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Abstract

The Federal Road Safety Commission (FRSC) plays a critical role in ensuring road safety and
enforcing traffic regulations in Nigeria. However, several challenges and complaints; These
include inadequate compensation, lack of professional development, high stress levels, and
insufficient support systems, all of which contribute to low morale. Poor leadership, corruption,
ineffective communication, and lack of recognition further exacerbate organizational culture
issues. This study examined the relationship between employee wellbeing, organizational culture
and employee performance among FRSC workers in Ibadan, Oyo state. This study adopted a
descriptive research design and the study population were FRSC employees in F Eleyele
Command, Ibadan, Oyo State. Total enumeration sampling method was used reeruit the
participants in the study. Data was collected using a structured questionn. 1ptlve and
inferential statistics was used to analyze collected data. Findings rev%ﬂ( a significant
relationship between employee wellbeing, employee performance and 1onal culture of

FRSC workers in Ibadan, Oyo state. Specifically, the results showed mployee emotional
well-being has a positive and significant influence on employe rmance (Bl1= 0.793,
R2=0.629, t-statistics=3.898>1.96, P-value =0.000 < 0.05 for Efficiency, 1= 0.829,

psychologlcal well-being has a positive and significant 1nﬂ on employee performance (f1=
0.768, R2=0.591, t-statistics=5.972>1.96, P-value =0.050, < for Work Efficiency, f1= 0.846,
R2=0.716, t- stat1st1cs—4 849>1.96, P-value =0.006 < @' Quality of Work). Employee social
well-being has a positive and significant influe mployee performance (1= 0.552,
R2=0.304, t-statistics=4.638>1.96, P-value \@ 0.05 for Work Efficiency, pl= 0.594,

R2=0.705, t-statistics=4.413>1.96, P-value =0.000 < Ouality of Work). Employee

R2=0.353, t-statistics=4.633>1.96, P-valu 0 < 0.05 for Quality of Work); and
organlzatlonal culture positively and signifi oderate the relationship between employee
well-being and performance (f1= 0.13¢ 5%0 531, t-statistics = 3.728 >1.96, P-value =0.027 <

0.05). Based on this findings, it is 1 ended that the emotional, psychological, and social
well-being of FRSC workers shoulé ioritized so as to enhance their performance at work.
Keywords: Employee \@being, Organizational Culture, Employee Performance, Work
Efficiency

Word Count: 2@*
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Chapter One

Introduction

1.1 Background to the Study

Employee performance is the driving force behind organizational success. It is the measure of
how well employees are fulfilling their roles and responsibilities and how their Q contribute
to the overall goals of the organization. One of the key reasons why employee,performance is
critical for organizational success is that it directly affects the produc gﬂd efficiency of the
organization. When employees perform well, they are more Li ly§achieve their targets and
complete their tasks in a timely and effective manne@ls, in turn, leads to increased

productivity, improved quality of work, and faster {échb ment of organizational goals. On the

other hand, underperforming employees ca %& in delays, errors, and decreased overall

S

Moreover, employee performance%& affects the reputation and image of an organization. In

productivity, hindering the success of an o@tionu.

today's digital age, clients a@cess to a vast amount of information and can easily research to
damage organizational tepufation®. An organization that has a high-performing workforce is
T
likely to have a@tive image in the market, while an organization with low-performing
employees truggle to maintain a good reputation. Therefore, organizations must have a
high-péhﬁgcming workforce to maintain a positive image and attract potential customers. A high-
performing workforce is crucial for any organization to achieve its objectives, increase
productivity, and stay ahead of the competition. However, employee performance is not solely
determined by the individual's skills and abilities but is also heavily influenced by their

wellbeing and the organizational culture.



Well-being is a critical component of our holistic health and has a profound effect on our day-to-
day existence®. It refers to our emotional, psychological, and social well-being, and influences
how we think, feel, and behave. In recent years, there has been a growing focus on wellbeing,
and with it, the need for reliable measures to assess and monitor it. wellbeing also is a critical
factor that impacts employee performance and how they perform in the wcﬁace? It
encompasses the ability to cope with stress, maintain fulfilling relationships, to*change,

and handle life's challenges. Wellbeing is influenced by various factors, includihg biological,

environmental, and socio-cultural factors. é

The importance of well-being is increasingly recognized in bo 1@ ademic and practical contexts
due to its significant impact on individual functioning ggality of life. Poor wellbeing can
lead to a range of negative outcomes, includi ’areased productivity, impaired social
functioning, and increased risk of developing\\@ disorders such as anxiety and depression®.
Promoting wellbeing involves creating%ﬁ@ive environments, strengthening individual coping
skills, and increasing access to W%Q g services. It also requires addressing the stigma and
discrimination associated @en‘tal illness, as these can act as barriers to seeking help and
support. Employers an §1satlons must consider wellbeing in the workplace since it can have
an impact on en@ ell-being, job performance, and overall organisational effectiveness.
Implementl%Qﬂbemg promotion activities and supporting employees who are experiencing
wellbet oncerns can help to create a better and more productive workforce’. Overall,
understanding and managing wellbeing is critical for increasing individual and community well-

being and resilience. By focusing on wellbeing, society can endeavour to create circumstances

that promote healthy psychological functioning and improve overall quality of life. A positive



mental state is essential for employees to be motivated, focused, and engaged in their work*. On

the other hand, poor wellbeing can lead to absenteeism, presenteeism, and decreased productivity.

Emotional, psychological, and social well-being are integral components of an individual's
overall health and quality of life. These dimensions of well-being are interconnected, each
influencing and being influenced by the others, and collectively contributing t*person’s
subjective experience of life satisfaction and fulfillment. Emotional well-be'r@?&ains to the
ability to understand and manage one's emotions effectively, including t cegﬁdty to cope with

stress and adapt to challenging situations. It encompasses feelin%@ppiness, contentment,

and general emotional stability*. Q

Q

Well-being, on the other hand, refers to the cognitiv;a@ emotional evaluation of one's life,
encompassing aspects such as self-acceptance, p growth, purpose in life, autonomy, and
positive relationships with others. It involve ‘}g ursuit of meaningful goals, the development of
self-awareness, and the ability to ma@e’s thoughts and emotions healthily. Social well-
being relates to the quality of arqgklual's relationships and interactions with others, including
family, friends, colleague@he broader community. It encompasses the sense of belonging,
social support, ands @lity to form and maintain meaningful connections with others. Social

well-being iséso ifluenced by societal factors such as cultural norms, social inclusion, and

access to @tces and opportunities®.

N

The importance of these dimensions of well-being extends beyond individual health to broader
societal outcomes. Research indicates that individuals with higher levels of emotional,
psychological, and social well-being are more likely to experience better physical health, higher

levels of productivity, and greater resilience in the face of adversity. Therefore, understanding



and promoting these aspects of well-being are essential for fostering a healthy and flourishing

society”.

The Federal Road Safety Commission (FRSC) is charged with responsibilities for policymaking,
organization and administration of road safety in Nigeria. Key to its operational success is its
corps of marshals operating a three-tier system First Tier (Regular marshals) S@nd Tier
(Special Marshals) and Third Tier (Road Safety Club). The Federal Road Sa mmission
(FRSC) has further developed road safety educational curricula for varj sgffde levels and is
presently working with the Ministry of Education to make it a natio gramme, also Making
the highways safe for motorists and other road users as we@checking road worthiness of
vehicles, recommending works and infrastructures to elimihdte or minimize accidents on the
highways and educating motorists and members@%e public on the importance of road
discipline meanwhile, the demanding natur@’gem work environments, coupled with long
working hours and high-pressure dead\Ql% can take a toll on The Federal Road Safety
Commission (FRSC) employees' élcaeing. According to the World Health Organization,
depression and anxiety disor : ost the global economy an estimated $1 trillion per year in lost
productivity. Moreoverﬁ$ngoing toxic and unbalanced economic and social pandemic has

°
further exacerba‘ed{\ve‘ll eing issues, with remote working, social isolation, and economic

uncertainty @ a toll on employees' well-being®.

The Federal Road Safety Commission (FRSC) in Oyo State may indeed face performance-
related issues, as is common in many government agencies. These issues could stem from
various factors such as inadequate funding, lack of modern equipment, insufficient training for
staff, and challenges in implementing road safety policies effectively. One reason for focusing on

the FRSC in Oyo State could be the significance of the state in terms of road traffic and safety

4



concerns. Oyo State is one of the most populous states in Nigeria and is a major transportation
hub, with several major highways passing through it. This makes road safety a crucial issue in
the state, and any performance-related issues with the FRSC in Oyo State could have a

significant impact on road safety outcomes in the region’.

Organizations have a responsibility to create a supportive and inclusive work «culture that
promotes good wellbeing®. This includes providing access to wellbeing reso@s, promoting
work-life balance, and addressing any stigma surrounding wellbeing i@gﬁrkplace. When
employees feel supported and valued, they are more likely to haye Qitive attitude towards
work and perform better. In addition to wellbeing, organizatioulture also plays a significant
role in employee performance. It refers to the shared values,\beliefs, and behaviours that shape
the work environment. A positive organizational %{Lé fosters trust, collaboration, and open

communication. It provides employees wit of belonging and purpose and encourages

them to perform at their best. . &
S
N

On the other hand, a toxic woer%te can have detrimental effects on employee performance®.
It can lead to low moral@@umover rates, and a lack of motivation among employees. A
toxic work cultures {Q&n characterized by unhealthy competition, micromanagement, and a
lack of work 'fe(bﬂance. This type of environment can cause employees to feel stressed,
overwhel@%and disengaged, ultimately impacting their performance. Organizations that
prioritize creating a positive work culture see the benefits in the form of higher employee
satisfaction, retention, and productivity. They understand that a happy and engaged workforce is
vital for business success and actively work towards creating a culture that supports their

employees' well-being.



Employee performance of the Federal Road Safety Commission (FRSC) Workers, in Oyo state is
a critical component of the organisation and the state's success, and it is influenced by both
wellbeing and organizational culture. Federal Road Safety Commission (FRSC) as an
Organization must recognize the importance of promoting good wellbeing among their
employees and creating a positive work culture. This involves providing support, resqurces, and
a conducive work environment. By prioritizing the well-being of their employe@Q%izations

can ensure a high-performing workforce, leading to greater success and growth’.

1.2 Statement of the Problem &

Well-being is influenced by various factors, including the@ ment, social interactions, and
work culture!®, In the case of the Federal Road S@Commission (FRSC) workers, the
combination of the demanding nature of the job, 1zational culture, and lack of attention to
well-being has led to numerous problems «&)byees. These problems include burnout, low

°
employee performance, and a negativeé_%}d’ct on the overall organizational culture .

Q

The Federal Road Safety Co@ion (FRSC) plays a critical role in ensuring road safety and
enforcing traffic regulations/in Nigeria. However, several challenges and complaints; These
include inadequ@ nsation, lack of professional development, high stress levels, and
insufficient Fb‘@ﬂ systems, all of which contribute to low morale. Poor leadership, corruption,
ineffe 'V&ommunication, and lack of recognition further exacerbate organizational culture
issues. Additionally, the FRSC struggles with resource constraints, logistical challenges,
outdated technology, and poor data management, which hinder operational efficiency. Public
perception and cooperation are also problematic, alongside inconsistent traffic laws, limiting

effective enforcement have been reported regarding the organization, particularly about



employee well-being, organizational culture, and organizational performance. These issues have
implications for both the well-being of FRSC workers and the effectiveness of the organization

in carrying out its mandate!?!3,

One of the primary problems affecting FRSC workers is the high level of stress and well-being
issues experienced in the course of their duties. The nature of their work, which o nvolves

responding to accidents, enforcing traffic laws, and managing road safety fns can be

highly stressful and emotionally taxing. Studies have shown that high stress and poor
well-being among workers can lead to decreased job satisfactio 'Qsed absenteeism, and
reduced productivity!'#!°, Another issue that has been raised i@ organizational culture within
the FRSC, which is reported to be hierarchical, bureaucn&'@d resistant to change!'é. This type
of culture can create barriers to effective commun%%, collaboration, and innovation within

the organization. It can also contribute to a ld@tivaﬁon and engagement among employees,

which can further impact organizational & mance.

Furthermore, there are comp].alﬁ%out the lack of support and resources provided to FRSC
workers to help them coQ%the challenges they face. This includes inadequate training and
education on well- b%‘g}gsues limited access to counselling services, and a lack of recognition
for the diffic tlg-‘fhey encounter in their work. Overall, these problems and complaints
regardlngéb'oyee well-being, organizational culture, and organizational performance within
the FRé/highlight the need for a more holistic approach to addressing the challenges faced by
workers. This includes implementing strategies to promote well-being, fostering a positive and
supportive organizational culture, and providing the necessary support and resources to enable

workers to perform their duties effectively.



One of the main issues faced by FRSC workers is burnout'?. The demanding nature of their job,
which involves long hours of standing on the road, dealing with traffic, and handling
emergencies, can take a toll on their mental and physical well-being. Many researchers have
been on the high workload and pressure to meet targets which can lead to chronic stress, which is
a significant contributor to burnout. Burnout is a state of physical and emotional exhaustion that
results from prolonged stress and can lead to a range of health problems, including *anxiety,
depression, and cardiovascular diseases. Unfortunately, FRSC workers ate offen not given

enough time to rest and recharge, leading to a vicious cycle of burnoutf@and,pdor well-being.

Similarly, the organizational culture of the FRSC also contributes to the well-being problems
faced by its employees*. The culture of the organization is hierarchical, with a strict chain of
command and a top-down approach to decision-making. This type of culture can create a sense
of powerlessness and lack of autonomy among employees, which can lead to feelings of
frustration and demotivation. Moreover, the strict adherence to rules and regulations, without
considering the well-being of employees, can create a toxic work environment that further

exacerbates well-being issues'.

The impact of these problems on employee performance is significant. Burnout, stress, and poor
well-being can all lead to reduced productivity, increased absenteeism, and high turnover rates'>.
FRSC workers, who are responsible for ensuring road safety and saving lives, need to be in their
best physical and mental state to perform their duties effectively. However, the current state of
well-being within the organization is hindering their ability to do so, which can have severe
consequences on the overall performance of the FRSC. Moreover, the negative impact on the

organizational culture also affects employee performance.



A toxic work environment can have detrimental effects on employees and organizations alike. In
the context of the Federal Road Safety Commission (FRSC) in Oyo State, a toxic work
environment could lead to a lack of motivation, low morale, and decreased job satisfaction
among personnel. These factors can contribute to a decline in employee performance, as
disengaged employees are less likely to be productive or innovative in their roles. Furthermore,
high turnover rates resulting from burnout and poor well-being can further impact the FRSC's
performance. Losing experienced employees not only disrupts operations but also incurs
recruitment and training costs for replacing staff. This can strain the organization's resources and

hinder its ability to effectively carry out its mandate of ensuring road safety.

Despite the potential impact of these issues, there is a gap in research specifically focusing on
employee wellbeing, organizational culture, and performance within the FRSC in Oyo State.
Understanding the relationship between these factors is crucial for identifying areas for
improvement and implementing strategies to create a healthier work environment. By conducting
a study on these topics, valuable insights can be gained that can benefit both the FRSC and its

personnel in Oyo State.

To address these issues, there needs to be an investigation into the well-being, organizational
culture, and employee performance of the Federal Road Safety Commission (FRSC) workers in

Oyo State.

1.3 Aims and Objectives of the Study

The aim of this research is to investigate the relationship between Employee performance of

Federal Road Safety Commission (FRSC) workers in Oyo State, Nigeria. Additionally, the study



aims to explore the potential mediating role of organizational culture on the relationship between

employee well-being and organizational performance.
The specific objectives of this study were to:

i.  investigate the effect of employee emotional well-being on employee performance

(quality of work, work efficiency) of Federal Road Safety Comm@n (FRSC)

Workers in Oyo State; < ,

ii. examine the influence of employee psychologicbeing on employee
performance (quality of work, work efficiency) of ral Road Safety Commission

(FRSC) Workers in Oyo State; QQ
iii. examine the relationship between @yee social well-being and employee
performance (quality of work, wo}l\&&ciency) of Federal Road Safety Commission

(FRSC) Workers in Oyo Sté%s'\'

iv.  examine the effect‘a{&‘ployee physical wellbeing on employee performance

(quality of wo}‘ls'ork efficiency) of Federal Road Safety Commission (FRSC)

Work@ State;

v. d@m the moderating role of organisational culture on the relationship between
\/employee wellbeing and employee performance (quality of work, work efficiency) of

Federal Road Safety Commission (FRSC) Workers in Oyo State

10



14 Research Questions

1. What is the relationship between employee emotional well-being and performance of

Federal Road Safety Commission (FRSC) Workers in Oyo State?

2. How does employee psychological well-being influence the quality of work of

S
(&

3. What is the relationship between employee social well-being&l k efficiency of

Federal Road Safety Commission (FRSC) Workers in Oyo State?

Federal Road Safety Commission (FRSC) Workers in Oy ?

4. How do work-life balance practices affect the &hip between employee well-

being and organizational performance of FRSQ

5. What is the effect of leadership s%fba the relationship between employee well-

being and organizational pegf@ce of FRSC?

N
1.5 Hypotheses &

This research is guided b&@lowing null hypothesis

Hol: There is<no\61gniﬁcant relationship between employee emotional well-being and

emp, performance of Federal Road Safety Commission (FRSC) Workers in Oyo

Ho2: Employee psychological well-being does not significantly influence the employee

performance of Federal Road Safety Commission (FRSC) Workers in Oyo State.

11



Ho3: There is no significant relationship between employee social well-being and employee

performance of Federal Road Safety Commission (FRSC) Workers in Oyo State.

Ho4: Employee physical wellbeing does not have a significant effect on the employee

performance of Federal Road Safety Commission (FRSC) Workers in Oyo State.

Ho5: Organisational culture plays no moderating role on the relationship betv@nployee

wellbeing and performance of Federal Road Safety Commission (FRE‘C)Qrkers in Oyo

State. é
1.6  Significance of the Study Q$

The significance of the study on employee well-being, o@uizational culture, and organizational
performance of Federal Road Safety Commissi &C) workers in Oyo State. lies in its
potential to provide valuable insights into the\Q lex interplay between these factors within the
organizational context. well-being is iég\%bsi gly recognized as a critical component of overall
well-being, and its impact onp@a ional performance is gaining attention in both academic
and practical spheres. B@wg on FRSC workers in Oyo State, this study can shed light on

the specific challepge'\nd opportunities faced by workers in a high-stress and high-stakes
environment. 6&/

Furthe%%rq;e study can contribute to the broader literature on organizational psychology and
human resource management by examining the role of organizational culture in shaping
employee well-being and organizational performance. Organizational culture plays a crucial role
in shaping employee attitudes, behaviours, and well-being, and understanding its impact in the

context of the FRSC can provide valuable insights for organizations seeking to enhance their
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performance through cultural change. Additionally, the study's findings can have practical
implications for the FRSC and similar organizations. By identifying factors that influence
employee well-being and organizational performance, the study can inform the development of
targeted interventions and policies aimed at improving employee well-being and enhancing
organizational effectiveness. This can ultimately lead to improved road safety out&mes and

better service delivery for the public

The study on the relationship between employee emotional, psychologlc angﬁ)mal well-being
and the performance of Federal Road Safety Commission (FR lers in Oyo State is
significant for several reasons. It contributes to the growing @ of knowledge on employee
well-being and its impact on organizational performance@gularly in the context of a critical
sector such as road safety. By investigating these %%nships, the study can provide insights
into how improving employee well-being ca@ke the effectiveness and efficiency of FRSC

workers, ultimately leading to improved )Q&gafety outcomes.

Additionally, the study can help@fy specific factors within the FRSC work environment that
may be influencing emp@%ell-being and performance. This information can be used to
develop targeted int@kions and policies aimed at improving the overall well-being of FRSC
workers and dptimizing their performance. Also, the study's findings can have implications for
other org@ons, both within and outside the road safety sector, seeking to enhance employee
well-bei\ng and performance. The study can provide valuable insights into the importance of
addressing emotional, psychological, and social well-being in the workplace and the potential

benefits of doing so.
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The study can also contribute to the development of theoretical frameworks and practical tools
for assessing and improving employee well-being and performance in similar organizational
settings. By advancing our understanding of these relationships, the study can help inform future

research and practice in the field of organizational psychology and human resource management

Holistically, the empirical-based findings of this study would benefit the ae@,&nia and
policymakers in corporate firms such as leaders and managers. This stud ich examines
employee well-being, organisational culture and employee performance&gfmest attempt at
enhancing the generalizability (or otherwise) of current theories_o izational culture. As
such, the study is expected to increase theoretical knowled garding the effectiveness of
Hofstede’s 6-D model in a developing multi-cultural 6@ country. This is an innovative

perspective which will trigger the conduct of futureé@s on organizational culture or serve as

a basis for the comparison of the results\\Q’gevant dimensions in related or unrelated

In addition to the aforementionngl significance of this study can be viewed through the case

study selected for this re%%.\ Federal Road Safety Commission (FRSC)reflects one of the

consequences of lob\&" tion—rapid expansion on the global scale. The study provides insights
(2

into how orga%

i Nigeria as distinct from what obtains from its other subsidiaries in other countries.

organi@

Also, this study shall be of immense importance to those directly concerned, such as law-

al culture affects employee performance in a subsidiary of a multinational

makers/policy- makers, managers, job experts, entrepreneurs, administrators, business planners,
professionals, researchers, educators and students. As such, it shall serve as a blueprint for the

management of both private and public organizations/firms in better decision-making regarding
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job design staff training and employee performance. The study lacuna shall be filled by other
interested scholars/researchers, who would undertake further studies on this subject matter and
related ones. It shall thus serve as research material for such researchers and students. And,
through its findings, it shall address unemployment, job issues and staff inefficiency to some
extent and as well equip many with the due positive techniques of job design and staTnpower

S

Finally, this study benefits corporate policymakers. HR is often regard&s ¢ "caretaker" of

that adversely affect employee performance.

organizational culture. And so, if the culture of an organization Q enhance its general
performance, then it has to provide a strategic competitive ewhile beliefs and core values
will have to be largely shared and strongly establishe%@ study provides insight into key
dimensions that are crucial for optimum performa@% firms. It also serves as an empirical

reference point for the advocacy of shaping a@gﬂance of organizational culture in Nigeria.

1.7 Scope of the Study éj\’&
S
® o \

The scope of this study cover the employee well-being (emotional well-being, psychological
well-being, social well-being) organisational culture (work-life balance and leadership style) and
employee performance of federal road safety commission (FRSC) workers, Oyo state.
Specifically, the study will focus on well-being as the independent variable, organizational
culture as the moderating variable, and employee performance as the dependent variable. The
research investigate how well-being influences employee performance, and how this relationship
is moderated by the organizational culture within the FRSC in Oyo State. The scope focuses on
both regular and special marshals; Regular Marshals are uniformed personnel in the Federal

Road Safety Corps with the head office at Eleyele Ibadan. The services of a Regular Marshal are
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permanently paid and pensionable, unlike a Special Marshal whose services are voluntary. The
“Regular” as the name implies, indicates that the marshal is duty-bound to be regular in the
discharge of its statutory duties. One of the primary features of Regular Marshals is that they
serve as public relations officers, in order words they portray the image of the Commission to the
public. The Special Marshals are administered by a department headed by a Deputy Corps
Marshal (DCM). The department is called Special Duties and External Relations, there are four
(4) levels of Special Marshals Administration, Unit Level State / Sector Level, Zonal Level and
National Level, The National Executive Council (NEC) is made up of 15 members: The National
Coordinator, 12 Zonal Coordinators are members and 2 ex officio (who are past National
Coordinators). They also vie and hold the listed Six offices. The NEC holds meetings biannually
with the Corps Marshal presiding and the ACM SMP, ACM Operations, Corps Intelligence
Officer, and Personal Staff Officer to COMACE in attendance. National Coordinator, Deputy
national Coordinator, National Secretary, Asst National Secretary, National Treasurer, Public

Relations Officer.

1.8  Limitation of the Study

This study faces severalypotential limitations. Firstly, using a total enumeration sample of 174
employees mdy, ndt=fully represent the diversity within FRSC Oyo State, potentially limiting the
generalizability of your findings beyond this specific group. Moreover, relying solely on close-
ended questionnaires for quantitative data may restrict the depth of insights gathered, as
qualitative methods could provide richer contextual understanding. Additionally, the reliance on
self-reported data through questionnaires introduces the risk of response bias, where participants
may provide answers that are socially desirable or not entirely truthful. This bias could affect the

accuracy and reliability of this results. Furthermore, the complexity of measuring organisational
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culture as a moderator variable poses challenges. Culture is multifaceted and can be interpreted
differently by employees within the organisation, making its operationalization and measurement
challenging. Also, the cross-sectional nature of this study design limits its ability to establish

causal relationships between employee well-being and employee performance.

1.9 Operational Definition of Terms

Employee Performance: Is the work-related activities anticipated of a worker and how well
those activities were executed. The output of the manpower commitment at the workplace as a

show of job satisfaction and organizational support

Employee: An employee is a person employed for wages or salary, especially at the non-

executive level.

