., Ecaterina, E. C., Bratu, 1., Mardare, D. G., Minca, M Q.»3tanca & A. M
Balaceanu. Perceived Occupational Stress Among the Staff froman<Académic Medical
Institution in Romania. European Journal of Public Health, 25(4), 2018, 218-273.
https://doi.org/10.1093/eurpub/cky218.273.

S., Wray and G., Kinman. The Psychosocial Hazards of Academic Work: An Analysis of
Trends. Studies in Higher Education; 47(4), 2022, 771-782.
https://doi.org/10.1080/03075079.2020.1793934.

P., Odriozola-Gonzalez, A., Planchuelo-Gomeég, /M. J., Irurtia & R., de Luis-Garcia.
Psychological Effects of the COVID-19 Outbreak and Lockdown Among Students and
Workers of a Spanish University ~Psyehiatry Research, 2 (9), 2022, 113-121,
https://doi.org/10.1016/].psychres.

M., Brondino, F. Z., Signore, Al\,Zambelli, E., Ingusci, S., Pignata, A., Manuti, M.,
Giancaspro, A., Falco, D., Girardi D., Guglielmi, M., Depolo, B., Loera, D., Converso, S.,
Viotti, A., Bruno, S., GilardiyM., Cortini, F., Pace, V., Capone & S., Spagnoli,. A New
Academic Quality at Wark teol (AQ@workT) to Assess the Quality of Life at Work in the
Italian Academic Contexty International Journal of Environmental Research and
Public Health, 79(6), 2020, 37-44. https://doi.org/10.3390/ijerph19063724.

N., Komlgnae, ., Stockinger & M., Hochleitner. Family Supportive Supervisor Behaviors
Moderate Asseciations Between Work Stress and Exhaustion: Testing the Job Demands—
resources’\Model in Academic Staff at an Austrian Medical University. International
Jouxnal of Environmental Research and Public Health, 79(9), 2022, 57-69.
https://doi.org/10.3390/ijerph19095769.

R. D., Ignjatovié, D., Hini¢, D., Bankovié, A., Kocovié, 1., Risti¢, G., Rosi¢, B., Risti¢, D.,
Milovanovi¢, V., Janji¢, M., Jovanovi¢, D., Selakovi¢, M., Jovi¢i¢, N., Stevanovi¢, P.,
Milanovi¢, N., Milenkovi¢, M., Paunovic, 1., Stasevi¢ Karli¢i¢, 1., Novakovié, J., Aleksi¢ &
J., Gavrilovi¢. Levels of Stress and Resilience Related to the COVID-19 Pandemic Among
Academic Medical Staff in Serbia. Psychiatry and Clinical Neurosciences, 74(11), 2020,
604-605. https://doi.org/10.1111/pcn.13124.

134


https://doi.org/10.3889/oamjms.2021.5802
https://doi.org/10.3390/ijerph182211874
https://doi.org/10.1093/eurpub/cky218.273
https://doi.org/10.1080/03075079.2020.1793934
https://doi.org/10.1016/j.psychres
https://doi.org/10.3390/ijerph19063724
https://doi.org/10.3390/ijerph19095769
https://doi.org/10.1111/pcn.13124

86.

87.

88.

89.

90.

91.

92.

93.

94.

95.

96.

J., Poalses & A. Bezuidenhout. Mental Health in Higher Education: A Comparative Stress
Risk Assessment at an Open Distance Learning University in South Africa. International
Review of Research in Open and Distributed Learning, 7/9(2), 2020, 33-39.
https://doi.org/10.19173/irrodl.v19i12.3391.

H. M., Gabr, S. S., Soliman, H. K., Allam & S. Y. A, Raouf,. Effects of Remote Virtual
Work EnvironmentDuring COVID-19 Pandemic on Technostress Among Menoufia

University Staff, Egypt: A Cross-sectional Study. Environmental Science and Pollution
Research, 28(38), 2021, 53746-53753. https://doi.org/10.1007/s11356-021-14588sw.

A. H., Tesfaye, T. H., Mekonnen, M., Alemayehu & G., Abere. Prevalehce and Risk
Factors of Work-Related Upper Extremity Disorders Among University, ¥€¢aching Staff in
Ethiopia, 2021: An Institution-Based Cross-Sectional Study.~Pain > Research and
Management, 2(3), 2022, Article 77-87.https://doi.org/10.1155/2022/7744879.

K., Kodua-Ntim, H., Akussah & E., Adjei. Managing StréssvAimong Library Staff in
Public University Libraries in Ghana. The Journal of Academic Librarianship, 47(4),
2021, Article 102-120.

P. O., Aduma, V. J., Owan, L. U., Akah, D. A,,"Alawa, M. A., Apie, J. O., Ogabor, M. A.,
Olofu, F. A., Unimna, V. O., Ebuara, E. E., Essten & C. K., Essien. Interactive Analysis of
Demographic Variables and Occupational Stegss on University Lecturers’ Job Performance.
Humanities and Social Seierntees Letters, 10(2), 2022, 88-102.
https://doi.org/10.18488/73.v10i2.2952,

American Psychological Association=Stress in America™ 2021: Pandemic Impedes Basic
Decision-making  Ability4, (faternet Source), APA. (2021), Retrieved from
https://bit.ly/3IN6g5V.

S. I, Aina & O. R., Adgleke. Job Stress and Coping Strategies Among Academic Staff of
Faculty of Educatien) iv Adekunle Ajasin University, Akungba Akoko. International
Journal of Innovation and Research in Educational Sciences, 5(4), 2018, 362-366.

J., Gabrielh &’E., Lund. Acute-on-chronic Stress in the Time of COVID-19: Assessment
Considerations for Vulnerable Youth Populations. Pediatric Research, 88(6), 2020, 829-
83 https://doi.org/10.1038/s41390-020-1039-7.

A., Civan, 1., Ozdemir, Y. G.., Gencer & M., Durmaz. Exercise and Stress Hormones.
Tiirkiye Spor Bilimleri Dergisi, 2(1), 2018, 1-14.

Canadian Mental Health Association.. Stress. Retrieved from:
https://cmha.ca/documents/stress (2016).

A. R., Ibrahim, G., Imtiaz, B. G., Mujtaba, X. V., Vo & Z. U., Ahmed. Operational
Excellence through Lean Manufacturing: Considerations for Productivity Management in

135


https://doi.org/10.19173/irrodl.v19i2.3391
https://doi.org/10.1007/s11356-021-14588-w
https://doi.org/10.18488/73.v10i2.2952
https://bit.ly/3lN6q5V
https://doi.org/10.1038/s41390-020-1039-7
https://cmha.ca/documents/stress

97.

98.

99.

100.

101.

102.

103.

104.

105.

106.

107.

108.

Malaysia’s Construction Industry. Journal of Transnational Management, 25(3), 2020,
1-32. DOI: 10.1080/15475778.2020.1749809.

S. K., Ahmed, M. M., Khan, R. A., Khan & B. G., Mujtaba. The Relationship between
Social Capital and Psychological Well-Being: The Mediating Role of Internet Marketing.
Marketing and Management of Innovations, 1, 2020, 40-53.
http://doi.org/10.21272/mmi.2020.1-03.

J.Y., Cox, P.J, Dewe & A. L. Ferguson. Examining the Nature of Work Stress, dadividual
Evaluations, of Stressful Experiences and Coping.” Journal of Human Relations, Vol.
42(11),2017, 23-32.

M., Beheshtifar & R., Nazarian. Role of Occupational Stress in Organizationis. Institute of
Interdisciplinary Business Research, 4(9), 2017, 648-657.

A. S., Robbins & S. M., Sanghi. Organizational Behaviour. (Nl Edition.), India: Dorling
Kindersley (2016).

H. B., Rubina. Principles and Practice of Stress Managément, Third Edition. New Jersey:
Prentice Hall (2018).

G., Fako,. Organizational Behaviour, Undetstanding and Managing Life at Work. New
York: Harper Collins College Publishers\(2017).

A., Naturale. Secondary Traumatic Stress in Social Workers Responding to Disasters. New
Disney Press (2017).

S., Ajayi. Effect of Stress omyEmployee Performance and Job Satisfaction: A Case Study
of Nigerian Banking Industry, Journal of European Studies, 2(2), 2018, 12-22.

O.E., Onwuzuligbo\ Effect of Work Stress on the Staff Performance in Banking Industry.
Journal of Management and Financial Studies. 35-40. Organizational Psychology
Psychological Bulletin, 97 (3), 2015, 4-17.

H. M., Havert. Stress at Work: Do Managers Really Count the Costs? Employee
RéTatiens, 15(1), 2016, 3-13.

G., Akrani. What is Stress Meaning Definition. Retrieved  from
http://kalyancity.blogspot.com (2016).

C. E., Aduaka. Impact of Motivation and Job Satisfaction in the Performance of Workers
in First Bank PLC, Ekwulobia. Journal of Management and Financial Studies, 2, (2),
2016, 43-56.

136


http://kalyancity.blogspot.com

109.

110.

M. D. Nweze. Preventing Works Stress; Addison — Wesley Series of Occupational Stress
(2015).

C., Fonkeng. Effects of Job-stress on Employee Performance in an Enterprise: A
Microfinance Institution in Cameroon. Yaounde: Centria University of Applied Sciences
(2018).

LT, R., Bruce. Assessing the Sustained Effects of Stress Management Interventions of
Anxiety and Locus of Control. Academy of Management Journal, 18, (6) 2015, 151-
203.

112.0. S., Oludeyi. Workplace Factors as Determinants of Job CommitmentsAmong Senior

Non-teaching Staff of Olabisi Onabanjo University, Ogun State. (Whaster’S Thesis of the

Department of Adult Education, the University of Ibadan, Oyo State, Nigeria) (2015).

I3.C. 1, Ugwu & M. E., Ugwu.  Demographic Variables\ and Job Performance of
Librarians in University Libraries in South East Nigeria,X\ibtary Philosophy and Practice
(2017).

4. C. C., Wobodo and L. 1., Nwaeke,. Globalization apd Industry 4.0: A Theoretical Review
of their Impact on Training and Retraiming of Employees in Developing and
Underdeveloped Countries. Internatiopak\Journal of Research and Innovation in
Social Science, 3(5), 2019, 320-327,

115 C. V., Adim, 1., Wechie and O. (Oy, Akintokunbo,. Stress Management and Employee
Performance of Deposit Money Banks in Port Harcourt, Nigeria. American Journal of
Humanities and Social Sciences Research, 2(12), 2018, 41-49.

116 1. I. Pelin & C. Osoiany, €o-workers support and job performance. Studia universitatis
babes-bolyai oecongmicaj 66, (2), 2021. 74-86.

7 A.T., M H. Hefawati, D. Setyadi, M. Michael & T. Hidayati. The effect of workload,
supervisor,_~and coworker supports on job performance through Job Satisfaction.
Interfrational Journal of Finance Economics and Business 2(1): 2023. 13-33.

8EMN\Renuka & M. S. Mandal & R. Goswami. The effect of psychological wellbeing on
employee job performance and the role of gender. The International Journal of Indian
Psychology, 10, 4,2022. 1113- 1121.

119 J. P., Campbell, R. A., McCloy, S. H., Oppler, & C. E. Sager. A theory of performance.
In N. Schmitt & W. C. Borman (Eds.), Personnel selection in organizations. 1993. (pp.
35-70). San Francisco, CA: Jossey-Bass

137


https://www.researchgate.net/scientific-contributions/Djoko-Setyadi-2250955100?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ
https://www.researchgate.net/scientific-contributions/Michael-Michael-2250951645?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ
https://www.researchgate.net/scientific-contributions/Tetra-Hidayati-2250952762?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ
https://www.researchgate.net/journal/International-Journal-of-Finance-Economics-and-Business-2948-3883?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ

120.

121.

122.

123.

124.

125.

126.

127.

128.

129.

130.

A., Luo P, Guchait L, Lee & J. M., Madera. Transformational Leadership and Service
Recovery Performance: The Mediating Effect of Emotional Labor and the Influence of
Culture. International Journal of Hospitality Management, 2019;77;31-9.

A. B., Bakker, & E. Demerouti. The Job Demands-Resources model: State of the art.
Journal of Managerial Psychology, 22, 309-328. doi: 10.1108/02683940710733115,
2007.

A. B., Bakker, E., Demerouti, & A. I. Sanz-Vergel. Burnout and work engagement: The
JD-R approach. Annual Review of Organizational Psychology and Organizational
Behavior, 7, 389-411. doi: 10.1146/annurev-orgpsych-031413-091235, 2044,

W. B., Schaufeli, & A. B. Bakker. Job demands, job resources, andntheir relationship

with burnout and engagement: A multi-sample study. Journal >of Organizational
Behavior, 25, 293-315, 2004.

J. J., Lee and C. Ok. Examination of Factors Affecting’ Hotel Employees’ Service
Orientation: An Emotional Labor Perspective. Journal of Hospitality & Tourism
Research, 39(4), 2015, 437-468.

A. C. C.,, Lu & D., Gursoy. Impact of Job_Burnout on Satisfaction and Turnover
Intention: Do Generational Differences Matter? Journal of Hospitality & Tourism
Research, 40(2),2016, 210-235.

W. M, Hur, S. J, Han, J. J., Yoo"& T. W., Moon. The Moderating Role of Perceived
Organizational Support on the 'Relationship Between Emotional Labor and Job-related
Outcomes. Management\Decision, 53(3), 2017, 605-624.

F. G., Ajetunmobi, M) A., Oladejo & M. A., Oladejo. Participatory Management,
Professional Develdpnmient, and Teachers’ Job Performance in Public Secondary Schools
in Ogun Stafe, Nigeria. Journal of Learning for Development. A Publication of
Commonweglthwef Learning, COL, 7(2),2020, 17-35.

R. Vs=Dawes & L. H., Lofquist. A Psychological Theory of Work Adjustment.
Minneapelis: University of Minnesota Press (1984).

DB.,/Winter. Theory of Work Adjustment. A Publication of the Career Group, University
of  London (2009)  retrieved  from  http://careersintheory.files.wordpress.
com/2009/10/theories-twa.pdf.

D. E., Eggerth & M. A., Flynn. Applying the Theory of Work Adjustment to Latino

Immigrant Workers: An Exploratory Study. Journal of Career Development, 39, 2012,
76-98.

138



131

132.

133.

134.

135.

136.

137.

138.

139.

140.

141.

-J. L., Swanson and M., Schneider. Minnesota Theory of Work Adjustment. In S. D.
Brown & R. W. Lent (Eds.), Career Development and Counseling: Putting Theory and
Research to Work (2nd ed., pp. 29-54). New York, NY: John Wiley (2013).

S. A., Ali Yassin, A. A., Abdiaziz & A. A. Abdigani. Working Conditions and
Employees’ Productivity in Manufacturing Companies in Sub-Saharan-African Context:
Case of Somalia. Educational Research International, 2 (2), 2018, 12-20.

L., Demet. Impact of Workplace Quality on Employee’s Productivity: Case Study of a
Bank in Turkey. Journal of Business, Economics & Finance, 1 (1), 2012, 12%32!

N, Yusuf & S. Metiboba. Work Environment and Job Attitude Among Bmployees in a
Nigerian Work Organization. Journal of Sustainable Society, 1(2)2012,36-43.

D., McGuire & L. & McLaren. The Impact of Physical \Baxironment on Employee
Commitment in Call Centres: The Mediating Role of Employee Well-being. Team
Performance Management, 14(5), 2017, 1-9 retrievedAfrom http://eresearch.qmu.ac.uk
/334/1/334.pdf.

E., De Croon, J., Sluiter, P. P., Kuijer & M, \Ebings-Dresen. The Effect of Office
Concepts on Worker Health and Performance; A Systematic Review of the Literature.
Ergonomics, 48 (2), 2015, 119-134.

H. S., Butt, F., Khan, A. B, Rash & M. J. Igbal. Impact of Work and Physical
Environment on Hospital Nurses ‘Commitment. International Journal of Economics
Research, 33 (2): 2017, 33—43_Retfieved from http://www.ijeronline.com/documents

O. S., Oludeyi, Workplace Hactors as Determinants of Job Commitment Among Senior
Non-teaching Staff ofiQlabisi Onabanjo University, Ogun State. Master’s Thesis of the
Department of Adult, Pdugation, the University of Ibadan, Oyo State, Nigeria (2015).

M. A., Neal, R M. Griffin, and S., Hart. “The Impact of Organizational Climate on
Safety (Cligate and Individual Behavior”. Safety Science, 3(4), 2017, 99-109.
wwwselsevier.com/locate/ssci.

AnK.,) Srivastava. “Effect of Perceived Work Environment on Employees Job Behavior
and Organizational Effectiveness, Banaras Hindu University, Varanasi © Journal of the
Indian Academy of Applied Psychology, 2(1), 2018, 47-55.

K. Chandrasekar. “Workplace Environment and Its Impact on Organizational
Performance in Public Sector Organizations," International Journal of Enterprise
Computing and Business Systems, 1, (1), 2018, 11-20. [Online]. Available:
http://www.ijecbs.com.

139


http://www.elsevier.com/locate/ssci
http://www.ijecbs.com

142

143.

144.

145.

146.

147.

148.

149.

150.

151.

152.

- M. Panimalar & K. Kannan. “A Study on Employee Perception Towards Effectiveness
And Impact Of Environment Management System At Tamil Nadu Cooperative Textile
Processing Mill Ltd., Erode” Journal of Business Management & Social Sciences
Research (JBM&SSR) 1 (2), 2018, 231-246.

A. D. Diamantidis & P. Chatzoglou. Factors affecting employee performance: an
empirical approach. International Journal of Productivity and Performance
Management, 68 (1), 2019. 171-193, https://doi.org/10.1108/IJPPM-01-2018-0012.

M. A. Lopez-Cabarcos, P. Vazuez-Rodriguez & L .M. Quinoa-Pineiro. An,approach to
employees’ job performance through work environmental variables<and” leadership
behaviours. Journal of Business Research, 2021. 1-9.

N .A. Abdelwah & M. A. Al Doghan. Developing. Etfiployee Productivity and
Performance through Work Engagement and OrganizatighalFaCtors in an Educational
Society. Societies 2023, 13, 65. https://doi.org/ 10.33907s6¢13030065

G. A. Alase & T. M. Akinbo. Employee Motiyatien and Job Performance: Empirical
Evidence from Nigeria. Applied Journal<of ‘Eeoenomics, Management, and Social
Sciences, 2021, 16-23.

N., Nina Munira & S., Mohammad. “FRactors of Workplace Environment that Affect
Employees Performance: A CasexStudy/of Miyazu Malaysia” International Journal of
Independent Research and Studie$— 2 (2), 2018, 66-78.

S., Weerarathna & I. A."R, HY Geeganage, “The Relationship Between Organizational
Culture and Employee, Performance: Case of Sri Lanka,” International Journal of
Scientific & Engineefing Research, 5 (1), 2016, 12-20.

P. S., Anil & §., Manisha Shirsath. “The Factors Affecting Employee Work Environment
and Its Relation”with Employee Productivity” International Journal of Science and
Researeh (TFSR) ISSN (Online): 2(3), 2019, 33-44.

E., &io,.”The Impact of Working Environment Towards Employee Job Satisfaction: A
Case=Study In Pt. X. International Journal of Business Management, 2(1). 2014, Pp.
%y

E., Kukiqi. Environmental Conditions and Work Satisfaction in Institutions in the
Republic of Kosovo. International Journal of Education and Research, 5(7).2017.

187-192.

R., Hansen & O. J., Thordis. How the Physical Work Environment can Affect Individual
Productivity. Master’s Thesis. University of Stavanger (2017).

140


https://doi.org/10.1108/IJPPM-01-2018-0012

153.

154.

155.

156.

157.

158.

159.

160.

161.

162.

163.

A. A., Kamarulzaman, S. Z., Saleh, H., Hashim, H., Hashim & A. A. Abdul-Ghani. An
Overview of the Influence of Physical Office Environments Towards Employees.
Procedia Engineering. 2 (1), 2017, 262 — 268.

C.P., Bushiri. The Impact of Working Environment on Employees’ Performance: The
Case of Institute of Finance Management in Dar Es Salaam Region. A Dissertation. The
degree of Master in Human Resources Management of The Open University Of Tanzania
(2015).

O., Cargan. The Effect of Stress on Performance of the Personnel: A” Research on
Teachers. Master Thesis, Kirklareli University, Institute of Social.Sgiences, Kirklareli
(2018).

A., Diigenci. The Analysis of Relationship Between Strgss €0ping Methods and Life
Satisfaction of Physical Education and Sports Student$, Wlaster Thesis, Balikesir
University, Health Sciences Institute, Balikesir (2018).

E., Turgut. Investigation of Secondary Education Stiidying Karateka of Stress Coping.
Master Thesis, Bartin University, Institute of Edueational Sciences, Bartin (2016).

Y. S., Biricik. An Analysis on Academicstaff’s Source of Organizational Stress and the
Level of Coping with the Stress in Respeet of Learned Resourcefulness. Ph.D. Thesis,
Atatiirk University, Winter Sports and Institute of Sport Sciences, Erzurum (2018).