Leadership Style: Leadership style refers to the specific behaviour and actions exhibited by a
leader in a workplace setting, which includes their communication style, decision-making

processes, and interactions with subordinates and colleagues.

Organisational Culture: Is the collective deposit of knowledge, experience, beliefs, values,
attitudes, meanings, hierarchies, religion, notions of time and roles. The arts and other

manifestations of human intellectual achievement are regarded collectively.

Organisational Culture: This is the fundamental beliefs, assumptions, values and ways of

interacting that contribute to the unique social and psychological structure of an organisation.

Organization: A social unit of people that is structured and managed to meet a need or to pursue

collective goals. All organizations have a management structure that determines relationships
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between the different activities and the members and subdivides and assigns roles,
responsibilities, and authority to carry out different tasks. Organizations are open systems—they

affect and are affected by their environment.

Performance: The accomplishment of a given task measured against preset known standards of
accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the
fulfillment of an obligation, in a manner that releases the performer from all liabilities under the

contract.

Psychological Mental Health: this is defined as the overall state of an individual's mental well-
being, encompassing their cognitive processes, emotional experiences, and behavioural

responses to stressors and challenges in their environment

Work-life Balance: this is a perceived balance and satisfaction that an employee experiences
between the demands of their job and the responsibilities and interests in their personal life,

including family, leisure, and health activities.
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Chapter Two
Literature Review

This chapter addresses a review of literature pointing out areas of agreement and disagreement
among the scholars on well-being, Organisational Culture and Employee Performance of the
Federal Road Safety Commission (FRSC) Workers. Hence, a knowledge gap is ¢ that this
study is interested in filling. This chapter will be classified into the Q@g headings:

Conceptual Review, Theoretical Framework, Empirical Studies, Conc@kframework (Model)

and Summary of Literature Gap %

2.1 Conceptual Review Q

2.1.1 Organisational Performance 66

The concept of performance is a reference lh\gl theoretical approaches and in practice since
the field of economic performance 1&%&3’\% various terms, through most important we can
mention competitiveness, produc Q} profitability, and business growth!. Performance inside
the organization, rather %%\rely cost reduction or value enhancement, improves the cost-
value pair. The procg&”translating" the cost-value pair into tangible, "pilotable," parts begins
with a general, d \ption of how the organization makes and will create value. Therefore,
defining "@%ﬂ' in light of potential developments is necessary. To define a strategy is to design
the Vakgf the future. Translation of the cost-value pair into strategic objectives is therefore the
first step. Another definition that is equal to the one given above for performance is:

"Performance in the enterprise represents everything that contributes to the achievement of

strategic objectives?." Performance just enhances the cost-value pair for the business, which is
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what helps to create value. A corporation is efficient if it can generate economic value added, or

a positive value after all elements, including equity, have been paid out.

Several definitions may be applied to the idea of performance, many of which are related to
particular situations or functional viewpoints. An all-encompassing definition of performance
that is well-crafted and shares the idea of its two main components, effectiveness and &fficiency.
Efficiency is defined as performance in terms of inputs and outputs; hence, r@?‘ﬁciency is
shown by a higher volume produced for a given number of inputs. Effec@gs?is measured by
the performance and the extent to which desired results are obtain%@xample: the objective

to avoid interruptions of supply over some time can be regarde@n efficient outcome).

The scale of efficiency was frequently emphasized in ea@; conceptions of performance, which
emphasized financial outcomes as the main perf&@fge indicator 3. The definitions of this
notion have since changed, particularly With\\@ltroduction of the Balanced Scorecard, which
now incorporates not just the ﬁnanciaigx;%vp int but also the internal perspective, the customer
perspective, and the perspecti.v@ ovation and learning. A balanced collection of metrics
that describe the outcorr@}methods used to get those outcomes may be used to describe
performance. The, s&ity for the growth and development - of staff skills (training,
satisfaction), egeg}e of innovation, and the use of opportunities - is achieved by balancing

and relati east four forces:

a. Production process effectiveness;
b. shareholder contentment;
c. customer satisfaction;

d. the capacity for growth and development,
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e. including employee skills (training, satisfaction), the level of innovation, and the
utilization of possibilities.

Performance will always be a contentious idea that is evolving. At the organizational level, it is
challenging to get agreement on the concept of performance since we must keep track of all
activities that take place within an organization and of all the many interests involyed* . The
goals of organizations (or their activities) are frequently nebulous, fluid, ﬁle, and
occasionally incoherent. Performance in these conditions is a subjective and cotfiplex affair. A
firm typically has a large number of stakeholders who can inﬂue\@r are affected by its

operations; as a result, there may be greatly diverse viewpoints f efines performance.

In an attempt to define performance, which is adequate to tr@ the development of the meaning

of this concept so complicated, we selected four@ s in terms of defining performance

through the literature study: ®%

a. Determining performan. At\e period of 1957 to 1979;
b. Determining pe.rf@e in accordance with the degree of goal attainment;
c. Determini@@mance based on company productivity and efficiency;

d. Detqr@g performance based on value creation.

2.1.1.1 Firm @petitiveness

The id%\gjcompetition is seen as a multi-tiered and nuanced concept, and it is strongly related
to Michael Porter's key work. The findings of a nationwide competitiveness investigation of the
extraordinary achievements of businesses and their industry across various nations. His diamond
framework highlights the explanatory variables that allow businesses to successfully compete in

their global sectors®. It offers a review of scholarly contributions and subsequent and connected
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research findings. An organization is thought of as a whole with its competitive strategy, and the
internal elements of organizations were not looked at. Porter's earlier works developed and
covered such elements. The interrelatedness of national, regional and firm levels of
competitiveness in the global context. Firm-level competitiveness was a synonym of business
performance in strategic management when the function and effects of functional_ strategies

competitiveness (FC) and its connection to national competitiveness, a d n and model

(such as the domains of production and operations management) were exa Qd or firm

were created 2. In various research, the term is used as the starting po@xamining company

competitiveness. The RBV of the company is used as the foundatien for surveys of firm-level

inquiries concentrating on the chief executive officer ( Qr top-level actions in these

competitiveness studies. Studies on operations marg@ now suggest the adoption of RBV
(&

O

The term "firm competitiveness" (FC) K to a concept where the company serves as the

for the company.

analytical unit and is studied in the@‘@ of economics, business, and management studies. Our

chosen term elaborated on th@ection:

.“‘&competitiveness is the capability of a firm to

6(;>tainably fulfil its dual purpose: meeting customer
Q’b demand at profit. This capability is realized through
\/ offering on the market goods and services which
customers value higher than those offered by competitors.

Achieving competitiveness requires the firm’s continuing

adaptation to changing social and economic norms and

conditions.”
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As it is used in the field of international business, it focuses on firm-level competitiveness in
global contexts and distinguishes between firm- and country-specific advantages. Building on it
and adding new components, we may characterize drivers and outcomes that, in our view, are
impacted by enablers to explain firm competitiveness . These three components make up FC.
Enablers and macro-level elements that come from the macro-environment can be matched.
These are referred to as Country Specific Advantages as a construct (CSA). P Q%ms that
touch on this idea include the competitiveness rankings and the diamond framewdrk. Drivers are

made up of the resources and their accompanying abilities, i.e. utili@tﬂoitaﬁon), upgrade

(exploration), and renew (renewal), which are accessible to fulfjl%rm’s goal. They use the

term "Firm-Specific Advantage" (FSA). Business and mane studies, particularly Theories
of the Firm and Strategic Management, are where Q«@epts, methodologies, and studies on

drivers are found. FC results from the company's tions (such as revenue and market share),

Owners). CO\
S

Competitive strategy concer@ﬁ a firm is doing to gain a sustainable competitive advantage.

which are also evaluated and verified by i@rtant external stakeholders (like customers, and

It comprises all those Q and approaches that a firm has and is taking to attract buyers,
withstand compe@%ﬁisure and improve its market position 7 to survive in the competitive
environmen ébecomes necessary for the threatened public transport companies to be
aggres%gﬁ their search and development of strategies that provide competitive advantage as
they step up defensive strategies to protect their competitive advantages. The stiff competition
among public transport companies and the entry of other players into the industry following the
ban on fourteen-seater passenger vehicles necessitate the design of competitive strategies to

guarantee their performance. Successful strategies lead to superior performance and sustainable
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competitive advantage. The ability of a company to command a competitive advantage depends

on the sustainability of the competitive advantages that it commands.

Organizational strategic competitiveness refers to a company's ability to compete in the industry
in which it operates 8. A competitive strategy, then, entails outlining how a company intends to
develop and sustain a competitive edge to outwit its rivals. The focus of business s@egies on
the external business environment, which includes rivals and customers, i@gesented by
competitive strategy. A firm's long-term action plan for strategic che itiveness aims to
provide it with a competitive advantage over rivals after analyzin% e competitors' flaws,
strengths, opportunities, and dangers in the same sector and aring them to one company.
Strategic competitiveness is characterized as a long-t®strategy for a certain firm to
outperform its industry rivals. Its objectives are to @%e a secure sanctuary in the sector and
generate a high Return on Investment. Strate@etitiveness describes a company's ability to
outperform rivals in similar markets dm@sls of profit’. A company that has a competitive
advantage over its rivals will ultin@% more lucrative than those rivals. To outwit rivals and

ensure excellent corporate p ance, strategic competitiveness aims to use cost leadership,

differentiation, and foc Qegies of firms to build competitive advantages.

2.1.1.2 Firm g&kon

Innovatio result in new products, new services, new technologies or new management
approaches. A single company can deploy a variety of innovations. A company needs to
prioritize many sorts of innovation to thrive and survive in a more unpredictable world.
Innovation is the use of something novel that benefits the inventor (ideally). It is the acceptance

of novel ideas or practices'?. "The introduction and use, within a group, organization, or broader
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society, of methods, products, or procedures new to the relevant unit of adoption and intended to
benefit the group, person, or wider society," according to the definition provided by the. An idea,
behaviour, or thing that is recognized as a novel by a person or other unit of adoption is another
definition of innovation !'. "The multi-stage process through which firms turn ideas into
new/improved goods, services, or processes, to develop, compete, and differentiate themselves
successfully in their marketplace," according to the definition of innovation. Inn \Q&ncludes

new goods and services, processes and technology for manufacturing \theff, as well as

administrative changes. Q

One form of innovation that is possibly the most common l@ﬁstudied is organizational
innovation. The existing body of literature on innovation &@a significantly greater focus than
any other sort of innovation on technological innov@%as manifested via product and process
innovation. In particular, the Organization fo{éﬁnic Cooperation and Development (OECD)
classified innovation into two categories\q'*te first two editions of the Oslo manual: product
innovation and process innovation”\'cf?e third version of this guidebook has just lately started
to acknowledge organization@)vation in addition to marketing innovation; this recognition
dates back to 2005. F &ng a thorough assessment of the literature, it is revealed that
organizational ir@%}ﬁ

nations. Fopbéﬂnce, noted that organizational innovations remained "at the centre of the

is most common and potentially the most significant in emerging

innova\i@ forts" of the enterprises in Nigeria despite the discovery of certain product, process,
and marketing innovations'4. In recent years, businesses have given administrative innovation—
a term that overlaps with organizational innovation—more emphasis!®>. The arguments in favour
of the claim that organizational innovation is the most prevalent type of innovation in Vietnam.

There is an imbalance in the material currently available when it comes to increasing our
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understanding of the many forms of innovation used by businesses. Despite being the most
common form, organizational innovation has received relatively little research, and our
understanding of it is quite limited. What kind of actions fall under the organizational innovation
category? Is there any proof that this kind of innovation improves the performance of businesses,
and if so, is the connection always favourable? More empirical research on organizational

innovation is needed to answer all of these problems, especially in the conte Qde eloping

nations!®. &< )

Business processes, workplace organization, and external interactio the three areas where
organizational innovation is applied by the company. Busines@ctices first refer to how work
duties are carried out in firms. An example of organization&ovation in business processes is
the initial implementation of lean production. Sec@’bvorkplace organization describes how
tasks and decision-making are distributed an@loyees as well as how corporate operations
are organized®’. An example of organi.z@l innovation in workplace organization is the first
deployment of an organizational w@hat allows the company's employees more autonomy in
decision-making. A cuttin&@ing, reorganizing, or merging work assignment is part of a

company's new organizatiomnal strategy for workplace organization or commercial operations.

[ ]
Lastly, modern <rg&a onal techniques in a company's external interactions entail modern
techniques @anaging relationships with its external stakeholders. A company that first

outsou\&s hiring or production functions is an example of organizational innovation in

external relations®°,

All administrative initiatives to update organizational routines, processes, mechanisms, systems,

etc. are closely related to organizational innovations. As a result, it is closely related to the term
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"administrative innovation" that many studies employ. Organizational innovation is defined by

the OECD in a way that is similar to "management innovation".
2.1.1.3 Firm Productiveness

The quantity of output a company can create with a specific set of inputs is measured by
productivity. Unfortunately, it's not always possible to immediately observeQ\kmpany's
production. In most empirical investigations of firm-level production, the OQJ@ proxied by
firm sales, which have been deflated using a standard industry price 1 Firm-deflated sales
will offer a "perfect" proxy for production if the output generated %messes in an industry is
a homogenous good. The relationship between company-de sales and output, on the other
hand, will be broken if the products made by many busin@s;s are even somewhat different from
one another’2. Since the work, the inherent iss»@fg utilizing the deflated sales proxy to
estimate company-level production func&g have been highlighted. Surprisingly, the
succeeding work on empirical product&n ysis has mostly avoided this issue. The estimation
of firm productivity levels, which erived as residuals from an estimated production function
based on the deflated sal@ has received a significant amount of attention in this area. The
proxy problem is th e either disregarded, leading to a straightforward interpretation of the
residuals as dwty, or it is brought up as a warning that the residuals inextricably blend
measurer@
can stm

erive useful metrics of business productivity that are unaffected by changes in the

business productivity and pricing practices?’. This thesis demonstrates that one

firm's pricing relative to the industry index using just data on firm-deflated sales and input
utilization. This thesis demonstrates that one can still derive useful metrics of business
productivity that are unaffected by changes in the firm's pricing relative to the industry index

using just data on firm-deflated sales and input utilization.
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Utilizing organizational resources effectively is usually understood to be the definition of
productivity. Productivity is a measure of a company's capacity to use its inputs to generate the
greatest amount of output. Productivity and business performance must be related. Increasing
productivity might result in a decrease in the cost per unit produced, which would improve the
company's profitability. This general knowledge, meanwhile, is insufficient in the contemporary
corporate world. In certain cases, a company may be very profitable (due to it @y to set
higher selling prices, purchase supplies at lower rates, or maintain lower inyen levels), yet
productivity may be low, and vice versa. This connection is not we@ ed or fixed. Many
internal and environmental factors have the potential to mask this Wnk: However, among other
methods for enhancing company performance, producti@ velopment is a crucial one.
Productivity growth entails reduced cost growth, rﬁra% competition, improved capacity to

pay salaries, and more funding for business e)gEan nd environmental protection.

N\

A company must either advance the. @Ser of knowledge or get closer to it to increase
production®. According to the re%&cﬁ,\both the institutional setting and the accessibility of
finance have an impact on @tivity levels and the possibility that innovation will occur
through invention or ad%?g. Some have argued that we should include finance, or the growth

of the financial s<cto§s§§

theory of TFP.

The inves@t environment also has an impact on business performance. A sizeable amount of
the VaMn in the performance of firms in the garment industry in the oil and gas sector in
south west Nigeria is attributable to the investment climate, as assessed by variables like power
outages and customs delays. In nations with stronger investment climates, there is more
international integration, and thus, there may be more opportunities to embrace foreign

innovations. Prior empirical research on the productivity-performance relationship recognized
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productivity as the primary factor influencing profitability and enhancing corporate

performance'>
2.1.2 Employee Performance

Employee performance is fundamental for the achievement of each organization and profitability
in this dynamic environment'®. These days, organizations require such sort of emp \;\who put
in more than their job scope and are far from goals and expectations. TQ@ majority of
organizations copping with contemporary difficulties put more a@ation on employee
performance'!. According to some authors, service firms inves@ in their work force to
maintain long-term relationships with them and to increa performance along with job
satisfaction. Downsizing, mergers, innovations and re turing of the organizations usually
decrease employee’s performance. In addition %@? task, quantity and quality, changing
location and time constraints radically affect m\QQork life of employees. These days, many firms
are facing current difficulties and ne& cus more concentration on elevating employees'
performance’®. More so, to cor.ma@xrorthy performance, managers need to let employees have
more power to design thei '@and roles. In this way, employees will discover their jobs more
fit between employees\ieeds, skills and values. The deficiencies in employee performance will

be overcome Qﬁaﬁive leadership, communication, motivation, employee development, self-

directed té@and organizational culture.

N

Employee performance in the Federal Road Safety Corps (FRSC) is critical for the organization's
success in ensuring road safety and effective traffic management across Nigeria. FRSC
employees, including officers and road marshals, are at the forefront of enforcing traffic

regulations, responding to road accidents, and educating the public on road safety practices.
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Several key factors contribute to employee performance in the FRSC. Firstly, training and
development play a crucial role in equipping employees with the necessary skills and knowledge
for their roles. FRSC employees undergo rigorous training programs to ensure they are well-
prepared to handle the challenges they may encounter in their duties. Continuous training and
development are essential for keeping employees updated with the latest road safety practices,

regulations, and technological advancements in the field.

Leadership and management also play a significant role in influencing employee performance.
Effective leadership sets the tone for the organization and creates a positive work environment
where employees feel motivated, engaged, and valued. Good leadership practices include setting
clear expectations for performance, providing regular feedback and support, and recognizing
employees for their contributions. Strong leadership fosters a culture of accountability,

professionalism, and teamwork, which are essential for enhancing employee performance.

The work environment at the FRSC is another critical factor that impacts employee performance.
Factors such as workload, resources, and organizational culture can influence how employees
perform their duties. A positive work environment that values and supports employees can
enhance morale, motivation, and job satisfaction, leading to improved performance. On the other
hand, a negative work environment characterized by high stress, poor communication, and lack

of support can have a detrimental effect on employee performance.

Employee performance in the FRSC is also influenced by factors such as job satisfaction,
recognition, and rewards. Employees who are satisfied with their work are more likely to be
productive, engaged, and committed to the organization. Recognizing and rewarding employees

for their contributions can boost morale and motivation, leading to improved performance.
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Performance management systems that set clear goals, provide regular feedback, and evaluate

employee performance are essential for enhancing overall performance in the FRSC.
2.1.3 Organizational Culture

Organizational culture is generally understood as all of a company's beliefs, values and attitudes,
and how these influence the behaviour of its employees®’. Culture affects how peo@@erience

an organization—that is, what it's like for a customer to buy from a comp@ supplier to
work with it. Q&

Conceptualizing organizational culture, the concept of culturg-in organizations must be taught
and exchanged. Organizational cultures are based on cogn structures that help explain how
workers think and make choices®®. The "normativ g@ is known as organizational culture,
which is a way of keeping the entire orga%@ ogether. The definition of organizational
culture also provides a basis for assessing\h@fference between organizations doing business in
.
the same national culture that can su Qg\The concept of culture is generally used in the concept
of organizations nowadays. T\’V@ﬁln social group factors might create organizational culture; a
group's structural stabili@e incorporation of a single object into a higher norm. Culture
can be described '@ework of common values that can be estimated to represent the similar
culture of the @amzation, even with different backgrounds within the organization at different
levels{@ciples and values of the organization have a direct influence on all those who are

attached to the organization.

Standards are claimed to be intangible, but if companies want to enhance employee efficiency
and profitability, standards are what they need to look for. Counter Culture is mutual beliefs and

values that are implicitly contrary to the values and beliefs known as counter cultures in the
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wider organizational culture, developed often around a powerful manager or leader. The original
organizational culture could be considered a threat to this form of culture*®. Subculture is the
segments of culture that display different norms, principles, beliefs and behaviours of individuals
due to discrepancies in geographical areas or (within an organization) departmental priorities and
job requirements. The perception of subculture work. The perception of subculture workers was
related to the loyalty of employees to the company. To allow for social interac Q&side the
workplace, some groups may have a common culture within them. Sinc%grganizational
culture reflects a shared view held by members of the organization. '@Me, individuals with
distinct backgrounds or at different levels of the compan a@pected to identify their
community in similar terms*. That does not mean, howev@a here are no subcultures. Most
large organizations have a dominant culture and m@s subcultures. A dominant culture
expresses the core values a majority of members and that gives the organization its distinct
personality. In large organizations, subcultu s\end to evolve to represent common challenges or
.
experiences members face in the san@artment or location. A subculture that incorporates the
core values of the dominant c&% plus additional values specific to representatives of that
department, can be presek@%ch of the different departments. If organizations were comprised
only of various es, the corporate culture would be substantially less powerful as an
independent vasiabl€. It is the “shared sense” element of culture that makes it such an effective
instru e\@behavioural instruction and shaping. But subcultures can affect the behaviour of
members as well. Organizational culture is also referred to as a structure that separates the

organization from other organizations with a common meaning held by members. In every

organization, organizational culture is a very important topic.

34



For performance, organizational culture and communication between employees are important.
Organizational cultures show the conditions of employment, employee behaviour, etc. A
significant determinant of organizational performance is organizational culture and each
organization has an exclusive social structure. In establishing the organization's brand image and
making it different from its rivals, the work culture goes a long way. Over the years, the concept
of culture has completely shifted from being a summary of collective practices a Q&k within
an organization that could not be influenced. The concept has been creat%gcognize that
organizational culture is unpredictably tangible and can be purposel@ d and leveraged as
employee experience. The culture of organizations requir§$ship concentration and

attention and should be deliberately incorporated into the o 1onal structure.

QO

Organizational culture is a framework of common %ptions, values, and beliefs that dictate
how organizations treat individuals*!. These@n beliefs affect the people in the company
strongly and control how they dress, be%nd perform their jobs. A specific culture is created
and preserved by each organizatim@ﬁﬁ establishes standards and limitations for the actions of
the organization's members@h attributes that vary in importance from high to low are
composed of 0rganizatk§%1 Iture. For each of these attributes, each organization has a separate

value that, when< co%fn

organizatio@e decisions on the importance put on these features by their company and then

d, determines the specific culture of the organization*?. Members of

change\khg{ actions to adhere to this perceived collection of values. Organizational culture
involves values and attitudes that "contribute to an organization's unique social and
psychological environment." Organizational culture reflects the organizational members'
common values, beliefs and ideals and is a product of factors such as history, product, market,

technology and strategy, employee type, management style, and strategy. The culture involves
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the vision, principles, standards, structures, symbols, vocabulary, assumptions, beliefs, and
behaviours of the organization. As a way of perceiving and, also, thought and feeling, it is also
the pattern of such group behaviours and assumptions that are taught to new organizational

participants. Organizational culture also shapes the way individuals and groups connect, with

S\

Furthermore, the organizational culture can influence how strongly workers @Lte with an

customers, and with stakeholders.

organization. Although a company may have its "own unique culture",&l I organizations
there are sometimes co-existing or conflicting subcultures because ¢ culture is linked to a
different management team'®. There are contrasting organina cultures that depend on
organizational objectives and style of leadership. In one orggation, for example, you will find
out that all decisions need to be thoroughly reportec@anagers and "successful managers" are
those who can provide comprehensive evida@upport their recommendations. There is no
support for innovative decisions that.in\(ﬂ;iubstantial change or risk. Managers tend not to
introduce proposals that deviate fa@he status quo, so managers of unsuccessful projects are
publicly blamed and penaliz%&e of the company's often-used phrases is: "If it's not broken,
don't repair it." In this &ny, there are comprehensive rules and regulations that employees
are expected to @

Managemer}béspective of the effect on employee morale or attrition, is concerned with high

efﬁcieﬁQz./Q

ensure there are no anomalies, administrators closely supervise staff.