N., Ayaz. Work Stress and Copipg-with Work Stress: A Study on Tourist Guides. Ph.D.
Thesis, [zmir Katip Celebi Uniwersity, Graduate School Of Social Sciences, [zmir (2019).

A. A., Usoro. Occupatienal Stress and the Job Effectiveness of Federal University
Lecturers in Akwa lgom and Cross River State, Nigeria. European Journal of Business
Managementy 70(14),2018, 79-84.

E. P., Ameako, O. A., Gyamfi, A. K., Emmanuel & B., David. The Effect of
Occupational Stress on Job Performance at Aspet A. Company Limited. Global Journal
of Arts,\Humanities and Social Sciences, 5(8), 2017, 1-17.

A, O., Adenuga,. Occupational Stress and Employees’ Job Performance in Selected
Manufacturing Companies in Ogun state. Hallmark University Journal of
Management and Social sciences, 3(2), 2021, 14-24.

J. C., Agu. Influence of Stress on Staff Job Performance: A Study of Isu Local
Government Area. International Journal of Innovative Psychology & Social
Development, 9(1), 2021, 41-51.

141



164.

165.

166.

167.

168.

169.

170.

171.

172.

173.

B., Leila, S., Hayedeh & S., Amin. Prediction of the Level of Aggression and
Interpersonal Problems in Ed Nurses Based on their Occupational Stress. Journal of
Urmia Nursing and Midwifery Faculty, 6(95), 2017, 478-487.

N. D., Lestari & N. Rizkiyah. The Workplace Stress and Its Related Factors Among
Indonesian Academic Staff. Open Access Macedonian Journal of Medical Sciences,
9(4), 2021, 70-76. https://doi.org/10.3889/0amjms.2021.580.

A. A., Magalong & L. C., Torreon. Teaching Workload Management: Its lmpact on
Teachers” Well-being and Effectiveness. American Journal of Multidiseiplinary
Research & Development (AJMRD), 3(02), 2021, 31-36.

M. F., Fadlurrahman, T. C., Amelia, & S. A., Pratminingsih. Thesntluenc€ of Workload
and Competence on Employee Performance. Psychology and Edueation, 58(3), 2021,
486-492.

P. F. A., Zainuddin, N. M., Noor, A., Kadri & N. Z, Mamon. Identifying Factors of Job
Stress that Affect Job Performance Among Employees . Sarawak Corporation, Malaysia.

Journal of Academic Research in Business and\Social Sciences, //(2), 2021, 1283-
1293. https://doi.org/10.6007/IJARBSS/v11-i2/9204

A F., Zaidan & L., Juariyah. The Influence of Workloads on the Job Satisfaction of
Lecturers of the State University of Malahg through Job Stress as Intervening Variable.
International Conference on Islam, \Economy, and Halal Industry. KNE Social Science,

1(2)2020, pp. 156-176). https://doferg/10.18502/kss.v4i9.7323.

S. H., Sudarijati & N4 Kastiwi. Workload, Work Environment and Employees’
Performance of Housekeeping. International Journal of Latest Engineering and
Management Researeh, 3(10), 2018, 15-22.

D. A., Osaat & R,,)Ekechukwu. Managing Workload of Academic Staff in Nigerian
Universities. AxStudy of the University of Port Harcourt in South-south Geopolitical

Zone of Nigcsia. International Journal of Humanities Social Sciences and Education,
4(12)5201 75-102-108. https://doi.org/10.20431/2349-0381.0412013.

FnJuatestan. Investigating the Relationship Between Job Stress and Working Pressures
and their Effect on the Job Performance of Personnel in Educational Hospitals of
Larestan University of Medical Sciences. Journal of Health, /7(4), 2020, 497-506.
https://doi.org/10.29252/j.health.11.4.497.

S., Pourteimour, S., Yaghmaei & H., Babamohamadi. The Relationship Between Mental
Workload and Job Performance Among Iranian Nurses Providing Care to COVID-19
Patients: A Cross-sectional Study. Journal of Nursing Management, 29(6), 2021, 1723-
1732. https://doi.org/10.1111/jonm.13305.

142


https://doi.org/10.3889/oamjms.2021.580
https://doi.org/10.6007/IJARBSS/v11-i2/9204
https://doi.org/10.18502/kss.v4i9.7323
https://doi.org/10.20431/2349-0381.0412013
https://doi.org/10.29252/j.health.11.4.497
https://doi.org/10.1111/jonm.13305

174.

175.

176.

177.

178.

179.

180.

181.

182.

183.

C., Balducci, G., Alessandri, S., Zaniboni, L., Avanzi, L., Borgogni & F, Fraccaroli. The
Impact of Workaholism on Day-level Workload and Emotional Exhaustion, and Longer-
term Job Performance. Work & Stress, 35(1), 20201, 6-26.
https://doi.org/10.1080/02678373.2020.1735569.

R., Ahmad, M. Y., Lee, A. E. A., Othman, A. S., Shaminan, C. S., Heng, H., Sumilan &
A. I. A., Ahmad. The Impact of Workload on Job Performance Among Doctors in

Malaysian Public Hospitals. A Case Study. International Journal of Business and
Society, 20(3), 2019, 1276-1293. Retrieved from https://bit.ly/3iaHfIx.

A. Z., Maha. The Impact of Employee Engagement on Job Pefformance and
Organizational Commitment in the Egyptian Banking Sector”. Jouxnal‘ef-Business and
Management Science, 3, (5), 2015, 138-147.

N. A. Martha. “Organization and Hierarchy as to School,in.Nigérnia: Past and Present’
Nationalist be a Hit Academic in Nigeria “Thou Unrelenting\Pastin Point of Unbringing
World-wide Brochure for Technical Education (NBTE) (2018).

O. E., Onwuzuligbo. Effect of Work Stress on the Staff Performance in Banking Industry.
Journal of Management and Financial Studies» 35-40. Organizational Psychology,
Psychological Bulletin 7 (3), 2015, 4-17.

S. A., Azeem & N, Akhtar,. The Infhtene&ofdWork Life Balance and Job Satisfaction on
Organizational Commitment of Healthcare Employees. International Journal of
Human Resource Studies, 4(2), 2015, 18-24.

K. P., Nyangahu & H. O4Bulas Relationship Between Work Stress and Performance of
Employees: A Case Studyyof Transit Hotel in Nairobi City Country. Archives of
Business Research, 3(6) 2015, 22-37.

J. K., Ogunyemn, J.A., Adewole & A. J. Akinde. Employees’ Remuneration and
Performance ta, Nigerian Breweries PLC. International Journal of Business and
Management Future, 3(1), 2019, 1-8. https://doi.org/10.46281/ijbmf.v3il.263.

N., Akter & M. M., Husain,. Effect of Compensation on Job Performance: An Empirical
Study.) International Journal of Engineering Technology, Management and Applied
Sciences, 4(8), 2016, 103-116.

Y. C., Ojeleye. The Impact of Remuneration on Employees’ Performance. A Case Study
of Abdul Gasau Polytechnic, Talata-Mafara and State College of Education Maru,
Zamfara State. Arabian Journal of Business and Management Review, 4(2), 2017, 34-
43. https://doi.org/10.12816/0037554.

143


https://doi.org/10.1080/02678373.2020.1735569
https://bit.ly/3iaHfIx
https://doi.org/10.46281/ijbmf.v3i1.263
https://doi.org/10.12816/0037554

8% H. W., Muchai, E. N., Makokha & G., Namusonge. Effects of Remuneration System on
Organizational Performance of Teachers’ Service Commission, Kenya. European
Journal of Business and Management, /0(11), 2018, 132-141.

185-0. G. Tojue, O. L. Audu & J .N. Nnamani. Effect of stress management techniques on

employee Job performance in manufacturing firms in Nigeria. World Journal of
Advanced Research and Reviews, 2023, 18(02), 449461.

186 A. O. Odita. Stress Management Strategies and Employee Performance: Agé ication
of Correlational Research Design on Manufacturing Firms in Edo % , Nigeria;
Journal of Economics, Finance and Management Studies; 6 (2); .678-690.

h

87 L. N. Kihara, & H. Mugambi. Effect of stress management technifues on employees’
performance in the public service; Strategic Journal \a usiness and Change
Management; 5 (2); 2018. 2382 — 2405. %\

188 C. S. Biriowu, & J. E. Chikwe. Stress manage echniques and organizational

performance in selected private and publi '&p} als in Port Harcourt, Nigeria,
International Journal of Business Manage% d Research; 9 (6), 2019. 27-36.

189S P. Chandra, & K. K. Sudesh. Effect rkplace Stress management techniques on

Employees’ Efficiency; Internation ournal of Innovative Science and Research
Technology; 7 (7); 2022. 12-23

190 F. Assibey-Ankrah. Strdé‘agement practices and employees’ performance at the
University of Cape Coast.;, MBA Dissertation, Department of Business Administration;

University of Cape 2021.

YL N. C. Obi. St@d mployee Productivity in Selected Manufacturing Firms in South-
East Nigerid; International Journal of Research and Innovation in Applied Science;
5 (12); 2030)34-69.

ertation, Department of Business Administration in Human Resource, School of

192 2 bonyo. Stress management and employee performance at Kenya Airways, Master
Business, University of Nairobi Kenya. 2020.

144



Chapter Three

Methodology
This chapter presents the method employed in carrying out this study. It gives a detailed research
description of design, the study location and population, the sampling technique employed, the
sample size, the research instrument, validity and reliability of the research instrume%method
of data collection and the method of data analysis. . %’&\
3.1 Research Design ‘@%
The research design that was employed for this study is the descripti rvey. This is considered
useful for this study as it aims to accurately and systemati& describe a population, or
phenomenon. A descriptive survey is a non-experiment@ﬁrch method and it is perhaps the
most widely used method for educational research. escriptive survey is a method used in
studying a segment of a population for th .aées of making estimated assertions about the
nature of the total population from whi%‘;he sample has been selected. This research design
specifies types and volume of atKﬁ) be collected, methods of data collections, sampling
methods to be used and statistigalefools of analysis to be adopted and generalize the findings on
the population. The d@@’% research design was considered suitable in carrying out the study
as it tends to ¢ a@sﬂ the influence of work environment and stress management Practices on
Job Perform& of academic staff in Polytechnics in South-south, Nigeria.
3.2 P@ion of the Study
The population of this study comprised of one hundred and forty-three (143) Office Technology
and Management lecturers of Polytechnics in South-south, Nigeria covering all the Federal and
State Polytechnics in South-south, Nigeria. The Polytechnics include; Auchi Polytechnic Auchi

(Federal), Akwa Ibom State Polytechnic, Ikot-Ekpene (State), Delta State Polytechnic, Ogwashi-
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Uku (State), Delta State Polytechnic, Otefe-Oghara (State), Edo State Polytechnic, Usen (State),
Ken Sarowiwa Polytechnic, Bori, Rivers State (State) and Port Harcourt Polytechnic, Rumola,
Rivers State (State).

The table below presents the population distribution based on the Polytechnics in South-south,
Nigeria.

Table 3.1: Population of study . Q&

S/N Name of Polytechnics %
turers

1 Auchi Polytechnic, Auchi (Federal)

2 Akwa Ibom State Polytechnic, Ikot-Ekpene (State) )\d '3 24
3 Delta State Polytechnic, Ogwashi-Uku, Delta State %\
(State) % 12
4 Delta State Polytechnic, Otefe-Oghara, % State
(State) 6& 19
5 Edo State Polytechnic, Usen, Edo (State) 14
6 Ken Sarowiwa Polytechnic, Bor ,N State (State) 21
7. Port Harcourt Polytechnic, Ru a, Rivers State (State) 18
. Total 134
Sources: Field Survey, 2023 Q)Gd

3.3 Sampling Techniques a %W le Size
The sample size for as 134. Since the population is moderate in size, the total

he
enumeration appro Qs used in the study. For this study, 134 OTM lecturers in Polytechnics
in South-som@grla was used. Since the survey contains all members of the population, the
total ion method was used. One of the main benefits of this method is that it allows the
researcher to prevent sampling errors. When the sample population is not too large, the complete
enumeration or census method is used, which helps the researcher to conduct a thorough

population study, collect data with high precision, and eradicate errors and bias in sampling'.
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3.4 Description of the Research Instrument

The instrument that was used for data collection in this study is the questionnaire. This technique
is preferred because of the high literacy level of the study population. Questionnaire is chosen as
the instrument because it is appropriate in getting to large number of respondents and their
dispersion time. The questionnaire was adapted>*>*° and was modified to suit the g‘ﬁ&c‘ly. The
questionnaire is an acceptable instrument in non-experimental studies. T.he estionnaire is
tagged “Work Environment and Stress Management Job Perfo@ uestionnaire”
(WESMIJPQ). The questionnaire contains scales to measure the vagi fistructs of the research
model. The questionnaire will be divided into four (4) sections %&&}ocus on the variables of the
study. The sections are: A, B, C and D. ’ '$

Section A elicited information on demographic char@stics of the respondents which includes;
name of institution, gender, age, highest ac . %hﬁcation and work experience.

Section B gathered information on job p@rmance of OTM Lecturers using standardized scale
which was adapted for the study?. s section has four (4) sub-scales with a total of twenty-
four (24) items. The first sub:s%le\measured declarative knowledge and it contains six (6) items.
The second sub-scal@@%d procedural knowledge and it contains six (6) items. The third
sub-scale meas r@amonstrating effort and it consists of six (6) items. The fourth section will
measure facﬁ%g peer and team performance and it comprises six (6) items. Two sample items
includ@‘Create knowledge through observation of the working environment” and ii. “Team
members encourage one another to express their opinions and thoughts”. The scale has a four-
point Likert scale with ranked options: Very high (VH) = 4, High (H) = 3, Low (L) = 2 and Very
low (VL) = 1. The adapted scale has a reliability co-efficient of 0.81. The scale was re-validated

and its Cronbach alpha was 0.90.
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Section C contained questions on information on work environment using standardized scale
adapted for this study*?. This section has three (3) sub-scales with a total of eighteen (18) items.
The first sub-scale measured comfort working environment and it contains six (6) items. The
second sub-scale measured status and it contains six (6) items. The third sub-scale measured
safety condition and it consists of six (6) items. Two sample items include; 1. * c@rkplace
provides an undisturbed environment without any noise that gives me alone tim rform my
duties” and ii. “In this institution, OTM lecturers are consulted about he%%afety issues”

The scale has a four-point Likert scale with ranked options: Stron,gngd ¢® (A) -4, Agree (A)-3,

Disagree (D)-2 and Strongly disagree (SA) - 1. The adapted sca}@s a reliability co-efficient of

0.79. The scale was revalidated and its Cronbach alpha 1%%con51stency was 0.88.

Section D elicited information on stress mana‘gein\‘z% which was adapted for the study®7#®. This
section has four (4) sub-scales. The first u@ measured control over job and it contains four
items. The second sub scale measured ort from colleagues and it contains four items. The
third sub scale measured supporM supervisor and it contains four items while the forth sub
scale measured psychologio%r Dbeing and it contains four items. Two sample items include; i.
“I have the authorityMo set and adjust my work schedule as needed” and ii. “My supervisor
provides cle %ctions and expectations for tasks and projects”. The scale has a four-point
rating Q{ith ranked options: The scale has a four-point Likert scale with ranked options:
Strongly agree (A) = 4, Agree (A) = 3, Disagree (D) = 2 and Strongly disagree (SA) = 1. The

adapted scale has a reliability co-efficient of 0.87.
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3.5 Validity of the Research Instrument

To establish the validity of the instrument that was used for the study, the face and content
validity structures of the questionnaire were established by the thesis supervisor and two other
experts. Copies of the instrument were given to the project supervisor and to two other experts
who are in the fields of Information Management and Measurement and Evaluat'ke& These
experts examined at the instrument in order to point out the researcher’s stateme are poorly
worded and those that do not agree with the purpose of the study. They fﬁ%g%e instrument
for comprehensiveness, relevance of contents, clarity of 1nstruct1 nd statements, possible
ambiguities, errors and/or omission. The project supervisor and&% two experts also examined
the instrument to ensure that the data to be collected @ the questionnaire was useful in
answering the research questions and in testing the h eses that were employed for this study.
Comments and all the observations made wéféw orated in constructing the final draft of the
questionnaire. (bd%'

6

3.6 Reliability of the Research Instrument

The reliability of the @)@% instrument was done through a pilot study. The pilot study helps
to ensure consi te@wnd dependability of the scale and the ability to elicit data that answer the
research que‘s% of the study. This was carried out by using 30 copies of the questionnaire
which@ administered on OTM lecturers in Polytechnic of Ibadan, Ibadan, who are outside
the scope of the study. The data that was obtained was subjected to Cronbach’s alpha test to
establish the internal consistency of the items in each of the scale. The result of the Cronbach
alpha coefficient value were as follows; job performance =0.88, work environment = 0.84 while

stress management was 0.86.
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3.7 Method of Data Collection

An introductory letter was collected from the Head of Department of Information Management,
Lead City University, which was addressed to the authorities of the polytechnics where the
lecturers are working by introducing the survey and the researcher. The letter also described the
reasons for the survey and soliciting the OTM Lecturers’ help in promptly filling andsteturning
the questionnaire. The promise of anonymity of the respondents and conﬁdetltial'Q?P\ﬂle results
was the content of the questionnaire cover page. The OTM Lecturers @6@ to know the
essence of the study, as the data to be collected from them wou,lck@g‘(ve used for academic
purpose. The one hundred and thirty four copies of the questio%%\was randomly administered
by the researcher and with the help of five trained rese@sistants to the OTM Lecturers in
the seven polytechnics in South-south, Nigeria, that were selected for the study. The copies of
the questionnaire given out in each instit@ue s according to the proportionate number

calculated for each institution. The @urers were given ample time to complete the

questionnaire, after which the co@ copies were retrieved and collated for analysis.

%w
3.8 Method of Data Qa) g

The data collegct &[ this study was analyzed using Statistical Package for Social Sciences
(SPSS) versiom,21. Descriptive statistics of frequency counts and percentages was used to
analy@ demographic information of respondents. Frequency counts, percentages, mean and
standard deviation was used to analyze data to answer research questions 1-2. For the testing of
the null hypotheses, inferential statistics of simple linear regression was used to test hypotheses
1-2, while multiple regression analysis will be used to test hypothesis 3. All the hypotheses were

tested at 0.05 level of significance.
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Chapter Four
Results and Discussion of Findings

This chapter presents results and discussion of findings. Section I constitutes the
presentation of the descriptive analysis using frequency counts, percentage and mean.
Section II presents the results to the research questions and hypotheses, which the study

sets out to answer and test. Section III of this chapter presents the discussio@dings.

4.1 Analysis of Demographic Data
This section is descriptive and it presents the results of demographlﬁtacterlstlcs using

frequency distribution tables. The Table is presented as fol @ﬂ

Table 4.1: Response Rate

Institutions Completed® E’ Unusable Percentage of

copw@ of copies of usable
on

que questionnaire questionnaire
Auchi Polytechnic, Auchi (Federal) C;‘\\* 324 2 17.9%
Akwa Ibom State Polytechnic, I 2 16.4%

Ekpene (State)
Delta State Polytechnic, Og as@u, 12 - 9.0%

Delta State Kg

Delta State Polytechnic, Qtefe-Oghara, 18 1 13.4%
Delta State %"

Edo State Polyte i&wn, Edo State 14 - 10.4%
(State) Q

Ken Sarowi olytechnic, Bori, 20 1 14.9%

Rivers Sta @te)
Port Har Polytechnic, Rumuola, 17 1 12.7%

Rivers(State’(State)
ﬁf}m 127 7 94.7%

Source: Field Survey, 2023

The target respondents in the study were OTM lecturers in the seven state and federal

polytechnics in South-South Nigeria. A total of 134 questionnaires were administered out of
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which 127 were filled and returned, which represent 94.7% response. The other 7 copies of

questionnaire which represent 5.3% were not well filled out and were not used in the analysis.

Table 4.2: Demographic Information of the Respondents

Variables Frequency Percentage
Gender Male 48 37.8
Female 79 62
Age 20-30 years 4
31-40 years 27 @
41-50 years 72 . QO 6.7
51 years and above 24 @ 18.9
Qualification HND - -
B.Sc - -
M.Sc 44 @" 34.6
Ph.D 65:= 511
Others % 14.2
Years of work experience Less than 1 year : »\41 8.7
1-10 years QQ 61 48.0
11-20 years 48 37.8
21 years and above '\ 7 5.5
Source: Field Survey, 2023 N \ X

Table 4.2 reveals that 37.8% were mal¢s\and the rest 62.2% were females. This means that
female OTM lecturers particip«&d)%ore in the study than the males. Also, 3.1% of the
respondents were between Lh%lg)e range of 20-30 years, 21.3% were between 31-40 years,
56.7% were between@@%rs and the rest 18.9% were between 51 years and above. It could
be inferred tha théepondents whose age fell between 41-50 years were the majority. However,
24.4% of ée%pondents were 40 years and below. It is also revealed that none of the
respor@ had HND and B.Sc, as their highest educational qualifications, 34.6% had Master’s
degree while 51.1% had Ph.D and the remaining 14.2% had other qualifications. It could be
inferred that respondents who had Ph.D as their highest educational qualification participated
more in the study. This means that respondents who have Ph.D are mostly recruited as OTM

lecturers. The table also indicates that 8.7% had less than 1 year work experience, 48.0% had
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I

10

between 1-10 years, 37.8% had between 11-20 years while 5.5% had 21 years and above. It
could be inferred that respondents who had 1-10 years of work experience were more
represented in the study.

4.2 Answers to Research Questions

Research question 1: What is the level of job performance of OTM Lecturers in pqlytechnics in

South-south, Nigeria? \
Table 4.3: Level of job performance of OTM Lecturers in polytechnics Sou@'th,
Nigeria

Declarative knowledge: To what VH H ‘ﬁy X Sd
extent do you rate your ability to
achieve the following?

.3
CO\ ; 355 0.499

Create knowledge through observation 70

of the working environment (55.1%) (44 9% %;&
Use basic information and well- 32 Q - 322 0487
established facts during lectures (25.2%) (3 1%)
Use different terminologies to give 5(3.9%) Q - 3.04 0.195
explicit and clear understanding to 96.1%)
students during lectures Q')\
Work of others, it improves my 13 16 61 220 1.311
performance 1%) (10.2%) (12.6%) (48.0%)
Come across difficulties, I ask my ch' 14 15 98 - 2.34  0.669
colleagues (1 1 O% (11.8%)  (77.2%)
Describe things, events, or processes 14 9 - 3.75 0.577
their attributes and their relati &fach 81 9% (11.0%)  (7.1%)
other ‘Q

Q) Average Mean: 3.02
Procedural knowl VH H L VL
I follow every: en to me step- 103 24 - - 3.81 0.393
by-step and processes (81.1%)  (18.9%)
Conte@share my knowledge 9 (7.1%) 57 61 - 2.59 0.622
with other (44.9%) (48.0%)
Make decision and solve problems 78 45 4 - 3.58 0.556
when given difficult task in this (61.4%)  (35.4%) (3.1%)
institution
Algorithms, techniques, and methods 7 (5.5%) 46 8 66 1.95 1.053
that subsequently add layers of (36.2%) (6.3%) (52.0%)

information leading up to a specific
result in this institution
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11

12

11
13

14

15

16

17

18

1A%

19

20

21

22

23

24

Collect, arrange, process data, interpret 46 20
and write for informed decision (36.2%) (15.7%)
Share knowledge with colleagues from 36 91
my department and other departments (28.3%)  (71.7%)
and faculties

Average Mean: 2.88

._\ N .
(11.8%)  (88.2%) N
S

Demonstrating effort VH H
Able to perform my work well with 13 114
minimal time and effort (10.2%) (89.8%)
Extra responsibilities at work when the 77 50
need arises (60.6%) (39.4%)
Continually seek new challenges in my 44 17
work (34.6%)  (13.4%)
Able to carry out my work efficiently 15 112
Come up with creative solutions for 50 16
new problems (39.4%) (12.6%
I actively participate in team 14 @
discussions and contribute valuable (11.0%) @ %)

insights. . %
Average Qf&\ﬁ 2
Facilitating peer & team

performance

All team members make an effort to ch (9.4%) 49

H

participate in discussions. (38.6%)
Team members have different opinions, 61 58
each member explain his/her %P (48.0%)  (45.7%)
view QQ

Team members encour@jne another 37 61

to express their opi \Q and thoughts (29.1%) (48.0%)
Team membem@nd receive 57 66
criticism without'making it personal (44.9%)  (52.0%)
Team work to come up with 53 61
solutions satisfy all members (41.7%) (48.0%)
Effective communication among peers 14 108
enhances overall team performance (11.0%) (85.0%)

61
(48.0%)

%

8.0%)

L

5
(3.9%)
4
(3.1%)

18
(14.2%)
4
(3.1%)
9
(7.1%)
5
(3.9%)

61
(48.0%)

VL

2.04

3.28

&

: 2.79

(329%)

VL

61
(48.0%)
4
(3.1%)

11
(8.7%)

4
(3.1%)

3.11

291

3.11

2.09

3.04

2.24

3.51

2.08

3.03

1.393

0.452

0.304

0.491

0.973

0.324

0.935

0.314

1.116

1.034

1.32

0.561

1.088

0.519

Average Mean: 2.67

Weighted Average Mean: 2.89

Key: VH=Very High, H=High, L= Low, VL=Very Low X = Mean; Sd = Standard deviation
Decision Rule: High =4.00-3.00, Moderate =2.99-2.00, Low =1.99-1.0, Very low:0.99-0.00

Source: Field Survey, 2022
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Result from Table 4.3 shows the level of job performance of OTM lecturers in polytechnics in
South-south Nigeria. Very High, High, Low and Very Low were the response format used in
measuring the level of job performance of OTM lecturers, But for the purpose of reporting, Very
High and High were merged to become High (H) while, Low and Very Low were to become
Low (L). Result shows 127 (100.0%) affirmed that they created a high know]edgbthrough
observation of the working environment while none was rated as low. 123 (96..9% %%g\d that they
use a high basic information and well-established facts during lectures wl@é.@%) rated low
response. Similarly, a total number of 127 (100.0%) stated ,tﬁ&lﬁy use high different
terminologies to give explicit and clear understanding to student@%}g lectures while none stated
low response. Also, 50 (39.3.0%) stated that they high .mk f others improves my performance
while 77 (60.6%) stated a low response rate. Furthe , 29 (22.8%) were rated high that when
they come across difficulties, they ask my ¢ .a%s hile 98 (77.2%) rated low response. Also,
118 (92.9%) stated that they have hig@bility to describe things, events, or processes their
attributes and their relation to each gbér while 9 (7.1%) reported low ability. Likewise, 127
(100.0%) stated that they haw%h{gh ability to follow every tasks given to them step-by-step and
processes, while non@@%d low. Also, 66 (92.9%) reported high ability when they share

their knowled v@wthers while 61 (48.0%) rated low ability.

A tota!ts@er of 123 (96.8%) rated to have high ability to make decision and solve problems
when givén difficult task in their institution while 4 (3.1%) had a low response. In addition, 53
(41.7%) were rated high in algorithms, techniques, and methods that subsequently add layers of
information leading up to a specific result in their institution while 74 (58.3%) rated low ability.
Furthermore, 66 (51.9%) stated that they have high ability to collect, arrange, process data,

interpret and write for informed decision while 61 (48.0%) rated low ability. Also, 127 (100.0%)
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stated that they have high ability to share knowledge with colleagues from my department and

other departments and faculties while none reported low ability.

A total number of 127 (100.0%) stated that they have high ability to perform my work well with
minimal time and effort while none stated low level. 127 (100.0%) stated that they have high extra
responsibilities at work when the need arises while none had low response. Fu@bre, 61

(48.0.6%) stated that they have high ability to continually seek new challenges i@ work, while
66 (51.9%) reported low ability. Also, 127 (100.0%) stated that they h;\%gh ability to carry
out my work efficiently while none stated low level. Likewise, 66 @? stated that they have
high ability top come up with creative solution for new.p&l@!s while 61(48.0%) stated low
level. Whereas, 127 (100.0%) stated that they have i@ility to actively participate in team
discussions and contribute valuable insights wlzile %e stated low ability. Similarly, 61 (48.0%)
stated that all team members make high effo@rticipate in discussions while 66 (51.9%) stated
low effort. Also, 119 (93.7%) stated tl{%’ y have high level of ability to make team members
have different opinions, each memb plain his/her point of view while 8 (6.2%) stated low level.

Furthermore, 98 (77.1%) s Qt team members encourage one another to express their opinions

and thoughts at high l@ile 29 (22.9%) stated low level.

Also, 123 (@%ated that the level at which team members share and receive criticism without
makin@onal was high, while 4 (3.1%) stated low level. furthermore, 114 (89.7%) reported
that the level at which team members work to come up with solutions that satisfy all members was
high, while 13 (10.2%) stated low ability. Lastly, 122 (96.0%) stated that the level of effective
communication among peers enhances overall team performance was high while 5 (3.9%) stated

low level.
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VI

The weighted mean of the whole item is 2.89, thus, it could be inferred that the level of job

performance of OTM lecturers in polytechnics in South-south, Nigeria is moderate. It could be

adjudged that this level of performance is not encouraging which could stem from unconducive

working environment, lack of remunerations, inadequate teaching facilities among others.

@ters in
@ uth-south,

Research question 2: What is the nature of work environment of OTM

polytechnics in South-south, Nigeria?

Table 4.4: Nature of work environment of OTM Lecturers in polytec

Nigeria

Comfort working environment: Within your SA
institution to what extent do you agree/disagree
with the following?

My workplace provides an undisturbed
environment without any noise that gives me alone

My office is well designed that it has positive %
effect on my performance (@ 1%)
2

(70.1%)

time to perform my duties

I get the support that I need, when I am faced \@}i) 56
(35.4%)

difficult situation in this institution (44.1%)
In this institution, office furniture comfortbd 66 20
influences my performance % (52.0%) (15.7%)
The culture and emotional environmeht/Of this 45 56
institution is generally positive sypportive (35.4%) (44.1%)
Furniture in my office i 0@ ble enough for 11 88
me to work without bei ysically strained (8.7%) (69.3%)
Q Average Mean: 3.08

Status: Within your institution to what extent do
you agr %ree with the following?

I have a gré€at deal of prestige in this institution 90 37
(70.9%)  (29.1%)

I possess high status in this institution 41 81
(32.3%) (63.8%)

I occupy a respected position in this institution 35 92
(27.6%)  (72.4%)
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22
(17.3%)

17
(13.4%)
35
(27.6%)
19
(15.0%)

28
(22.0%)

5
(3.9%)

9
(7.1%)
6
(4.7%)
7
(5.5%)

X

3.82

243

3.40

3.15

2.80

2.87

3.71

3.28

3.28

Sd

0.387

0.707

1.358

0.985

0.992

5.40

0.456

0.533

0.449



10

11

12

VII

13

14

15

16

17

18

I have a position of prestige in this institution 53.9%) 122 -

(96.1%)
I possess a high level of prominence in this 11 110 6 -
institution (8.7%) (86.6%)  (4.7%)
I am encouraged to learn new skills and enhance 75 52 - -
my capabilities within my current role (59.1%)  (40.9%)

Average Mean: 3.32 ¢
@‘

Safety condition: Within your institution to what

extent do you agree/disagree with the following? é \

In this institution, I am clear about what my

responsibilities are for health and safety (16 5% (83 5."/%'3

Safety is the number one priority in my mind when 52 -
completing a job (40. 9%) &% %)

Most of the health and safety 1 16 - -
procedures/instructions/rules reflect how the job is (91.3%)

now done in this institution %

58 -

In this institution, academic staff are glven
(44. 9% (9.4%) (45.7%)

sufficient feedback regarding safety propos

factors that contribute to safety s rather (42.5%) (45.7%) (11.8%)

Management of this institution look for, %r ying 54 58 15 -
ﬁ;{id;%

than blame the people involved
This institution really care @the health and 28 88 11 -
safety of the academic §ta Q ork there (22.0%) (69.3%) (8.7%)

Average Mean: 3.17

X

3.04

3.04

3.59

3.41

3.09

2.99

3.66

2.70

0.195

0.365

0.494

0.373

0.494

0.282

0.955

0.681

1.086

‘§ Weighted Average Mean: 3.19
N\

Key: S. gly agree, A=Agree, D= Disagree, SD=Strongly disagree

X = Mea s Sd = Standard deviation

Decision Rule: Highly conducive =4.00-3.50, Moderately conducive =3.49-2.50, Fairly

conducive =2.49-1.00, Not conducive =0.99-00
Source: Field Survey, 2022
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Result from Table 4.4 reveals the nature of work environment of OTM lecturers in polytechnics
in South-south Nigeria. Strongly Agree, Agree, Disagree, and Strongly Disagree was the
response format that was used in measuring the nature of work environment. However, for the
purpose of reporting, Strongly Agree and Agree were merged to become Agree (A) while,
Disagree and Strongly Disagree were to become Disagree (D). Results show that 127+100.0%)

respondents agreed that their offices are well designed that it has positive @ct on their

performance, while none disagreed. ‘%‘\QO

Similarly, 105 (82.7%) agreed that their workplaces provided an uﬁ@;& environment without
any noise that gives them alone time to perform their duties,. w&@&(ﬂﬁ%) disagreed. Also, 101
(79.5%) agreed that they get the support that they n d@when they were faced with difficult
situation in their institution, while 26 (20.5%) .disgﬁFurthermore, 86 (66.7%) agreed that in
their institutions, office furniture comfort inﬂ@ their performance, while 41 (32.3%) disagreed.
101(79.5%) agreed that the culture an&otional environment of their institution is generally
positive and supportive, while 26 ( Q/ﬁ) disagreed. Also, 99 (78.0%) agreed that the furniture in

their offices are comfortabl@gﬁl to work without being physically strained, while 28 (22.0%)

disagreed. < Q)

W

In addition,‘%é 00.0%) respondents agreed that they have a great deal of prestige in their
instinut@%ﬂe none disagreed. A total number of 122 (96.1%) agreed that they possess high
status in their institutions, while 5 (3.9%) disagreed. Again, 127 (100.0%) agreed that they
occupied a respected position in their institution, while none disagreed. Furthermore, 127 (100.0%)
agreed that they have a position of prestige in their institution, while none disagreed. In addition,

121 (95.3%) agreed that they possess a high level of prominence in their institution, while 6 (4.7%)
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disagreed. Whereas, 120 (100.0%) agreed that they were encouraged to learn new skills and

enhance their capabilities within their current role, while none disagreed.

Furthermore, 127 (100.0%) agreed that in their institution, they were cleared about what their
responsibilities were for health and safety, while none disagreed. Also, 120 (100.0%) agreed that
safety is the number one priority in their mind when completing a job while none disa@Again,

job is now done in their institutions, while none disagreed.

127 (100.0%) agreed that most of the health and safety procedures/instructionsf‘rlu\@g*lect how the
'3

Also, 120 (100.0%) agreed that in their institutions, academic sta xe given sufficient feedback
regarding safety proposals while none disagreed. Again, 12&0%) agreed that management of
their institutions look for underlying factors that conﬁ@ safety incidents rather than blame the

N

care about the health and safety of the acadg' ff who work there while none disagreed.

people involved, while none disagreed. Lastl 100.0%) agreed that their institutions really

The weighted mean is 3.19, thusj it d be inferred from the decision rule that the nature of
work environment of OTWB}I’GI‘S in polytechnics in South-south Nigeria is moderately

conductive. This meﬁ)@ %aching and learning would go on as planned, but it may not be

highly effectiv§ b%ﬁon the desires of the lecturers.
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Test of hypotheses

Hol  There is no significant influence of work environment (comfort work environment, status
and safety condition) on job performance of OTM Lecturers in polytechnics in South-
south, Nigeria.

Table 4.5a: Influence of work environment (comfort work environment, status and safety
condition) on job performance of OTM Lecturers

Adjusted R Std. Error of the

° \(b
Model R R Square Square Estimate 6

1 4732 328 312 8.71119 ° QO
Source: Field Survey, 2023 $

. . Y
a. Predictors: (Constant), Comfort work environment, status and safety

condition

Table 4.5b: Influence of work environment (comfort work environment, status and safety
condition) on job performance of OTM Lecturers

Sum of
Model Squares Df Mean Square F Sig.
1 Regression 4555.499 3 1518.500 20.011  <.001°
Residual 9333.839 123 75.885
Total 13889.339 126

Source: Field Survey, 2023

a. Dependent Variable: Job Performance

b. Predictors: (Constant), Comfort work environment, status and safety condition
Table 4.5¢c: Influence of work environment (comfort work environment, status and safety
condition) on job performance of OTM Lecturers

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) -20.111 18.1222 -1.110 269
Comfortwork '}, 441 199 2552 0.12
environment
Status 2.037 745 210 2.735 .007
Safety condition 1.659 264 .500 6.279 <.001

a. Dependent Variable: Job Performance
Source: Field Survey, 2023
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Table 4.5a, 4.5b and 4.5¢ show the influence of work environment (comfort work environment,
status and safety condition) on job performance of OTM lecturers in polytechnics in South-south,
Nigeria. The most potent measure of work environment was safety condition (Beta = .500, t=
6.279, p<0.05) followed by status (Beta = .210, t=2.735, p<0.05) and comfort work environment
(Beta = .199, t= 2.552, p<0.05). This implies that safety condition, status and c;on@&rt work
environment enhanced the quality of job performance of OTM lecturers in ?out &'t}, Nigeria
by 50.0.8%, 21.0% and 19.9.% respectively. It was also revealed that the«%}ﬂ%ures of work
environment combined accounted for 31.2% (Adj.R>= .312) Variavﬁn'xthe prediction of job
performance. The remaining 68.8% of the variance would be ace’&%nodated for by other factors
not included in this model. The result from the re r@ analys1s shows that there was a
significant influence of the work environment (cc@ work environment, status and safety
condition) on job performance, (Adj R>=0 %’i\ 128) = 20.011, p<0.05. This implies that there
is significant influence of work env1ro®nt (comfort work environment, status and safety
condition) on job performance4Qf CE Lecturers in polytechnics in South-south, Nigeria.
Therefore, Hol is rejected. %

Ho2  There is no sign fluence of stress management practices (control over job,

suppo g @Mcolleagues support from supervisor, psychological well-being) on job

performance of OTM Lecturers in polytechnics in South-south, Nigeria.

Table: 4.6a: Influence of stress management practices (control over job, support from
colleagues, support from supervisor, psychological well-being) on job performance

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .660° 436 418 8.01246
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a. Predictors: (Constant), control over job, support from colleagues,
support from supervisor, psychological well-being

Table 4.6b: Influence of stress management practices (control over job, support from
colleagues, support from supervisor, psychological well-being) on job
performance of OTM Lecturers

Model Sum of Squares  Df Mean Square F Sig.

1 Regression  6056.999 4 1514.250 23.587  <.001b
Residual 7832.340 122 64.200
Total 13889.339 126

Source: Field Survey, 2023
a. Dependent Variable: Job Performance
b. Predictors: (Constant), Comfort work environment, status and safety condition

Table 4.6¢: Influence of stress management practices (control over job, support from
colleagues, support from supervisor, psychological well-being) on job performance

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 90.762 11.186 8.114 .001
Control over job 2.291 368 431 6.220 .001
-2.133 496 -316 -4.299 .001
Support from colleagues
1
Support from supervisor  _1 327 482 =207 2756 .007
Psychological well- .003 597 .004 .055 956
being

a. Dependent Job performance

Table 46a)N\4)6b and 4.6c show the influence of stress management practices (control over job,
support from colleagues, support from supervisor, psychological well-being) on job performance
of OTM lecturers in polytechnics in South-south, Nigeria. The most potent measure of stress
management practices was control over job (Beta =.431, t= 6.220, p<0.05), followed by sup[port

from colleagues (Beta = -.316, t= -4.299, p<0.05), support from supervisor (Beta = -.207, t= -
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2.756, p<0.05) while psychological well-being was not significant (Beta = .004, t=.055, p>0.05).
This implies that control over job, support from colleagues and support from supervisor tends to
enhance the quality of job performance of OTM Ilecturers in South-south, Nigeria by 43.1%, -
31.6 and -20.7% respectively. It was also revealed that the four measures of stress management
practices combined accounted for 41.8% (Adj.R>= .418) variance to the predi.cti@& of job
performance. The result from the regression analysis shows that there was a fig%?'\inﬂuence
of stress management practices (control over job, support from coh%és, support from
supervisor, psychological well-being) on job performance, F (4 623.587, p<0.05. This
implies that stress management practices had significant inﬂu%&%} job performance of OTM

lecturers in South-south, Nigeria. Therefore, Ho?2 is rejec@

Ho3  There is no significant combined influe f work environment and stress management
practices on job performance of OT LMrers in polytechnics in South-south, Nigeria.