Job tasks are devised around people. Different divisions and lines of authority exist, and workers
are required to avoid formal communication beyond their functional area or line of command
with other workers®. Evaluations and incentives of success prioritize individual effort, while

seniority continues to be the primary factor in deciding pay increases and promotions. There are,
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on the other hand, several companies where leadership facilitates and encourages risk-taking and
transformation. Intuition-based judgments are respected as much as those that are well-
rationalized**. Management is proud of its history of experimenting with emerging innovations
and its success in developing groundbreaking goods regularly. Managers or workers who have a
good idea are encouraged to “run with it”. And mistakes are viewed as “experiences of learning”.
The company is proud of being market-driven and sensitive to its customers' QVi g needs
quickly. For workers to obey, there are few rules and regulations, and conttol 15oose because
management thinks the workers are hard-working and trustworthy. @a ment is concerned
with high productivity but assumes this comes about by correct @ng the individuals®. The
company is proud of its credibility as being a good place t(@ n. Job activities are structured
around work teams, and team members are encour&%&ollaborate with individuals through

®%

Employees speak about the rivalry bewv%eams in a constructive way. Individuals and teams

roles and levels of authority.

have expectations, and the achieve@“é&f these results is dependent on incentives. In selecting
how the objectives are accom{@d, workers are granted considerable control. Strong and Weak

Organizational Culturx}wbculture of organizations may be either weak or solid'®. A strong

°
corporate culturs‘ is%fe

principles a}bQQrganization's concern. Organizational culture is believed to be deep, with the

here the majority of workers have the same form of beliefs and

majorﬁ)\gémployees adopting the same kind of organizational beliefs and values. While one
that is loosely knitted may be a delicate community. It may be a valuable tool for some time, but
often not, for individual thinking, and accomplishments, and in an organization that wants to
evolve through creativity. Laws are placed exclusively on workers and may generate diversity

between the personal interests of the individual and organizational objectives. Martins and
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Martins point out that “the fundamental values of the company are kept firmly and expressed
widely in a strong community”. This indicates that they become more dedicated to them as
organizational members embrace the common values. Therefore, a good corporate culture refers

to organizations in which principles and values are expressed within an organization relatively

>\

The behaviour of organizational members is profoundly affected by strov@anizational

consistently*S.

cultures. In other words, a healthy community is a potent lever for behay'er dvice. A strong
organizational culture will enable an organization to achieve hi @ess for the following
reasons: A strong organizational culture promotes the coor@ion of goals. High levels of
employee engagement contribute to a good organizationalNgtilture #!. It is easier for a good
corporate culture to learn from its experience. Some@zrs note that “one clear consequence of
a good culture should be a lower turnover u@fkrs” about the above advantages of a strong
organizational culture. This is becauﬁ\& e final results are stability, commitment and
organizational participation when %(\caational members agree to what the company stands for.
On the other hand, a weak @ means the opposite of a strong culture, i.e. organizational
participants do not adh Qcommon ideals, values and norms. It is difficult for organizational
participants in a@%ﬁl ure to align themselves with the core principles and priorities of the
organizatio consequence, elements or distinct divisions of such an entity uphold numerous
Values\hgﬁo not explicitly discuss the organization's core objectives. As they are directly
related to increased turnover, poor cultures have a detrimental effect on workers. The
fundamental strength of the culture of the company, in essence, is determined by how fragile or
strong it is. Characteristics making up organizational culture. Optimizing the values of

employees is seen as rational assets that require a culture for individual and organizational
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learning, new knowledge creation, and readiness to share with others to promote their reasonable
participation. There seems to be a consensus that organizational culture refers to a structure that
separates a specific organization from other organizations with a common meaning held by

members. On closer inspection, this structure of common sense is a collection of core

It is essential to note that not only one organizational culture e '&Academic literature

characteristics that the organization’s values.

2.1.4 Types of Organizational Culture

generally accepts that numerous organizations have distinctiv%tures‘”. As revealed in
theoretical studies of organizations, there are four primary f organizational culture: The
internal process model to maintain continuity and ce@ol, and the internal process model
requires a control/ internal emphasis in which in on management and communication are
used. This model has often been referred t(@ ‘hierarchical society’ because it requires the
regulation of technical matters, obedi@%,va d obedience to laws. The internal process model
most explicitly represents the (@ional bureaucracy and public administration theoretical
model that relies on struct \es and procedures as control mechanisms. The second is open
systems model A flexibility/external emphasis in which preparation and adaptability are used to
achieve devel 1&5& resource acquisition and external support is included in the open systems
model. T@adigm has also been referred to as a ‘developmental culture’ because it is related
to cre>1\€ innovative leaders who often retain an external environment emphasis. These
organizations are competitive and competitive, their leaders are risk-takers, and individual
initiative is connected with organizational rewards*®. The third aim of organisational culture is

human relations model the model of human relations requires a flexibility/internal orientation in
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which training and wider human resources growth are used to create harmony and the morale of

employees.

This organizational culture model has often been referred to as ‘community culture’ because,
through collaboration, it is correlated with confidence and involvement. Managers aim to
promote and mentor staff in organizations of this kind, and lastly the rational goal q&el which
entails a control/external orientation in which planning and target setting ar@to achieve
productivity and performance is included in the logical goal model*¢ Dueto its focus on
performance and goal achievement, this type of organizational cultu ferred to as a rational
culture. Production-oriented organizations of this kind organid managers organize workers
in pursuit of designated objectives and targets, and incentivgre related to performance. The

meaning of this academic interpretation of culture@ 1s not that in organizations the styles

occur in any pure form. Several cultural fom@% displayed by organizations.

Rather, in our interpretation of prevéi‘jﬁg ultures and thinking about what re-balancing is
required if culture is to be move @Smbrace new behaviours and values, such typologies aid.
Functions of Organization @ure To give meaning to organizational life, the key role of
organizational culty@o describe the way of doing things '3. Making sense is a matter of
corporate cul reQ',pt,e members of the group continue to learn from the lessons of previous
members.@ result, organizational participants will benefit from whatever trials and failures
othersh/e been able to obtain in terms of information’!. Organizational culture also describes
organizational actions by specifying main objectives; methods of work; how members should

connect and address each other; and how personal relationships should be conducted.
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Dimensions of organizational culture while culture may not be instantly apparent, the
identification of a collection of principles that could be used to characterize the culture of an
organization allows us to more accurately define, quantify, and manage culture’?. Several
researchers have suggested different culture typologies for this reason. Organizational culture
profile (OCP), in which culture is defined by four distinct dimensions, is one typology that has
received a lot of research attention*’. These four elements of the culture of the or Q%n are as
follows: Power culture dimension there is a need to use power in any given drgaifiZation to exert
control and influence actions. Power-oriented culture is described @ganizational culture
centered on the inequality of access to resources’ “a culture of @ s a central power source
from which rays of energy scatter through the organi@ . This implies that power is
centralized and functional and specialist strings cg@rganizational representatives to the

®%

In the sense that it focuses on respect fon\& ority, rationality in processes, division of work and

core€.

normalization, this form of organié'\g?al culture may also be regarded as rule-oriented. Both
small and larger organization@ a power-oriented community. Leadership exists in a few and
depends on their capaci Qmall organizations managed by power-oriented leaders. Those who
exercise authoritée}k o’retain total power over subordinates. The size of the organization is a
concern wit structures because if the site connects to too many events, it may break down.
demorﬁt{g’that “at its worst power-oriented organizational cultures in a larger organization
continues to govern through intimidation, with misuse of power on the part of leaders, their
friends and their protégés for personal gain”*. This means that the propensity to instill fear in the

workforce and misuse control is present in a larger organization. Nepotism and favoritism may

contribute to this. A power-oriented cultural organization also has a top-down communication
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policy in general. Such an entity can be politically focused in the sense that decisions are made
not on procedural or strictly rational grounds, but largely based on power. The role culture
dimension characterizes role-oriented culture as “substituting the naked power of the leader for a
system of mechanisms and processes”. This form of culture focuses primarily on the definition
and specialization of workers. In other words, the procedures and rules that set out the job

description, which is more critical than the person who fills the role, govern worE@ower of

a position culture lies in its roles or specialties (finance, buying, development, ¢tc.) that can be
regarded as a set of pillars that a small group of senior executives @n‘[) coordinates and
regulates”. This implies that formalized and centralized roles ar I@wrstone and foundations
of such an organization; they are governed by position tact procedures. Owing to its

mechanistic methods, such an organization is often tgﬁwped as bureaucratic®. Organizations

with this kind of culture are defined rationally collection of tasks or work boxes joined

together. . @

A narrow band of senior managerr@fc?ordinates these positions or job requirements at the top.
Achievement culture dimens@*he achievement-oriented culture is described by scholars as
“the aligned culture th &s people up behind a shared vision or purpose”. The culture of
accomplishment @efeﬂed to as the mission culture, which includes the focus of the
organizatio icipant on realizing the organization's defined goal and objectives. A scholar
notes fb{tgl job culture is one in which control is somewhat diffuse, focused not on place or
charisma but on knowledge”. Unlike role-oriented culture, where a significant role is played by

positional or personal power, the center of achievement-oriented culture is abilities, abilities and

expert control. Authority is, therefore, founded on sufficient expertise and competence *’.
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To achieve organizational objectives, the key strategic aim of this community is to bring together
the right people. This indicates that, as a function of organizational culture, the achievement-
oriented culture is close to team orientation. Team orientation is described by Martins and
Martins as’ the degree to which work activities are organized around teams rather than
individuals. The company can satisfy its consumer demand by putting together a variety of
individuals who are experts in their fields. This is because teams through co Qd ctivities
create meaningful synergy. The key drawback of the accomplishment cuﬁrej this regard,
though using teams is an advantage, is that it overshadows individu@c ss. Support culture
dimension. The support-oriented cultural component differs_fro e achievement-oriented
culture that emphasizes teams since it supports people as@gganization's central point. The
culture of support is an “organizational atmosphere @ed on reciprocal trust between the
O
O

Thus, a person-oriented culture is often &Aged to as a support-oriented organizational culture.

person and the organization”.

There is only a support-oriented O%QCQ\ation for the people who compromise it, which can be
described diagrammaticall @uster in which no person dominates. “in the community of
individuals, individuals themselves decide on their allocation of jobs, with minimally meaningful
laws and comm@nechanisms”. In other words, based on personal choice, job tasks are
usually allo%@based on the need for learning and development. A positive culture produces a
favorauigﬁuosphere in the workplace that promotes proactive change, innovation and openness.
The organization values the abilities of individual staff who often respect their jobs. The
organization therefore sees its function as resourcing talented individuals and is allowed to make

decisions for the latter. Methods of learning organizational culture Fresh workers are not

completely indoctrinated in the culture of the organization, no matter how good a job the
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organization does in hiring and selection. Perhaps most importantly, new workers are
theoretically likely to disrupt the values and customs that are in place because they are unfamiliar
with the culture of the company. The business would, therefore, want to help new hires adjust to
its community. Socialization is called this phase of adaptation 8. In a variety of forms, culture is
transmitted to workers. Organizational participants can learn about organizational c&hure ina

R
O

2.1.5 Work-life Balance &

variety of ways and methods.

Work-life balance is a concept that has garnered significant atten® recent years due to the
increasing demands of work and the impact it has on indivi ersonal lives. It refers to the
equilibrium individuals seek to achieve between their Qﬂ( responsibilities and their personal
lives, including family, leisure, and health-relat %A{Qties”. Achieving work-life balance is
considered essential for maintaining overall weing and satisfaction in both professional and
personal realms. The concept of work—éi‘géaa nce recognizes that individuals have diverse roles
and responsibilities outside of &%&/ork environment, such as caring for family members,
pursuing hobbies, or engagi social activities. These aspects of life are considered equally

important as Work‘a&ould be given adequate time and attention to ensure a fulfilling and

satisfying life®. 0

Sever@’gcon‘[ribute to the challenge of achieving work-life balance. Work-related factors,
such as long working hours, excessive workload, and job insecurity, can impede individuals'
ability to engage in personal activities and maintain healthy relationships. Additionally,
advancements in technology have blurred the boundaries between work and personal life,

making it challenging for individuals to disconnect from work and fully engage in their personal
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lives®!. Organizations play a crucial role in promoting work-life balance among their employees.
By implementing policies and practices that support flexibility, such as telecommuting, flexible
working hours, and parental leave, organizations can help employees manage their work
responsibilities while attending to personal matters®?. Furthermore, fostering a supportive work
culture that values work-life balance and encourages employees to prioritize their wel\-being can

Q
O

ce. By setting

contribute to a healthier and more productive workforce®.

Individuals also play a significant role in managing their work-li
boundaries between work and personal life, prioritizing tasl% practicing self-care,
individuals can reduce the negative effects of work-related stre@d maintain a sense of balance
in their lives. Additionally, seeking social support from fa@ friends, and colleagues can help

individuals navigate the challenges of balancing woﬁ(bpersonal lifes?.

O

Work-life balance is a complex and multifz%\ concept that involves achieving equilibrium
between work responsibilities and per@ui . It is essential for individuals' overall well-being
and satisfaction and requires, a@r‘[ed effort from both individuals and organizations to
achieve. By recognizingﬁ%\poﬁance of work-life balance and implementing strategies to

support it, individ‘ua&d organizations can create a more fulfilling and sustainable work

environment“z Q/

2.1.6 {@hip Style

Leadership style is a critical aspect of leadership theory that reflects the approach and behaviour
of a leader in influencing, motivating, and guiding their followers or team members towards
achieving organizational goals. It encompasses how leaders interact with their subordinates,

make decisions, communicate, and address challenges within the organization®’. Leadership
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styles can vary widely and are influenced by factors such as the leader's personality, values,

beliefs, and the organizational context in which they operate.

One of the most well-known frameworks for categorizing leadership styles is the situational
leadership theory developed by scholars. This theory suggests that effective leaders adapt their
leadership style based on the readiness or maturity of their followers. The four leadj‘%ip styles
identified in this theory are directing, coaching, supporting, and delegating, f which is

appropriate depending on the followers' competence and commitment levﬁ‘sg.

Another prominent theory of leadership style is the transforma@gransactional leadership
theory developed by Bass. Transformational leaders are ¢ ed by their ability to inspire
and motivate followers to achieve beyond their self—inter@and to transcend their own needs for
the greater good of the organization®. Transa%@fbleaders, on the other hand, focus on
maintaining the status quo by using rewar(&g punishments to motivate their followers. In
addition to these theories, other leaﬁ\' tyles have been identified, such as charismatic
leadership, servant leadership,gu&@entic leadership. Charismatic leaders inspire and motivate
followers through their ch and vision, while servant leaders prioritize the needs of their
followers and focqs,&leir development and well-being. Authentic leaders are genuine and

transparent in:t:leg.adtlons, aligning their behaviours with their values and beliefs.

The CIO\itl%pleadership style can have significant implications for organizational performance
and employee outcomes. For example, transformational leadership has been associated with
higher levels of employee engagement, job satisfaction, and organizational commitment, leading

to improved performance and productivity. Conversely, autocratic leadership, characterized by a
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top-down approach with little input from subordinates, can lead to lower morale and motivation

among employees’”.

Leadership style is a critical component of effective leadership, reflecting the approach and
behaviour of a leader in influencing and guiding their followers. Different leadership styles can
be effective in different situations, and effective leaders are often able to adapt their style based
on the needs of their followers and the organizational context. Understanding ‘the various
leadership styles and their implications can help leaders become more effgctive=ii their roles and

contribute to the success of their organizations.

2.1.7 Employee Well-being

Employee well-being is a crucial aspect of organizational success and refers to the state of being
comfortable, healthy, and happy in the workplace. It encompasses various dimensions, including
physical, mental, emotional, and social well-being. Physical well-being in the workplace
involves providing a safe and healthy work environment, promoting regular physical activity,
and encouraging healthy eating habits. Employers can support physical well-being by offering
ergonomic workstations, providing access to fitness facilities or programs, and promoting a

culture of health and wellness’!.

The conceptyof*'well-being is often understood and defined within a social constructivist
framewerk."Several of the included studies viewed well-being as a social construct that has to be
interpreted within a specific context that includes social, economic and political factors.
Definitions of well-being ranged from short concepts to detailed proposals of a socially
constructed definition of well-being. The widely used definition of well-being from a social

constructionist perspective is that suggested by WHO. Notwithstanding criticism related to the
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definition being overly prescriptive rather than descriptive with limited means of implementation,
the definition has been referenced by various studies included in this review’?. As well as by
various well-being organizations, the debate that propelled this understanding of well-being
began in the 1950s and continues to date as there is still not one accepted definition of well-being
even within the model that rejects the medical approach. One of the early proponents of this
approach was a scholar in 1958 who critiqued the tendency to equate well-b Qﬁ mental
illness, arguing instead that they are very distinct constructs. Similarly, a §study“related to the
manpower and resource needs in well-being, emphasizes a shift fr x medical model of
understanding mental illness as another illness to a broa r%extualization of mental
disturbances’. The vast majority of studies are included in@ 1ew. A scholar elaborated on a

definition of well-being that reflects a broader un&@ing of the concept beyond disease.

Furthermore, two studies suggest a reference_to e well-being rather than just well-being.

Several other studies examined pieces of le 'éﬁon dealing with well-being.
This is consistent with the conce Elpwell-being remains a mystery at societal levels and is

often used interchangeably ental disorders pointing to the need for effective well-being

promotion intervention &nvolve a range of activities to increase the chances of more people
experiencing bet@%"— ing”. The finding that well-being is used interchangeably with mental
illness in p nd practice is problematic, particularly for psychiatric epidemiology. Well-
being %&oe conceptualized from the strengths’ perspective, as more than the absence of
mental disorders or disabilities but a state of well-being that encompasses all aspects of an
individual’s life and their ability to engage productively within their community. More research
is needed to extend societal understanding of well-being and its determinants at individual,

family and community levels of social support. The absence of concise definitions of such
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important terms further compounds the understanding of the concept of well-being’®. While the
review found that the medical model is one of the dominant approaches to understanding the
concept of well-being, it also determined that there is a growing trend to understand the concept
as a social construct that is beyond the presence or absence of disease. Broadly, well-being is
deemed a generic term referring to the overall mental state of an individual, family or community
that subsumes degrees of health and illness. Although the terms are often and un (Qn&a;ly used
interchangeably, well-being and mental illness are understood differently{in yatious societal
contexts and do not refer to the same thing’’. The concepts are i d as not mutually
exclusive but one fundamental difference is that everyone has @e vel of well-being all of the

time, just like physical health, whereas it is possible to be mental illness.

2.1.8 Emotional Well-Being SOQ

Emotional well-being is a fundamental com )&fg‘ overall health, encompassing the ability to
understand, manage, and constructivelé%&pr s one's emotions. It is characterized by a sense of
balance and resilience that engbl&@viduals to navigate the ups and downs of life effectively.
Central to emotional wel%!%\‘is the capacity to recognize and respond to one's own emotions,
as well as to emp@tg&vith the emotions of others. This ability is essential for forming and

maintaining h&lt@'ationships and coping with stress and adversity.

Sever@gmensions contribute to emotional well-being. Self-awareness, or the ability to
recognize one's own emotions, is foundational, as it enables individuals to understand how their
emotions influence their thoughts and behavior. Self-regulation is another critical aspect,

involving the ability to manage and control one's emotions in different situations. This includes
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strategies such as deep breathing, mindfulness, and cognitive reframing, which can help

individuals cope with stress and regulate their emotional responses’s.

Social awareness, or empathy, is also integral to emotional well-being, as it allows individuals to
understand and respond to the emotions of others. This skill is essential for building and
maintaining healthy relationships, as it fosters understanding, compassion, and peration.
Finally, relationship management, or the ability to communicate effectively and e conflicts,

is crucial for maintaining strong and supportive social connections, whic&re%l for emotional
well-being”. &

Emotional well-being is not static but rather fluctuates in re internal and external factors.
Life events, such as major transitions, losses, or traun@,’ can significantly impact emotional
well-being, as can chronic stressors such as & relationship difficulties. Conversely,
positive experiences, such as meaningful rela@ips, accomplishments, or moments of joy, can
enhance emotional well-being and resi&&e. romoting emotional well-being requires a holistic
approach that addresses indivi interpersonal, and societal factors. This may include
strategies such as pro@motional literacy and social-emotional learning in schools,
providing access ;to,\ugl—being services, and creating supportive environments that foster
emotional ex egw and connection. By prioritizing emotional well-being, individuals and
communi%%an cultivate the resilience and emotional intelligence needed to thrive in an

increa@fy complex and interconnected world.
2.1.9 Employee Social Well-being

Employee social well-being refers to the quality of relationships and social interactions within

the work environment that contribute to employees' overall sense of belonging, support, and
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connectedness. It is a key component of overall employee well-being and is influenced by
various factors, including organizational culture, leadership styles, and workplace policies.
Central to employee social well-being is the quality of relationships with colleagues, supervisors,
and other stakeholders. Positive relationships characterized by trust, respect, and support can
enhance job satisfaction, engagement, and organizational commitment. These relationships
provide a sense of belonging and can buffer against stress and burnout. Emplo Q%al well-
being is a multifaceted construct that pertains to the quality of an individual's so¢fal interactions
and relationships within the workplace. It encompasses various dir@%ﬂs, including social
support, work-life balance, job satisfaction, and organizational s rt. Social well-being is

integral to the overall well-being of employees, as it inﬂue@ eir well-being, job satisfaction,

and overall performance. &Q

One of the key aspects of employee social E@g is social support. Social support refers to
the availability of resources, both ins@n‘[al and emotional, from one's social network,
including colleagues, supervisorsé\nc?\the organization as a whole. A supportive work
environment is conducive to @yee well-being, as it provides a sense of belonging, reduces
stress, and enhances jo &faction. Employees who perceive high levels of social support are

more likely to be<en&€d n their work and exhibit higher levels of performance®’.

Organizat&@support is also critical for promoting employee social well-being. Organizations
that ink&(in their employees' well-being through training, development programs, and health
initiatives demonstrate a commitment to their employees' welfare. Employees who perceive their
organization as supportive are more likely to be loyal, motivated, and satisfied with their jobs.
employee social well-being is a complex and multifaceted concept that encompasses various

dimensions, including social support, work-life balance, job satisfaction, and organizational
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support. Promoting employee social well-being is not only beneficial for employees' well-being
and job satisfaction but also contributes to organizational success through increased engagement

and productivity.
2.1.10 Psychological Well-being

Psychological well-being is a multifaceted concept that includes the mental, \&ml, and
social components of a person's existence. It represents a person's subjtljgense of life
happiness and fulfilment, as well as their ability to deal with stre hardship. Genetic
predispositions, personality traits, life experiences, and sociocult%rcumstances all have an
impact on psychological well-being. One of the key comp f psychological well-being is
self-acceptance, which involves having a positive attit owards oneself and accepting one's
strengths and weaknesses®!. Self-acceptance is @ted with higher levels of overall well-
being and is linked to greater resilience in &Qe of challenges. Another important aspect of
psychological well-being is personal %j@, hich involves a sense of continued development
and improvement as a person..T@ include pursuing meaningful goals, engaging in activities
that promote personal d%@c\m, and seeking out new experiences and challenges. Positive
relationships with‘q& are also crucial for psychological well-being. Social connections
provide emoti n&s&pport, a sense of belonging, and opportunities for personal growth and
fulﬁlmen‘@wduals with strong social networks tend to have higher levels of psychological

Well—b%!and better overall health outcomes.

Autonomy, or the ability to make choices and act independently, is another key component of
psychological well-being. Feeling empowered to make decisions that align with one's values and

goals is associated with higher levels of self-esteem and life satisfaction. a sense of purpose and

52



meaning in life is essential for psychological well-being. This involves having goals and values
that guide one's actions and provide a sense of direction and significance. People who feel that
their lives are meaningful tend to have higher levels of psychological well-being and resilience.
psychological well-being is a complex and multifaceted construct that reflects an individual's
overall mental and emotional health®. It is influenced by a variety of factors, including self-
acceptance, personal growth, positive relationships, autonomy, and a sense Q&rpme and
meaning in life. Promoting psychological well-being requires a holistic a p@at addresses
A

these various aspects of a person's life, and can lead to greater happin@ ilience, and overall

O

well-being.
2.1.11 The Federal Road Safety Commission (FRSC)

In February 1988, the Federal Government create@eral Road Safety Commission through
Decree No. 45 of 1988 as amended by Decr@of 1992 referred to in the statute books as the
FRSC Act cap 141 Laws of the F eder@ Nigeria (LFN). Passed by the National Assembly

as the Federal Road Safety Co.m@ (establishment) Act 2007.
1. The Corps Visio?QQ

To eradicate roa tra}ﬁc ctashes and create a safe motoring environment in Nigeria

O
2. Mi ’bﬂ Statement
N

The Mission of the Corps is to Regulate, Enforce and Coordinate all Road Traffic and Safety
Management activities through Sustained public enlightenment o Promotion of stakeholder
cooperation of Robust data management o Improved vehicle administration o Prompt rescue

services o Effective patrol operation
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In particular, the Commission is charged with the responsibilities of:

Preventing or minimizing accidents on the highway; Clearing obstructions on any part of the
highways; Educating drivers, motorists and other members of the public generally on the proper
use of the highways; Designing and producing the driver’s license to be used by various
categories of vehicle operators; Determining, from time to time, the requirements to{satisﬁed
by an applicant for a driver’s license; Designing and producing vehicle nu@Qplates, The
standardization of highway traffic codes; Giving prompt attention Kd to victims of
accidents; Conducting researches into causes of motor accidents and ds of preventing them
and putting into use the result of such researches; Determinin enforcing speed limits for all
categories of roads and vehicles and controlling the use 0@ed limiting devices; Cooperating

with bodies or agencies or groups in road safety a@’bs or in prevention of accidents on the

highways; Making regulations in pursuance (\\@f the functions assigned to the Corps by or

under this Act. . &
N

Regulating the use of sirens, ﬂz&%&nd beacon lights on vehicles other than ambulances and
vehicles belonging to the 1® Forces, Nigeria Police, Fire Service and other Para-military
agencies; Providing@ide and mobile clinics for the treatment of accident victims free of
charge; Regu ti@ use of mobile phones by motorists; Regulating the use of seat belts and
other safe@vlces; Regulating the use of motorcycles on the highway; Maintaining the validity
period%/drivers’ license which shall be three years subject to renewal at the expiration of the
validity period; and In exercise of the functions, members of the Commission shall have power

to arrest and prosecute persons reasonably suspected of having committed any traffic offence.
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2.2 Theoretical Framework

There are many perspectives and models to explain the theoretical framework of unethical work
behaviour and the theoretical framework for locus of control and effort-reward imbalance are

also discussed.