4.7a: Combined influence of work en%gnment and stress management practices on job
performance of OTM Lectu;:g%

Adjusted R
Model R R Square Square Std. Error of the Estimate
1 576 331 320 8.65511

a. Predictors: (Constant), Work environment and stress management practices

4.7b: Combined influence of work environment and stress management
practices on job performance of OTM Lecturers

Sum of Mean
Model Squares Df Square F Sig.
1 Regression 4600.388 2 2300.194 30.706  .001°
Residual 9288.950 124 74911
Total 13889.339 126

Source: Field Survey, 2023

a. Dependent Variable: job performance
b. Predictors: (Constant), Work environment and stress management practices
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Table 4.7¢: Combined Influence of work environment and stress management
practices on job performance of OTM Lecturers
Unstandardized  Standardized

Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 4.122 15.997 258 797
Work environment 1.482 194 562 7.652  .001
Stress management -305 216 -104 -1412 040

practices
a. Dependent Variable: Job Performance

Source: Field Survey, 2023

. \‘%W
Table 4.7a, 4.7b and 4.7c¢ revealed the combined inﬂuence&)ﬂ( environment and stress

management practices to the prediction of job pew of OTM lecturers in South-south
polytechnics, Nigeria. Regression analysis was u% est the hypothesis. The result yielded a
2

positive coefficient relationship and inﬂue@

that work environment and stress mana, nt practices contribute 32.0% to job performance of

=0.320), R = 0.576, p<0.05. This implies

OTM lecturers in South-south poﬁg@ics, Nigerian. The remaining 68.0% of varianceis due to
other factors not included 1 Study. The other factors accounting for the remaining variance
are beyond the scope Q‘[@st dy. The result from the regression analysis shows that there was a
significant combi influence of the independent variables (work environment and stress
manageme@o job performance, F (2, 124y = 30.706, p<0.05. This implies that work environment
and stre anagement, when taken together, jointly influenced the job performance of OTM

lecturers in South-south Nigeria. Therefore, Ho3 is rejected.
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4.4 Discussion of Findings

The results from research question one showed that the level of job performance of OTM
lecturers in polytechnics in South-south Nigeria was moderate. This means that teaching and
learning in the polytechnics is good but the whole goals and objectives of the teaching and
learning process may not be achieved to its fullest. It could be affirmed that more has 68‘)6 done

by the lecturers and also the management of the institutions to ensure that el of job

performance of lecturer is at its acme. The finding lends credence to‘%%y at examined
factors affecting employee performance in Greece using the descrjp@m‘vey design. Findings
showed that the level of job performance of employees in se%@rganisation in Greece was
moderate. It was also revealed that job environment and '@gemen‘[ support have the strongest
impacts (direct and indirect) on job performance, while adaptability and intrinsic motivation
directly affect job performance!- The ﬁndin@j@dates a study that examined an approach to
employees’ job performance through w%’environmen‘[al variables and leadership behaviours.

The sample comprised superviso%@‘nate dyads to test the propositions of this study. Result

revealed that the level of job p&ogmance of employees was moderate?.

The finding also corr@)ptes a study another similar study that examined developing employee
productivity _a %rformance through work engagement and organizational factors in an
educati @ciety. The study adopted the quantitative study using the cross-sectional research
design. Fihdings revealed that the level of job performance of employees was normal. It was also
found that employee performance (EP) is predicted through organizational factors such as
management support (MS), learning culture (LC), work environment (WE) and organizational

commitment (OC)?>.
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The finding also supports a study a similar study that examined employee motivation and job
performance of employees in first bank of Nigeria, Ibadan. Findings showed that the level of job
performance of employees was moderate. It was also found that both monetary (competitive
salary, salary raise, allowances, bonuses, and percentage profit sharing) and non-monetary (job
security, job training, career advancement opportunities, flexible working hours, and (r&tirement
benefits) motivational incentives have a significant positive correlation .wit '\loyee job
performance in study organization. The study affirmed that increase the%\\of rformance of
employees, organization will have to employ a mix of both,rqﬁaty and non-monetary
incentives in driving higher performance. Findings also showe@%'}emale employees are more
motivated by non-monetary incentives (58%) while m]ﬁ@nployees are more motivated by
monetary incentives. It was recommended that gement should be more strategic in
implementing its yearly financial reward c 'e;g\m public recognition as this will induce the
employees to engage in work behaviouzt‘d%drives higher-level performance?.
6
N

Research question two s %).that the nature of work environment of OTM lecturers in
polytechnics in Southsgsouth Nigeria was moderately conducive. This means that the environment
could also inhibi & the teaching and learning process as this could have a minimal effect on
the jo @ance of the lecturers as well as in the mastery content of the students. Also, when
an en\iﬁmen‘[ is not highly conductive, it could also inhibit the process of conducting
researches by the OTM lecturers. The finding corroborates a study who investigated the
relationship between campus environment and job commitment of staff therein is not well
established in our framework of knowledge. Although the word condition may be viewed from

two perspectives: conditions of service as contained in the contract of employment are the built
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layout or physical conditions of work. Working conditions that constitute toxic environment
includes hot and noisy environment, unsafe work conditions, dirty work environment,
insufficient resources, old technology, old machinery and so forth. It is the physical work
condition that is of interest in this research. The working conditions in relation to job
commitment have not really enjoyed much empirical attention in the literature. Whereas, authors

believe that an organization’s physical environment especially its design and 13@? can affect

employee behaviour in the workplace’. ‘%\

The finding also supports a study that examined the effects of geﬁe‘\gk,%@?lnizational climate on
safety climate and safety performance. It was revealed th.at &@xure of work environment was
conducive. As expected, general organizational cli e@l‘ted a significant impact on safety
climate, and safety climate in turn was rflatgto self-report of compliance with safety
regulations and procedures as well as @’%aﬁon in safety-related activities within the
workplace. The effect of general organg nal climate on safety performance was mediated by
safety climate, while the effect owy climate on safety performance was partially mediated by
safety knowledge and moti@@ The finding also agrees with a study that examined the effect
of two constituents Q\y)r environment (i.e. physical and psychosocial) on employees’ job
satisfaction an ‘\o‘rmance, and organizational effectiveness in a sample of 360 technical
superviQ@d operating core personnel. The analyses revealed that participants who perceived

their work environment as to be adequate and favorable scored comparatively higher on the

measures of job satisfaction, performance, and perceived organizational effectiveness’.

Finding from hypothesis one revealed that there was no significant influence of work

environment (comfort work environment, status and safety condition) on job performance of
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OTM Lecturers in polytechnics in South-south, Nigeria. The findings goes in line with a study
that examined the workplace environment impacts employee morale, productivity and
engagement - both positively and negatively. It was revealed that work environment had
influence on job performance of employees. The workplace environment in a majority of
industry is unsafe and unhealthy®. These includes poorly designed workstations, @Bf,uitable
furniture, lack of ventilation, inappropriate lighting, excessive noise, insufﬁc.ient @x’\measures
in fire emergencies and lack of personal protective equipment. P N%(ing in such
environment are prone to occupational disease and it impacts on Qn‘@ee{s performance. Thus
productivity is decreased due to the workplace environment. %tb&cm\e quality of the employee’s
workplace environment that most impacts on their}&@ of motivation and subsequent
performance. How well they engage with the orgamization, especially with their immediate
environment, influences to a great extent t ’r@rate, level of innovation and collaboration
with other employees, absenteeism and@mately, how long they stay in the job. Creating a
work environment in which em oy% are productive is essential to increased profits for your
organization, corporation or B%ll\business. The relationship between work, the workplace and
the tools of work, u@()@becomes an integral part of work itself. The management that
dictate how, ‘e%%\p maximize employee productivity center around two major areas of focus:

personal motivation and the infrastructure of the work environment?®,

The ﬁ&lg also supports a study that found that work and physical environment of hospitals
significantly influence nurses’ commitment to work while another study who did a research on
classroom design among secondary schools’ teachers also found similar results'?’. The finding
also agrees with a study A well-organized physical work environment can provide comfort for

employees at work. Comfort will be able to lead to the pleasure of employees in working the
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latter can lead to satisfaction in the employee at work. In the study found that the physical work
environment has a significant influence on employee job satisfaction®. This is in accordance with
the results of a study conducted by which states that the work environment, especially the
physical work environment has a significant influence on employee satisfaction. This means that

lighting, temperature and the presence of conditioning plants can provide comfoﬁ&md job

0

Hypothesis two showed that there was significant influence of stress agement practices

satisfaction for their employees!.

(control over job, support from colleagues, support from supervi%a&‘ip%phological well-being)
on job performance of OTM Lecturers in polytechnics. in @%{-south, Nigeria. The finding
supports a study that found that stress-causing fa @ch as workload, career progress,
facilities and the work setting were signiﬁcar.lt p@ctors of academic staff job effectiveness!!.
Another study illustrated the effect of stre@\Employees’ performance using an inverted U-
type curve. The study revealed that oyees’ performance increases as stress increases.
However, when the stress beconéxr)ccessive, the performance of employees will reach a peak
and then begin to decline.Q @‘:ﬂeless, a significant positive relationship between work stress

and job performanc(vyas found by scholars'>. These studies argue that stress and job

performance og‘;ac%:mic staff increase or decrease in the same direction but to varying degrees'?.

The f@so supports a study that was conducted on the effect of work stress on the staff
performance in banking industry. Survey research design was adopted. Population was 300 and
sample 185. Data was analyzed using simple percentage. The findings were that the cause of
stress in Nigerian banks is particularly linked to improper working condition for delivering the

duties. It was revealed that there was significant influence of stress management on job
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performance'?. The finding also validates a more recent study that examined the effect of stress
management techniques on employee Job performance in manufacturing firms in Nigeria using
the descriptive survey design. The sample size comprised 378 employees of four manufacturing
firms in southeast, Nigeria. Findings showed that the level of job performance of employees was
moderate. It was also revealed that here was positive and significant effect of stress.m?@gement
techniques on performance of employee of manufacturing firms in Nigeria. I.t w Qg&}nmended
that management of manufacturing firms in Nigeria should invest ‘%@ ferent stress
dimension management strategy such as meditation technique and fion technique so as to
improve employee performance!. The finding also goes in li@%a study A study examined
stress management strategies and employee performance}&@nufacturing firms in Edo State. It
was shown that there was significant influence o ess management on job performance
Finding revealed employees in manufacturi .%5 eceive maximum workplace social support
and this helps them deal with stressful wark situations; and they have high coping competence in
handling stress. Additionally, it@scovered that employees of manufacturing firms most
typically adopt time manage@o@s a method of stress reduction. Moreso, it was demonstrated
that the employees d@%e mind-body strategy of time management, albeit not to a very
high amount i Céﬂarison to their adoption of other stress management measures. The study
found that managers in manufacturing businesses should instruct staff members about the

beneﬁ@nind-body techniques like massage and yoga as well as how to use them successfully

to reduce stress levels!>.

Result from hypothesis there revealed that there was significant combined influence of work
environment and stress management practices on job performance of OTM Lecturers in

polytechnics in South-south, Nigeria. The finding goes in line with a study that evaluated the
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influence of stress management techniques on employees’ performance of Public Service in
Kenya. Specifically, the study sought to examine effect of counseling services strategies,
flextime programme strategies, mediation technique strategies, and relaxation technique
strategies on employees’ performance. Descriptive research design was adopted. The sample size
of 400 employee of public service was drawn from 700,000 target population of the study. The
findings demonstrate a large impact on employees' public service perf:or ',\which is
explained by a 91.1% variation. The regression model also showed \a e correlation
between employee performance and the independent Variables,r@h on stress reduction
methods and counseling services. The study suggested that th%k%}gement of the organization
under study should educate the staff about the use of .s'éQ management strategies that are
accessible in the company that can lead to increase ormance'®. The finding also supports a
study that revealed a significant positive .h‘@w hip between workplace environment and
productivity among bank workers whileN\another scholar deviated a little from the trend in
research on workplace environr%&ey studied organizational environment-behaviour and
its influence on safety cultura.%@gganization. In their opinion, as organization behaves, so does
the working environme t@%his behaviour determines the level of safety consciousness among
staff. Regardless @hich environmental variables were examined, there seem to be a general
consensus 6n these researchers. It is generally concluded that workplace environmental
factor@iﬁcanﬂy influence such other employee related variables like health, safety, and well-
being, job satisfaction, job performance, organizational performance in public sectors and so
forth. What seems unsatisfying is that many of these researches were carried out in other

developed countries and are foreign to African context'’. The finding was also inline with a

study that found that work environment is a strong predictor of employees’ job performance!®.
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This chapter presents and discusses the summary of findings, conclusion and offers valuable
recommendations. It further presents the contributions to knowledge and suggestions for further

studies.

5.1 Summary of Findings
The study investigated the influence of work environment and stress manage?n@on job
performance of Office Technology and Management Lecturers in polytechnicQ%South-south,
Nigeria. The descriptive survey research design was adopted in order to ashieve the purpose of
the study. It was adopted mainly because it was useful in colleét@%?a on phenomena that
cannot be directly observed without any manipulation. The @%}a‘uon of the study comprised
OTM lecturers in polytechnics in South-south, Nigeria sample size of the study was one
hundred and thirty-four (134) OTM lecturers ere selected using total enumeration
technique. The total number of responden \ﬁer responded to the questionnaire was one
hundred and twenty-seven (127) whl%ﬁprlsed 48 males and 79 females. Result from the
analyses of the data collected an(ﬁ{‘}nterpretatlon done, the findings of the study were:
1. The level of job@rﬁlance of OTM lecturers in polytechnics in South-west Nigeria
was modeQe)Q
. T %@e of work environment of OTM lecturers in polytechnics in South-west
@e 1a was moderately conducive.
iii.chere was no significant influence of work environment (comfort work environment,

status and safety condition) on job performance of OTM Lecturers in polytechnics in

South-south, Nigeria.
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iv.  There was significant influence of stress management practices (control over job,
support from colleagues, support from supervisor, psychological well-being) on job
performance of OTM Lecturers in polytechnics in South-south, Nigeria

v. There was significant combined influence of work environment and stress
management practices on job performance of OTM Lecturers in polyteghnics in
South-south, Nigeria. . %’&\

5.2 Conclusion A%\QO
Based on the findings of the study, it could be affirmed that w TM lecturers are well
remunerated, prompt payment as and when due, granting of leaé&%;"b\@vision of teaching facilities
and aids, given an enabling environment, reduce work lc::&xgmng others, they tend to be more
productive as this could in turn heighten their level ofyob performance. In addition, support from
colleagues, employers of labour and havin .LQ‘I over one’s job could make OTM lecturers
to be more productive as this could mak@ goals and objectives of teaching and learning to be
achieved. It could be concluded there that stress management practice and work environment

have significant influence an'%gerformance of OTM lecturers in polytechnics in South-south
Nigeria. Q)QQ

5.3 Recomme d@qﬁ

The followir%mmendations were made based on the findings of the study:

i. To @ce the level of job performance, it is expected that OTM lecturers should be able to
create knowledge through observation of the working environment and make it more practical
for students in class during teaching process. Also, they should describe things, events, or
processes their attributes and their relation to each other to students in class for effective teaching

and learning process.
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ii. For effective and high job performance, OTM lecturers solve problems, share knowledge with
colleagues, collect and arrange educational information that is pertaining to OTM courses.

iii. Management of the polytechnics in South-south Nigeria should pay the salaries of OTM
lecturers and other lecturers promptly, renumeration, sabbatical leave and reduce their work load
as this could make them to perform optimally and meet the goal and objectives of the department

&

and institution at large. .
iv. There should be an advocacy for teamwork that would foster effectiv QQcation among
OTM lecturers as this could also heighten their level of job performq&'\

v. Management of polytechnics in South-south Nigeria sgék%\;)rovide a conducive and
comfortable working environment for lecturers such; a w X @‘nilated office with good furniture,
shelves, air condition among other. This could motiyation OTM lecturers to carry out more
research studies and stimulate them by bringt 2N %v ideas into the field of OTM.

vi. Management of the polytechnics in @h-south Nigeria should create an enabling working
environment for OTM lecturers that Have a great with their prestige and also be respected as this
could go a long way in enhansztheir job performance.

5.4 Contribution to 0@ e

The findings fror%bj,s study provide an invaluable insight into the job performance of OTM
lecturers in South-south Nigeria. A theoretical framework that will be useful for further research
in thi@ has been effectively constructed in this thesis. Additionally, this study has shed new
light on the elements that can improve job performance of OTM lecturers in polytechnics in
South-south Nigeria. The literature that were revealed for this study, has improved knowledge
and comprehension of how OTM lecturers perform their jobs and to what extent is the level of
their job performance. The study has further demonstrated how important OTM lecturers’ job
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performance is for the achievement of the polytechnics’ mission and vision statements. This
study has also contributed empirically to the body of literature on job performance of OTM

lecturers as it could be used by other researchers to augment their research works.

In general, the study has filled a research gap which sought for the need to adopt more of this
research in job performance studies. This study has also contributed to the existi ody of

knowledge on job performance of OTM lecturers in polytechnics not onlgm%%outh-south

4%%

The following suggestion for further studies were made base@mhe findings of the study:

Nigeria but also at the global level.

5.5 Suggestions for Further Studies

1. The influence of work environment and str%hggement practices on job performance

of OTM lecturers in polytechnics in Sou@sst Nigeria.

ii.  The influence of work env1r0nme&' tress management practices on job performance
of OTM lecturers of OTM le % in private-owned universities in South-west, Nigeria.

iii.  Demographic factors, grgan atlonal culture and reward system on job performance of
OTM lecturers in %vaersmes in South-west, Nigeria.

iv.  Work enV1 Qt stress management practices and employee commitment on job
perfdﬂ%e of OTM lecturers in polytechnics and colleges of education in South-east,

@a.
v.  Influence of work environment, job design and work experience on job performance of

OTM lecturers in state universities in North-central, Nigeria.

180



vi. Influence of work environment, reward system, emotional intelligence and stress
management practices on job performance of OTM lecturers in federal universities in

North-west, Nigeria.

181



Bibliography

Books

Campbell, J. P., McCloy, R. A., Oppler, S. H., & Sager, C. E. A4 theory of performance. In N.
Schmitt & W. C. Borman (Eds.), Personnel selection in organizations. 1993. (pp. 35-70).
San Francisco, CA: Jossey-Bass

Dawes, R. V. & Lofquist, L. H. 4 Psychological Theory of Work Adjustment %apoli&
University of Minnesota Press. (1984)

Fako, G. Organizational Behaviour, Understanding and Managing Li %’ New York:
Harper Collins College Publishers (2017).

Folami L., and Jacobs, F. The Joint Effect of Task Characteristics &@Dnizational Context on
Job Performance: A Test Using SEM (2015). ,&%

Franco, E. N. An Evaluation of Employee Turnover in ﬁz@anufacture Industry. Oron; Edem
and Sons Press Ltd. (2016) Q

George, J. M., & Jones, G. R. Understandmg an anaging Organizational Behaviour, 5th ed.;
Pearson/Prentlce Hall: Upper Sad NJ , USA. (2018).

Naturale, A. Secondary Traumatic Stre%' Soczal Workers Responding to Disasters. New
Disney Press (2017). (bd

Rittle-Johnson, B., & Schneidew Developing Conceptual and Procedural Knowledge in
Mathematlcs In R. C%} adosh & A. Dowker (Eds.), Oxford Handbook of Numerical

Cognition  (pp. % 118). Oxford, UK: Oxford University Press (2015).
https://doi. org{b 109 3ox fordhb/9780199642342.013.014.

Robbins, A. S;, @KSanghl S. M. Organizational Behaviour. (11th Edition.), India: Dorling

Kin 016)

Rubin @ Principles and Practice of Stress Management, Third Edition. New Jersey:
tice Hall (2018).

Stack, M. Global University Rankings and the Mediatization of Higher Education”. Palgrave
Macmillan Amazon.com (2016).

Stup, S. O. Other Functions of Management (Incisive Approach). Ekwulobia; Blessed
Ifeatucomms Ltd. (2015)

182


https://doi.org/10.1093/oxfordhb/9780199642342.013.014

Winter. D.  Theory of Work Adjustment. A Publication of the Career Group, University of
London (2009) retrieved from http://careersintheory.files.wordpress.
com/2009/10/theories-twa.pdf-

Conference Proceedings

Adams, J. M., DeGraaff, M. D., & Hohner, G. S. Evaluating the Pre-Professional Engineer:
Exploring the Peer Review Process Paper presented at 2015 ASEE Annual Conference
& Exposition, Seattle, Washington. 2015, 10.18260/p.24029. . (b

American Psychological Association. Stress in America™ 2020: A National HealéS}sis. (PDF
Document). Retrieved from https://bit.ly/3IN6q5V (2020). ‘ \

Zaidan, A .F., & Juariyah, L., The Influence of Workloads on the Job Sa tion of Lecturers of
the State University of Malang through Job Stress as Intery Variable. International
Conference on Islam, Economy, and Halal Industry. KN. al Science, 1(2)2020, pp.
156-176). https://doi.org/10.18502/kss.v419.7323. %

Internet Sources \

Akrani, G. What is Stress Meaning Definition. R@ed from http://kalyancity.blogspot.com
(2016).

Canadian Mental Health Association.. re@rieved from: https://cmha.ca/documents/stress
(2016). (b,

Nweze, M. D. Preventing Works%%é Addison — Wesley Series of Occupational Stress (2015).

OECD. Jobs Strategy, Web ?eﬁavailable at: http://www.oecd.org/employment/jobs-strategy/,

accessed 11 cho 1
World Health Organization (WHQO), Occupational Health: Stress at the Workplace. Retrieved
from htxpsv 1y/34CFsZI (2020).

Peer d Journals

Abdelwah, N .A & Al Doghan, M. A. Developing Employee Productivity and Performance
through Work Engagement and Organizational Factors in an Educational Society.
Societies 2023, 13, 65. https://doi.org/ 10.3390/s0c13030065

Abdelwah, N .A. & Al Doghan, M. A. Developing Employee Productivity and Performance
through Work Engagement and Organizational Factors in an Educational Society.
Societies 2023, 13, 65. https://doi.org/ 10.3390/s0c13030065

183


https://bit.ly/3lN6q5V
https://doi.org/10.18502/kss.v4i9.7323
http://kalyancity.blogspot.com
https://cmha.ca/documents/stress
https://bit.ly/34CFsZI

Adenuga, A. O. Occupational Stress and Employees’ Job Performance in Selected
Manufacturing Companies in Ogun state. Hallmark University Journal of
Management and Social sciences, 3(2), 2021, 14-24.

Adeoye, M. O. & Popoola, S. O. Teaching Effectiveness, Availability Accessibility and Use of
Library and Information Resources Among Teaching Staff of Schools of Nursing in Osun,
and Ondo State, Nigeria”. Library Philosophy and Practice, 2 (2), 2017, 11-30
http://www.unlib.unl.edu. Retrieved February 14, 2011.

Adim, C. V., Wechie, 1., and Akintokunbo, O. O. Stress Management apd\JEmployee
Performance of Deposit Money Banks in Port Harcourt, Nigeria. AmeriéanJournal of
Humanities and Social Sciences Research, 2(12), 2018, 41-49.

Aduaka, C. E. Impact of Motivation and Job Satisfaction in the Performance of Workers in First

Bank PLC, Ekwulobia. Journal of Management and Fingqreial®Studies, 2, (2), 2016,
43-56.

Aduma, P. O., Owan, V. J., Akah, L. U., Alawa, D. A., Apie,M_A., Ogabor, J. O., Olofu, M. A.,
Unimna, F. A., Ebuara, V. O., Essien, E. E., & Bssien, C. K. [Interactive Analysis of
Demographic Variables and Occupational \Stréss on University Lecturers’ Job
Performance. Humanities and Social Seiences Letters, /0(2), 2022, 88-102.
https://doi.org/10.18488/73.v10i2.2952.

Agada, E. O. & Tofi. S. T. Influence of Wok Environment and Training on Job Performance of
Library Personnel in University (bibraries in Nasarawa State, Nigeria. International
Journal of Research and Inngvation in Social Science, (2020). 4, 5:51-60.

Agu, J. C. Influence of Stress on Staff Job Performance: A Study of Isu Local Government Area.
International Journal ‘ofsInnovative Psychology & Social Development, 9(1), 2021,
41-51.

Ahmad, R., Lee, M. Y& Othman, A. E. A., Shaminan, A. S., Heng, C. S., Sumilan, H., & Ahmad,
A. L. A., Fhadmpact of Workload on Job Performance Among Doctors in Malaysian
PublieHpspitals. A Case Study. International Journal of Business and Society, 20(3),
2019, 1276-1293. Retrieved from https://bit.ly/3iaHfIx.

Ahmeds=S,\K), Khan, M. M., Khan, R. A., & Mujtaba, B. G. The Relationship between Social
€apital and Psychological Well-Being: The Mediating Role of Internet Marketing.
Marketing and Management of  Innovations, 1, 2020, 40-53.
http://doi.org/10.21272/mmi.2020.1-03.

Aina, S. I., & Adeleke, O. R. Job Stress and Coping Strategies Among Academic Staff of
Faculty of Education in Adekunle Ajasin University, Akungba Akoko. International
Journal of Innovation and Research in Educational Sciences, 5(4), 2018, 362-366.

184


https://doi.org/10.18488/73.v10i2.2952
https://bit.ly/3iaHfIx
http://doi.org/10.21272/mmi.2020.1-03

Ajayi, S. Effect of Stress on Employee Performance and Job Satisfaction: A Case Study of
Nigerian Banking Industry. Journal of European Studies, 2(2), 2018, 12-22.

Ajetunmobi, F. G., Oladejo, M. A., & Oladejo, M. A. Participatory Management, Professional
Development, and Teachers’ Job Performance in Public Secondary Schools in Ogun
State, Nigeria. Journal of Learning for Development. A Publication of
Commonwealth of Learning, COL, 7(2),2020, 17-35.

Akhtar, S. Impact of Supervisor Support on Employee Task Performance: Developing and
Testing of an Integrated Sequential Mediated Model. Global Economics Review, 7 (1);
2022.9-19.

Akter, N., & Husain, M. M. Effect of Compensation on Job Performancex A \Empirical Study.
International Journal of Engineering Technology, Management “and Applied
Sciences, 4(8), 2016, 103-116.

Alam, T., Lucia, V., Santos, C. G., & Woo, K. Optimising Qualitef"Life for People with Non-
healing Wounds. Wounds International Journal, 9(3), 2018, 6-14.

Alase, G. A. & Akinbo, T. M. Employee Motivation and Jeb Performance: Empirical Evidence
from Nigeria. Applied Journal of Economics, Management, and Social Sciences, 2021,
16-23.

Alase, G. A. & Akinbo, T. M. Employee Motivationdand Job Performance: Empirical Evidence
from Nigeria. Applied Journal of Eeonomics, Management, and Social Sciences, 2021,
16-23.

Alemu, K. A. Effect of Workglacédnvironment Factors on Performance of Employees:
Empirical study on Wollo Ungversity Staff. Research square, (2022). 5 (7);1-22.

Ali Yassin, S. A., Abdiaziz,\A) A., & Abdiqani, A. A. Working Conditions and Employees’
Productivity in-Mgnufacturing Companies in Sub-Saharan-African Context: Case of
Somalia. Educational Research International, 2 (2), 2018, 12-20.

Alromaihi, M._A% Alshomaly, Z. A., and George, S.. Job Satisfaction and Employee
Performgnce: A Theoretical Review of the Relationship Between the two Variables.
International Journal of Advanced Research in Management and Social Sciences,
6(1), 2017, 1-20.

Aminu, M. I. & Mahmood, R. On the Relationship Between Procedural and Declarative
Organizational Memory and their Effects on SME Performance. International
Business Management, (2016). 10 (3): 241-247.

Amoako, E. P., Gyamfi, O. A., Emmanuel, A. K., & David, B. The Effect of Occupational Stress
on Job Performance at Aspet A. Company Limited. Global Journal of Arts, Humanities
and Social Sciences, 5(8), 2017, 1-17.

185


https://www.researchgate.net/scientific-contributions/Shazia-Akhtar-2221009307?_sg%5B0%5D=DnKVG5kb8u2Olq10GFFOhE8GEvu6QTUX7XbcrbVrkXGLuRh4iq9lkTPJpKMxgiRe_Al-YAo.zKdkibYEDsdWCDLF7wm0ApRCNUYjlj7wmKiZMTd-ni8HgolVXbtx_YeGw8ApEEMxjr4N_PUkzISqBqAkkDrZvw&_sg%5B1%5D=ojaQkZaZbAaYC0ONnKdzJbE6AoBsjyrzUIs_Toz2-G_gmtR_hWpWcsYLZtyk0LivSOFlGts.gP_r1UkgJZ8cMjhYT3cMMKyZ3qV3UuzV_irnZTO4nMmmvvbC89AIxGHVB_59fChDBXjegWxd42IDOTYINBdCPw

Anil, P. S., & Manisha Shirsath, S. “The Factors Affecting Employee Work Environment and Its
Relation with Employee Productivity” International Journal of Science and Research
(IJSR) ISSN (Online): 2(3), 2019, 33-44.

Ann, 1. O., and Wilfred, I. U. Management of Designed Safety Adherence Model for the
Nigerian Work Environment, Kamla-Raj, J Hum Ecol, 41(3): 2018, 183-191.

Ashipala, D. O., & Shilunga, A.P. Stress: An Overview. In S. Taukeni (Ed.), Biopsychosocial
Perspectives and Practices for Addressing Communicable and Non-Communicable
Diseases. 1GI Global (pp. 135-150). 2020.. https://doi.org/10.4018/978-1+7998-2139-
7.ch008.

Azeem, S. A., & Akhtar, N. The Influence of Work Life Balance amd=Job” Satisfaction on
Organizational Commitment of Healthcare Employees. International Journal of
Human Resource Studies, 4(2), 2015, 18-24.

Bakker, A. B. & Demerouti, E. Job demands and job resotirces as predictors of absence
duration and frequency. Journal of Vocational Behavigur, 6 (2),2014. pp 341-356.

Bakker, A. B., & Demerouti, E. The Job Demands-Resuitkces model: State of the art. Journal of
Managerial Psychology, 22, 309-328. doi: 10N 108/02683940710733115, 2007.

Bakker, A. B., Demerouti, E., & Sanz-Vergel A1) Burnout and work engagement: The JD-R

approach. Annual Review of Organizational Psychology and Organizational
Behavior, 7, 389-411. doi: 10.1146/annurev-orgpsych-031413-091235, 2014.

Balducci, C., Alessandri, G., ZaniboniS., Avanzi, L., Borgogni, L., & Fraccaroli, F .The Impact
of Workaholism on Day-levélWorkload and Emotional Exhaustion, and Longer-term Job
Performance. Work & Stress, 35(1), 20201, 6-26.
https://doi.org/10.1080/02678373.2020.1735569.

Beheshtifar, M., & Nazarian, R. Role of Occupational Stress in Organizations. Institute of
Interdisciplinary Business Research, 4(9), 2017, 648-657.

Bin, A. S. The Relationship Between Job Satisfaction, Job Performance and Employee
£ngagement: An Explorative Study. Issues In Business Management And Economics,
4(1), 2017, 1-8. http://dx.doi.org/10.15739/IBME.16.001.

Biriowu, C. S. & Chikwe, J. E. Stress management techniques and organizational performance
in selected private and public Hospitals in Port Harcourt, Nigeria, International
Journal of Business Management and Research; 9 (6), 2019. 27-36.

Bosmans, K., Hardonk, S., De Cuyper, N., and Vanroelen, C. ‘Explaining the
Relation Between Precarious Employment and Mental Well-being. A Qualitative Study
Among Temporary Agency Workers’, Journal of Work, Vol. 53, No. 2, 2016, pp. 259-
264.

186


https://doi.org/10.4018/978-1-7998-2139-7.ch008
https://doi.org/10.4018/978-1-7998-2139-7.ch008
https://doi.org/10.1080/02678373.2020.1735569
http://dx.doi.org/10.15739/IBME.16.001

Bosmans, K., Lewchuk, W., De Cuyper, N., Hardonk, S., Van Aerden, K., and Vanroelen, C.
‘The Experience of Employment Strain and Activation Among Temporary Agency
Workers in Canada’, Society, Health and Vulnerability, Vol. 8, No. 1, 2017, 112-132.

Breitenbach, M., Kapferer, E., & Sedmak, C. Stress and Poverty: 4 Cross-disciplinary
Investigation  of Stress in  Cells, Individuals, and Society. Springer.
https://doi.org/10.1007/978-3-030-77738-8 (2021).

Brondino, M., Signore, F. Z., Zambelli, A., Ingusci, E., Pignata, S., Manuti, A., Gigneaspro, M.,
Falco, A., Girardi, D., Guglielmi, D., Depolo, M., Loera, B., Converso/{D.y Viotti, S.,
Bruno, A., Gilardi, S., Cortini, M., Pace, F., Capone, V., & Spagnoli, 5. New Academic
Quality at Work tool (AQ@workT) to Assess the Quality of Lifesat=H0rk’in the Italian
Academic Context. International Journal of Environmental ReSearch and Public
Health, /9(6), 2020, 37-44. https://doi.org/10.3390/ijerph 19063724

Bruce., T. R. 4ssessing the Sustained Effects of Stress ManagementInterventions of Anxiety and
Locus of Control. Academy of Management Journak {8,°(6) 2015, 151-203.

Butt, H. S., Khan, F., Rasli, A. B,& Igbal, M. J. Impactof Work and Physical Environment on
Hospital Nurses Commitment. International \Journal of Economics Research, 33 (2):
2017, 33-43 Retrieved from http://www.ijeronline.com/documents

Cargan. O. The Effect of Stress on Performance of the Personnel: A Research on Teachers.
Master Thesis, Kirklareli University, Institute of Social Sciences, Kirklareli (2018).

Chandra, S. P. & Sudesh, K.<K. “Effect of Workplace Stress management techniques on
Employees’ Efficiency; Intérnational Journal of Innovative Science and Research
Technology; 7 (7); 2022, 12-23.

Chandrasekar, K “WoprkplaceYEnvironment and Its Impact on Organizational Performance in
Public Sectgr @xganizations," International Journal of Enterprise Computing and
Business Systems, 1, (1), 2018, 11-20. [Online]. Available: http://www.ijecbs.com.

Chandrasekar, K. “Workplace Environment and Its Impact on Organizational Performance in
Piblic Sector Organizations," International Journal of Enterprise Computing and
Business Systems, 1, (1), 2018, 11-20. [Online]. Available: http://www.ijecbs.com.

Cita Sari, U., & Budiyanti, R. T. Workplace Requirements in New Normal Era Due to COVID-
19 Pandemic: Design Criteria and Health Environment Perspectives. Journal of Public
Health for Tropical and Coastal Region, 3(2), 2020, 8-14.
https://doi.org/10.14710/jphtcr.v3i2.8628.

Civan, A., Ozdemir, 1., Gencer, Y. G., & Durmaz, M. Exercise and Stress Hormones. Tiirkiye
Spor Bilimleri Dergisi, 2(1), 2018, 1-14.

187


https://doi.org/10.1007/978-3-030-77738-8
https://doi.org/10.3390/ijerph19063724
http://www.ijeronline.com/documents
http://www.ijecbs.com
http://www.ijecbs.com
https://doi.org/10.14710/jphtcr.v3i2.8628

Cox, J. Y., Dewe, P. J, & Ferguson, A. L. Examining the Nature of Work Stress, Individual
Evaluations, of Stressful Experiences and Coping.” Journal of Human Relations, Vol.
42(11),2017, 23-32.

Dabara, D. 1., Soladoye, O. J., Omotehinse, O. J., Lawal, O. K., & Asa, O. A. Work
Environment and Lecturers’ Productivity in Selected Higher Institutions in Osun Nigeria.
International Journal of Management and Applied Science, (2020). 6 (3): 38-42.

De Croon, E., Sluiter, J., Kuijjer, P. P., & Frings-Dresen, M. The Effect of OfficeCencepts on
Worker Health and Performance: A Systematic Review of the Literature. E¥gonomics, 48
(2), 2015, 119-134.

Demet, L. Impact of Workplace Quality on Employee’s Productivity: Case-Study of a Bank in
Turkey. Journal of Business, Economics & Finance, 1 (1), 2042, 12-32.

Demirer, M. C. Effects of Person-Organization On Job Peiformance: Mediating Role of
Happiness. Atatiirk Universitesi Iktisadi Ve Idari Bilimler Dergisi, 33(1), 2019, 283-
302.

Diamantidis, A. D. & Chatzoglou, P. Factors affecting employee performance: an empirical
approach. International Journal of Productivity and Performance Management, 68
(1),2019. 171-193, https://doi.org/10-+OIMIRPM-01-2018-0012.

Diamantidis, A. D. & Chatzoglou, P. Kaefors affecting employee performance: an empirical
approach. International Jourhal'of Productivity and Performance Management, 68
(1),2019. 171-193, https:4dorserg/10.1108/IJPPM-01-2018-0012.

Dijkhuizen, J., Gorgievski, M,)\ Vian Veldhoven, M., and Schalk, R. ‘Feeling successful as an
Entrepreneur: A Joh Pemands-resources Approach’, International Entrepreneurship
and ManagementJouyrnal, Vol. 12, No. 2, 2016, pp. 555-573.

Du, Y. Zhang, L»N& Tekleab. A. G. Job strains, job control, and POS on employee
perfokmdnce! An interactionist perspective. Journal of Business Research, 8 (2), 2018,
213-219.

DumanNA )} Ecaterina, M., Bratu, E. C., Mardare, 1., Minca, D. G., Stanca, M. O., & Balaceanu,
A. M. Perceived Occupational Stress Among the Staff from an Academic Medical
Institution in Romania. European Journal of Public Health, 28(4), 2018, 218-273.
https://doi.org/10.1093/eurpub/cky218.273.

Duval, R., and Furceri. D. ‘The Effects of Labor and Product Market Reforms: The Role of
Macroeconomic Conditions and Policies’, IMF Economic Review, Vol. 66, 2018, No. 1,
pp. 31-69.

188


https://doi.org/10.1108/IJPPM-01-2018-0012
https://doi.org/10.1108/IJPPM-01-2018-0012
https://www.sciencedirect.com/journal/journal-of-business-research
https://www.sciencedirect.com/journal/journal-of-business-research/vol/82/suppl/C
https://doi.org/10.1093/eurpub/cky218.273

Eggerth, D. E., & Flynn, M. A. Applying the Theory of Work Adjustment to Latino Immigrant
Workers: An Exploratory Study. Journal of Career Development, 39, 2012, 76-98.

Fadlurrahman, M. F., Amelia, T. C., & Pratminingsih, S. A. The Influence of Workload and
Competence on Employee Performance. Psychology and Education, 58(3), 2021, 486-
492.

Folorunso, O. O., Adewale, A. 1., & Abodunde, S. M. Exploring the Effects of Organizational
Commitment Dimensions on Employees Performance. An Empirical Evxidence from
Academic Staff of Oyo State Owned Tertiary Institutions in Nigeria. 1nternational
Journal of Academic Research in Business and Social Sciences, 4(8), 2018y12-20.

Fonkeng. C. Effects of Job-stress on Employee Performance in an Enterprise” A”Microfinance
Institution in Cameroon. Yaounde: Centria University of Applied Seiences (2018).

Gabr, H. M., Soliman, S. S., Allam, H. K., & Raouf, S. Y. A. Effects of Remote Virtual Work
Environment During COVID-19 Pandemic on Technostress.Among Menoufia University

Staff, Egypt: A Cross-sectional Study. Environmental Sciénce and Pollution Research,
28(38), 2021, 53746-53753. https://doi.org/10.10074s 11356-021-14588-w.

Gabrielli, J., & Lund, E. Acute-on-chronic Stress\jy the Time of COVID-19: Assessment
Considerations for Vulnerable Youth Populations. Pediatric Research, §8(6), 2020, 829-
831. https://doi.org/10.1038/s41390-020-1039-7.

Garcie-Herrero, S. Working Conditions,(Rsychological, Physical Symptoms and Occupational
Accidents. Bayesian Network Maodels, Safety Science. 50 (9), 2017, 1760-1774.

Goodday, S. M., & Friend, S. Unloegking Stress and Forecasting Its Consequences with Digital
Technology. NPJ Digital Medicine, 2(1), 2019.1-5. https://doi.org/10.1038/s41746-019-
0151-8.

Guinot, J., Chiva, R\& Mallén, F. The Effects of Altruism and Relationship Conflict on
Organizatjeiral Learning. International Journal of Conflict Management, 26(1), 2015,
85—112..hitps://doi.org/10.1108/ijcma-12-2013-0100.

HaliduSwLhe Impact of Training and Development on Workers’ Productivity in Some Selected
Nigeria Universities. International Journal of Public Administration and
Management Research, 3(1), 2015, 2234-2350.

Hansen, R., & Thordis, O. J. How the Physical Work Environment can Affect Individual
Productivity. Master’s Thesis. University of Stavanger (2017).

Havert, H. M. Stress at Work: Do Managers Really Count the Costs? Employee Relations,
15(1), 2016, 3-13.

189


https://doi.org/10.1007/s11356-021-14588-w
https://doi.org/10.1038/s41390-020-1039-7
https://doi.org/10.1038/s41746-019-0151-8
https://doi.org/10.1038/s41746-019-0151-8
https://doi.org/10.1108/ijcma-12-2013-0100

Herawati, A. T., M H. _Setyadi, D. _Michael, M. & _Hidayati, T. The effect of workload,
supervisor, and coworker supports on job performance through Job Satisfaction.
International Journal of Finance Economics and Business 2(1): 2023. 13-33.

Herawati, H. Setyadi, D. Michael, M. & Hidayati, T. The effect of workload, supervisor, and
coworker supports on job performance through job satisfaction. International Journal of
Finance Economics and Business, 2(1):13-33.

Hope, N. W., Obianuju, M. C., & Chibuzoh, A. Workplace Environment and Employee
Performance in Selected Brewing Firms in Anambra State. International Jeurnal of
Current Research and Academic Review, 5(1), 2017111-120.

Hur, W. M., Han, S. J., Yoo, J. J., & Moon, T. W. The Moderating® Rele,of Perceived
Organizational Support on the Relationship Between Emotional<kaboryand Job-related
Outcomes. Management Decision, 53(3), 2017, 605-624.

Ibrahim, A. R., Imtiaz, G., Mujtaba, B. G., Vo, X. V., & Ahmed, Zs 8. Operational Excellence
through Lean Manufacturing: Considerations for {ZPToductivity Management in
Malaysia’s Construction Industry. Journal of Transnational Management, 25(3), 2020,
1-32. DOI: 10.1080/15475778.2020.1749809.