2.2.1 Stressor-Emotion Model

The Stressor-Emotion model was first proposed by Susan Folkman and Richard Lazarus in the
1980s as part of their transactional model of stress and coping. Lazarus and Folkman were
influential figures in the field of psychology, particularly in the study of stress, coping, and
emotion. The model suggests that stress arises from an individual's appraisal of a situation and
ability to cope. Stressors are seen as events or circumstances that challenge an individual's
resources and are appraised as potentially harmful or threatening. The emotional response to
stressors is considered a key mediator in the stress process, influencing how individuals interpret
and respond to stressful situations. According to the Stressor-Emotion model, emotional
responses to stressors are not only a consequence of stress but also play a central role in shaping

subsequent coping efforts and outcomes.

The model suggests that the intensity and duration of emotional responses depend on individual
differences and the nature of the stressor. For example, a high workload coupled with tight
deadlines may result in more intense emotional responses compared to a less challenging
situation. These emotional responses, in turn, influence various outcomes such as job
performance, well-being, and job satisfaction. The Stressor-Emotion model also highlights the
role of moderating factors, which can influence the strength of the relationship between stressors,

emotional responses, and outcomes. Factors such as social support, coping strategies, and
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personality traits can all impact how individuals respond to stressors and the subsequent
outcomes they experience. In practical terms, the Stressor-Emotion model suggests that
organizations should pay attention to both the stressors present in the work environment and the
emotional responses of their employees. By identifying and addressing sources of stress,
providing support for managing emotions, and promoting positive coping strategies,
organizations can help mitigate the negative effects of stressors and improve employee wellbeing

and performance.

The workplace is an environment that is rife with the experienc \uld)expression of strong
emotion. It is the source of both physical (e.g money) and psyglcal (e.g. esteem) needs and
fulfilment. Individuals monitor workplace events and thos@emed as particularly relevant for
enhancing or hurting well-being will tend to induce %1. Therefore, a situation that induces
negative emotion will increase the 1ikelih00®%ysfunctional or unethical work behavioural
responses will occur either as actively @{ectly attacking the agent of the situation (e.g by

N
avoiding work or drunkenness). Q’&cj

The stress-emotion mod%%\ed on prevalence approaches to emotion, the stress process in
general and job sgr@ particular. What counts in this model is not the objective work
environment t&b}, the individual’s perception of environmental challenges and appraisal of
his/her ab@do cope with these challenges. A negative appraisal triggers negative emotions.
Theseé&ions, in turn, are linked to strain responses in the workplace. In specific application of
the Stressor- Emotion model, the employee perceives and interprets objective job conditions as
constraints, conflict injustice that challenge his/her goal achievement or well-being and appraises

his/her abilities to cope®.
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2.2.2 Frustration-Aggressive Model

The frustration-aggressive model has its roots in the classic Dollard-miller. Frustration-
aggression theory focuses on the interplay of affective and behavioural responses to certain types

of work situations. The Dollard model views aggression as a consequence of frustration.

However, it suffices to say it could be the antecedence of unethical work beha '*The key
contribution of human aggression theory is the linkage between anger/frustraQ@l aggression.
Frustration-aggression hypothesis suggests that Frustration is defin &interference with a
person’s goal-oriented behaviour can lead to aggression, depe@ on factors such as the
availability of alternative responses and perceived dan nishment. Fox and Spector
fleshed out this hypothesis in the domain of the worl@ce, looking at connections between
Frustrations as an environmental condition (i.e. @Zational constraints), emotional reaction
(usually anger) to such conditions, cognitive\\®1ents (e.g perceived control), personality and

workplace aggression. é;\\o
o

The Frustration-Aggression Modél, sﬁggests that when individuals are prevented from achieving
a desired goal, they may become frustrated, which can lead to aggression. In the context of the
study on Employee well-being, Organizational Culture, and Organizational Performance of
Federal Road Safety Commission (FRSC) Workers in Oyo State, this model can be linked as

follows:

Frustration experienced by employees in the FRSC, such as from high job demands, insufficient
resources, or lack of support, can have negative effects on their well-being. This frustration may
lead to increased stress, anxiety, or depression, impacting their overall well-being and,

subsequently, their performance. The organizational culture within the FRSC in Oyo State can
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influence the level of frustration employees experience. A culture perceived as unfair,

unsupportive, or overly competitive may heighten feelings of frustration among employees.

Frustration can have detrimental effects on employee performance. When employees are
frustrated, they may become less motivated, engaged, and satisfied with their work, ultimately
affecting the overall organizational performance of the FRSC in Oyo State. While the
Frustration-Aggression Model traditionally focuses on aggressive behaviour, in this study,
aggression can also manifest as negative workplace behaviours, such as increased absenteeism,
turnover intentions, or engagement in counterproductive work behaviour. These behaviours can
further impact organizational performance. By understanding the role of frustration in the
workplace, organizations like the FRSC can implement strategies to mitigate frustration levels,
promote employee well-being, cultivate a positive organizational culture, and ultimately enhance

organizational performance.

2.2.3 Organizational Support Theor¥:

Organizational Support Theory (OST) was developed by organizational psychologists Robert
Eisenberger, Rhonda Armeli, and Jerald Greenberg in the late 1980s and early 1990s. The theory
posits that employees develop a perception of organizational support (POS) based on their
experiences of how much the organization values their contributions and cares about their well-
being. This perception influences various aspects of employee behaviour and attitudes. At the
core of OST is the belief that when employees perceive high levels of support from their
organization, they are more likely to reciprocate that support through positive attitudes and
behaviours. This reciprocity can manifest in increased job satisfaction, organizational

commitment, and motivation to contribute to the organization's goals®’. Conversely, low
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perceived organizational support can lead to feelings of neglect or lack of concern, which may

result in decreased job satisfaction, commitment, and performance.

This theory suggests that organizational support can be demonstrated through various means,
such as providing resources and opportunities for professional development, offering fair and
respectful treatment, and showing genuine care for employees' well-being. These supportive
actions are believed to foster a positive organizational climate where employees feel valued and
motivated to perform at their best®’. Organizational support can be manifested in various ways,
including providing resources and opportunities for growth and development, offering fair and
respectful treatment, and demonstrating genuine care for employees' well-being. These
supportive actions create a positive work environment where employees feel valued and

respected, leading to higher levels of engagement and performance.

One of the key aspects of OST is its focus on the role of perceived support, rather than actual
support, in influencing employee outcomes. This means that even if an organization provides
high levels of support in reality if employees do not perceive this support, they may not exhibit
the positive behaviours associated with OST. Therefore, it is crucial for organizations to not only
provide support but also ensure that employees perceive this support. Essentially, Organizational
Support Theory highlights the importance of creating a supportive work environment where
employees feel valued and cared for. By understanding and meeting employees' needs for
support, organizations can enhance employee well-being, job satisfaction, and overall
organizational performance. Organizational Support Theory suggests that when employees
perceive high levels of support from the organization, they are more likely to experience higher
levels of job satisfaction and commitment. This is particularly important in the FRSC, where

employees are often faced with challenging and high-pressure situations. A supportive
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organizational culture that values their efforts and provides resources for their wellbeing can

enhance their job satisfaction and commitment, leading to improved performance.

Additionally, OST highlights the importance of organizational culture in shaping employee
perceptions of support. A positive organizational culture that prioritizes employee wellbeing and
safety can contribute to higher levels of perceived support. In the FRSC, a culture t@romotes
teamwork, communication, and support among personnel can foster a sense @onging and
enhance overall wellbeing and performance. Furthermore, OST emphasi&thgdﬂe of leadership
in demonstrating and promoting organizational support. Leaders in SC play a crucial role
in shaping the organizational culture and setting the tone for@)ortiveness. Transformational
leadership styles, which focus on inspiring and motivati&%loyees, can contribute to higher

levels of perceived support and ultimately, better err%be wellbeing and performance.

O
2.3 Review of Empirical Studies @

The relationship between employef\@ional well-being and job performance has garnered
considerable attention in orga}@onal research, particularly within the context of the Federal
Road Safety Commissio?@?@ in Oyo State, Nigeria. Emotional well-being, defined as the
subjective state 'a@vidual’s emotional experiences and overall psychological functioning,
is a crucial as@t of employees' lives that can significantly influence their performance in the
workp@eral studies have explored the impact of emotional well-being on various aspects
of job performance, including task performance, organizational citizenship behaviour, and
overall job satisfaction. For example, a study by Bakker and Demerouti found that employees

with high levels of emotional well-being are more likely to engage in proactive work behaviors,
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such as taking on additional tasks and helping colleagues, which can positively impact

organizational outcomes.

In the context of the FRSC in Oyo State, the relationship between employee emotional well-
being and job performance can be examined through the lens of job demands-resources (JD-R)
theory. According to this theory, job demands (e.g., workload, time pressure) and job\resources
(e.g., social support, autonomy) can influence employees' emotional well-beifg, Wwhich in turn
affects their job performance’. Research specific to the FRSC or similar gfgatizdtions is limited,
but studies in other contexts provide insights that may be relevart, \For instance, a study by
Schaufeli and Bakker found that emotional exhaustion, a copdnent of emotional well-being,
was negatively related to job performance among healtheare workers. This suggests that
managing employees' emotional well-being is crucial, for enhancing their performance in high-

stress environments, such as the FRSC.

Employee psychological well-being is a critical factor that can significantly influence the quality
of work among employees, particularly in high-stress environments such as the Federal Road
Safety Commission (FRSC) in Oyo State, Nigeria. Psychological well-being refers to the overall
well-being and positive functioning of an individual, encompassing aspects such as self-esteem,
resilience, and a sense of purpose in life. Several studies have examined the impact of employee
psychological well-being on various aspects of work quality, including job performance, job
satisfaction, and organizational commitment. For example, a study by Wright and Cropanzano
found that employees with higher levels of psychological well-being are more likely to be

engaged in their work and demonstrate higher levels of job performance.
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In the context of the FRSC in Oyo State, understanding the influence of employee psychological
well-being on work quality requires considering the unique challenges and stressors faced by
FRSC workers, such as the demanding nature of their job, exposure to traumatic events, and the
need to make quick decisions in high-pressure situations. These factors can impact employees'
psychological well-being and, in turn, their ability to perform their duties effectively. Research
specific to the FRSC or similar organizations is limited, but studies in other contexts provide
insights that may be relevant. A study by Bakker, Demerouti, and Sanz-Vergel found that
psychological well-being was positively related to job performance among employees in a
Spanish healthcare organization, highlighting the importance of promoting psychological well-

being in enhancing work quality.

Employee social well-being, which encompasses the quality of relationships and social support
within the workplace, is a crucial factor that can significantly impact work efficiency among
employees, including those in high-stress environments such as the Federal Road Safety
Commission (FRSC) in Oyo State, Nigeria. Social well-being refers to the extent to which
individuals feel connected to others, experience positive social interactions, and perceive a
supportive social environment. Numerous studies have explored the relationship between
employee social well-being and work efficiency, often using constructs such as social support,
social integration, and organizational citizenship behaviour (OCB) to measure social well-being
and work efficiency. A study by Podsakoff et al. found that employees who perceive higher
levels of social support from their colleagues and supervisors are more likely to engage in OCB,

which can enhance work efficiency and overall organizational performance.

In the context of the FRSC in Oyo State, understanding the relationship between employee social

well-being and work efficiency is crucial due to the nature of the work, which often requires
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collaboration and coordination among team members to achieve organizational goals. Employees
who experience positive social interactions and perceive a supportive social environment are
likely to be more motivated, engaged, and efficient in their work. Research specific to the FRSC
or similar organizations is limited, but studies in other contexts provide insights that may be
relevant. A study by Sonnentag found that social support from colleagues was positively related
to work efficiency among employees in a German manufacturing company, highlighting the

importance of social well-being in enhancing work outcomes.

The effect of work-life balance practices on the relationship betwe \Qm))loyee well-being and
organizational performance has become a focal point of resea@n recent years, particularly in
organizations like the Federal Road Safety Commission (FRSC) where employees often face
high levels of job stress. Work-life balance prac%@re organizational initiatives aimed at
helping employees effectively manage their d personal responsibilities, which can have
implications for their well-being and.n@ely, organizational performance. Several studies
have examined the impact of &kc?lfe balance practices on employee well-being and
organizational performance. &%yees who reported higher levels of work-life balance were
also more likely to re;% er well-being outcomes, such as lower levels of stress and higher

levels of job sati@%}{1

. This suggests that work-life balance practices can play a crucial role
in promotin@loyee well-being.

Furthe}ﬁe, research has shown that employee well-being is closely linked to organizational
performance. Some scholars found that employees with better well-being were more likely to be
engaged in their work and demonstrate higher levels of job performance, which can have
positive implications for organizational outcomes. In the context of the FRSC, where employees

often face high levels of job stress due to the nature of their work, the role of work-life balance
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practices in supporting employee well-being and organizational performance is particularly
relevant. By providing employees with the resources and support they need to effectively
manage their work and personal responsibilities, organizations like the FRSC can help reduce

stress levels, improve well-being outcomes, and ultimately enhance organizational performance.

The effect of leadership style on the relationship between employee well-being and
organizational performance is a topic of significant interest in organizational research,
particularly in high-stress environments such as the Federal Road Safety Commission (FRSC).
Leadership style refers to how leaders interact with and influence their followers, and it can have
a profound impact on employee well-being and organizational outcomes. Several studies have
examined the impact of leadership style on employee well-being and organizational performance.
For example, a study found that transformational leadership, which involves inspiring and
motivating followers to achieve their best, was positively associated with employee well-being
and job performance. This suggests that leaders who adopt a transformational leadership style
may be more effective in promoting employee well-being and enhancing organizational

performance'®,

Conversely, research,has\also shown that leadership styles characterized by high levels of control
or micromanagement can have negative effects on employee well-being and organizational
performance{'Some scholars found that employees who perceived their leaders as controlling
experien®€d higher levels of stress and lower job satisfaction, which can ultimately impact

organizational outcomes!%

. In the context of the FRSC, where employees often face high levels
of job stress due to the nature of their work, the role of leadership style in supporting employee
well-being and organizational performance is particularly important. Leaders who adopt a

supportive and empowering leadership style, such as transformational leadership, may be better
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able to help employees cope with stress, improve their well-being, and enhance their

performance.

Based on the literature review, this study proposes that attitude towards unethical work
behaviour is significantly related to locus of control and effort-reward imbalance. All other forms
of mental illness were attributed to external factors including failure to conduc%ropriate
sacrifices and rituals to appease the ancestors and the ancestors’ displeas@ e to non-
observance of taboos, bewitchment and sorcerers sending evil spirits. )Qll(-bdng literacy and
conceptualizations of well-being are often influenced by backgrou context'®®. Although
the topics of most of the papers included in the review focus@ the definition of well-being,
and inter alia, an understanding of the concept of well-bei&ery few papers presented a clear
and measurable definition of well-being. Well-bei%%s rarely operationalized confusing the
meaning of the concept itself. Twenty-sever@ were included in this review that aimed to
demystify the concept of well-beingl%.@cial and psychological determinants of the level of
well-being are associated with indi%g{c?of poverty, low levels of education, rapid social change,
stressful work conditions, g . %iscrimination, social exclusion, unhealthy lifestyle, risks of
violence, physical ill h &uman rights violations and biological determinants that are known
to be congenital @ netic factors that contribute to imbalances in chemicals in the brain!®®.
Although p ll-being is associated with emotional distress and psychosocial impairment
compa\\bg'o that of a major depressive episode, the effects of poor well-being are both severe
and prevalent, with poor well-being being more common than depression. The medical model
that views well-being as the presence or absence of a disease, remains one of the most dominant
approaches to understanding well-being. In contrast to the medical model, the concept of well-

being is also often understood and defined within a social constructivist framework. A number of
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the included studies viewed well-being as a social construct that has to be interpreted within a
context that includes social, economic and political factors. The vast majority of papers included
in this review espoused definitions of well-being that reflect a broader understanding of the
concept beyond well-being as a disease. Other considerations of well-being were based on

traditional beliefs and rituals associated with community well-being care and healing.
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Figure 2.1:  Conceptual Model

Source: Researchers Computation, 2024

This conceptual model for this study is be the organizational support theory. This Theory focuses
on the impact of perceived organizational support (POS) on employee outcomes such as job
satisfaction, commitment, and performance. According to OST, employees who perceive that
their organization values their contributions and cares about their well-being are more likely to
be satisfied, committed, and perform better®®. The key premise of OST is that employees form
perceptions about the level of support they receive from their organization based on various
factors such as organizational policies, procedures, and the behavior of supervisors and

colleagues. These perceptions of support, in turn, influence employee attitudes and behaviors.

In the context of the study OST provides valuable insights into how organizational support
influences the relationship between employee wellbeing, organizational culture, and performance.
For example, a supportive organizational culture that prioritizes employee wellbeing may lead to

higher levels of perceived organizational support. This, in turn, can enhance employee job
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satisfaction, commitment, and performance. Conversely, a lack of perceived support may result
in lower levels of engagement and performance. By using OST as a theoretical framework, the
study can explore how organizational support influences the relationship between employee
wellbeing, organizational culture, and performance within the FRSC in Oyo State. It can also
help identify strategies to enhance perceived organizational support and improve employee

outcomes in the organization.

2.5 Summary of Gap in Literature Reviewed « -~

Culture is the “social glue” which provides a “we-feeling” ombating distinction
mechanisms that are an inevitable part of an organization. izational culture provides the
foundation for contact and understanding a common fra @k of meanings. If these tasks are
not satisfactorily carried out, culture will dramatieduce an organization's performance.
There can be different cultures within org\\@tlons, although certain basic organizational
principles or standards can exist, in som@ these vary within different work environments. In
terms of values, norms, artifacts @smanagement/leadership style. Many attempts have been

'Q
made to identify or define @aﬁonal culture as a framework for the study and intervention of
cultures in organizatiofts. This thesis will focus on well-being, Organizational Culture, and
2N

Employee Perf e because Organizational climate interventions seek to analyze
organizatio he parameters intended to capture or explain climate experiences. One culture
cannot\bvaid to be better than another but to be more or less suitable in the sense that it applies

to the requirements and circumstances of the company and contributes instead of hindering its

SUCCCESS.
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Chapter Three

Methodology
This chapter describes the various social and scientific methods of carrying out this research by
viewing the research methods and designs, research population, sample size, sampling
techniques and procedures, the applicable and adopted sources of data collec‘uom&phcable
research instrument; the validity and reliability of the adopted research 1nsta/@Qnd finally,

the method of data analysis

3.1  Research Design %

The research design for this study is descriptive. This d olves collecting data from a
sample of Federal Road Safety Commission (FRSC) w@ers in Oyo State at a single point in
time. The survey will use a structured question i gather information on employee well-
being, organizational culture, and organizational performance. A cross-sectional survey is a cost-
effective and efficient way to collee@ from a large sample of employees. Given the
geographic spread of FRSC w%%ln Oyo State, a survey allows for data collection from a
diverse group of emplo;@%hout the need for extensive travel or resources. This design
provides a snapshos&ne current state of employee well-being, organizational culture, and
organizational&gaﬁnance within the FRSC in Oyo State. This information can be valuable for
identifyin@’@s of concern and informing future interventions. Additionally, Surveys allow for
the cohﬁon of quantitative data, which can be analyzed using statistical methods to identify
patterns and relationships between variables. This will enable us to examine the relationships

between employee well-being, organizational culture, and organizational performance

systematically. The findings from a cross-sectional survey can be generalized to the larger
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population of FRSC workers in Oyo State, provided that the sample is representative of the

population.

3.2  Population of the Study

The area of study for this work is the Oyo State Sector Command of the Federal Road Safety
Corps (FRSC), located in Eleyele, Ibadan. The FRSC is a critical government agency in Nigeria
responsible for ensuring road safety and traffic management. With 37 Sector Commands (offices)
across the country, the FRSC plays a crucial role in enforcing traffic regulations, educating the

public on road safety, and responding to road accidents.

The focus on the Oyo State Sector Command in Eleyele, Ibadan, is significant due to several
factors. Firstly, Ibadan is one of Nigeria's largest cities and a major transportation hub, making
road safety a critical issue in the region. The FRSC's presence in Ibadan is crucial for managing
traffic flow, enforcing road safety laws, and responding to emergencies. Secondly, Oyo State has
a high incidence of road accidents, making it an important area for road safety interventions. By
focusing on the Oyo State Sector Command, this study aims to contribute to the understanding of
road safety challenges in the region and provide insights into how the FRSC can improve its

operations to enhance road safety.

The population of the study includes all employees working at the Oyo State Sector Command of
the Federal Road Safety Corps (FRSC) in Eleyele, Ibadan. This population consists of officers,
and marshals, involved in the daily operations of the Sector Command. The FRSC in Oyo State
Sector Command has a diverse workforce, including individuals with various roles and

responsibilities related to road safety and traffic management. Oyo State Command of the
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Federal Road Safety Corps (FRSC) in Eleyele has 174 staff which will be considered as the

study population.

Table 3.1 Sample Size Distributions

Categories Number O\{

Officer 72 :'\
Marshals 102 %

Total 174

Q
b’b
Source: Researcher’s Compilation, 2024 ®%

33 Sample and Sampling Techni.\’®

This study will adopt total enumeratign sampling, also known as census sampling. it is a research
method that involves studying an entire population rather than a sample. In total enumeration
sampling, every individual or unit in the population is included in the study, leaving no room for
sampling error. This method is often used when the population size is small or when it is feasible

to study the entire population.

Total enumeration sampling offers several advantages. Since the entire population is studied, the
results are considered to be highly accurate and representative of the population. This can be

particularly useful in small populations where sampling error could be significant. Additionally,
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total enumeration sampling eliminates the need for statistical inference, as there is no need to

generalize the findings from a sample to the larger population.

The sample size for the study will consist of the total population of officers and marshals in the
FRSC, Eleyele command as this is the headquarters of the operations of Federal Road Safety
Corps FRSC in Ibadan, also every other command in Ibadan sends their monthly reports to the

Eleyele command monthly.

3.4  Description of the Research Instrument Q o
The research instrument for the study was a structured @tlﬁaire. The questionnaire
comprises two (2) parts; with part “A” comprising six (6) @ seeking demographic data such

as gender, age, marital status, level of education etc. er

Part B was meant to directly address the res @blems. The questionnaire will be structured
in a 5-point Likert type. The Likert S is an ordered, one-dimensional scale from which
respondents choose one option thaQb&gg\aligns with their view. Part “B” consists of twenty-one
(21) items, divided into secti@th each section representing items to address each of the five

research objectives of the y.
Section &}Consists of demographic data of respondents

Se@ : The relationship between employee emotional well-being and
\/ Performance of Federal Road Safety Commission (FRSC) Workers in

Oyo State;

Section C:  The influence of employee psychological well-being on the quality of

work of Federal Road Safety Commission (FRSC) Workers in Oyo State
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Section D:  The relationship between employee social well-being on work efficiency,

of Federal Road Safety Commission (FRSC) Workers in Oyo State

Section E:  The effect of work-life balance practices on the relationship between

employee well-being and organizational performance of FRSC

Section F:  The effect of leadership style on the relationship between e@&e well-

being and organizational performance of FRSC. O

3.5  Validity of Research Instrument &

The validation of the research instrument is a critical step in ensu@e reliability and validity
of the data collected. In this study, the research instrum Qh includes the questionnaire
used to gather data from employees of FRSC in Ibadan State was validated through several
steps. Firstly, the questionnaire was reviewed b)@nel of experts in the field to assess its
clarity, relevance, and appropriateness for, ?h\&udy. Their feedback was used to refine the
questionnaire and ensure that it effectié%&asures the constructs of interest. Secondly, a pilot
test was conducted with a @ sample of respondents to assess the clarity and
comprehensibility of the q ’&j\}nnaire. Based on the feedback received, the questionnaire was

further refined to img&its reliability and validity.

C

Additionall@@reliabﬂity of the questionnaire was assessed using statistical measures such as
Cronb &lpha. This measure assesses the internal consistency of the questionnaire and
ensures that the items within each construct are measuring the same underlying concept. Overall,
the validation of the research instrument was a rigorous process that involved multiple steps to

ensure the reliability and validity of the data collected.
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3.6  Reliability of Research Instrument

Reliability refers to the consistency or dependability of a measuring instrument. When using
Likert-type scales it is imperative to calculate and report Cronbach’s alpha coefficient for
internal consistency reliability for any scales or subscales one may be using®. Cronbach alpha
coefficient values range between 0 and 1. A higher value indicates higher reliability among the
indicators. Hence, 1 is the highest value that can be achieved. A decision rule use Qﬁestudy is
based on the minimum acceptable level which is 0.70. In this research, the Qbility of the

instrument was determined by a reliability test through the use of a i@y. A test and retest

approach were adopted and the pretest was done using a questio

3.7  Method of Data Collection Q

The structured questionnaire, validated and tested @’bhability, was prepared sufficiently for
distribution. Each questionnaire includes c@mctions to ensure respondents accurately
complete it. The questionnaires were ﬁ\K' ibuted to all FRSC Oyo State Sector Command
employees in Eleyele, Ibadan. %cacludes both officers and marshals. Given the total

enumeration sampling metho@y staff member will receive a questionnaire.