Ignjatovi¢, R. D., Hini¢, D., Bankovi¢, D., Kocowi¢,) A., Risti¢, 1., Rosi¢, G., Risti¢, B.,
Milovanovi¢, D., Janji¢, V., Jovanovi¢, M.) Selakovi¢, D., Jovi¢i¢, M., Stevanovi¢, N.,
Milanovi¢, P., Milenkovi¢, N., M, ~Paunovié¢, 1., StaSevi¢ Karli¢i¢, 1., Novakovié, J.,
Aleksi¢ & J., Gavrilovi¢. Levels af Stress and Resilience Related to the COVID-19
Pandemic Among Academic Medical Staff in Serbia. Psychiatry and Clinical
Neurosciences, 74(11), 2020, 604:-605. https://doi.org/10.1111/pcn.13124.

Jain, R., & Kaur, S. Impact of Work Environment on Job Satisfaction. International Journal of
Scientific and Resource Rublications, 4(1), 2018, 1-8.

Jalal, H. Improving Employée Productivity Through Work Engagement: Empirical Evidence
from Higher NEduycation Sector. International Journal of Industrial Engineering
Computations, 6, (2), 2016, 61-70.

Jemilohun, O.\ Babalola, D. A. & Nkire. E. Cross. Effects of Job Stress on Employee’s
Performance. International Journal of Bussiness Management, (2019). 06(02): 375-
882 https://doi.org/10.18801/ijbmsr.060219.40.

Kamarulzaman, A. A., Saleh, S. Z., Hashim, H., Hashim, H., & Abdul-Ghani, A. A. 4An
Overview of the Influence of Physical Office Environments Towards Employees.
Procedia Engineering. 2 (1), 2017, 262 — 268.

Keskin, E., & Giindogan, H. The Relationship Between Five-factor Personality Traits and Job
Performance: A Case Study on Five-Star Hotels. Journal of International Social
Research, 12(62), 2019, 1465-1478. http://dx.doi.org/10.17719/jisr.2019.3155.

190


https://www.researchgate.net/scientific-contributions/Djoko-Setyadi-2250955100?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ
https://www.researchgate.net/scientific-contributions/Michael-Michael-2250951645?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ
https://www.researchgate.net/scientific-contributions/Tetra-Hidayati-2250952762?_sg%5B0%5D=ymYYDFwhG4sDdeOey7VVgwAIkQhQUiG_g6AsGK4mIW53V52txUSoYgoB8JYl5rOjWV6eswU.Xx2QiL4Yd8_dQhGv5RSvDyBhCYH8RHCFzoDkvfrRQ_hs0a7cWBFsmZWeeHR3zZiYlR_ITI_BQwpcYnQQI9AmQQ&_sg%5B1%5D=kWENwvP1xs5EiEsKI6lwc-wKHPH9SKlQ12KK3LU7ynYLaLXJOWbQ45syIS3YqzF3P-S1zQU.RyrmBgLXzW-5CCF-EMQwRKRTf3rguoEnEKCje1A9pVZGHo7fkllSlYVvVtef_Ttfn9GjDfr-rBdkj3FUuj-VzQ&_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ
https://www.researchgate.net/journal/International-Journal-of-Finance-Economics-and-Business-2948-3883?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6Il9kaXJlY3QiLCJwYWdlIjoiX2RpcmVjdCIsInBvc2l0aW9uIjoicGFnZUhlYWRlciJ9fQ
https://www.researchgate.net/scientific-contributions/Herawati-Herawati-2250954461?_sg%5B0%5D=iOOSULrnfDie4wJxw3h_G1Edar9iCqjRvx3geGFkNYvZYGCXH1CrZ025jXMlZWtAnKXyMHA.siUKodHaR7hDagTzPPVa52cH6IudZTZmz3LSeNIH27f4Bxkfp4dj1_DuZGWa37FtTi8BZCRSw3JQxiAA84nUXQ&_sg%5B1%5D=0K3QJx9IiVCebmUldc2efLH3yeBTxkgDjEzGHFZLv-faSdWYeOvOOW4gRUO8BVXEvl_-2kU.UvodkLzwEDCuRy-rhZ_34zXOuHkUvsSdB4ADt-QFc-0uA66DLnzoZTNCNsW3dCq_XeTQwUFwRzWEHY4DhI_Q-A
https://www.researchgate.net/scientific-contributions/Djoko-Setyadi-2250955100?_sg%5B0%5D=iOOSULrnfDie4wJxw3h_G1Edar9iCqjRvx3geGFkNYvZYGCXH1CrZ025jXMlZWtAnKXyMHA.siUKodHaR7hDagTzPPVa52cH6IudZTZmz3LSeNIH27f4Bxkfp4dj1_DuZGWa37FtTi8BZCRSw3JQxiAA84nUXQ&_sg%5B1%5D=0K3QJx9IiVCebmUldc2efLH3yeBTxkgDjEzGHFZLv-faSdWYeOvOOW4gRUO8BVXEvl_-2kU.UvodkLzwEDCuRy-rhZ_34zXOuHkUvsSdB4ADt-QFc-0uA66DLnzoZTNCNsW3dCq_XeTQwUFwRzWEHY4DhI_Q-A
https://www.researchgate.net/scientific-contributions/Michael-Michael-2250951645?_sg%5B0%5D=iOOSULrnfDie4wJxw3h_G1Edar9iCqjRvx3geGFkNYvZYGCXH1CrZ025jXMlZWtAnKXyMHA.siUKodHaR7hDagTzPPVa52cH6IudZTZmz3LSeNIH27f4Bxkfp4dj1_DuZGWa37FtTi8BZCRSw3JQxiAA84nUXQ&_sg%5B1%5D=0K3QJx9IiVCebmUldc2efLH3yeBTxkgDjEzGHFZLv-faSdWYeOvOOW4gRUO8BVXEvl_-2kU.UvodkLzwEDCuRy-rhZ_34zXOuHkUvsSdB4ADt-QFc-0uA66DLnzoZTNCNsW3dCq_XeTQwUFwRzWEHY4DhI_Q-A
https://www.researchgate.net/scientific-contributions/Tetra-Hidayati-2250952762?_sg%5B0%5D=iOOSULrnfDie4wJxw3h_G1Edar9iCqjRvx3geGFkNYvZYGCXH1CrZ025jXMlZWtAnKXyMHA.siUKodHaR7hDagTzPPVa52cH6IudZTZmz3LSeNIH27f4Bxkfp4dj1_DuZGWa37FtTi8BZCRSw3JQxiAA84nUXQ&_sg%5B1%5D=0K3QJx9IiVCebmUldc2efLH3yeBTxkgDjEzGHFZLv-faSdWYeOvOOW4gRUO8BVXEvl_-2kU.UvodkLzwEDCuRy-rhZ_34zXOuHkUvsSdB4ADt-QFc-0uA66DLnzoZTNCNsW3dCq_XeTQwUFwRzWEHY4DhI_Q-A
https://doi.org/10.1111/pcn.13124
https://doi.org/10.18801/ijbmsr.060219.40
http://dx.doi.org/10.17719/jisr.2019.3155

Kihara, L. N., & Mugambi, H. Effect of stress management techniques on employees’
performance in the public service; Strategic Journal of Business and Change
Management; 5 (2); 2018. 2382 — 2405.

Koca, S., & Yildiz, S. M. An Investigation of Relationships Among Stress Resources of Football
Referees, Job Satisfaction and Job Performance. Spor Bilimleri Arastirmalari Dergisi,
3(2), 2018, 195-207. https://doi.org/10.25307/jssr.334624.

Kodua-Ntim, K., Akussah, H., & Adjei, E. Managing Stress Among Library Staff in Public
University Libraries in Ghana. The Journal of Academic Librarianship,.47%4), 2021,
Article 102-120.

Komlenac, N. Stockinger, L., & Hochleitner, M. Family Supportive Supewvisor Behaviors
Moderate Associations Between Work Stress and Exhaustion: Testingstlie Job Demands—
resources Model in Academic Staff at an Austrian Medical Univepsity. International
Journal of Environmental Research and Public Health, */9(9), 2022, 57-69.
https://doi.org/10.3390/ijerph19095769.

Kukiqi, E. Environmental Conditions and Work Satisfaction\<in Institutions in the Republic of
Kosovo. International Journal of Education and ReSearch, 5(7).2017. 187-192.

Lankeshwara, P. A Study on the Impact of WorkplaceNeEnvironment on Employee’s Performance:
With Reference to the Brandix Intimate Apparel-Awissawella. International Journal of
Multidisciplinary Studies, 3(1), 20 }6; 47%57.

Larestan, 1. Investigating the Relationship™Between Job Stress and Working Pressures and their
Effect on the Job Performauké\of Personnel in Educational Hospitals of Larestan
University of Medical Sciences. Journal of Health, 7/(4), 2020, 497-506.
https://doi.org/10.29252/j.héalth.11.4.497.

Laspinas, M. L. Technostréssy Trends and Challenges in the 21st Century Knowledge
Management. Eurgepean Scientific Journal, 2, (1), 2015, 11-21.

Lee, J. J., and Ok~C\, Examination of Factors Affecting Hotel Employees’ Service Orientation.
An Emationdl Labor Perspective. Journal of Hospitality & Tourism Research, 39(4),
2015, 437-468.

Leila, By, Hayedeh, S., & Amin, S. Prediction of the Level of Aggression and Interpersonal
Problems in Ed Nurses Based on their Occupational Stress. Journal of Urmia Nursing
and Midwifery Faculty, 6(95), 2017, 478-487.

Lestari, N. D., & Rizkiyah, N. The Workplace Stress and Its Related Factors Among Indonesian
Academic Staff. Open Access Macedonian Journal of Medical Sciences, 9(4), 2021,
70-76. https://doi.org/10.3889/0amjms.2021.5802.

191


https://doi.org/10.25307/jssr.334624
https://doi.org/10.3390/ijerph19095769
https://doi.org/10.29252/j.health.11.4.497
https://doi.org/10.3889/oamjms.2021.5802

Lestari, N. D., & Rizkiyah, N. The Workplace Stress and Its Related Factors Among Indonesian
Academic Staff. Open Access Macedonian Journal of Medical Sciences, 9(4), 2021,
70-76. https://doi.org/10.3889/0amjms.2021.580.

Lewchuk, W. ‘Precarious Jobs: Where are They, and How Do They Affect Well-being?’,
Economic and Labour Relations Review, Vol. 28, No. 3,2018, pp. 402-419.

Lopez-Cabarcos, M. A. Vazuez-Rodriguez, P. & Quinoa-Pineiro, L .M An approach to
employees’ job performance through work environmental variables and leadership
behaviours. Journal of Business Research, 2021. 1-9.

Lopez-Cabarcos, M. A. Vazuez-Rodriguez, P. & Quinoa-Pineiro, L .M. , u~ approach to
employees’ job performance through work environmental variablesY and leadership
behaviours. Journal of Business Research, 2021. 1-9.

Lu, A. C. C., & Gursoy, D. Impact of Job Burnout on Satisfactiof™ngnd durnover Intention: Do
Generational Differences Matter? Journal of Hospitality & Tourism Research,

40(2),2016, 210-235.

Luo, A., Guchait, P, Lee, L & Madera, J. M. Transformational Leadership and Service Recovery
Performance: The Mediating Effect of Emotieual Labor and the Influence of Culture.
International Journal of Hospitality Management, 2019;77;31-9.

Madukoma, E., & Popoola, S. O. The Relatienship Between Library Use and Work Performance

of Senior Non-Academic Staff (in_ Private Universities in South Western Nigeria.
Canadian Social Science, 8(3)f 2017, 70 — 82.

Magalong, A. A., & Torreon, L. CyTeaching Workload Management: Its Impact on Teachers’
Well-being and Effectiveness. American Journal of Multidisciplinary Research &
Development (AJMRD), 3(02), 2021, 31-36.

Maha, A. Z., The Impact of Employee Engagement on Job Performance and Organizational
Commitmeni{Ny the Egyptian Banking Sector”. Journal of Business and Management
Scienee, 3,%3), 2015, 138-147.

Manaf, A, R)A., Shaharuddin, M. A. A., Nawi, A. M., Tauhid, N. M., Othman, H., Rahman, H.,
Yusgoff, M. R. A., Safian, M., Ng, N., Manaf, P. Y., Kadir, Z. A., Yanasegaran, N. B. A.,
Basir, K., Ramakrishnappa, S. M. A., Ariff, S., & Ganasegeran, K.. Perceived Symptoms
of Depression, Anxiety and Stress Amongst Staff in a Malaysian Public University: A
Workers Survey. International Journal of Environmental Research and Public
Health, /8(22), 2021, 1-5.Article 11874. https://doi.org/10.3390/ijerph182211874.

Masri, N. & Suliman, A. Talent Management, Employee
Recognition and Performance in the Research Institutions. Studies in Business and
Economics, (2019). 14(1);127-140.

192


https://doi.org/10.3889/oamjms.2021.580
https://doi.org/10.3390/ijerph182211874

Matthews, G., & Desmond, P. A. Task-induced Fatigue States and Simulated Driving
Performance. Quarterly Journal of experimental Psychology, 55, 2016, 659-686.
McGuire, D., & & McLaren, L. The Impact of Physical Environment on Employee Commitment
in Call Centres: The Mediating Role of Employee Well-being. Team Performance
Management, 14(5), 2017, 1-9 retrieved from http://eresearch.qmu.ac.uk /334/1/334.pdf.

MDrabick, D. A., Jakubovic, D. A., Myerberg, R., Hardeman, L., Nachman, J., & Gadow, S., K.
D.. Family Contextual Factors are Differentially Associated with Depressiye Symptoms
Among Boys and Girls with Perinatally Acquired HIV. AIDS and Behavior,29(¥), 2021.
259-268. https://doi.org/10.1007/s10461-020-02966-3.

Meydan, C. H., Dirik, D., & Eryilmaz, I. The Moderating Role of Pelz Effeetin’tle Relationship
Between Leader Power Sources and Job Satisfaction. Yonetim Ve Ekonomi: Celal
Bayar Universitesi Iktisadi Ve Idari Bilimler Fakiiltesi Dergisi, 25(1), 75-92.

Mohamed, T. Sources of Occupational Stressors Among Teachers. A Field of Study for Teachers
Working in Libyan School in Turkey. International Journal of Academic Research in
Economics & Management Scien‘ees, 7(1), 2018, 1-15.
https://doi.org/10.6007/IJAREMS/v7-11/3856.

Motyka, B. Employee Engagement and Perfermance: A Systematic Literature Review.
International Journal of Managementt and Economics; 54(3): 2018, 227-244.
https://doi.org/10.2478/ijme-201§- 001 8.

Muchai, H. W., Makokha, E. N., & Namusonge, G. Effects of Remuneration System on
Organizational Performdnce<af Teachers’ Service Commission, Kenya. European
Journal of Business and Management, /0(11), 2018, 132-141.

Mushemeza, E. D. Opportunities and Challenges of Academic Staff in Higher Education in
Africa. Intermatignal Journal of Higher Education, 5(3), 2016, 236-246.
https://doi.org/0.5430/ijhe.v5n3p236.

Mwendwa, BsMcAdliffe, E., Uduma, O., Masanja, H., & Mollel, H. The Impact of Supportive
Supervision on the Implementation of HRM Processes;, A Mixed-methods Study in
Fapzania. Health Systems and Policy Research, 4(1), 2017, 1-9.

Neal, M."A., Griffin, P. M. and Hart, S.  “The Impact of Organizational Climate on Safety
Climate and Individual Behavior”. Safety Science, 3(4), 2017, 99-109.
www.elsevier.com/locate/ssci.

Neal, M. A., Griffin, P. M. and Hart, S.  “The Impact of Organizational Climate on Safety
Climate and Individual Behavior”. Safety Science, 3(4), 2017, 99-109.
www.elsevier.com/locate/ssci.

193


https://doi.org/10.1007/s10461-020-02966-3
https://doi.org/10.6007/IJAREMS/v7-i1/3856
https://doi.org/10.2478/ijme-2018-%200018
https://doi.org/10.5430/ijhe.v5n3p236
http://www.elsevier.com/locate/ssci
http://www.elsevier.com/locate/ssci

Ngaji, M. J., & Wonah, F. A. Human Resource Management Practices and Quality of Teaching

in Private Secondary Schools in Cross River State, Nigeria. International journal of
Education and Evaluation,5 (5) 2019, 78-89.

Nina Munira, N., & Mohammad, S. “Factors of Workplace Environment that Affect Employees
Performance: A Case Study of Miyazu Malaysia” International Journal of Independent
Research and Studies — 2 (2), 2018, 66-78.

Nina Munira, N., & Mohammad, S. “Factors of Workplace Environment that Affect Employees
Performance: A Case Study of Miyazu Malaysia” International ,Jeprnal of
Independent Research and Studies — 2 (2), 2018, 66-78.

Nwaeke, L. I. & Obiekwe, O. Impact of Manpower Training “ands Pévelopment on
Organizational Productivity and Performance: A Theoretical “Review. European
Journal of Business and Management, 9(4), 2017, 154-139,

Nyangahu, K. P., & Bula, H. O. Relationship Between Werk. Stress and Performance of
Employees: A Case Study of Transit Hotel in Nairobi City)Country. Archives of Business
Research, 3(6) 2015, 22-37.

Obi, N. C. Stress and Employee Productivity in Selected Manufacturing Firms in South-East
Nigeria; International Journal of Reseaxch and Innovation in Applied Science; 5
(12); 2020. 54-69.

Obiekwe, O. Human Capital Developmentngnd Organizational Survival: A Theoretical Review.
International Journal of Management and Sustainability, 7(4), 2018, 194-203.

Obiekwe, O., Zeb-Obipi, 1., & Oparanma, A.O. Impact of Firm-based Family Culture on
Employee Involvementan Nigerian Manufacturing Firms. IIARD International Journal
of Economics and.BuSiness Management, 4(7), 2019, 93-101.

Obiekwe, O., Zeb;Obip¥ 1. & Ejo-Orusa, H. Organizational Family Culture and Employee
Involvemeprt\in  Nigeria Workplaces: An empirical analysis. I[IARD International
Journalof Economics and Business Management, 5(1), 2019, 23-39.

Odigwg, BE\N., Bassey, B. A., & Owan, V. J. Data Management Practices and Educational
Research Effectiveness of University Lecturers in South-South Nigeria. Journal of
Educational and Social Research, /0(3), 2020, 24-34. https://doi.org/10.36941/jesr-
2020-0042.

Odita, A. O. Stress Management Strategies and Employee Performance: An Application of
Correlational Research Design on Manufacturing Firms in Edo State, Nigeria; Journal
of Economics, Finance and Management Studies; 6 (2); 2023. 678-690.

194


https://doi.org/10.36941/jesr-2020-0042
https://doi.org/10.36941/jesr-2020-0042

Odriozola-Gonzalez, P., Planchuelo-Gomez, A., Irurtia, M. J.,, &, de Luis-Garcia, R.
Psychological Effects of the COVID-19 Outbreak and Lockdown Among Students and
Workers of a Spanish University. Psychiatry Research, 2 (9), 2022, 113-121,
https://doi.org/10.1016/j.psychres.

Ogunyemi, J. K., Adewole, J.A., & Akinde, A. J. Employees’ Remuneration and Performance in
Nigerian Breweries PLC. International Journal of Business and Management Future,
3(1), 2019, 1-8. https://doi.org/10.46281/ijbmf.v3i1.263.

Ojeleye, Y. C. The Impact of Remuneration on Employees’ Performance. A Case Studwof Abdul
Gasau Polytechnic, Talata-Mafara and State College of Education Maru, Zgmfara State.
Arabian Journal of Business and Management Review, 4(2),(2047, 34-43.
https://doi.org/10.12816/0037554.

Okeleke, O. O., & Oladejo, M. A.. Employee Information Sharing and Job Performance in
Public Colleges of Education in South-West, Nigeria. Journal‘ef.Educational Research,
39 (1), 2021, 107-117.

Okeleke, O. Q. & Oladejo, M. A. Employee Information Sharirgland Job Performance in Public
Colleges of Education in South-West, Nigeria..Jeurnal of Educational Research),
(2021).39 (1), 107-117.

Okot, I. I., & Odigwe. F.N. Lecturers’ FinancigiWell-being & Job Performance in Universities
in Cross River State, Nigeria. EducationNor Today Journal, /4(2), 2018, 50-54.

Okolocha, C. B., Akam, G. U, & UchehatayF. O. Effect of Job Satisfaction on Job Performance
of University Lecturers in South-east, Nigeria. International Journal of Management
Studies and Social Sciente Research. /(3), 2021, 119-137.

Oladejo, M. A. Academic_Administrators’ “Decision-making Styles and Institutional Goal
Attainment: A Deseliptive Research in the University Context”. International Journal
of Educational Excellence (IJEE), Universidad Ana G. Méndez (UAGM), Puerto Rico,
Spain, 5(2),2019, 29-45.

Oladejo, M. AZ"Kareem, A. T., & Ghanni, M. O.. Job Concern Factors and Academic Staff
Engagenient in Public Universities, Lagos state, Nigeria. Educational Planning, 26 (4):
2009-57-69.