Prior to distributior},&nal communication was sent to the FRSC management to inform them
about the stu gdﬁeek their cooperation. This communication explained the purpose of the
study, the@vrtance of participation, and assure confidentiality of the responses. Respondents
were gxﬁ a specified period, typically one to two weeks, to complete the questionnaires.
Collection boxes were placed at strategic locations within the FRSC office to facilitate easy
return of the completed questionnaires. Regular reminders were sent to encourage the timely

submission of the questionnaires.
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Before the full-scale data collection, a pilot test was conducted with a small sample of
respondents. This is to ensure that the questions are clear and understandable and to identify any
potential issues with the questionnaire. The primary method of data collection was a survey
using a structured questionnaire. The survey was self-administered, allowing respondents to
complete the questionnaire at their convenience within the specified period. In cases where
respondents may need assistance or clarification, supervised sessions were o %. These
sessions provided an opportunity for respondents to ask questions and ensure{they*Completed the

O

3.8  Method of Data Analysis 0

questionnaire accurately.

In this study, descriptive statistics such as frequency countthh simple percentages were used
to analyze the demographic information as well 6’6{: five research questions. Inferential
statistics such as multiple Linear regression @sed to test hypotheses. All analyses will be
carried out using the IBM SPSS Statis.tia& rsion 24). Each question in the questionnaire will

N
be scored from 0 — 4. . AQ’\C—J
N
¢
O
\¥
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Chapter Four Q\
Results and Discussion of Findings &QJ

The results of the data analysis, and their interpretations, are prese@n this chapter in relation
to the objective of the research. The data analysis was cond @ing statistical software, which
allowed for the examination of various variables and their relationships. The findings of the
analysis provide valuable insights into the res@question and contribute to the overall
understanding of the topic. Additionally, tlg\gerpretations of the results shed light on the

significance of the findings and their ilé%’l{\at ns for future research and practical applications.

A total of 174 copies of que§®alres were distributed to all employees working at the Oyo
State Sector Command @Qederal Road Safety Corps (FRSC) in Eleyele, Ibadan of which
only 171 copies 'r@-ﬂed. This represents 98.2% return rate which signifies a high level of
participation a@nterest from the staff. The high return rate indicates that all staff working at the
Oyo s((jc@r,bor command of the Federal Road Safety Corps (FRSC) in Eleyele, Ibadan were
willing to actively contribute to the research and share their opinions and experiences. This level
of engagement enhances the validity and reliability of the study's findings, as it suggests that the

collected data is representative of the organization's overall population.
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4.1 Demographic Characteristics of Respondents

Table 4.1: Demographic Characteristics of Respondents A Qj
Characteristics Classification Frequency (Pq”?bntage
Gender Male 137 \ 80.1
Female 34 : 19.1
Age Between 20 — 30 years 339
Between 31 — 40 years @ 19.3
Between 41 — 50 years ’b 8 33.9
Above 50yrs ’bb 22 12.9
Highest Secondary School
Educational Certificate @ 9 5.3

lificati
Qualification Diplomas \% 39 228

Bachelor's @3&: 40 234
Master's e 37 21.6

Docto gree 31 18.1
Ot r@ase specify) 15 8.8
How long have % - Syrs
you been 37 21.6
employed . %
Q:\\' 6 - 10yrs 41 24.0
6 11 - 15yrs 39 22.8
Above 15yrs 54 31.6
Current p%%n at Between the rank of
work Assistant Route
Commander (Entry 40 234
Point) -
Route Commander
Between the rank of
Superintendent Route
Commander - Assistant 39 345
Corps Commander
Between the rank of 57 304

Deputy Corps
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Commander - Assistant
Corps Marshal
Between the rank of
Deputy Corps Marshal - 20 11.7
Corps Marshal

Source: Author’s Computation 2024

From table 4.1 it is evidenced that 80.1% of the respondent are male while 1&3 of the
respondent are female. This shows that the questionnaires were distributed 1 ay 'that the
opinions of both genders are considered. The second table includes a diverse@ of age groups
of the staff. Therefore, staff between the age of 20 — 30 years represen®9 0, Staff between the
age of 31 — 40 years are 19.3%, staff between the age of 41 = S0\years represent 33.9%, and
staff above 50 years constitute 12.9%. This distribution e groups allows for a balanced

representation of experience and perspectives withg ’8%& It also promotes a collaborative

and inclusive work environment where diffe{ee rations can contribute their unique skills

and Knowledge. N
d knowledg @

In regard to the qualification of th&ndent, 5.3% of the respondent have Secondary School
Certificate, 22.8% of the res &nt have Diploma, 23.4% of the respondent have Bachelor's
Degree, 21.6% of the %@ent have Master’s degree. Although 18.1% of the respondent have

Doctoral degree, @\1

majority of f& dent in the study have at least a Bachelor's degree, with a significant portion

remaining 8.8% of the respondent bag other qualification. Overall, the

also holding Master's degrees. The percentage of respondent with Doctoral degrees is lower in
comparison to those with Bachelor's and Master's degrees. Also, concerning the respondent
experience. It was reveal that 21.6% of the respondent have 1 — 5 years of experience, 24.0%
have about 6-10 years of experience, 22.8% of the respondent have 11-15 years of experience

while the remaining 31.6% have above 15 years of experience. The distribution of experience
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among respondent varied, with a significant portion having over 15 years of experience. This
diversity in experience levels likely contributed to the richness of insights gathered during the

survey.

Additionally, the fifth table shows the position of the respondent at work. i.e it was found that
23.4% of the respondent are between the rank of Assistant Route Commander (Eg&Point) -
Route Commander, 34.5% of the respondent are between the rank of Su ﬁ@%ent Route
Commander - Assistant Corps Commander, 30.4% of the respondent b en the rank of
Deputy Corps Commander - Assistant Corps Marshal. While t %aining 11.7% of the
respondent are between the rank of Deputy Corps Marsha@orps Marshal. Overall, the
distribution of respondent across different ranks withing organization provides valuable
insight into the composition of the sample. This @’bﬂation can help in understanding the

perspectives and experiences of individuals a\\@ levels of authority within the organization.
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4.2 Presentation of Data

asked to provide a general awareness on the subject matt
were all analysed and their mean response were ob;al

analyse this data is that it help capture the avera

e

4.2.1 Answers to Research Question ’&

can have a general conclusion of what is on

he frequency of each responses

O

S

In this section, answers were provided to the study researchtions. These questions were

R

‘the Justification for using a mean to
onse of the participants so that the study

(
Table 4.2 Employee Emotional Wellbeing
SD \ D UN A SA Mean Std
Statements Frequeﬂ% Frequency Frequency Frequency  Frequency (X)) Deviation
% (%) (%) (%) (%)
I feel emotionally 23 19 57 17
drained at work. 2.7544 1.45053
E :GQ 2%) (13.5%) (11.1%) (33.3%) (9.9%)

I feel supported

by my col 33 29 77 26

when facing 3.4035 1.15085

challenging (6.4%) (19.3%) (17.0%) (42.1%) (15.2%)

situations at work.

I am satisfied with 8 10 21 96 36

my job 3.8304 0.98244

performance. (4.7%) (5.8%) (12.3%) (56.1%) (21.1%)

I feel motivated to 3 11 23 86 48 3.9649 0.91327

perform well in
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my job. (1.8%)
I believe that my
emotional well-
being affects my
ability to perform
my job duties
effectively.

16
(9.4%)

Overall Mean

(6.4%)

20
(11.7%)

(13.5%)

19
(11.1%)

(50.3%)

85
(49.7%)

(28.1%)

31
3.5556
(18.1%)

&.5018

1.18873

0.68988

Source: Researcher’s Computation 2024

62‘
,\Q,

The result in table 4.2 shows the responses from the staff on Emple Q motional Well-being.

From the first research question, it is evidenced that 32.2% of espondent strongly disagreed,
13.5% disagreed, 11.1% Undecided, 33.3% Agreed and 9.®fthe respondent strongly agreed.
It is therefore shows that the mean response rate wa% 4 which is above the average 2.5. This
show that majority of respondent agree that emotionally drained at work. This indicates
that there is a significant portion of thg&ondent who feel emotionally drained at work, as
reflected in the higher mean respor@&% It may be beneficial to further investigate the reasons

behind this sentiment and exl@otential solutions to address it.

And the second qu& revealed that 6.4% of the respondent strongly disagreed, 19.3%
disagreed, 17: %Qhﬂecided, 42.1% Agreed and 15.2% of the respondent strongly agreed. The
mean resy@’érate of 3.4035 which is above the average 2.5, confirming that respondent agreed
that th}éel supported by their colleagues when facing challenging situations at work. This data
suggests that a majority of respondent feel supported by their colleagues when dealing with
challenging situations, indicating a positive work environment. This level of support can

contribute to increased job satisfaction and overall well-being among employees.
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There’s a positive response to questions 3 with a mean response rate of 3.8304 which is above
the average 2.5, further support that respondent fully agreed that they are satisfied with their job
performance. This high mean response rate indicates a strong level of agreement among
respondent regarding their satisfaction with job performance. The positive responses to question
3 suggest that employees feel confident and content in their roles. For Question 4, it is,evidenced
that 1.8% of the respondent strongly disagreed, 6.4% disagreed, 13.5% U Qe ; 50.3%
Agreed and 28.1% of the respondent strongly agreed. The mean response rat@ .9649 which
is above the average of 2.5. This indicate that the majority of respon@agree that they feel
motivated to perform well in their job. Additionally, the hi ercentage of respondent who

Q sense of motivation among

strongly agreed further supports the notion that there is @o

employees. This positive feedback can be Valu?:bleﬁ organizations looking to improve

®%

However, there’s also a positive respoh@guestion 5, this shows that 9.4% of the respondent

employee satisfaction and productivity.

strongly disagreed, 11.7% disa &cql.l% Undecided, 49.7% agreed and 18.1% of the
respondent strongly agree QQ\mean response rate of 3.5556 which is above the average 2.5,
confirming that they believ€ that their emotional well-being affects their ability to perform their
job duties effecti@y}Overall, the majority of respondent believe that their emotional well-being
affects thei ity to perform their job duties effectively. This suggests that addressing
emotional,well-being in the workplace could lead to improved job performance and overall

satisfaction among employees. It is important for organizations to consider implementing

strategies to support the emotional well-being of their employees.
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Table 4.3: Employee Psychological Wellbeing

SD D UN A $\€A Mean Std
Statements Frequency Frequency  Frequency  Frequ Frequency r ) Deviation
%) %) %) h %)
I feel stressed and 27 22 20 fb 27
anxious in my b 3.3099 1.32081
job. (15.8%) (12.9%) (1@ (43.9%) (15.8%)
I feel supported 7 5\%25 87 30
by my colleagues C)\ 3.6491  1.04304
and supervisors. (4.1%) (12 9¢ (14.6%) (50.9%) (17.5%)
I feel motivated to @4 17 95 38
perform well in Q 38363 0.99828
my job. 4. 1%& (8.2%) (9.9%) (55.6%) (22.2%)
I feel that my Q/
psychological 6 7 14 12 100 38
well-being affect fb 3.8655 0.98789
my quality of (4.1%) (8.2%) (7.0%) (58.5%) (22.2%)
work.
I receive adequate
support from my 7 18 22 84 40
Supervisors to 37719 1.05190
manage (4.1%) (10.5%) (12.9%) (49.1%) (23.4%)

psychological
challenges at
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work.

Overall Mean 3.6865 0.67527

Source: Researcher’s Computation 2024

R

O
Table 4.3 shows the response from respondent on Employee Psychologi&wgﬁgeing. From the
response on Employee Psychological wellbeing, It shows that 15. e respondent strongly
disagreed, 12.9% disagreed, 11.7% undecided, 43.9% agred 15.8% of the respondent
strongly agreed. The mean response rate was 3.3099 wh@ ove the average 2.5 respectively
confirming that respondent feel stressed and anxiou@réeir job. This indicates that the majority
of respondent have positive feelings towan@ r psychological wellbeing at work, with a
significant portion agreeing or strongly@ng. It is important for employers to address these
concerns and create a supportive w@é?vironment to improve overall employee satisfaction and

productivity. Similar res@question 2, 4.1% of the respondent strongly disagreed, 12.9%
ded,

disagreed, 14.6% undeei

)

mean response r@f 3.6491 which is above the average 2.5 respectively also confirm that

50.9% agreed and 17.5% of the respondent strongly agreed. A

respondent supported by their colleagues and supervisors. Overall, the majority of
respon}sgexpressed agreement with feeling supported by their colleagues and supervisors. This
positive sentiment is reflected in the mean response rate, which indicates a high level of

perceived support within the workplace.
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However, as seen in question 3 with a mean response rate of 3.8363 which is above the average
2.5, respondent agree that they feel motivated to perform well in their job. This indicates that
there is a positive correlation between feeling motivated and job performance. It is important for
organizations to continue fostering a work environment that promotes motivation among
employees. Furthermore, there’s a positive response in question 4, 4.1% of the respondent
strongly disagreed, 8.2% disagreed, 7.0% undecided, 58.5% agreed and 22.2% o Qre ondent
strongly agreed. The mean response rate of 3.8655 shows that respon enthl that their
psychological well-being affects their quality of work. This indi@ strong correlation

between psychological well-being and work performance, suggesting that employers should

prioritize mental health support for their employees. It i@ that addressing psychological

well-being can lead to improved productivity and ov,ér?@ satisfaction.

Question 5 reveal 4.1% of the staff strong@agreed, 10.5% disagreed, 12.9% undecided,
49.1% agreed and 23.4% of the staff s't\ agreed. A mean response rate of 3.7719 which is

above the average 2.5, confirmed t@espondent receive adequate support from their supervisors

to manage psychological a@@,es at work. This indicates that the majority of respondent feel
h

supported in dealing’&

agreement and st@greement suggests that supervisors are effectively providing the necessary

support.\;b fb

ychological challenges in the workplace. The high percentage of
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Table 4.4: Employee Social Well-Being. &b
SD SA Mean Std
Statements  Frequency Frequency B‘%&ncy Frequency  Frequency r ) Deviation
(%) (%) (%) (%)

I find it easy to %
connect to my 35 Q \ 13 80 30

1 ¢ Q 3.3333 1.40168
g’oriagues a (20.5%) %) (7.6%) (46.8%) (17.5%)
I have a @
supportive 1L 18 92 25
network of friends 3.5556 1.10672
and family outside 4%) (14.6%) (10.5%) (53.8%) (14.6%)
of work. \;b
I have
opportunities to
socialize and 11 16 24 93 27
engage in 3.6374 1.06141
activities with (6.4%) (9.4%) (14.0%) (54.4%) (15.8%)
colleagues outside
of work.
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I feel that my

organization ’ a 2 ol » 3.8421  0.98440
values employees’ g 1o5)  (64%)  (13.5%)  (532%)  (22.8%)
social well-being.
I believe that my
social well-being 8 12 22 95 34 3 7895 0.99535
impacts my work (4.7%) (7.0%) (12.9%)  (55.6%) (19.9%)
efficiency.
\
Overall Mean @6 0.73512
o\
Source: Researcher’s Computation 2024 QJ

The result in table 4.4 shows the responses from the respondent on E@e social well-being.
From the response Employee social well-being, It reveals that @3 positive responses on the
question. 20.5% of the respondent strongly disagreed, 7.6@agreed, 7.6% undecided, 46.8%
agreed, and 17.5% of the respondent strongly agreed. @ean response rate was 3.3333 which
is above the average 2.5, this reveals that the y of respondent agree that they find it easy
to connect to their colleagues at work. Thi*&ates that the social well-being initiatives in place
at the company are effective in fost \cl sense of connection among employees. Overall, the
data suggests that efforts to pfc@e social well-being in the workplace are positively impacting
employee satisfaction. I@%n 2, it shows that 6.4% of the respondent strongly disagreed,
14.6% disagreed, %decided, 53.8% agreed, and 14.6% of the respondent strongly agreed.
The mean res%se rate of 3.5556 confirms that respondent have a supportive network of friends
and fa@’gside of work. This indicates that a majority of respondent feel positively about

their social support system. The high percentage of agreement and strong agreement suggests

that individuals in the study value their relationships outside of work.

Although, the data from question 3, the findings shows that 6.4 of the respondent strongly

disagreed, 9.4% disagreed, 14.0% undecided, 54.4% agreed, and 15.8% of the respondent
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strongly agreed. A mean response rate of 3.6374, which is above the average 2.5 and this reveal
that they have opportunities to socialize and engage in activities with colleagues outside of work.
This indicates that there is room for improvement in fostering a sense of community and
camaraderie among colleagues. Implementing more team-building activities or social events
could potentially increase employee satisfaction and overall morale within the workplace.
There’s also a positive response to the question 4, this shows a mean respons Q&o 3.8421
which is above the average 2.5, and this shows that respondent agree that{they=feel that their
organization values employees' social well-being. Overall, the data in@‘a strong correlation
between positive responses and perceived value of employ@%l well-being within the

organization. This suggests that efforts to prioritize social eing are being recognized and

appreciated by employees. ber
)

Additionally, there’s a positive response @stions 5. It is evidenced that 4.7% of the
respondent strongly disagreed, 7.0% di@' , 12.9% undecided, 56.5% Agreed and 19.9% of
the respondent strongly agreed wi@mean response rate of 3.7895 which is above the average

2.5, confirming that they b li@hat their social well-being impacts their work efficiency.

R
@Q
\¥
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Table 4.5: Employee’s Physical Well-bei

"
-

Statements

SD

Frequency  Frequency

(%)

I have access
to adequate
health and
safety
resources at
work.

I feel
physically
safe and
secure in my
workplace
My work
environment
promotes
good physical
health and
well-being

,Q\;}‘

(14 0%(> 8%

’b
N

3
(1.8%)

22
(12.9%)

19
(11.1%)

v

%)A$

A SA Mean Std
quency  Frequency Frequency (X) Deviation
(%) (%) (%)

12 926 24

T0%  (s61%) (40w FAT3T 124766
17 96 30

©9%)  (56.1%)  (17.5%) 713 101448
20 93 36

U17%)  (544%) (Ll =~ SBI187 094986
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I have a
physical
health
. 8 22 14 86 41
ﬁ‘r’:ﬁ:iﬁ‘; hat 470 (129%)  (82%)  (503%)  (4.0%) /002 1.09858
output at
work.
My
organization
supports my

physical well- 13 12 24 90 32 3@ 1.09359

being through (7.6%) (7.0%) (14.0%) (52.6%) (18.7%)

wellness <

programs and &
initiatives. M\

\
Overall mean % 3.6880  0.68672
N

Source: Researcher’s Computation 2024 Q

The result in table 4.5 shows the responses from the is@ndent on Employee’s Physical well-
being. From the first research question, it is ewidenced that 14.0% of respondent strongly
disagree and 8.8% disagreed, 7.0% undeci é}x 6.1% agreed and 14.0% strongly agreed. The
mean response rate was 3.4737 Which@xb e the average 2.5, this reveals that the majority of
respondent agree that that they, h&&:ess to adequate health and safety resources at work. This
indicates a positive per@mong the respondent regarding the availability of health and
safety resources ms@ workplace. The higher mean response rate suggests a general
satisfaction w errent provisions in place. Question 2, it shows that 3.5% of the respondent
strongly @%eed, 12.9% disagreed, 9.9% undecided, 56.1% agreed, and 24.4% of the
respon& strongly agreed. The mean response rate of 3.7135 which is above the average 2.5,
confirms that majority of the respondent agreed they feel physically safe and secure in their
workplace. This indicates a high level of satisfaction and confidence in the safety measures

implemented in the workplace. The data suggests that the majority of respondent feel positively

about their physical safety at work.
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However, the data from question 3, the findings shows that 1.8% of the respondent strongly
disagreed, 11.1% disagreed, 11.7% undecided, 54.4% agreed, and 21.1% of the respondent
strongly agreed. A mean response rate of 3.8187, which is above the average 2.5 and this reveal
that respondent agree that their work environment promotes good physical health and well-being.
These results suggest that the majority of respondent have a positive perception of their work
environment in relation to physical health and well-being. The high percent@a eement

indicates a general satisfaction with the conditions provided by the organizati<n.

There’s also a positive response to the question 4, this shows a sponse rate of 3.7602
which is above the average 2.5, and this shows that majorit e respondent agree that they
have a physical health condition that limits their outpu‘@ rk. This suggests that addressing
physical health concerns in the workplace could ;@ally improve overall productivity and
employee satisfaction. Implementing wellne&@grams or accommodations may be beneficial
in supporting employees with health’@ions. However, there’s a positive response to
questions 5. It is evidenced that é% of the respondent strongly disagreed, 7.0% disagreed,

14.0% undecided, 52.6‘V§® and 18.7% of the respondent strongly agreed with a mean

response rate of 3.678

ich is above the average 2.5, confirming that their organization
supports their physical well-being through wellness programs and initiatives. This indicates that
a majority ondent feel supported by their organization in terms of physical well-being.
The hi?l\percentage of agreement and strong agreement suggests that the wellness programs are

effective and well-received by employees.
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Table 4.6: Work-life Balance Practicesy’

SD X\, UN A SA Mean Std
Statements Frequenc Frequen ,AQF requency Frequency  Frequency (X) Deviation
y (%) %)\\ (%) (%) (%)
My organization
provides
resources and %
15 86 29
programs to help 4:. \ (8.2%) (8.8%) (50.3%) (17.0%) 3.4444 1.30659
me manage my
work-life
balance
I have the
flexibility to \’
adjust my work 9 23 20 88 31
schedule to (53%)  (135%)  (11.7%)  (51.5%)  (18.1%) 0374 108877
accommodate
personal needs
My organization
promotes a 6 19 22 85 39
culture that (3.5%) (11.1%) (12.9%) (49.7%) (22.8%) 37719 103499

values work-life
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balance

The work-life
balance
practices in my
organization
positively
impact my
physical well-
being

The work-life
balance
practices in my
organization
contribute to a
more productive
and effective
workforce

7
(4.1%)

12
(7.0%)

21
(12.3%)

14
(8.2%)

22
(12.9%)

19
(11.1%)

85 36

@W.7%)  (@liv 7135 105985

R

O
(4;2’%) é 37661 1.12888

Overall Mean

s 3.6667 0.77611

O\
- o
Source: Researcher’s Computation 2024 b
The result in table 4.6 shows the responses @ respondent on Work-life balance practices.
From the first research question, it is evﬁl’i' d that the mean response rate was 3.4444 which is

A\

above the average 2.5. This showéﬁ?najority of staff agree that their organization provides
resources and programs to @ them manage their work-life balance. This suggests that
employees feel support gchieving a healthy balance between their professional and personal
lives. It also indi@a the organization values the well-being of its staff members. And the
second queg@evealed that the mean response rate of 3.6374 which is above the average 2.5,
conﬁn}ﬁgﬁ%at respondent agreed that they have the flexibility to adjust their work schedule to
accommodate personal needs. This indicates that the majority of respondent feel empowered to

balance their work and personal life effectively. Overall, the results suggest a positive perception

of flexibility in the workplace.
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There’s a positive response to questions 3 with a mean response rate of 3.7719 which is above
the average 2.5, further support that respondent agree that their organization promotes a culture
that values work-life balance. This indicates that employees feel supported in maintaining a
healthy balance between their professional and personal lives. It also suggests that the
organization's efforts to prioritize work-life balance are being recognized and appreciated by its
employees. For Question 4, it is evidenced that the mean response rate was Q&vhich is

above the average of 2.5. This indicate that the majority of respondent % that"the work-life

balance practices in their organization positively impact their physical @- ing.

However, there’s a positive response to question 5, this sho@at the mean response rate of
3.7661 which is below the average 2.5, confirming tha‘t@&rk—life balance practices in their
organization contribute to a more productive an&%ctive workforce. This indicates that
employees feel supported in managing their p{@’g and professional lives, leading to increased
job satisfaction and overall Well—being?%' ionally, it suggests that the organization's efforts in

promoting work-life balance are &J@&i ul in fostering a positive work environment.
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Table 4.7 Leadership Styles

O

SD ) UN A SA Mean Std
Statements Frequency @ ncy Frequency Frequency Frequency (X) Deviation
(0) N (%) (%) (%) (%)
My direct supervisor Q\\‘
demonstrates a
i 2 17 17 81 34
leadership style that )&0 o o o o 3.5146 1.27582
promotes employee {k' %) (9.9%) (9.9%) (47.4%) (19.9%)
well-being
The leadership in
my organizati
fosters a pegi
. 16 18 25 75 37
work environent 0 0 o o o 3.5789 1.20705
that enhances (9.4%) (10.5%) (14.6%) (43.9%) (21.6%)
employee well-
being
The leadership in
my organization
: 8 20 19 98 26
effectively @7%)  (117%) (11.1%)  (573%)  (152%)  >6067 102326

communicates goals
and expectations,
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which contributes to
employee well-
being

I feel that my well-
being is supported
by the leadership
style in my
organization

The leadership style
in my organization
positively impacts 6
the organizational (3.5%)
performance of the

FRSC.

10
(5.8%)

19
(11.1%)

12
(7.0%)

14
(8.2%)

23
(13.5%)

93 35

(544%)  05%) 721

N\
(52?3%) (24@ 3.8596
A

1.09028

0.97809

Overall Mean

0.77409

Source: Researcher’s Computation 2024

Q ‘%Q 3.6690

The result in table 4.7 shows the responses from the staffgleadership Styles. From the first

research question, it is evidenced that 12.9% of t

l@f strongly disagreed, 9.9% disagreed,

9.9% undecided, 47.4% Agreed and 19.9% @ff strongly agreed. It is therefore shows that
the mean response rate was 3.5146 whiQQ\above the average 2.5. This show that majority of
staff agree that their direct superv&ca\monstrates a leadership style that promotes employee
well-being. This suggests th i %ajority of staff feel positively about their direct supervisor's
leadership style. Overal ,Qresults indicate a generally favorable perception of how employee
well-being is pr: ;@thin the organization. And the second question revealed that 9.4% of
the respond%éongly disagreed, 10.5% disagreed, 14.6% undecided, 43.9% Agreed and 21.6%
of the N{p/%fdent strongly agreed. The mean response rate of 3.5789 which is above the average
2.5, confirming that respondent agreed that the leadership in their organization fosters a positive
work environment that enhances employee well-being. Overall, the majority of respondent

showed agreement with the statement about leadership fostering a positive work environment.

This indicates a generally positive perception of leadership within the organization.
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There’s a positive response to questions 3 with a mean response rate of 3.6667 which is above
the average 2.5, further support that respondent agreed that the leadership in their organization
effectively communicates goals and expectations, which contributes to employee well-being.
This high mean response rate suggests that employees feel well-informed and supported by their
leaders, fostering a positive work environment. Effective communication of goals and
expectations can lead to increased job satisfaction and productivity among Q&ye& For
Question 4, it is evidenced that 5.8% of the staff strongly disagreed, 11.1% diSagreed, 8.2%
undecided, 54.4% Agreed and 20.5% of the staff strongly agreed. Tt@ response rate was
3.7251 which is above the average of 2.5. This indicate that the majeri y of staff agree that they
feel that their well-being is supported by the leadership st@ eir organization. This positive
response from the majority of staff suggests th@ ership style in the organization is

effective in promoting employee well-being. important for organizations to continue

fostering this supportive environment to ens mployee satisfaction and productivity.

- Q
However, there’s also a positi.ve r@uﬁ?? to question 5, this shows that 3.5% of the respondent
strongly disagreed, 7.0% @eed, 13.5% undecided, 52.0% agreed and 24.0% of the
respondent strongly a %he mean response rate of 3.8596 which is below the average 2.5,
confirming that @adership style in their organization positively impacts the organizational
performancea e FRSC. This indicates that the majority of respondent have a favorable view
of the m%rship style within the FRSC. The high percentage of agreement and strong agreement

suggests that the leadership is effective in driving organizational performance.
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Table 4.8: Work Efficiency

O

&

QO

N\
é’b
~O

R

SD
Statements
(%)

Frequency

D

Frequency

(%)

&*w

cy Frequency

SA
Frequency
% %
(%) (%)

Std
Deviation

I am able to

complete my 24
tasks efficiently (14.0%)
and effectively

The

organization
provides the
necessary

resources and

tools for me to
perform my job Q
well.

I receive

adequate

training and
development 10
opportunities to (5.8%)
enhance my

skills and

knowledge

Rl

&

(n{%?’ . 6%

25
(14.6%)

15
(8.8%)

28
(16.4%)

23
(13.5%)

108

89 26
(52.0%)  (15.2%)

88 24
(51.5%)  (14.0%)

89 34
(52.0%)  (19.9%)

3.4327

3.5789

3.7135

1.27412

1.01658

1.06539



I feel motivated

. 10 14 13 92 42
i‘v’o"l‘l’(h;fl’smy (5.8%) (8.2%) (7.6%)  (53.8%)  (4e%) o504 107398
I am satisfied
: . 2 1 17 88 53
f)vt}tr};;hvevglr‘ll(ahty (1.2%) (6.4%) ©.9%)  (51.1%)  (31.0%) 10468 0.87993
Overall Mean 37205 0.73227
Source: Researcher’s Computation 2024 \

Table 4.8 shows the response from respondent on Work Efficiency. From the r@e on Work
Efficiency, It shows that 14.0% of the respondent strongly disagreed, Qgﬁ-ﬁisagreed, 7.6%
undecided, 52.0% agreed and 15.2% of the respondent strongly agr @ne mean response rate
was 3.4327 which is above the average 2.5 respectively conﬁ@g%t respondents are able to
complete their tasks efficiently and effectively. This indicate@at the majority of respondent feel
positively about their work efficiency. The high pe@%ge of agreement and strong agreement
suggests that most individuals are satisfied V\\Y@ ability to complete tasks. Similar response
in question 2, 3.5% of the respondent s@ly disagreed, 14.5% disagreed, 16.4% undecided,
51.5% agreed and 14.0% of the r@ﬁ%ent strongly agreed. A mean response rate of 3.5789
which is above the average @spectively also confirm that the organization provides the

ss for them to perform their job well. Overall, the majority of

necessary resources a

[ ]
respondent eithe< ag‘lg%ﬂ r strongly agreed that the organization provides adequate resources.

This positivack suggests that employees feel supported in their roles.

Q"
Howe\>r,/as seen in question 3 with a mean response rate of 3.7135 which is above the average
2.5, respondent agree that they receive adequate training and development opportunities to
enhance my skills and knowledge. This indicates that the organization is successful in providing

valuable learning experiences for its employees. It also suggests that there is a positive

correlation between training opportunities and employee satisfaction within the company.
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Furthermore, there’s a positive response in question 4, 5.8% of the respondent strongly disagreed,
8.2% disagreed, 7.6% undecided, 53.8% agreed and 24.6% of the respondent strongly agreed.
The mean response rate of 3.8304 shows that they feel motivated to achieve their work goals.
This indicates that a majority of respondent feel motivated in their work environment. It is
important for organizations to continue fostering this motivation to drive prod&tivity and
X

Question 5 reveal 1.2% of the respondent strongly disagreed, 6.4% disa& , 9.9% undecided,

SucCCess.

51.5% agreed and 31.0% of the respondent strongly agreed. A me ponse rate of 4.0468
which is above the average 2.5, confirmed that they are satisf@rith the quality of their work.
The majority of respondent indicated agreement or &n agreement with the statement,

suggesting a high level of satisfaction among parti@rbs. This positive response rate indicates

that the quality of work is meeting or exceedi ectations.
Table 4.9: Quality of Work ‘,Qﬁ
SD D\~ UN A SA Mean Std
Statements Frequency  Fr \@/ Frequency  Frequency  Frequency (X) Deviation
(%) \Q& (%) (%) (%)

I take pride in
the quality of 29 ’\\' 14 1 o1 26 34150 131847
work [ (17.0 (8.2%) (6.4%) (53.2%) (15.2%)

produce. 6
I am satisfied fb

with the

standards of \% 7 24 21 90 29

quality

(4.1%) (14.0%)  (123%)  (52.6%)  (17.0%)

expected of

me
The

organization
values and 3.7719 1.03499

recognizes

8 16 19 92 36
(4.7%) (9.4%) (11.1%)  (33.8%)  (21.1%)

high-quality
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work

I feel my

work

contributes to 8 15
the overall (4.7%) (8.8%)
success of the

organization

I believe the

organization

prioritizes 7 12
quality in all (4.1%) (7.0%)
aspects of its

operations

15
(8.8%)

14
(8.2%)

97
(56.7%)

95
(56.7%)

36

QLivy 38070

1.01932

(24%(1)%) Q@&j 0.98251
A

Overall Mean

Source: Researcher’s Computation 2024

Q\ 3.7064  0.74242
Q%

The result in table 4.9 shows the responses from the re@\t on Quality of Work. From the

response on Quality of Work, It reveals that there’

S

of the respondent strongly agreed. Thé(@g

of the respondent strongly disagreed, 8.2% d

n

&itive responses on the question. 17.0%

6.4% undecided, 53.2% agreed, and 15.2%

response rate was 3.4152 which is above the

average 2.5, this reveals that the nQﬁB of respondent agree that they take pride in the quality

of work they produce. Thi L@es that the employees are generally satisfied with the quality
N

is important for the organization to continue fostering a culture of

of work they are produ
excellence to ma@ 1§ positive sentiment among employees.

In questi%% it shows that 4.1% of the staff strongly disagreed, 14.0% disagreed, 12.3%
undecid&g 52.6% agree and 17.0% of the staff strongly agreed. The mean response rate of
3.6433 confirms that they are satisfied with the standards of quality expected of them. This
indicates that the majority of staff members either agree or strongly agree with the standards of
quality expected of them. Overall, the data suggests a positive perception of the quality standards

within the organization. Although, the data from question 3, the findings shows that 4.7% of the
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staff strongly disagreed, 9.4% disagreed, 11.1% undecided, 53.8% agreed, and 21.1% of the staff
strongly agreed. A mean response rate of 3.7719, which is above the average 2.5 and this reveal
that majority of the staff agree that the organization values and recognizes high-quality work.
This positive response indicates a strong level of satisfaction and alignment with the
organization's values among the staff. It also suggests that efforts to promote and Td high-
S

There’s also a positive response to the question 4, this shows a mean@ ¢ rate of 3.8070

quality work are likely being well-received within the organization.

which is above the average 2.5, and this shows that respondent Qt they feel their work
contributes to the overall success of the organization. Howehere are still some areas for
improvement that were highlighted in the feedback, su%&)mmunication issues and lack of
resources. These will need to be addressed in order @her enhance employee satisfaction and
productivity. Additionally, there’s a positive k‘\\@lse to questions 5. It is evidenced that 4.1% of
the respondent strongly disagreed, 7.0%\&' eed, 8.2% undecided, 56.7% Agreed and 24.0% of
the respondent strongly agreed w1¢®mean response rate of 3.8947 which is above the average
2.5, confirming that the e the organization prioritizes quality in all aspects of its
operations. This hlgh le gagreement indicates a strong alignment between the organization's

values and the p ce 10ns of its employees. It suggests that the organization's commitment to

quality is W% erstood and appreciated by its workforce.

4.2.2 Test of Hypotheses

This section focused on the inferential statistics in order to test the study hypotheses. This was
done using the Partial Least Square Structural Equation Model (PLS-SEM) which is a powerful

statistical technique for analyzing complex relationships among variables. PLS-SEM allows for
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the examination of both the measurement model and the structural model simultaneously,

providing a comprehensive understanding of the relationships between construct variables.

The choice of PLS-SEM (via SmartPLS) is because it is a more advanced multivariate analytical
technique which performs multiple regression, factor analysis, and provides a pictorial model of
the interactions in a study with the push of one command as against running an isolatéd analysis
using SPSS. In addition, the SmartPLS statistical platform offers more strict ar@?ust analysis

compared with the outcomes of SPSS &

To achieve this, the measurement model which includes determi@ e outer loading factors
(with the bootstrapped P Value), discriminant validity, Cr: Ipha for internal consistency,
and average variance extracted (AVE) were assessed ﬁ@ollowing this, the structural model
was analyzed to determine the strength and signi%@fg@ value) of the relationships between

the latent constructs through Path coefficients, lues of the path coefficients and T statistics.
Measurement Model \CO\

Measurement model reﬂ%ﬁbﬁquacy of the chosen variables in representing the constructs
of interest. It is essential to” ensure that the measurement model is valid and reliable before
o \
moving on to an@g the structural model'. The outer loading factors provide insight into how
well each i1 r variable is measuring its corresponding construct. 2opined that to ensure a
strongx&loading factor, it must not be below 0.708 indicating that the indicator variable is a
good representation of the latent construct. Additionally, the average variance extracted (AVE)
should be above 0.5 to confirm convergent validity. The AVE explains the amount of variance

captured by the indicator variables in relation to the latent construct'. This helps researchers

determine if the indicators are truly measuring what they are intended to measure. Furthermore,
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the composite reliability should be above 0.7 to demonstrate the internal consistency of the
indicators within the construct While Cronbach’s Alpha should also be above 0.7 so as to backup

the reliability of the measurement model.
Hypothesis One

Hol: There is no significant relationship between employee emotional -being and

performance (Work Efficiency, and Quality of Work) of Federal Road @Commission

Q\

Table 4.10: PLS-SEM Assessment Results of %; Measurement Models for

(FRSC) Workers in Oyo State

Hypothesis One
Convergent Validitxr\’b Internal consistency reliability
Outer Bootstw AVE Cronbach’s Composite
loadings . lue alpha reliability
(>0.708) ¢ 0. (>0.50)  (>0.7) > 0.7)
Latent Indicator Estimate mate Estimate Estimate Estimate

Variable Item §§
Employee Emotional Well-Bei

e
EEW 1 %? 0.026 0.739 0.752 0.781

EEW 2. 0.749 0.001
EEW \ 0.769 0.000
0.863 0.000
y:%‘ 0.893 0.000
Work Effi
\/ WE 1 0.710 0.000 0.647 0.726 0.878
WE 2 0.624 0.000
WE 3 0.706 0.000
WE 4 0.802 0.000
WE 5 0.726 0.000
Quality of Work
QOW _1 0.731 0.000 0.826 0.717 0.710
QOW 2 0.719 0.000
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QOW _3 0.875 0.000
QOW 4 0.753 0.000
QOW 5 0.727 0.000

Source: Field Result, 2024

The result in Table 4.10 shows that all the outer loadings of the latent constructs are below 0.708
and the p value shows a value 0.000 which is below the threshold of 0.05. This shv*at all the
latent constructs and strong in explaining each of the main constructs, whiQ&sirable. The
AVE also shows 0.739, 0.647 and 0.826 for Employee Emotional W ing, work efficiency
and quality of work, which is above the benchmark of 0.5 conﬁm@a‘[ the model has a good
convergent validity. From the internal consistency, the ows a Cronbach alpha and
composite validity of (0.752 and 0.781 for Employee tional Well-Being; 0.726, 0.878 for
work efficiency; 0.717, 0.710 for quality of Wo@hich are both above 0.7 indicating that

Commission (FRSC) Workers in Oy {Xl

X

statistical analysis indicates that % relationship between Employee Emotional Well-Being,

Employee Emotional Well-Being and @Q@e Performance of Federal Road Safety

edare reliable constructs in the model. Hence, the

Work Efficiency and Qu@\Work is significant and robust, providing strong support for the

research hypothew
O
\¥

115



0733

Work Efficiency 0.726

¥ Employes Emotional
wWell-Being

Cuality of Work

N\
Source: Field Result, 2024 b’b

Figure 4.1: Path coefficient of Employee E@ 1 Well-Being and Employee Performance

(Work Efficiency and Quality of Wor®

The result in figure 4.1 shows, tl%%otstrapping value of Employee Emotional Well-Being and
Employee Performance (%@l\ Road Safety Commission (FRSC) Workers in Oyo State. The
result shows outer, y&g that are above 0.708 confirming the latent variables are a good
construct of t&Whployee Emotional Well-Being and Employee Performance. Figure 4.2

below sh@w P value of the patch coefficients to determine whether they are statistically

signiﬁél(at 0.05.
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Figure 4.2: P Values of the Path Coeff\\' of Employee Emotional Well-Being and

Employee Performance (Work E@(e cy and Quality of Work)

Figure 4.2 shows that all{@Q\onstructs shows a p value of 0.000 that is less than 0.05 which is
highly significant, '@OWS a high level of confidence in the results obtained from the data
analysis. Figu&ggelow shows the T statistics of the latent constructs in the study and is above
1.96. Thi@/s that the results are statistically significant and provide further evidence of the
relationship between Employee Emotional Well-Being and Employee Performance among

Federal Road Safety Commission (FRSC) Workers in Oyo State.
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Figure 4.3: T Statistics of the Path Coel@bof Employee Emotional Well-Being and

Employee Performanc&@( Efficiency and Quality of Work)
Table 4.11 Discriminan%@ﬁ\y for Hypothesis One
14
(. © EEW QOW WE

EEW 6\’
QOW\/Q:b 0.735

WE 0.629 0.607

Source: Author’s Computation 2024 using SMART PLS 4
Discriminant validity is another important aspect of construct validity that ensures that the

measures in the study are distinct from each other. In this study, discriminant validity was
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assessed through the heterotrait-monotrait (HTMT) ratio and cross-loading analysis. The result
of the HTMT as indicated in Table 4.8 shows that the constructs of Employee Emotional Well-
Being and Employee Performance of Federal Road Safety Commission (FRSC) Workers in Oyo
State are less than 1, as evidenced by correlations of 0.735, 0.629 and 0.607 between the
constructs and high factor loadings on their respective factors. This further strengthens the
validity of the research findings and reinforces the relationship between Emp &otional
Well-Being and Employee Performance in the context of Federal Road Safety” Commission
(FRSC) Workers in Oyo State. Furthermore, there is less of an avera@xkaetween heterotraits
and heteromethods than there is between monotraits and heteroGet . Discriminant validity is

therefore proven. Q

Table 4.12: Regression Results of the First Mode er

Path Standard

T T
Coefficie deviation ®%

nt (STDEY,
p &C.j\\%
Q

Q? P values R? Remarks

Employee Emotional N\

Positi .
Well-Being -----> Work  0.79 Q\0.182 3808 2739 0317 0000 0629 Tositive/Sien
i ificant

Efficiency
Employee Emotional ( $ bositiver

Well-Being -----> .839 0.371 4413 2934 0.528 0.000***  0.705 Sionificant
Quality of Work 6 :

V=N

Sourcb'\lhléli? Result, 2024

The result in table 4.12 shows the regression model of Employee Emotional Well-Being and
Employee Performance through Work Efficiency and Quality of Work. The path coefficient
shows 0.793 indicating that Employee Emotional Well-Being has a positive effect on Work
Efficiency of Federal Road Safety Commission (FRSC) Workers in Oyo State. This confirms
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that Employee Emotional Well-Being plays a significant role in influencing the how FRSC
employees carry-out their job effectively. The result shows a standard deviation of 0.182 (T
statistics of 3.898) and confirms that there is minimal variations in the dataset. The p value
shows 0.000*** which is less than 0.05 indicating a statistically significant effect between
Employee Emotional Well-Being and Work Efficiency. Also, the path coefficient shows 0.839
indicating that Employee Emotional Well-Being has a positive effect on Qua 'Q%\'ork of
Federal Road Safety Commission (FRSC) Workers in Oyo State. This coni@Qat Employee
Emotional Well-Being plays a significant role in influencing the how@employees perform
their job responsibilities and deliver high-quality work. It sugge at when employees are
emotionally well, they are more motivated, engaged, an ctive in their roles within the
organization. The result shows a standard deviation o%% (T statistics of 4.413) and confirms
that there is minimal variations in the dataset. T@alue shows 0.000*** which is less than

0.05 indicating a statistically significant @Eetween Employee Emotional Well-Being and
Quality of Work. &CO\

&
WE = 0.000 + 0.793EEW Q.Q} ------------- )

QOW= 0.000 + 0.839E§N

WE= Work Efﬁc@

EEW=Em Emotional Well-being

QOWZ\W%W of Work

Further analysis indicates that taking all the constant parameter at zero, a unit change in
employee emotional well-being result in an increase of 0.793 in the work efficiency of Federal
Road Safety Commission (FRSC) Workers in Oyo State given that all other factors are held

constant. Similarly, the result shows that a unit change in employee emotional well-being will
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lead to a 0.839 increase in quality of work for Federal Road Safety Commission (FRSC)

Workers in Oyo State given that all other factors are held constant.

This shows that employee emotional intelligence had the highest relative effect on quality of
work among Federal Road Safety Commission (FRSC) Workers in Oyo State with a coefficient

0f 0.839 and t value of 4.14 and then work efficiency with a coefficient of 0.793 and<4alue of t=

O

The R? showed the extent to which a dependent variable (Employee @fnance proxied with

3.898.

work efficiency and quality of work) can best be explai b e independent variable
(Employee Emotional Well-Being). The result showed an ue of 0.629 indicating that about
62.9% of Work Efficiency of Federal Road Safety ow@ion (FRSC) Workers in Oyo State is
accounted for by Employee Emotional Well-Bein ile the quality of work account for 70.5%
of the changes in employees emotional well*being. Hence from this we can confirm that
Employee Emotional Well-Being ha&(’éh\'ﬁcant influence on both Work Efficiency and Quality
of Work among Federal Road{& Commission (FRSC) Workers in Oyo State (1= 0.793,

R?=0.629, t-statistics%.&@ 296, P-value =0.000 < 0.05 for Work Efficiency, 1= 0.829,

R2=0.703, t-statistits=4.2443>1.96, P-value =0.000 < 0.05 for Quality of Work).
C

Additionally‘,b% PLS-SEM predictive significance was ascertained using the Q? value.
Emplo}s&motional Well-Being have a Q? value of 0.3172 and 0.528, which are more than zero.
This suggests that the predictive significance of the PLS path model is present for both Work
Efficiency and Quality of Work. The effect size was also established using the F-square.
According to Table 4.12 above, the f-square value for Employee Emotional Well-Being is 3.898

and 2.934, which suggests that the sample impact is sizable, as shown in Table 4.12, indicating
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that the sample effect is considerably large. This confirmed that the relationship between
Employee Emotional Well-Being and the Employee Performance of Federal Road Safety
Commission (FRSC) Workers in Oyo State is statistically significant and has a strong predictive

power. This however help achieved the first objective and the first research question

Hypothesis Two \

Ho2: There is no significant relationship between employee psychologi @%being and
performance (Work Efficiency, and Quality of Work) of Federal d Safety Commission
(FRSC) Workers in Oyo State

Table 4.13: PLS-SEM Assessment Results of ReﬂecMeasurement Models for

Hypothesis Two ~
Convergent validity f)}\ Internal consistency reliability
Outer Bootstrappedb‘ﬁVE Cronbach’s Composite
loadings p-va ’b alpha reliability
(> 0.708) (< 0@ (> 0.50) (>0.7) (>0.7)
Latent Indicator Estimate Est Estimate Estimate Estimate
Variable Item JQ
Employee Psychological Well-Being ® 7
EPW 1 0. 0.000 0.810 0.752 0.703
EPW 2 Qx 0.000
EPW 3 690 0.000
EPW 4 0.831 0.000
EPW@ 0.895 0.000
Work Efficiency
’ 0.710 0.000 0.647 0.726 0.878
2 0.735 0.000
\/ WE 3 0.760 0.000
WE 4 0.709 0.000
WE 5 0.711 0.000
Quality of Work
QOW 1 0.737 0.000 0.826 0.717 0.710
QOW 2 0.724 0.000
QOW 3 0.752 0.000
QOW 4 0.749 0.000
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QOW 5 0.743 0.000

Source: Author’s Computation 2024 using SMART PLS 4

The result in Table 4.10 shows that all the outer loadings of the latent constructs are below 0.708
and the p value shows a value 0.000 which is below the threshold of 0.05. This shows that all the
latent constructs are strong in explaining each of the main constructs, which is désiable. The
AVE also shows 0.810, 0.647 and 0.826 for Employee Psychological eing, work
efficiency and quality of work, which is above the benchmark of 0.5 ccf&{ning that the model
has a good convergent validity. From the internal consistency, the ows a Cronbach alpha
and composite validity of (0.752 and 0.703 for Employe ological Well-Being; 0.726,
0.878 for work efficiency; 0.717, 0.710 for quality of w@ ich are both above 0.7 indicating
that Employee Psychological Well-Being and Em ¢ Performance of Federal Road Safety
Commission (FRSC) Workers in Oyo Staté\\{Qreliable constructs in the model. Hence, the
statistical analysis indicates that the re'l%m ip between Employee Psychological Well-Being,

Work Efficiency and Quality of@s significant and robust, providing strong support for the
research hypothesis. QQ\

O
&
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Source: Field Result, 2024 b’b
Figure 4.4: Path coefficient of Employee P:@gical Well-Being and Employee
Performance (Work Efficiency and Q@of Work)
The result in figure 4.4 shows tha@o trapping value of Employee Psychological Well-Being
and Employee Performanc eral Road Safety Commission (FRSC) Workers in Oyo State.
The result shows outer oadihg that are above 0.708 confirming the latent variables are a good
construct of bot 5@6 Psychological Well-Being and Employee Performance. Figure 4.2

below shov% P value of the patch coefficients to determine whether they are statistically

signiﬁc\& 0.05.
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Figure 4.5: P Values of the Path Coei.'f ci kEmployee Psychological Well-Being and

Employee Performance (Work EffK&)\cy and Quality of Work)