Oladejo, M. A., Kareem, A. T., and Ghanni, M. O. Job Concern Factors and Employee
Engagement Among Academic Staff in Public Universities, Lagos State, Nigeria. The
Educational Planning. Journal of International Society of Educational Planning
(ISEP), Washington DC, USA, 24(4), 2019, 57-70.

Oladimeji, M. S. & Sowemimo, O. Z. The Effect of Mentoring on Employee Job Performance in
the Nigerian Service Sector. Organizacijy Vadyba: Sisteminiai Tyrimai (2020). 8(4);34-
41.

195


https://doi.org/10.1016/j.psychres
https://doi.org/10.46281/ijbmf.v3i1.263
https://doi.org/10.12816/0037554

Onwuzuligbo, O. E. Effect of Work Stress on the Staff Performance in Banking Industry.
Journal of Management and Financial Studies. 35-40. Organizational Psychology,
Psychological Bulletin 7 (3), 2015, 4-17.

Onwuzuligbo, O.E. Effect of Work Stress on the Staff Performance in Banking Industry. Journal
of Management and Financial Studies. 35-40. Organizational Psychology
Psychological Bulletin, 97 (3), 2015, 4-17.

Osaat, D. A., & Ekechukwu, R., Managing Workload of Academic Staff in NigeriangOuiversities.
A Study of the University of Port Harcourt in South-south Geopolitical Zoheyof Nigeria.
International Journal of Humanities Social Sciences and Educatiens 4(12), 2017,
102-108. https://doi.org/10.20431/2349-0381.0412013.

Owan, V. J.,, Bassey, B. A., Mbon, U. F., Okon, A. E., Egbula, E, Q4FEkaette, S. O., Ojong, C.
O., & Ekpe, M. B. Validation of an Instrument and Measyreytent of Employee Work-life
Policies, Psychological Empowerment, and Job Cominitinent of Academic Staff in
Universities. Mediterranean Journal of Social Sciencés) I (7), 2020, 12-21.

Pandey, J. P. & Viswesvaran, E. A. Factors Affecting*lobPerformance: An Integrative Review
of Literature. Management Research Reviewy,(2018). 42 (2);263-289.

Panimalar, M. & Kannan, K. “4 Study omn Buiployee Perception Towards Effectiveness And
Impact Of Environment Management) System At Tamil Nadu Cooperative Textile
Processing Mill Ltd., Erode” Jauxnal of Business Management & Social Sciences
Research (JBM&SSR) 1 (2), 20037 231-246.

Panimalar, M. & Kannan, K. ANStudy on Employee Perception Towards Effectiveness And
Impact Of Environment «Management System At Tamil Nadu Cooperative Textile
Processing Mill Ltd,,\Enode” Journal of Business Management & Social Sciences
Research (JBM&SSR) 1 (2), 2018, 231-246.

Pelin, I. I. & OsoiaiyC. Co-workers support and job performance. Studia universitatis babes-
bolyai.e¢conomica, 66, (2), 2021. 74-86.

Pfutzeprewter) T. C., de Lima, E. P., & Frega, J. R. High Performance Teams: an Investigation of
the JEffect on Self-management Towards Performance. Production, (2021). 31, (2)21-29.
https://doi.org/10.1590/0103- 6513.20210053.

Piatak, J. S. Altruism by Job Sector: Can Public Sector Employees Lead the Way Rebuilding
Social Capital? Journal of Public Administration Research and Theory, 25(3), 2015,
87-97.

Poalses, J., & Bezuidenhout, A. Mental Health in Higher Education: A Comparative Stress Risk
Assessment at an Open Distance Learning University in South Africa. International

196


https://doi.org/10.20431/2349-0381.0412013
https://doi.org/10.1590/0103- 6513.20210053

Review of Research in Open and Distributed Learning, 79(2), 2020, 33-39.
https://doi.org/10.19173/irrodl.v19i2.3391.

Pourteimour, S., Yaghmaei, S., & Babamohamadi, H., The Relationship Between Mental
Workload and Job Performance Among Iranian Nurses Providing Care to COVID-19
Patients: A Cross-sectional Study. Journal of Nursing Management, 29(6), 2021, 1723-
1732. https://doi.org/10.1111/jonm.13305.

Pyorid, P., and Ojala, S. ‘Precarious Work and Intrinsic Job Quality: Evidence from~Finland’,
The Economic and Labour Relations Review, Vol. 27, No. 3, 2016, pp. 349367
Renuka, M. & Mandal, M. S. & Goswami, R. The effect of psychological’wellbeing on
employee job performance and the role of gender. The International Jeugrnal of Indian

Psychology, 10, 4,2022. 1113- 1121.

Rittle-Johnson, B. Developing Mathematics Knowledge. Child, Dévelopment Perspectives,
11(3),2017, 184-190. https://doi.org/10.1111/cdep.12229.

Rittle-Johnson, B., Schneider, M. & Star, J. Not a One-wag bStreet: Bi-directional Relations

Between Procedural and Conceptual Knowletige™ of Mathematics. Educational
Psychology Review, 2 (7), 2014, 23-33. https://d0i,0rg/10.1007/s10648-015-9302-x.

Saraswat, N. & Khandelwal, S. Impact of Tegm)\Building Exercises on Team Effectiveness.
International Journal of Marketing*and\Human Resource Management (IJMHRM),
6(3), 2015, 89-97.

Schaufeli, W. B., & Bakker, A. B. Job.demands, job resources, and their relationship with

burnout and engagements A multi-sample study. Journal of Organizational Behavior,
25, 293-315, 2004.

Sharma, J., Dhar, R. L, &\l%Vagi, A. Stress as a Mediator Between Work—family Conflict and
Psychological( Healthy Among the Nursing Staff: Moderating Role of Emotional
Intelligence. Applied Nursing Research, 30, 2016, 268-275.
https://doi.ecs/10.1016/j.apnr.2015.01.010.

Shuwa, K. A. Work Stress and Employee’s Performance in Central Bank of Nigeria. World
Journal of Management and Business Studies, (2021). 1, (2):120-136.

Sinha, D.’S. Rethinking Medicine: Improving Health Outcomes with Cost-effective Psychosocial
Interventions. Psychosomatic Medicine, 57, 2017, 234-244.

Sokpuwu, E. C. & Ibara, A. Work Stress Management Among Staff of Nigerian Universities: A

Case Study of National Open University of Nigeria in Niger Delta States. International
Journal of institutional leadership, policy and Management, (2022). 3 (3);445-470.

197


https://doi.org/10.19173/irrodl.v19i2.3391
https://doi.org/10.1111/jonm.13305
https://doi.org/10.1111/cdep.12229
https://doi.org/10.1007/s10648-015-9302-x
https://doi.org/10.1016/j.apnr.2015.01.010

Sokpuwu, E. C. & Ibara, A. Work Stress Management Among Staff of Nigerian Universities: A
Case Study of National Open University of Nigeria in Niger Delta States. International
Journal of institutional leadership, policy and Management, (2022). 3 (3);445-470.

Srivastava, A. K. “Effect of Perceived Work Environment on Employees Job Behavior and
Organizational Effectiveness, Banaras Hindu University, Varanasi © Journal of the
Indian Academy of Applied Psychology, 2(1), 2018, 47-55.

Srivastava, A. K. “Effect of Perceived Work Environment on Employees Job Behayior and
Organizational Effectiveness, Banaras Hindu University, Varanasi © Journal of the
Indian Academy of Applied Psychology, 2(1), 2018, 47-55.

Sudarijati, S. H., & Kartiwi, N., Workload, Work Environment and Emptoyees* Pérformance of
Housekeeping. International Journal of Latest Engineering Yand Management
Research, 3(10), 2018, 15-22.

Swanson, J. L., and Schneider, M. Minnesota Theory of Work Adjustment. In S. D. Brown & R.
W. Lent (Eds.), Career Development and Counseling XLuitting Theory and Research to
Work (2nd ed., pp. 29-54). New York, NY: John Wiley(2013).

Tekin, B., & Deniz, B. Is Locus of Control an Effective J'actor on Job Stress, Job Performance
and Job Satisfaction Levels of Accounting\ Professionals? Muhasebe Ve Finansman
Dergisi, (84), 2019, 65-94. https://doterg/10.25095/mufad.625730.

Tesfaye, A. H., Mekonnen, T. H., Alemaygehu, M., & Abere, G. Prevalence and Risk Factors of
Work-Related Upper Extremity*DiSorders Among University Teaching Staff in Ethiopia,

2021: An Institution-Baséd Ckass-Sectional Study. Pain Research and Management,
2(3), 2022, Article 77-87.https://doi.org/10.1155/2022/7744879.

Tinuke, F. M. Dimensions\ 0f University Academic Staff Performance Appraisal in Selected
Public Universities.inh Nigeria. Business Research, 3(3), 2016, 139-147.

Tio, E. The Impaetof, Working Environment Towards Employee Job Satisfaction: A Case Study
In Pr=X _Titernational Journal of Business Management, 2(1). 2014, Pp. 1-5.

Tojue, &G, Audu, O. L. & Nnamani, J .N. Effect of stress management techniques on employee
Job' performance in manufacturing firms in Nigeria. World Journal of Advanced
Research and Reviews, 2023, 18(02), 449-461.

Ugwu, C. L., & Ugwu, M. E. Demographic Variables and Job Performance of Librarians in
University Libraries in South East Nigeria. Library Philosophy and Practice (2017).

Usoro, A. A. Occupational Stress and the Job Effectiveness of Federal University Lecturers in
Akwa Ibom and Cross River State, Nigeria. European Journal of Business
Management, 10(14), 2018, 79-84.

198


https://doi.org/10.25095/mufad.625730

Usoro, A. A. Occupational Stress and the Job Effectiveness of Federal University Lecturers in

Akwa Ibom and Cross River State, Nigeria. European Journal of Business
Management, /0(14), 2018, 79-84.

Vanga, S. K., Singh, A., Harish Vagadia, B. & Raghavan, V. Global Food Allergy Research
Trend: A  Bibliometric  Analysis.  Scientometrics, 105(1), 2015, 203-
213.doi:10.1007/s11192-015-1660-0.

Walkowiak, D., Mikotu¢, B., Mozrzymas, R., Kaluzny, L., Didycz, B., Korycinska;€haaban, D.,
& Walkowiak, J. The Impact of the COVID-19 Pandemic on the Perception of Health
and Treatment-related Issues Among Patients with Phenylketonurig“s-Poland: The
Results of a National Online Survey. International Journal=of YEfvironmental
Research and  Public  Health, /8(2), 2021, 1-19 Article  6399.
https://doi.org/10.3390/ijerph18126399.

Weerarathna, S. & Geeganage, . A. P. H. “The Relationship_Between Organizational Culture
and Employee Performance: Case of Sri Lanka,” Interfiational Journal of Scientific &
Engineering Research, 5 (1), 2016, 12-20.

Weerarathna, S., & Geeganage, I. A. P. H. “The Relationship Between Organizational Culture
and Employee Performance: Case of Sri lakka,” International Journal of Scientific &
Engineering Research, 5 (1), 2016, 4220y

Wobodo, C. C., and Nwaeke, L. 1. Globafization and Industry 4.0: A Theoretical Review of their
Impact on Training and Retrginigg of Employees in Developing and Underdeveloped
Countries. International{Journal of Research and Innovation in Social Science, 3(5),
2019, 320-327.

Wray, S., and Kinman, G, A/fe Rsychosocial Hazards of Academic Work: An Analysis of Trends.
Studies in Higher Education, 47(4), 2022, 771-782.
https://doi.org/40.1080/03075079.2020.1793934.

Wuryaningrum, R™Bektiarso, S., & Suyitno, 1. The Effects of Knowledge Transforming Text on
Elementgry Students’ Declarative, Procedural Knowledge, and Motivation in
Emyironmental Learning. International Journal of Instruction, (2020). 13(1), 567-586.
https://doi.org/10.29333/iji.2020.13137a.

Yang, C. Chen, ,A & Chen, Y. College Students’ Stress and Health in the COVID-19 Pandemic:
The Role of Academic Workload, Separation from School, and Fears of Contagion. PLoS
One, /6(2), 2021, 1-5 Article €0246676. https://doi.org/10.1371/journal.pone.0246676.

Yazon, A. D., & Ang-Manaig, K.. Emotional Intelligence and Occupational Stress Among
Filipino Teachers. Universal Journal of Educational Research, 7(11), 2019, 2303-
2313. https://doi.org/10.13189/ujer.2019.071108.

199


https://doi.org/10.3390/ijerph18126399
https://doi.org/10.1080/03075079.2020.1793934
https://doi.org/10.29333/iji.2020.13137a
https://doi.org/10.1371/journal.pone.0246676
https://doi.org/10.13189/ujer.2019.071108

Yusuf, N. & Metiboba, S. Work Environment and Job Attitude Among Employees in a Nigerian
Work Organization. Journal of Sustainable Society, 1(2), 2012, 36-43.

Yusuf, N., and Metiboba, S. Work Environment and Job Attitude Among Employees in a
Nigerian Work Organization. Journal of Sustainable Society, 1(2), 2017, 36-43.

Zainuddin, P. F. A., Noor, N. M., Kadri, A., & Maimon, N. Z. Identifying Factors of Job Stress
that Affect Job Performance Among Employees in Sarawak Corporation, Malaysia.
Journal of Academic Research in Business and Social Sciences, //(2) Zﬂiﬁ', 1283-
1293. https://doi.org/10.6007/IJARBSS/v11-i2/9204. %

Zhang, X. A. Liao, H. Li, N. & Colbert, A. E. Playing it Safe for my%\(ﬁy xploring the
Dual Effects of Family Motivation on Employee Productivity and Creativity. Academy of

Management Journal, (2020). 63(6), 1923-1950. . )

Zvada, E. & Bhebhe, T. Causes and Implications of Stress Amezé»%k demic Staff: A Case of
the Catholic University in Zimbabwe. Journal of Busi% and Management, 2/(2),
2019, 19-30.

>
Survey Report Q

Eurofound. Sixth European Working Co ’:@urvey — Overview report (2017 update),
Publications Olffice of the European Unign, kuxémbourg (2017).

Martha, N. A. “Organization and rchy as to School in Nigeria: Past and Present’
Nationalist be a Hit Academic indVigékin “Thou Unrelenting Past in Point of Unbringing World-
wide Brochure for Technical Education (NBTE) (2018).

0’

Theses and Dissertations

Abonyo, B.A. Stres@znagement and employee performance at Kenya Airways; Master

Dissertati \Department of Business Administration in Human Resource, School of
Busi@versity of Nairobi Kenya. 2020.

Assibe h, F. Stress management practices and employees’ performance at the University
ape Coast.;, MBA Dissertation, Department of Business Administration, University of
Cape Coast. 2021.

Ayaz, N.. Work Stress and Coping with Work Stress: A Study on Tourist Guides. Ph.D. Thesis,
Izmir Katip Celebi University, Graduate School Of Social Sciences, Izmir (2019).

Bansal, A. Impact of Psychological Wellbeing on Job Performance of Employees. 2022.
Unpublished master’s thesis. Chris University.

200


https://doi.org/10.6007/IJARBSS/v11-i2/9204
https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=5650546

Baytas, B. A Research on the Effects of Psychological Capital, HRM Applications and HRM
Effectiveness of Line Managers on Work Performance of Employees. Master Thesis,
Bagskent University, Institute of Social Sciences, Ankara (2018).

Biricik, Y. S. An Analysis on Academic staff’s Source of Organizational Stress and the Level of
Coping with the Stress in Respect of Learned Resourcefulness. Ph.D. Thesis, Atatiirk
University, Winter Sports and Institute of Sport Sciences, Erzurum (2018).

Bushiri, C.P. The Impact of Working Environment on Employees’ Performance: ,The _Case of
Institute of Finance Management in Dar Es Salaam Region. A Dissertatio degree
of Master in Human Resources Management of The Open University Of Tdpzgnia (2015).

Cynthia, N. The Effect of Workplace Environment on Employee Perfc '}e n the Mobile
Telecommunication Firms in Nairobi City County. Unpublished YMBA Dissertation,
University of Nairobi, Kenya (2015). . )

Diigenci, A. The Analysis of Relationship Between Stress Copi. %}hods and Life Satisfaction
of Physical Education and Sports Students. Master @) , Balikesir University, Health
Sciences Institute, Balikesir (2018). \

Oseiboakye. E, Research on the Impact of T eamw@ Employee Performance. University of

Ghana. (2015)
2

Oludeyi. O. S. Workplace Factors as Determinants of Job Commitment Among Senior Non-
teaching Staff of Olabisi Onabanjo University, Ogun State. (Master’s Thesis of the
Department of Adult EducatioQ niversity of Ibadan, Oyo State, Nigeria) (2015).

Salau, O. P. Work EnvironmentsMetention Outcomes of Academic Staff of State Universities
in Southern Nigeria. (l@u&glished PhD Thesis. Covenant University, Nigeria (2017).

Turgut, E. Investigatio @eondmy Education Studying Karateka of Stress Coping. Master
Thesis, Bartin versity, Institute of Educational Sciences, Bartin (2016).

Qﬁg

201



Appendix I
Lead City University, Ibadan
Faculty of Communication and Information Management
Department of Information Management

Questionnaire
Dear Respondent, . (b
I am a student in the Department of Information Management of Lead City Un%ﬂty, pursuing
the PhD in Office and Information Management. At present, I am conducti search on: Work

environment, stress management Practices and job performaltc,é\‘:i&)?ﬁce Technology and

Management Lecturers in Polytechnics South-south, Nigel% is questionnaire is designed

S

to gather data for the Thesis. Be rest assured that thmﬁl@ demic exercise and the Researcher

shall be guided by research ethics of anonymity %wi fidentiality. Kindly provide a response
0

that appropriately reflects your personal op@ t the issues under investigation as it affects

your organization. (b'%'
Thank you \)

'\
Nwoko, G.C. ’@
QO

Section (A): Dem rgh*c Data of Respondents

Q

This section intends to gather data on the respondents to assist the Researcher on the varied

emplo@n the public organizations under study.

Instruction:  Please, tick (V) at the appropriate answers to the questions asked below. 4
1. Name of institution:
2. Gender: a. Male ( ) b. Female ( )

3. Age: a. 20-30 years () b. 31-40 years () c. 41-50years ( ) d. Slyears and above ()
4 Qualification: a. HND/B.Sc. () b.M.Sc.( ) c. Ph.D.( ) d. Other..........
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5. Work Experience: a. less than 1 year ( ) b. 1-10 years () c. 11-20years () d. 21

years and above ()

Section (B): Level of Job Performance of Office Technology and Management Lecturers in
Polytechnics South-south, Nigeria The statement in this section concerns job performance of
academic staff as applicable to your organizations. Please indicate the extent to which you agree
or disagree with each statement in relation to your organization. (Answer by selecting one of the

alternatives)

4 = Very high; 3 = High; 2 =Low; 1 =Very low &
&
L

I Declarative knowledge: To what extent do you rate your VH . \“{O VL

ability to achieve the following? g
1 Create knowledge through observation of the working . x\'\

environment %\,\‘

N

2 | Use basic information and well-established facts during | &()y

lectures \y

PN\

3 | Use different terminologies to give explicit and clear\)

understanding to students during lectures . )\i

AN
4 Work of others, it improves my per’formagk_)y
5 | Come across difficulties, I ask my colle
0.4

6 Describe things, events, or proces théir attributes and

their relation to each other

Q"
II | Procedural knowledg(e\ & J VH H L VL
7 | I follow every tasksWo me step-by-step and processes
¢ N

8 | Content wheu@ss‘)my knowledge with others
9 | Make deci Qaﬂd solve problems when given difficult task

in this @Jtlon
10 | Algorithms, techniques, and methods that subsequently add

layers of information leading up to a specific result in this

institution
11 | Collect, arrange, process data, interpret and write for

informed decision
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12 | Share knowledge with colleagues from my department and
other departments and faculties
III | Demonstrating effort VH H L VL
13 | Able to perform my work well with minimal time and effort
14 | Extra responsibilities at work when the need arises
15 | Continually seek new challenges in my work .
D
16 | Able to carry out my work efficiently d @
17 | Come up with creative solutions for new problems ‘t\h\y{)
18 | I actively participate in team discussions and contribute o
valuable insights. X <\,
pC\ r
IV | Facilitating peer & team performance @i"’ H L VL
o 4
19 | All team members make an effort to participate in \s
discussions. @
20 | Team members have different opinions, each me%
explain his/her point of view ‘ \
21 | Team members encourage one another to @)ress their
opinions and thoughts (bd
<«
22 | Team members share and receive cMsm without making
it personal L)
23 | Team members work Q@)@‘ﬁp with solutions that satisfy
all members
24 | Effective co @mn among peers enhances overall
team performan
o
Section (C): Work environment in Polytechnics South-south, Nigeria
The statement in this section concerns work environment as applicable to your organizations.
Please indicate the extent to which you agree or disagree with each statement in relation to your
organization. (Answer by selecting one of the alternatives)
V | Comfort working environment: Within your institution to what | SA A D SD

extent do you agree/disagree with the following?
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1 | My office is well designed that it has positive effect on my
performance
2 | My workplace provides an undisturbed environment without any
noise that gives me alone time to perform my duties
3 | I get the support that I need, when I am faced with difficult
situation in this institution
4 | In this institution, office furniture comfort influences my
performance . (b-
5 | The culture and emotional environment of this institution is 'Q
generally positive and supportive < BQ
6 | Furniture in my office is comfortable enough to that I can work Av
without being physically strained
. xﬁ %
VI | Status: Within your institution to what extent do you R
agree/disagree with the following? @ o
R\
7 I have a great deal of prestige in this institution
A
8 I possess high status in this institution \)
A
9 I occupy a respected position in this institutioa;\' ®
10 | I have a position of prestige in this institutb&l’\/
11 | Ipossess a high level of prominence i@%stitution
12 | I am encouraged to learn new skllls\pﬂ enhance my capabilities
within my current role %’3
VII | Safety condition: Wi \@fﬁr institution to what extent do you
agree/disagree Wlth;{‘ owing?
13 | In this instituti clear about what my responsibilities are for
health and s
14 | Safety 1 th . number one priority in my mind when completing a
job
15 | Most of the health and safety procedures/instructions/rules reflect
how the job is now done in this institution
16 | In this institution, academic staff are given sufficient feedback

regarding safety proposals
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17

Management of this institution look for underlying factors that
contribute to safety incidents rather than blame the people
involved

18

This institution really cares about the health and safety of the
academic staff who work there

Section (D): Stress management Polytechnics South-south, Nigeria The stat. %in this
section concerns stress management as applicable to your organizations. Ple % dicate the
extent to which you agree or disagree with each statement in relation .x organization.
(Answer by selecting one of the alternatives)

Y

Statement SA D SD

Ky

« X
Control over job %‘\“ ‘

I am satisfied with the level of control I have over my job Q\()y
Yy

A
I feel engaged in my work tasks and responsibilities \ b
M

I have the authority to set and adjust my work sc ul&as

needed (\' T‘\\ﬂ

I have the freedom to make decisions %’Mto my job
tasks and responsibilities.