R\
Figure 4.5 shows that all 1 Q\OA!mtructs shows a p value of 0.000 that is less than 0.05 which is
highly significant. .T&IOWS a high level of confidence in the results obtained from the data
analysis. Figute @ow shows the T statistics of the latent constructs in the study and is above
1.96. This @ that the results are statistically significant and provide further evidence of the

relationship between Employee Psychological Well-Being and Employee Performance among

Federal Road Safety Commission (FRSC) Workers in Oyo State.
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Figure 4.6: T Statistics of the Path Coefﬁcieq@%mployee Psychological Well-Being and

Employee Performance (Work Efficie nd Quality of Work)
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Table 4.14 Dltri ant Validity for Hypothesis Two
O\

\/ g EPW QOW WE
EPW
QOW 0.832
WE 0.730 0.749
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Source: Author’s Computation 2024 using SMART PLS 4

Discriminant validity is another important aspect of construct validity that ensures that the
measures in the study are distinct from each other. In this study, discriminant validity was
assessed through the heterotrait-monotrait (HTMT) ratio and cross-loading analysis. The result
of the HTMT as indicated in Table 4.14 shows that the constructs of Employee Psychologlcal
Well-Being and Employee Performance of Federal Road Safety Commission (F rkers in
Oyo State are less than 1, as evidenced by correlations of 0.832, 0. 730 an between the
constructs and high factor loadings on their respective factors. T er strengthens the
validity of the research findings and reinforces the relationship n mployee Psychological
Well-Being and Employee Performance in the context Q ral Road Safety Commission
(FRSC) Workers in Oyo State. Furthermore, there 1 I%Q‘an average link between heterotraits

and heteromethods than there is between moqotreﬁé d heteromethods Discriminant validity is

therefore proven. &

Table@gression Results of the Second Model

v

Path Standard T F? Q? P values R? Remarks
Coefficient deviation
(STDEYV)
Employee Psychological . Positive/Sign
Well-Being - > Work 0.768 0.091 5972 3.621 0.057 0.050 0.591 ficant
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Efficiency

Employee Psychological

Positive/
Well-Being > 0.846 0282 4849 3.723 0401 0.006*** 0716 _ o°
. Significant
Quality of Work
Source: Author’s Computation 2024 using SMART PLS 4
The result in table 4.15 shows the regression model of Employee Psychologica -Being and

Employee Performance through Work Efficiency and Quality of Work, The path coefficient
shows 0.768 indicating that Employee Psychological Well-Being h s@m ive effect on Work
Efficiency of Federal Road Safety Commission (FRSC) Wor@%yo State. This confirms
that Employee Psychological Well-Being plays a significa le in influencing the how FRSC
employees carry-out their job effectively. The res V&st a standard deviation of 0.091 (T
statistics of 5.972) and confirms that there is ifiimal variations in the dataset. The p value
shows 0.050** which is less than 0..05 dicating a statistically significant effect between
Employee Psychological Well-Bein&% Work Efficiency. Also, the path coefficient shows
0.846 indicating that Employ%&ychological Well-Being has a positive effect on Quality of
Work of Federal Road @r Commission (FRSC) Workers in Oyo State. This confirms that
Employee Psyc @Well-Being plays a significant role in influencing the how FRSC
employees pe@n their job responsibilities and deliver high-quality work. It suggests that when
emplog@/%‘ Psychologically well, they are more motivated, engaged, and productive in their
roles within the organization. The result shows a standard deviation of 0.282 (T statistics of
4.849) and confirms that there is minimal variations in the dataset. The p value shows 0.006%**

which is less than 0.05 indicating a statistically significant effect between Employee

Psychological Well-Being and Quality of Work.
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WE = 0.000 + 0.768EPW (i)

QOW=0.000 + 0.846EPW (ii)

WE= Work Efficiency

EPW= Employee Psychological Well-being

QOW= Quality of Work

Further analysis indicates that taking all the constant parameter at zero, a %ange in
employee Psychological well-being result in an increase of 0.768 in the \work”efficiency of
Federal Road Safety Commission (FRSC) Workers in Oyo State giV@all other factors are
held constant. Similarly, the result shows that a unit change i %yee Psychological well-
being will lead to a 0.846 increase in quality of work ral Road Safety Commission

(FRSC) Workers in Oyo State given that all other fagb ¢ held constant.

This shows that employee Psychological intfﬂ@ce had the highest relative effect on quality of
work among Federal Road Safety Con&@ (FRSC) Workers in Oyo State with a coefficient

0f 0.846 and t value of 5.972 co@f?o work efficiency with a coefficient of 0.768 and t value

of t= 4.849. Q®

The R? showed t @ to which a dependent variable (Employee Performance proxied with
work efﬁcie%an quality of work) can best be explained by the independent variable
(Empl ye@chological Well-Being). The result showed an R? value of 0.591 indicating that
about 59.1% of Work Efficiency of Federal Road Safety Commission (FRSC) Workers in Oyo
State is accounted for by Employee Psychological Well-Being. While the quality of work
account for 71.6% of the changes in employees Psychological well-being. Hence from this we

can confirm that Employee Psychological Well-Being has significant influence on both Work
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Efficiency and Quality of Work among Federal Road Safety Commission (FRSC) Workers in
Oyo State (Bl= 0.768, R>=0.591, t-statistics=5.972>1.96, P-value =0.050 < 0.05 for Work
Efficiency, p1= 0.846, R?=0.716, t-statistics=4.849>1.96, P-value =0.006 < 0.05 for Quality of

Work).

Additionally, the PLS-SEM predictive significance was ascertained using the&2 value.
Employee Psychological Well-Being have a Q? value of 0.057 and 0.401, w, i@ more than
zero. This suggests that the predictive significance of the PLS path Wls present for both
Work Efficiency and Quality of Work. The effect size was also esta d using the F-square.
According to Table 4.15 above, the f-square value for Em l Psychological Well-Being is
3.621 and 3.723, which suggests that the sample imp@§izable, as shown in Table 4.15,
indicating that the sample effect is considerably & This confirmed that the relationship
between Employee Psychological Well—Beiﬂg\\Q’Qhe Employee Performance of Federal Road
Safety Commission (FRSC) Workers ﬁ@ State is statistically significant and has a strong

predictive power. This howeve@achieved the second objective and the second research
question QQ\

Hypothesis Three® &
N

Ho3: There is@mgniﬁcant relationship between employee social well-being and performance
W(%’g"ﬁciency, and Quality of Work) of Federal Road Safety Commission (FRSC)

Workers in Oyo State

Table 4.16: PLS-SEM Assessment Results of Reflective Measurement Models for
Hypothesis Three
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Convergent validity Internal consistency reliability

Outer Bootstrapped AVE Cronbach’s Composite

loadings p-value alpha reliability
(>0.708) (<0.05) (> 0.50) >0.7) >0.7)
Latent Indicator Estimate Estimate Estimate Estimate Estimate
Variable Item
Employee Social Well-Being
ESW 1 0.800 0.000 0.612 0.702 700
ESW 2 0.767 0.000 &

ESW 3 0.725 0.000 Q
ESW 4 0.708 0.000 < O
ESW 5 0.721 0.000 «

Work Efficiency Q
WE 1 0.731 0.000 0.632 % 0.878
WE 2 0.743 0.000
WE 3 0.800 0.000 Q
WE 4 0.768 0.000 Q
WE 5 0.720 0.000 er

Quality of Work b
QOW 1 0.722 0.000 ’b 0.746 0.717 0.710
QOW 2 0.759 0

QOW 3 0.874 900
QOW_4 0.930 '&o
QOW 5 0.895 A\C'J 0.000

[ ) w -
Source: Authors Compu%

The result in Table-éb\@stows that all the outer loadings of the latent constructs are below 0.708
and the p valu Igvﬁ a value 0.000 which is below the threshold of 0.05. This shows that all the
latent co:@ls are strong in explaining each of the main constructs, which is desirable. The
AVE also shows 0.612, 0.632 and 0.746 for Employee Social Well-Being, work efficiency and
quality of work, which is above the benchmark of 0.5 confirming that the model has a good
convergent validity. From the internal consistency, the result shows a Cronbach alpha and
composite validity of (0.702 and 0.700 for Employee Social Well-Being; 0.726, 0.878 for work

efficiency; 0.717, 0.710 for quality of work) which are both above 0.7 indicating that Employee
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Social Well-Being and Employee Performance of Federal Road Safety Commission (FRSC)
Workers in Oyo State are reliable constructs in the model. Hence, the statistical analysis
indicates that the relationship between Employee Social Well-Being, Work Efficiency and

Quality of Work is significant and robust, providing strong support for the research hypothesis.

WE_1

ESW_1
L
b
ESW_2 I:-.E,I:In.
- 3 i
" 07er g Waork Efficiency 07
A WES
ESWCD 4— g 1os
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/ . 0w _
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ESW 4 & E ¥
0721 3, .
/ aow_3
/
»
ESW_5 Employee Social Well-Being . Wy
Quality of Work =~ -
895
T
& QOW_S5

\ J
Source: Field Result, 2024 « \AQ

Figure 4.7: Path coeffici%) mployee Social Well-Being and Employee Performance
(Work Efficiency and Quality of Work)
The result in ﬁgiireﬁ\& hows that bootstrapping value of Employee Social Well-Being and

Employee Per&n

result sh@uter loading that are above 0.708 confirming the latent variables are a good

ce of Federal Road Safety Commission (FRSC) Workers in Oyo State. The

construct of both Employee Social Well-Being and Employee Performance. Figure 4.8 below
shows the P value of the patch coefficients to determine whether they are statistically significant

at 0.05.
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Figure 4.8: P Values of the Path Coefﬁcie%t mployee Social Well-Being and Employee

Performance (Work Efficiency an@

Q

Figure 4.8 shows that all 1 te@n&tructs shows a p value of 0.000 that is less than 0.05 which is
hb

of Work)

highly significant. This s a high level of confidence in the results obtained from the data
analysis. Figure Q}&; shows the T statistics of the latent constructs in the study and is above
1.96. This hat the results are statistically significant and provide further evidence of the
relatioﬁs&between Employee Social Well-Being and Employee Performance among Federal

Road Safety Commission (FRSC) Workers in Oyo State.
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Table 4.17 Discriminant Validity&cﬁvpothesis Three

¥ Gow WE
X

ESW (@

0.648

WE 0.623 0.607
@

y 2

Source: Author’s Computation 2024 using SMART PLS 4

Discriminant validity is another important aspect of construct validity that ensures that the

measures in the study are distinct from each other. In this study, discriminant validity was

assessed through the Heterotrait-Monotrait (HTMT) ratio and cross-loading analysis. The result

of the HTMT as indicated in Table 4.17 shows that the constructs of Employee Social Well-
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Being and Employee Performance of Federal Road Safety Commission (FRSC) Workers in Oyo
State are less than 1, as evidenced by correlations of 0.648, 0.623 and 0.607 between the
constructs and high factor loadings on their respective factors. This further strengthens the
validity of the research findings and reinforces the relationship between Employee Social Well-
Being and Employee Performance in the context of Federal Road Safety Commission (FRSC)
Workers in Oyo State. Furthermore, there is less of an average link between Q&aits and

heteromethods than there is between Monotraits and Heteromethods Disctimifidnt validity is

O
Q%

therefore proven.

Table 4.18: Regression Results of the Third Model

Path Standard § Q? P values R? Remarks
Coefficie deviation

t  (STDEV) ’b
n \Q

p
Employee Social Well- . .
Positive/S

Being > Work 0.552 Q} 4.638 3489 0.637 0.000%% 0304 o o >IER

. A ificant
Efficiency Q
Employee Social Well- Q Positive/
Being ----- > Quality of ,& 0.086 4.633 4.127 0.773 0.000%**  (0.353 .

° Significant

Work < \

3.

Source: %{ s Computation 2024 using SMART PLS 4

N

The result in table 4.18 shows the regression model of Employee Social Well-Being and
Employee Performance through Work Efficiency and Quality of Work. The path coefficient
shows 0.552 indicating that Employee Social Well-Being has a positive effect on Work

Efficiency of Federal Road Safety Commission (FRSC) Workers in Oyo State. This confirms
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that Employee Social Well-Being plays a significant role in influencing the how FRSC
employees carry-out their job effectively. The result shows a standard deviation of 0.263 (T
statistics of 4.638) and confirms that there is minimal variations in the dataset. The p value
shows 0.000** which is less than 0.05 indicating a statistically significant effect between
Employee Social Well-Being and Work Efficiency. Also, the path coefficient shows 0.594
indicating that Employee Social Well-Being has a positive effect on Quality of &oFederal
Road Safety Commission (FRSC) Workers in Oyo State. This confirms that loyee Social
Well-Being plays a significant role in influencing the how FRSC en@es perform their job
responsibilities and deliver high-quality work. It suggests that when loyees are socially well,
they are more motivated, engaged, and productive in th within the organisation. The
result shows a standard deviation of 0.086 (T stz&;@‘ 4.633) and confirms that there is

minimal variations in the dataset. The p value sh(% 000*** which is less than 0.05 indicating

\®

a statistically significant effect between En@e Social Well-Being and Quality of Work.
(@)

WE = 0.000 + 0.552ESW ~-nenmev %fj
N

QOW=0.000 + 0.594ESWQQ\-. ------------- (ii)

WE= Work Efficiency

ESW= Emplo e@ ell-being

QOW= Quati Work

Furthek&ysis indicates that taking all the constant parameter at zero, a unit change in
employee Social well-being result in an increase of 0.552 in the work efficiency of Federal Road
Safety Commission (FRSC) Workers in Oyo State given that all other factors are held constant.

Similarly, the result shows that a unit change in employee Social well-being will lead to a 0.594
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increase in quality of work for Federal Road Safety Commission (FRSC) Workers in Oyo State

given that all other factors are held constant.

This shows that employee Social intelligence had the highest relative effect on quality of work
among Federal Road Safety Commission (FRSC) Workers in Oyo State with a coefficient of

0.594 and t value of 4.638 compared to work efficiency with a coefficient of 0.552\&1 t value

O

The R? showed the extent to which a dependent variable (Employee @fnance proxied with

of t=4.633.

work efficiency and quality of work) can best be explai%b e independent variable
(Employee Social Well-Being). The result showed an Rz@e of 0.304 indicating that about
30.4% of Work Efficiency of Federal Road Safety Commission (FRSC) Workers in Oyo State is
accounted for by Employee Social Well-Bein%Q@he quality of work account for 35.3% of
the changes in employees Social well-bei .\Hence from this we can confirm that Employee
Social Well-Being has significant i{&e on both Work Efficiency and Quality of Work
among Federal Road Safety Cb@%on (FRSC) Workers in Oyo State (1= 0.552, R?>=0.304, t-

statistics=4.638>1.96, P&@&0.000 < 0.05 for Work Efficiency, Bl= 0.594, R?>=0.353, t-

statistics4.633>€§'§salue =0.000 < 0.05 for Quality of Work).

Additionally‘,b% PLS-SEM predictive significance was ascertained using the Q? value.
Emplo}s&wial Well-Being have a Q? value of 0.637 and 0.773, which are more than zero. This
suggests that the predictive significance of the PLS path model is present for both Work
Efficiency and Quality of Work. The effect size was also established using the F-square.
According to Table 4.18 above, the f-square value for Employee Social Well-Being is 3.489 and

4.127, which suggests that the sample impact is sizable, as shown in Table 4.18, indicating that
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the sample effect is considerably large. This confirmed that the relationship between Employee
Social Well-Being and the Employee Performance of Federal Road Safety Commission (FRSC)
Workers in Oyo State is statistically significant and has a strong predictive power. This however

help achieved the third objective and the third research question

Hypothesis Four

Ho4: There is no significant relationship between employee physical well-bei @ rformance
(Work Efficiency, and Quality of Work) of Federal Road Safe mission (FRSC)

Workers in Oyo State

Table 4.19: PLS-SEM Assessment Results of ReﬂecMeasurement Models for

Hypothesis Three ~
Convergent validity NN\ Internal consistency reliability
Outer Bootstrapped G\KVE Cronbach’s Composite
loadings p-va alpha reliability
(> 0.708) Nk@ (> 0.50) >0.7) (>0.7)
Latent Indicator Estimate Esti Estimate Estimate Estimate
Variable Item g&
Employee Physical Well-Being .\
EPWB 1 0.779 Q 0.000 0.642 0.769 0.618
EPWB 2 0.7@ 0.000

EPWB 3 e 0.000
EPWB_4 J25 0.000
EPWB 5 \% 0.760 0.000

Work Efficiency (
g_ 0.731 0.000 0.582 0.726 0.878

0.724 0.000

0.753 0.000

\/ E 4 0.718 0.000

WE 5 0.722 0.000

Quality of Work

QOW 1 0.741 0.000 0.589 0.717 0.710

QOW 2 0.728 0.000

QOW 3 0.743 0.000

QOW 4 0.742 0.000

QOW 5 0.746 0.000

Source: Authors Computation 2024
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The result in Table 4.19 shows that all the outer loadings of the latent constructs are below 0.708
and the p value shows a value 0.000 which is below the threshold of 0.05. This shows that all the
latent constructs are strong in explaining each of the main constructs, which is desirable. The
AVE also shows 0.642, 0.582 and 0.589 for Employee Physical Well-Being, work efficiency and
quality of work, which is above the benchmark of 0.5 confirming that the model has a good
convergent validity. From the internal consistency, the result shows a Cron Qa ha and
composite validity of (0.769 and 0.618 for Employee Physical Well-Bein@g& 0.878 for
work efficiency; 0.717, 0.710 for quality of work) which are both@’wx 0.7 indicating that

Employee Physical Well-Being and Employee Performance of Eede oad Safety Commission

(FRSC) Workers in Oyo State are reliable constructs in the @\ cl. Hence, the statistical analysis
indicates that the relationship between Employee ;Ebﬁ% Well-Being, Work Efficiency and

Quality of Work is significant and robust, providil‘f@

N

ong support for the research hypothesis.

WE_2

WE_3

0. 74

WE_4
Waork Efficiency 0,722
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0w _1

[
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Source: Field Result, 2024

Figure 4.10: Path coefficient of Employee Physical Well-Being and Employee Performance
(Work Efficiency and Quality of Work)

The result in figure 4.10 shows that bootstrapping value of Employee Physical Well-Being and
Employee Performance of Federal Road Safety Commission (FRSC) Workers in Oyo_State. The
result shows outer loading that are above 0.708 confirming the latent varia Qre a good
construct of both Employee Physical Well-Being and Employee Performance, Figtre 4.11 below

shows the P value of the patch coefficients to determine whether they@x&stically significant

at 0.05.
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Figure 4.11: P Values of the Path Coefficient of Employee Physical Well-Being and

Employee Performance (Work Efficiency and Quality of Work)

140



Figure 4.11 shows that all latent constructs shows a p value of 0.000 that is less than 0.05 which
is highly significant. This shows a high level of confidence in the results obtained from the data
analysis. Figure 4.12 below shows the T statistics of the latent constructs in the study and is
above 1.96. This shows that the results are statistically significant and provide further evidence
of the relationship between Employee Physical Well-Being and Employee Performa&ce among

S

Federal Road Safety Commission (FRSC) Workers in Oyo State.

v WE_2

Tl WE_4
Work Efficiency

W WES

EFWE_5 Employee Physical Well-Being

Quality of Wark T

Source: Field R<su®4

Figure 4.1b@atistics of the Path Coefficient of Employee Physical Well-Being and

Empl(}sg%erformance (Work Efficiency and Quality of Work)
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Table 4.20 Discriminant Validity for Hypothesis Three

EPWB QOW WE

EPWB

QOW 0.862

WE 0.785 0.723 Q\

A

Source: Author’s Computation (2024) using SMART PLS 4 ®

Discriminant validity is another important aspect of construct validity\that ensures that the
measures in the study are distinct from each other. In this stu riminant validity was
assessed through the Heterotrait-Monotrait (HTMT) ratio a -loading analysis. The result
of the HTMT as indicated in Table 4.20 shows that the §ucts of Employee Physical Well-
Being and Employee Performance of Federal Road Commission (FRSC) Workers in Oyo
State are less than 1, as evidenced by coﬁ{@)ns of 0.862, 0.785 and 0.723 between the
constructs and high factor loadings 51’\%;: respective factors. This further strengthens the
validity of the research ﬁnd{ng&@‘reinforces the relationship between Employee Physical
Well-Being and Employe @brmance in the context of Federal Road Safety Commission

(FRSC) Workers in @tate. Furthermore, there is less of an average link between heterotraits

and heterometEo@n there is between Monotraits and Heteromethods Discriminant validity is

therefore %ﬁb“
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Table 4.21: Regression Results of the Third Model

Path Standard T F? Q? Pvalues R? Remarks
Coefficien deviation

t (STDEV)
B A
Employee 0.764 0.279 6.444 4848 0.172  0.000*% %5@4 Positive/S
Physical Well- O ignificant
Being ----- > Q/
Work Efficiency &
Employee 0.841 0.128 7.647 5.892 0.%5.048** 0.708 Positive/
Physical Well- 0 Significa
Being -----> Q nt
Quality of Work
N ‘A g
o
Source: Author’s Computation 2024 using SMAR‘B S4
The result in table 4.21 shows the re n model of Employee Physical Well-Being and

Employee Performance through \@k fficiency and Quality of Work. The path coefficient
shows 0.764 indicating t a@loyee Physical Well-Being has a positive effect on Work
Efficiency of Federal ﬁafety Commission (FRSC) Workers in Oyo State. This confirms
that Employee @Nell—Being plays a significant role in influencing the how FRSC
employees ut their job effectively. The result shows a standard deviation of 0.279 (T
statistixgl6.444) and confirms that there is minimal variations in the dataset. The p value
shows 0.000** which is less than 0.05 indicating a statistically significant effect between
Employee Physical Well-Being and Work Efficiency. Also, the path coefficient shows 0.841

indicating that Employee Physical Well-Being has a positive effect on Quality of Work of

Federal Road Safety Commission (FRSC) Workers in Oyo State. This confirms that Employee
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Physical Well-Being plays a significant role in influencing the how FRSC employees perform
their job responsibilities and deliver high-quality work. It suggests that when employees are
physically well, they are more motivated, engaged, and productive in their roles within the
organization. The result shows a standard deviation of 0.128 (T statistics of 7.647) and confirms
that there is minimal variations in the dataset. The p value shows 0.048** which is les%;‘an 0.05

indicating a statistically significant effect between Employee Physical Well- Beme ality of

¢\
WE = 0.000 + 0.764EPWB @) %Q
O

QOW= 0.000 + 0.841 EPWB (ii)

Work.

WE= Work Efficiency Q

EPWB= Employee Physical Well-being 6%

QOW= Quality of Work ®%

Further analysis indicates that taking m{' e constant parameter at zero, a unit change in
employee Physical well-being res@n an increase of 0.764 in the work efficiency of Federal
Road Safety Commission E&) Workers in Oyo State given that all other factors are held
constant. Slmllarly, th gshows that a unit change in employee Physical well-being will lead
to a 0.841 1ncrea@ uality of work for Federal Road Safety Commission (FRSC) Workers in

Oyo State gi at all other factors are held constant.
This shows that employee Physical intelligence had the highest relative effect on quality of work
among Federal Road Safety Commission (FRSC) Workers in Oyo State with a coefficient of

0.841 and t value of 6.444 compared to work efficiency with a coefficient of 0.764 and t value of

t=7.647.
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The R? showed the extent to which a dependent variable (Employee Performance proxied with
work efficiency and quality of work) can best be explained by the independent variable
(Employee Physical Well-Being). The result showed an R? value of 0.584 indicating that about
58.4% of Work Efficiency of Federal Road Safety Commission (FRSC) Workers in Oyo State is
accounted for by Employee Physical Well-Being. While the quality of work account for 70.8%

Physical Well-Being has significant influence on both Work Efficiency a ity of Work

of the changes in employees Physical well-being. Hence from this we can conﬁg Q%ﬁployee
among Federal Road Safety Commission (FRSC) Workers in Oyo Sta@] 0.764, R>=0.584, t-
statistics=6.444>1.96, P-value =0.000 < 0.05 for Work Effi :j$l 0.841, R?>=0.708, t-

statistics=7.647>1.96, P-value =0.000 < 0.05 for Quahty 0

Additionally, the PLS-SEM predictive mgmﬁca@%as ascertained using the Q? wvalue.
Employee Physical Well-Being have a Q? V&h\@ 0.172 and 0.187, which are more than zero.
This suggests that the predictive signife\% of the PLS path model is present for both Work
Efficiency and Quality of Workée effect size was also established using the F-square.
According to Table 4.21 @he f-square value for Employee Physical Well-Being is 4.848
and 5.892, which su ts that the sample impact is sizable, as shown in Table 4.21, indicating
that the sample @t is considerably large. This confirmed that the relationship between
Employee cal Well-Being and the Employee Performance of Federal Road Safety
Commissien (FRSC) Workers in Oyo State is statistically significant and has a strong predictive

power. This however help achieved the fourth objective and the fourth research question

Hypothesis Five
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Ho5: Organizational culture plays no moderating role on the relationship between employee
wellbeing and performance (Work Efficiency, and Quality of Work) of Federal Road Safety

Commission (FRSC) Workers in Oyo State.