0.4
N4

Support from colleagues

My colleagues are willing to ‘ and support me when [
encounter challenges at, work®

el

I feel comfortable seeking/advice and assistance frommy | SA A D SD

colleagues. ; Q

I can rely on-my colleagues to collaborate effectively on
projecs.

Colleagues are open to providing constructive criticism to
help me improve my work.

Support from supervisor

My supervisor is approachable and open to discussing
work-related concerns.
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10

My supervisor provides clear instructions and expectations
for tasks and projects.

11 | My supervisor encourages and supports my professional
development.
12 | My supervisor acknowledges and appreciates my
contributions to the team.
Psychological well-being »&\
. . — &
13 | I experience a sense of joy and fulfillment in my daily \ 'O
activities. ‘%
14 | I am able to manage my emotions and reactions effectively. . y\‘ "
AW
15 | I have healthy and constructive ways of coping with »&‘Oy
challenges and setbacks. . Q)
16

N
I feel a sense of purpose and fulfillment in my work. Q‘\\

S
S

«‘@%

gender
Cumulative
Frequency  Percent  Valid Percent Percent

Valid male B 58 37.8 37.8 37.8

female 79 62.2 62.2 100.0

Total 127 100.0 100.0

Q>
Age
Cumulative
Frequency  Percent Valid Percent Percent

Valid 20-30 years 4 3.1 3.1

31-40 27 21.3 21.3

41-50 72 56.7 79.0
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51 years and above 18.9 18.9 100.0
Total 127 100.0 100.0
Qualification
Cumulative
Frequency  Percent Valid Percent Percent .

Valid msc 44 34.6 34.6 41.8 &

phd 65 51.1 51.1 532, Q)

others 18 14.2 14.2 100.0° \QO

Total 127 100.0 100.0 N\

. )\\‘ %
N
. QQ)
S
work _experience
Cumulative
Frequency Percent Valid Percent Percent

Valid Less than 1 year 11 8.7 8.7 9.6

1-10 years - 61 48.0 48.0 48.0

11-20 years 48 37.8 37.8 96.1

21 years & above 5 5.5 5.5 100.0

Total 127 100.0 100.0

N
JOB PERFO A@y
&
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N

Bl B2 B3 B4 B5 B6 B7
N Valid 127 127 127 127 127 127 127
Missing 0 0 0 -0 0 0 0
Mean 3.5512 3.2205 3.0394 2.2047 2.3386 3.7480 3.8110
Std. Deviation 49934 48654 .19524 131136 .66929 57692 .39304
Q>
Frequency Table @
Q)\
RS
B1
Frequency Percent Valid Percent Cumulative Percent
Valid H 57 44.9 44.9 44.9
VH ) 55.1 55.1 100.0
Total \‘ 127 100.0 100.0
<8
B2
Frequency Percent Valid Percent  Cumulative Percent
Valid L 3.1 3.1 3.1
H 71.7 71.7 74.8
VH 25.2 25.2 100.0
Total 127 100.0 100.0
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B3

Frequency Percent Valid Percent = Cumulative Percent
Valid H 122 96.1 96.1 96.1
VH 5 3.9 3.9 100.0
Total 127 100.0 100.0
e O\
B4 -
Frequency Percent Valid Percent = Cumulative Percent
Valid VL 61 48.0 48.0 48.0
L 16 12.6 12.6 60.6
H 13 10.2 10.2 70.9
VH 37 29.1 29.1 100.0
Total 127 100.0 100.0
o *\‘
N4
<
BS
Frequency Percent Valid Percent  Cumulative Percent
Valid 1L 98 77.2 77.2 77.2
H - 15 11.8 11.8 89.0
VH 14 11.0 11.0 100.0
Total 127 100.0 100.0
O
RN
B6
Frequency Percent Valid Percent  Cumulative Percent
Valid L 9 7.1 7.1 7.1
H 14 11.0 11.0 18.1
VH 104 81.9 81.9 100.0
Total 127 100.0 100.0
B7
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Frequency Percent Valid Percent = Cumulative Percent
Valid H 24 18.9 18.9 18.9
VH 103 81.1 81.1 100.0
Total 127 100.0 100.0
B8
Frequency Percent Valid Percent = Cumulative Percent
Valid L 61 48.0 48.0 ~ 48.0
H 57 44.9 44.9 - 92.9
VH 9 7.1 7.1 100.0
Total 127 100.0 100.0
>
D
B9 -
Frequency Percent Valid Percent = Cumulative Percent
Valid 1L 4 3.1 3.1 3.1
H 45 - 354 35.4 38.6
VH 78 614 61.4 100.0
Total 127 100.0 100.0
\)@07
B10
Frequency Percent Valid Percent = Cumulative Percent
Valid VL o 66 52.0 52.0 52.0
1L 8 6.3 6.3 58.3
H 46 36.2 36.2 94.5
VH 7 5.5 5.5 100.0
Total 127 100.0 100.0
b4
B11
Frequency Percent Valid Percent Cumulative Percent
Valid VL 61 48.0 48.0 48.0
H 20 15.7 15.7 63.8
VH 46 36.2 36.2 100.0
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Total 127 100.0 100.0
B12
Frequency Percent Valid Percent  Cumulative Percent
Valid H 91 71.7 71.7 71.7
VH 36 28.3 28.3 100.0
Total 127 100.0 100.0
c Q97
3
N L\ N
B13 -
Frequency Percent Valid Percent Cumulative Percent
Valid H 114 89.8 89.8 89.8
VH 13 10.2 10.2 100.0
Total 127 100.0 - 100.0
C$
B14
Frequency Percent Valid Percent = Cumulative Percent
Valid H 50 39.4 39.4 39.4
VH 77 60.6 60.6 100.0
Total 127 100.0 100.0
Y
X.
B15
Frequency Percent Valid Percent Cumulative Percent
Valid VL 5 3.9 3.9 3.9
L 61 48.0 48.0 52.0
H 17 13.4 13.4 65.4
VH 44 34.6 34.6 100.0
Total 127 100.0 100.0
B16
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Frequency Percent Valid Percent = Cumulative Percent
Valid H 112 88.2 88.2 88.2
VH 15 11.8 11.8 100.0
Total 127 100.0 100.0
AL
A
B17
Frequency Percent Valid Percent  Cumulative Percent
Valid 1L 61 48.0 48.0 48.0
H 16 12.6 12.6 60.6
VH 50 39.4 394 100.0
Total 127 100.0 100.0
S
B18
Frequency Percent Valid Percent  Cumulative Percent
Valid H 113 89.0 89.0 89.0
VH 14 11.0 11.0 100.0
Total 127\) 100.0 100.0
A
B19
Frequency Percent Valid Percent  Cumulative Percent
Valid VL 61 48.0 48.0 48.0
1L 5 3.9 3.9 52.0
H 49 38.6 38.6 90.6
VH 12 9.4 9.4 100.0
Total 127 100.0 100.0
B20
Frequency Percent Valid Percent  Cumulative Percent
Valid VL 4 3.1 3.1 3.1
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L 4 3.1 3.1 51.2
H 58 45.7 45.7 96.9
VH 61 48.0 48.0 100.0
Total 127 100.0 100.0
B21
Frequency Percent Valid Percent Cumulative Percent
Valid VL 11 8.7 8.7 48.0
L 18 14.2 14.2 56.7
H 61 48.0 48.0 70.9
VH 37 29.1 29.1 100.0
Total 127 100.0 100.0
@V
e .f\A
B22 o
Frequency Percent Valid Percent = Cumulative Percent
Valid 1L 4 3.1 3.1 3.1
H 57 44.9 44.9 96.9
VH 66 - 520 52.0 100.0
Total 1<?' 100.0 100.0
A
B23
Frequency Percent Valid Percent Cumulative Percent
Valid VL 4 3.1 3.1 2.0
1L 9 7.1 7.1 8.2
H 61 48.0 48.0 92.9
'VH 53 41.7 41.7 100.0
Total 127 100.0 100.0
B24
Frequency Percent Valid Percent Cumulative Percent
Valid VL 5 3.9 3.9 3.9



H 108 85.0 85.0 89.0
VH 14 11.0 11.0 100.0
Total 127 100.0 100.0
WORK ENVIRONMENT &
e
Cl C2 C3 C4 C5 C6 C7
N Valid 127 127 127 127 127 127 127
Missing 0 0 0 0 0 0 0
Mean 3.8189 2.4252 24016  3.1496 2.8031 2.8661 3.7087
Std. Deviation .38663 .70733 1.35845 .98463 99235 .53987 45618
S
Frequency Table C.-)\‘\%
LoV
C1
Cumulative
Frequency Percent Valid Percent Percent
Valid A - 23 18.1 18.1 18.1
SA 104 81.9 81.9 100.0
Total 127 100.0 100.0
C2
Cumulative
Frequency Percent Valid Percent Percent
Valid D 22 17.3 17.3 70.1
A 89 70.1 70.1 87.4
SA 16 12.6 12.6 100.0
Total 127 100.0 100.0
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C3

»

Cumulative
Frequency Percent Valid Percent Percent
Valid SD 9 7.1 7.1 112
D 17 13.4 13.4 3.4
A 56 44.1 44.1 64.6
SA 45 35.4 354 100.0
Total 127 100.0 100.0
RN
AR
C4 .
Cumulative
Frequency Percent Valid Percent Percent
Valid SD 6 4.7 4.7 4.7
D 35 27.6 27.6 323
A 20 15.7 15.7 48.0
SA - 66 52.0 52.0 100.0
Total Y1%7 100.0 100.0
Q)Q
X
Cs
Cumulative
Frequency Percent Valid Percent Percent
Valid SD 7 5.5 5.5 5.5
D 19 15.0 15.0 49.6
A 56 44.1 44.1 64.6
SA 45 35.4 35.4 100.0
Total 127 100.0 100.0
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Ceé

Cumulative
Frequency Percent Valid Percent Percent
Valid D 28 22.0 22.0 22.0
A 88 69.3 69.3 91.3
SA 11 8.7 8.7 100.0
Total 127 100.0 100.0 (b
N
P
C7
Cumulative
Frequency Percent Valid Percent Percent
Valid A 37 29.1 29.1 29.1
SA 90 70.9 70.9 100.0
Total 127 100.0 100.0
QQ"
A
C8
Cumulative
Frequency Percent Valid Percent Percent
Valid D 5 3.9 3.9 3.9
A 81 63.8 63.8 67.7
SA 41 323 323 100.0
Total 127 100.0 100.0
Q)QY
AN
) C9
Cumulative
Frequency Percent Valid Percent Percent
Valid A 92 72.4 72.4 72.4
SA 35 27.6 27.6 100.0
Total 127 100.0 100.0
C10
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Cumulative

Frequency Percent Valid Percent Percent
Valid A 122 96.1 96.1 96.1
SA 5 3.9 3.9 100.0
Total 127 100.0 100.0
- oy
C11
Cumulative
Frequency Percent Valid Percent Percent
Valid D 6 4.7 4.7 4.7
A 110 86.6 86.6 91.3
SA 11 8.7 8.7 100.0
Total 127 100.0 100.0
QQ"
A
C12
Cumulative
Frequency Percent Valid Percent Percent
Valid A 52 40.9 40.9 40.9
SA 75 59.1 59.1 100.0
Total %27’ 100.0 100.0
(R
- C13
Cumulative
Frequency Percent Valid Percent Percent
Valid A 106 83.5 83.5 83.5
SA 21 16.5 16.5 100.0
Total 127 100.0 100.0
C14
Cumulative
Frequency Percent Valid Percent Percent
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Valid A 75 59.1 59.1 59.1
SA 52 40.9 40.9 100.0
Total 127 100.0 100.0
.‘\%
C15
Cumulative
Frequency Percent Valid Percent Percent
Valid A 116 91.3 91.3 91.3
SA 11 8.7 8.7 100.0
Total 127 100.0 100.0
L&
A
C16
Cumulative
Frequency Percent Valid Percent Percent
Valid D 58 45.7 45.7 45.7
A 12 9.4 9.4 55.1
SA 57 44.9 44.9 100.0
Total 127 100.0 100.0
.\
S
C17
Cumulative
Frequency Percent Valid Percent Percent
Valid D 15 11.8 11.8 13.6
A 58 45.7 45.7 85.7
SA 54 42.5 42.5 100.0
Total 127 100.0 100.0
C18
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Cumulative

Frequency Percent Valid Percent Percent

Valid SD 11 8.7 8.7 59.3

A 88 69.3 69.3 69.3

SA 28 22.0 22.0 100.0

Total 127 100.0 100.0

N
L&
3
HYPOTHESIS ONE . ‘\%.\
&
Model Summary -
Adjusted R Std. Error of the

Model R R Square Square Estimate
1 5732 328 312 8.71119

a. Predictors: (Constant), safety condition, status,

comfort work env
>

. @
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression ~ 4555.499 3 1518.500 20.011 <.001°
Residual 9333.839 123 75.885
Total 13889.339 126
a. Dependent Variable: Job Performance
b. Predictoa (Constant), safety condition, status, comfort_work_env
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) -20.111 18.122 -1.110 269
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comfort work en 1.124 441 .199 2.552 012
\
status 2.037 745 210 2.735 .007
safety condition 1.659 264 .500 6.279 <.001
a. Dependent Variable: Job Performance
HYPOTHESIS TWO %
N
Model Summary . Q')&
Adjusted R Std. Error of the ,%‘\QO
Model R R Square Square Estimate
1 .660? 436 418 8.01246 AL 9
a. Predictors: (Constant), psychological well being, ’\>‘
control_over job, support from_colleagues,
support _from_supervisor
pport _Sup Q @ .
A
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 6056.999 4 1514.250 23.587 <.001°
Residual 7832.340 122 64.200
Total 13889.339 126
a. Dependent Variable: Job Performance
b. Predictors: (Constant), psychological well being, control over job,
support_from_collea% support_from_supervisor
N
~0
Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 90.762 11.186 8.114 <.001
control over job 2.291 .368 431 6.220 <.001
support_from_colleagu -2.133 496 -.316 -4.299 <.001

€S
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support_from_supervis -1.327 482 -.207 -2.756 .007
or
psychological well bei .033 597 .004 .055 956
ng

a. Dependent Variable: Job Performance

HYPOTHESIS THREE
N
Model Summary 8\

Adjusted R Std. Error of the ‘%‘\QO

Model R R Square Square Estimate

1 576 331 320 8.65511 ,&w
a. Predictors: (Constant), Stress management, work environment \,\‘

-
.Q&

. ~ .
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 4600388 2 2300.194 30.706 <.001°
Residual 9288.950 124 74.911
Total 13889.339 126

a. Dependent Variable: Job Performance
b. Predictors: (Constant), Stress_management, work environment

Y

Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 4.122 15.997 258 797
work environment 1.482 .194 .562 7.652 <.001
Stress management -.305 216 -.104 -1.412 .040

a. Dependent Variable: Job Performance

Reliability of job performance

Case Processing Summary
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N

%

Cases

Valid
Excluded?
Total

30
0
30

100.0
.0
100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items
.882 .807 24
‘SQ
Item Statistics

Mean Std. Deviation N
VARO00001 3.5333 50742 30
VAR00002 3.1333 50742 30
VAR00003 3.0333 18257 30
VAR00004 2.2333 1.22287 30
VARO00005 2.4667 - .73030 30
VAR00006 3.6000  .72397 30
VAR00007 3.6667 47946 30
VARO00008 2.7333 .69149 30
VAR00009 3.4667 .62881 30
VARO00010  2.0000 1.05045 30
VARO00011 2.5667 1.35655 30
VARO00012 3.2667 44978 30
VARO00013 3.1667 .37905 30
VAR00014 3.5667 .50401 30
VARO00015 2.7667 97143 30
VAR00016 3.1333 .34575 30
VAR00017 3.0333 92786 30
VARO00018 3.1667 .37905 30
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VARO00019 2.2333 1.10433 30

VAR00020 2.2000 1.06350 30
VARO00021 2.3000 1.23596 30
VAR00022 2.6333 .61495 30
VAR00023 2.2333 1.10433 30
VAR00024 3.0000 .64327 30
&8
Summary Item Statistics
Minimu Maximu Maximum / N of
Mean m m Range Minimum  Variance  Items
Item 2.881 2.000 3.667 1.667 1.833 264 24
Means
Q’}J
"
Scale Statistics bQ\
Mean Variance Std. Deviation N of Items
69.1333 101.292 10.06439 - 24

>
Work environment V%(b‘

A e
Reliability Statistics
Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items
.848 498 18

N

Item Statistics
Mean Std. Deviation N

VARO00001 3.7667 43018 30
VAR00002 2.5333 77608 30
VARO00003 2.4667 1.33218 30
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VAR00004 3.1667 .94989 30
VARO00005 2.8333 1.01992 30
VAR00006 2.9000 54772 30
VAR00007 3.6667 47946 30
VARO00008 3.3000 .53498 30
VAR00009 3.2667 44978 30
VARO00010 3.0667 25371 30
VARO00011 3.1000 40258 30 ) @
VAR00012 3.5667 .50401 30 Q')&
VARO00013 3.2333 43018 30 ‘%.'\QO
VAR00014 3.4000 49827 30
VARO00015 3.1000 .30513 30 . &"
VAR00016 3.0667 .94443 30 ‘\\‘
VAR00017 2.8000 76112 30 '&%
VARO00018 1.9000 1.15520 30 ¢ $©
S
N
Summary Item Statistics
Minimu Maximu Maximum / N of
Mean m m Range Minimum  Variance  Items
Item 3.063 1.900 3.767 1.867 1.982 206 18
Means
Y
.\
Y
Scale Statistics
Mean Variance Std. Deviation N of Items
55.1333 \‘24.051 4.90414 18

Q

Stress management

Case Processing Summary
N %
100.0
.0

Valid
Excluded?

30
0

Cases
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Total

30

100.0

a. Listwise deletion based on all variables in

the procedure.

Reliability Statistics

Maximum /

Cronbach's
Alpha Based on
Cronbach's Standardized
Alpha Items N of Items
.862 . 785 16
Item Statistics
Mean Std. Deviation N
VARO00001 3.7000 46609
VAR00002 3.0333 18257 7
VAR00003 2.0000 98261 - 30
VAR00004 2.0000 1.05045 30
VARO00005 3.4000 .62146 30
VAR00006 3.5333 50742 30
VAR00007 3.1000 .30513 30
VARO00008 2.8667 - .62881 30
VARO00009 3.6667  .47946 30
VARO00010 3.7000 46609 30
VARO00011 3.5667 72793 30
VARO00012  3.4333 .62606 30
VARO00013 3.7667 43018 30
VARO00014 3.7333 44978 30
VARO00015 3.8000 40684 30
VAR00016 3.7667 43018 30
Summary Item Statistics
Minimu Maximu
Mean m m Range

Minimum

Variance

N of
Items
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Item 3.317 2.000 3.800 1.800 1.900 344 16
Means

Scale Statistics
Mean Variance Std. Deviation N of Items
53.0667 21.030 4.58584 16 . ‘b»
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