Table 4.22: PLS-SEM Assessment Results of Reflective Measurement Models for
Hypothesis Five

Convergent validity Internal consisie@l\%iability
Outer Bootstrapped AVE Cronbach’s mposite
loadings p-value alpha reliability
(> 0.708) (<0.05) (> 0.50) > 0! (> 0.7
Latent Indicator Estimate Estimate Estimate Estj @ Estimate
Variable Item &
Work-Life Balance Policies Q N
WLB 1 0.752 0.000 0.6@ 0.725 0.705
WLB 2 0.770 0.000
WLB 3 0.814 0.000 er
WLB 4 0.805 0.000 6
WLB 5 0.707 0.0%’6
Leadership Style \
LS 1 0.868 . Q\D'?%O 0.582 0.726 0.711
LS 2 0.769 c,}o.o 0
LS 3 0.753 é 0.000

LS 4 0.000

0.8
LS5 9730 0.000

Source: Field Result, 2 M

X
The result in b&>2 shows that all the outer loadings of the latent constructs are below 0.708
and the p Q% shows a value 0.000 which is below the threshold of 0.05. This shows that all the
latent Mructs are strong in explaining each of the main constructs, which is desirable. The
AVE also shows 0.642 and 0.582 for Work-Life Balance Practices and Leadership Style, which
is above the benchmark of 0.5 confirming that the model has a good convergent validity. From
the internal consistency, the result shows a Cronbach alpha and composite validity of (0.725 and
0.705 for Work-Life Balance Practices; 0.726, 0.711 for Leadership Style) which are both above
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0.7 indicating that Employee Physical Well-Being and Employee Performance of Federal Road
Safety Commission (FRSC) Workers in Oyo State are reliable constructs in the model. Hence,
the statistical analysis indicates that the relationship between organizational culture as a

moderator, employee well-being and employee performance is significant and robust, providing

Direct Relationship OQ

strong support for the research hypothesis.

WLE_1 wik_? wie 3 Wb 4 WLE_S 15 1 15 2 15 3 15 4 155
* L] ' 4
-, ¥, * 1 ! 4 A e E -
e ~, h | | ! el
x e ., 5 II II 4 (_/’ /_.-"-x '__,-"'"f
ns? 0.7 7 0Eld o 4 # 3
- LBOS  oomT Dass
\\\ N I:;.]‘EQ 53 poass 0.730
fe -~
. Z

o Drganisational Cisfture \\

00s7

Perlor
LN Ernphoyes WellBeing Employee Pertormance

Source: Field Result, 2024
Figure 4.13: Path coefficient of Organizational Culture in Moderating the relationship
between Employee Well-Being and Employee Performance (Work Efficiency and Quality

of Work)
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The result in figure 4.13 shows that bootstrapping value of Work-life Balance Policies and
Leadership Styles of Federal Road Safety Commission (FRSC) Workers in Oyo State. The result
shows outer loading that are above 0.708 confirming the latent variables are a good construct of
both Employee Physical Well-Being and Employee Performance. Figure 4.14 belo § ws the P

value of the patch coefficients to determine whether they are statistically signi @ 0.05.
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Figure 4.14: P Values of the Path Coefficient of Organizational Culture in moderating the
Relationship Between Employee Well-Being and Employee Performance (Work Efficiency

and Quality of Work)

Figure 4.14 shows that all latent constructs shows a p value of 0.000 that is less than 0.05 which
is highly significant. This shows a high level of confidence in the results obtalned the data
analysis. Figure 4.15 below shows the T statistics of the latent constructs s dy and is
above 1.96. This shows that the results are statistically significant and g;‘{urther evidence

of the relationship between Employee Physical Well-Being and e Performance among

Federal Road Safety Commission (FRSC) Workers in Oyo Sta@
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Source: Field Result, 2024

Figure 4.15: T Statistics of the Path Coefficient of Organizational Culture in Moderating
the Relationship between Employee Well-being and Employee Performance (Work

Efficiency and Quality of Work)
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0.137

- Q.057

Employee Performance

Employes Well-Being

NE
Source: Field Result, 2024 %\c)

Figure 4.16: Path Coeffici ®Organizati0nal Culture in Moderating the Relationship

between Employee Well-being and Employee Performance

RS
@(,
¥
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Employee Well-being*Organisational Culture

0.0274

0.546

Employee Well-Being Employee Performance

\
Source: Field Result, 2024
Figure 4.17: P Values of the Path Coefficient of ational Culture in Moderating the
Relationship between Employee Well-being\\@ mployee Performance

Table 4.23 Discriminant Validity fori—)’@{nesis Three

] R@\’ oC EP

EWB QQ\
oC Q:\\% 0.723

EP 6 0.618 0.691
(9.

Source: [@&’s Computation 2024 using SMART PLS 4

Discriminant validity is another important aspect of construct validity that ensures that the
measures in the study are distinct from each other. In this study, discriminant validity was
assessed through the Heterotrait-Monotrait (HTMT) ratio and cross-loading analysis. The result

of the HTMT as indicated in Table 4.20 shows that the constructs of Organizational culture,
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Employee Well-Being and Employee Performance of Federal Road Safety Commission (FRSC)

Workers in Oyo State are less than 1, as evidenced by correlations of 0.723, 0.618 and 0.691

between the constructs and high factor loadings on their respective factors. This further

strengthens the validity of the research findings and reinforces the relationship between

Organizational Culture, Employee Well-Being and Employee Performance in th

average link between heterotraits and heteromethods than there is betweéen

Heteromethods Discriminant validity is therefore proven.

O
QQ

Table 4.24: Regression Results of the Fifth 0(6b

O

e context of
ﬁéss of an

Federal Road Safety Commission (FRSC) Workers in Oyo State. Furthermore, t Q

onotraits and

Path Sta%\‘ T F? Q? Pvalues R? Remark
Coefficie s
nt \ﬁ&atlo
A (STDEV
K\ )
Employee Well- Bel@ -0.057 0.012 -0.604 3.127 0.178 0.546  0.599 Negative
/Insignifi
""" > Emplo cant
Performan 8
Emplm%%’ell Being  0.737 0.523 6.888 6.732  0.237 0.000*%** 0.543 Positive/
----- > Organizational Significa
Culture nt
Organizational 0.815 0382  5.776 5.930 0.201 0.000*** 0.528 Positive/
Culture --------- > Significa
Employee nt
Performance
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Employee Well- 0.137 0.391 3.728 6.280 0.628 0.027** 0.531 Positive/
Being*Organizationa Significa
1 Culture------------ > nt
Employee

Performance

(Indirect

Relationship)
A

The result in table 4.24 shows the regression model of the direct relationship b@@]i\mployee
Well-Being, Organizational Culture and Employee Performance. Looking he direct path
coefficient for each variable, the result shows that the combined eff: @1 employee wellbeing
parameters has a negative effect on employee performance @%& Federal Road Safety
Commission (FRSC) Workers in Oyo State. The result showg/a standard deviation of 0.012 (T
statistics of -0.604) and confirms that there is mi@variaﬁons in the dataset. The p value
shows 0.546 which is less than 0.05 indi %%no statistically significant effect between
Employee Well-Being and Employee B ance. Also, the path coefficient between Employee
Well-Being and Organizational Cu&aows 0.737 indicating that Employee Well-Being has a
positive effect on Organizat'g@kzulture. The result shows a standard deviation of 0.523 (T

statistics of 6.888) anc@ns that there is minimal variations in the dataset and the p value of

0.000%** conﬁr(:ﬂs}'
Culture is s@ally significant.

the relationship between Employee Well-Being and Organizational

From &{ndirect relationship using the moderating effect of Organizational culture, table 4.24

shows a positive moderation relationship effect of

EP =0.000 - 0.057 EWB (i)

OC=0.000 + 0.737 EWB (ii)
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EP=0.000 + 0.815 OC (iii)

EP=0.000 + 0.137 EWB*OC (iv)

EP= Employee Performance

EWB= Employee Well-being

OC= Organizational Culture

Further analysis indicates that taking all the constant parameter at zero, a %ange in
employee well-being result in a decrease of - 0.057 in the employee perfoermdfice of Federal
Road Safety Commission (FRSC) Workers in Oyo State. Similarly, t@&&lt shows that a unit
change in employee well-being will lead to a 0.737 increase in Qrgahizational culture for Federal
Road Safety Commission (FRSC) Workers in Oyo State $hat all other factors are held
constant. Looking at the direct relationship bet eqb ganizational culture and employee
performance shows that a unit change in O@ ational culture will improve employee
performance by 0.815. However, the indire&&t of Organizational culture in moderating the
relationship between employee w{ﬁ?ﬁng and employee performance shows a positive
moderating effect. It further sh@g{t while the direct effect of employee well-being is negative
(although not signiﬁcan'},@t hen Organizational culture was moderated, it shows a positive
moderation and t@ lly significant. Hence, any change in Organizational culture will

positively mo e relationship between employee well-being and employee performance by

0.137. ’b
\®

The R? showed the extent to which a dependent variable (Employee Performance proxied with
work efficiency and quality of work) can best be explained by the independent variable
(Employee Well-Being). The result showed an R? value of 0.584 indicating that about 59.9% of

employee performance of Federal Road Safety Commission (FRSC) Workers in Oyo State is
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accounted for by Employee Well-Being. Organizational culture account for 54.3% of the
changes in employees well-being. Employee performance account for 52.8% of variations in
organizational culture while 53.1% of employee performance is caused by variations in the
moderating effect of organizational culture. Hence from this we can confirm that organizational
culture moderate the relationship between employee well-being and employee perfo&we B1=
X

Additionally, the PLS-SEM predictive significance was ascertained u&é(tﬂ{ Q? value. The

0.137, R?=0.531, t-statistics = 3.728 >1.96, P-value =0.027** > 0.05).

direct relationship between Employee Well-Being and Organizationa mployee performance
have a Q? value of 0.178 and 0.201, which are more than zer(@is suggests that the predictive
significance of the PLS path model is present for both E@@@e well-being and Organizational
culture. Also, the direct effect of employee well—b@n organizational culture as sow Q2 of
0.237 indicating a strong predictive power.@aﬂy, the moderating effect of organizational

culture also so a Q2 of 0.531 indicating a’strong predictive power.

&S

The effect size was also establi sing the F-square. According to Table 4.24 above, the f-
square value for all consﬂa@?re 3.127, 6.732, 5.930, and 3.728, which suggests that the sample
impact is sizable ‘@wn in Table 4.24, indicating that the sample effect is considerably
large. This confirmed that the effect of organizational culture in moderating the relationship
between @yee Well-Being and Employee Performance of Federal Road Safety Commission
(FRSC) Workers in Oyo State is statistically significant and has a strong predictive power. This

however help achieved the fifth objective and the fifth research question.
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Table 4.25  Summary of Findings

Null Hypotheses Remarks
Hol: There is no significant relationship between employee Rejected/ Positive
emotional well-being and performance of Federal Road Safety \
Commission (FRSC) Workers in Oyo State. Q
Ho2: Employee psychological well-being does not significantly Reje(J sitive
influence the performance of Federal Road Safety Commission /\
(FRSC) Workers in Oyo State O
Ho3: There is no significant relationship between employee ﬁejected/ Positive
well-being and performance of Federal Road Safety C on
(FRSC) Workers in Oyo State.

o)

Ho4: Employee physical wellbeing does not have r§ 1ﬁcant effect Rejected/ Positive
m

on the performance of Federal Road Safi ission (FRSC)

Workers in Oyo State. &
HoS5: Organizational culture plays o@caleratmg role on the Rejected/ Positive
relationship between employee w@mg and performance of Federal

Road Safety Commlssml\m@) Workers in Oyo State.

D
'bél
\¥
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4.18 Resultant Model

Employee Well-Being

Emotional Well-Being

(B1=0.793, R?=0.629, t=3.898, P =0.000)

(B1=0.829, R=0.705, t=4.413, P =0.000)

Employee Performance

Psychological

Well-Being

Hol

(B1=10.768, R*=0.591, t=5.972, P 005’L§

(B1= 0.846, R>=0.716, t=4.849, P(QQQ)

»
»

Social

Well-Being

Ho2 V

R

(B1= 0.552, R%-0J0%,¥4.638, P =0.000)

(B1=0.594, R*=01353, t=4.633, P =0.000)
° AA\

»

A\

Work Efficiency

Physical

Well-Being

cj\ Ho3
2

ﬁ 0.764, R?=0.584, t=6.444, P =0.000)
(Bl 0.841, R?=0.708, t=7.647, P =0.000)

»
Ll

(@

Ho4

Quality of Work

(B1=10.137, R*=0.531, t=3.728, P =0.027)

\/Q

Ho5 l

Organizational
Culture

Figure 4.1 Resultant Model

Source: Field Result, 2024
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4.3 Discussion of Findings

Based on the result presented above in the study analysis, it is clear that employee well-being has
a significant effect on performance of employees' among FRSC staffs in Oyo State. Four
constructs are used to measure employee well-being (emotional, psychological, social and
physical) employee performance is measured using work efficiency and quality ofV&ork while

organizational culture (work-life balance and leadership style). QQ

The result in hypothesis one shows that employee emotional well-being/has a positive effect on
work efficiency and quality of work among FRSC staff in Oyo S s shows that when the
employees are emotionally well, they are able to perfor tasks more effectively and
produce higher quality work. Although the emotional @eing of employees shows a high
impact on quality of work compared to work efﬁ@rg, it indicates that employees who are
emotionally well are more motivated and en@@in their work, thus leading to greater attention
to detail and overall job satisfaction. T@ ult is consistent with the findings of some author
who argued that employees ch&@&ppy and content in their personal lives are more likely to
excel in their professional \@5 well!->343 When individuals are in a positive state of mind,
they are better ab.le %andle stress and challenges in the workplace, leading to improved
performance nd@.lctivity. Additionally, a supportive and positive work environment can
further enh e emotional well-being of employees, creating a cycle of positivity and success
withint\mrganization. Ultimately, prioritizing the emotional well-being of employees can have
a significant impact on the overall success and effectiveness of an organization. However, this

result is in contrast with the study of an author who argued that emotional wellbeing is

negatively related to employee performance®.
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This finding aligns with a growing body of literature that affirms the importance of employee
well-being as a determinant of job productivity and quality output. Studies indicate that
employees with high emotional well-being are more motivated, engage in more adaptive
behaviour, and display a greater commitment to their roles, thus contributing to higher work
efficiency and quality. The positive relationship observed between emotional well-being and
work performance among FRSC staff is consistent with findings in broade Q%zational
studies. Emotional well-being fosters resilience, enabling employees to handl&“job demands
more effectively and maintain focus on task completion, which @c s productivity and
reduces errors®. Similarly, research on law enforcement person o e work often mirrors the
stress-intensive nature of FRSC operations, indicates tha@ onal well-being mitigates job-
related stress and reduces burnout, resulting in 'n@l decision-making and operational
accuracy'. These findings reinforce the notion th ecially in high-stress roles such as those

within the FRSC, maintaining high ler‘ emotional well-being is essential for optimal

performance. \CO\

Contrasting studies, troduce nuances to the understanding of well-being and
productivity. The ben § impacts of well-being on performance, they argue that the
relationship may ‘not umversally positive across all job types*. Their research suggests that, in
some highly‘b tured or repetitive roles, the direct correlation between emotional well-being
and pe}fqynzance might be weaker, as the tasks may rely more on procedural accuracy than on
the intrinsic motivation linked to well-being. While emotional well-being generally promotes
productivity, its effect size may vary according to contextual factors such as job autonomy,

organizational culture, and support systems®. These studies suggest that while well-being is vital,

its impact on performance may be contingent upon other situational variables.
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This theory supports the organizational support theory which posits that employees develop a
general perception concerning the extent to which the organization values their contributions and
cares about their well-being. This aligns with OST, as emotionally supported employees are
likely to feel valued and reciprocate with higher commitment and performancel. Consequently,
organizations that prioritize emotional well-being create a supportive environment that enhances

employee productivity and work quality?.

The result from Hypothesis two indicates that employee psychological gﬁlg significantly
enhances work efficiency and quality among FRSC staff in Oyo S Qs finding suggests that
when employees experience positive psychological health, th more capable of performing
their tasks efficiently and producing high-quality work. This sdpport the findings of some author
who have argued that prioritizing employee well@% leads to improved performance and
productivity in the workplace”?. Addition&@t highlights the importance of investing in
employee mental health and creating® @tive work environment to ensure organizational
success9. Organizational Supporéheory (OST) offers a framework to understand this
relationship. OST posit en employees perceive that their organization values their
contributions and care Qut their well-being, they develop a stronger attachment to the
organization, le@to enhanced job performance’. Psychological well-being encompasses
factors suc ob satisfaction, stress management, and mental health. According to OST,
organi%nal practices that promote psychological well-being—such as providing mental health
resources, fostering a supportive work environment, and recognizing employee efforts—can lead
to increased perceptions of organizational support. This perceived support can motivate

employees to reciprocate through improved performance and commitment to quality work. For

FRSC staff in Oyo State, initiatives aimed at improving psychological well-being likely
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contribute to a more motivated and efficient workforce, thereby enhancing overall organizational
performance. Such findings underscore the importance of organizational support mechanisms in

fostering employee well-being and, consequently, operational success.

Psychological well-being, encompassing factors such as self-acceptance, personal growth,
purpose in life, and positive relationships, is critical to maintaining an engaged, PQ%GH’[, and
high-performing workforce. The positive effect of psychological well-being \@g efficiency
and quality aligns with the body of research demonstrating that employeés with higher levels of
well-being are more likely to exhibit job satisfaction, heighte otivation, and task
commitment?. These attributes are essential to maintaining efcy and precision in roles that

demand constant attentiveness and quick decision—makin({s ;the case for FRSC personnel.

O
Support for this finding is abundant in the l'ter& Psychological well-being correlates with
improved productivity, as employees who prwHW higher levels of psychological well-being
are less likely to experience job-rela&@ess or burnout. This, in turn, promotes sustained focus
and effectiveness in their rol@&@ological well-being enhances both individual productivity
and the quality of work dutputs®. The study found that individuals with greater life satisfaction
and positive inte @%elationships exhibit enhanced concentration, creativity, and resilience,
which are cri@lit%r maintaining high-quality standards and efficiency in demanding roles.
These ﬁl@rg underscore the importance of psychological well-being as a determinant of
performance, especially in settings like the FRSC, where operational success depends heavily on

the reliability and mental sharpness of staff.

In contrast, some studies offer a more nuanced perspective, suggesting that the relationship

between psychological well-being and work performance may vary by organizational
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environment, work structure, and job demands. Psychological well-being typically enhances
performance in roles requiring emotional engagement and mental flexibility, its effect might be
less pronounced in highly mechanized or procedural jobs, where efficiency may depend more on
process standardization than on psychological state®. While psychological well-being promotes
job efficiency, the absence of supportive organizational structures—such as adequXtraining,
managerial support, and reasonable workload distribution—can diminish this ive® effectS.
This implies that while psychological well-being is crucial, its impact on j p@

ormance may

rely on complementary factors within the organizational context. é

The findings in this study highlight the necessity for FRSC anc@ilar organizations to prioritize
initiatives that foster psychological well-being to maint%&otivated and effective workforce.
Such interventions might include access to ment@félth resources, resilience training, and
fostering a supportive work environment. Gi@qigh—stress nature of FRSC roles, supporting
employees’ psychological Well—being'®amount for sustaining both high efficiency and
quality of work. Therefore, this s@scontributes to the broader literature by underscoring the
practical and theoretical i @%ions of psychological well-being as a critical component of
employee performar;& ocating for a holistic approach that incorporates organizational

support systems tailored to the unique demands of FRSC personnel.

The r sul&ypothesis three reveals that employee social well-being significantly enhances
work efficiency and quality among FRSC staff in Oyo State. Social well-being, which
encompasses supportive social interactions, a sense of belonging, and positive relationships
within the workplace, is crucial for creating an environment where employees feel valued and

connected. Previous research demonstrated that social support within the workplace fosters a
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collaborative environment, reducing stress and improving job satisfaction!'?. Similarly, another
author found that social well-being promotes employee engagement, leading to higher
productivity and better work outcomes!"'2. In the context of OST, the social support provided by
the organization creates a sense of belonging and value among employees, which motivates them
to maintain high performance standards. This support can come from supervisors, peers, and the
broader organizational culture, enhancing employees' overall well-being and jo %on The
positive correlation between social well-being and work performance unders Qe importance
of fostering strong interpersonal relationships and a supportive @&nvironment within

organizations to achieve optimal employee performance a ty of work. Therefore,

prioritizing social well-being initiatives can lead to substa‘ nefits for both employees and

the organization. ; rb

The findings highlight the critical role of so\\@onnectlons and interpersonal relationships in
driving workplace productivity and effectiveéhess. Social well-being, characterized by a sense of
belonging, supportive relat10nsh1®nd positive social interactions, is vital in fostering a
cooperative and cohesiv env1r0nment This result aligns with existing literature
demonstrating that em yees who experience higher levels of social well-being tend to engage

more constructn@wth colleagues, exhibit increased job satisfaction, and maintain higher

levels of ca‘zj} ment to their work task’. In roles such as those within the FRSC, where
teamwo rust, and communication are essential, social well-being contributes to enhanced

work efficiency and quality by promoting a culture of mutual support and accountability.

The positive impact of social well-being on work performance is well-documented in scholarly

research. Employees who experience a strong sense of social support at work are more likely to
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perform efficiently and deliver quality results due to increased job satisfaction and reduced stress.

Social support acts as a buffer against workplace stress, enabling employees to navigate

challenges more effectively. This buffering effect is particularly valuable in high-pressure roles,

where the collective efforts of team members can significantly reduce individual stress and

thereby enhance performance outcomes. Studies in similar occupational settings also suggest that
X

when employees perceive their workplace as socially inclusive, they are mOfo to feel

¢\

However, contrasting studies suggest that the relationship betwe Q well-being and work

motivated and committed to achieving high-quality standards®.

performance may be moderated by job structure, organnal culture, and individual
personality differences’. While social well-being genera ports job performance, excessive
reliance on interpersonal relationships can occasw&ead to “emotional contagion,” where
negative emotions within social groups may@rer‘[ently spread among employees, impacting
work efficiency and quality negativelyw@loyees in highly autonomous roles may experience
minimal gains in efficiency from %&1 interactions, as these roles often demand high levels of
independent problem-solvi g@&er than collective effort. These studies imply that while social
well-being is benefici §

impact on work performance is most pronounced in contexts

requiring teamw@d coordination, such as the FRSC environment.

The fi di@’qlderscore the importance of cultivating an organizational culture within the FRSC
that supports social well-being, particularly through initiatives that encourage collaboration, peer
support, and team-building activities. Given the collaborative nature of FRSC roles, enhancing
social well-being among staff can lead to improved communication, increased trust, and a shared

commitment to quality service delivery. This study thus contributes to the literature by affirming
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the positive role of social well-being in occupational settings, especially those demanding high
levels of teamwork and social cohesion. To optimize work efficiency and quality, the FRSC may
benefit from incorporating strategies that promote social interactions and peer support,
recognizing social well-being as a vital component of employee performance within its unique

operational framework.

The result in hypothesis four shows that employee physical well-being posit;'v@pacts work

efficiency and quality among FRSC staff in Oyo State. This indicates tifat whén employees are
physically healthy, they can perform their tasks more effective Qroduce higher-quality
work. Physically well employees are likely to have more y, better concentration, and
reduced absenteeism, leading to enhanced productivit@ngwork outcomes. Linking this to
Organizational Support Theory (OST), we see that@fg‘lzations that invest in their employees'
physical well-being demonstrate a commim\\@’g their workforce, which in turn fosters a
reciprocal commitment from employees&%s reciprocal relationship enhances job performance
and quality of work. Previous stuc%&upport these findings; for instance, an author found that
workplace wellness progr @at focus on physical health lead to improved job performance
and reduced healthcare&é@ Similarly, another author shows that healthier employees are
more productive @Ve higher work quality especially when it comes to field work!“. In the
case of FR f in Oyo State, the positive impact of physical well-being on work efficiency
and qlh& underscores the importance of organizational support in promoting health-related

initiatives. This support not only enhances employee well-being but also contributes to the

organization’s overall productivity and success.
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The findings of this study, which show that employee physical well-being positively impacts
work efficiency and quality among Federal Road Safety Corps (FRSC) staff, underscore the
importance of physical health as a fundamental driver of employee performance. Physical well-
being, encompassing factors such as physical fitness, adequate rest, and the absence of chronic
health issues, is essential for maintaining the stamina and mental clarity required in high-demand
roles. This positive association between physical well-being and job efficiency a Qﬁy aligns
with extensive research suggesting that physically healthy employees are b ttgle to sustain
focus, engage in complex tasks, and contribute to consistent, high- u@ork outputs®. These
attributes are particularly critical for FRSC personnel, who @%ﬂtain peak physical and

mental performance to manage high-stress, dynamic work ents.

QO

The literature provides ample evidence supportin@ ink between physical well-being and
work performance. Employees who experti 1gher physical well-being, such as regular
exercise and healthy lifestyle habits, ex%\lkinproved job performance due to enhanced energy
levels, reduced fatigue, and bettelégmtive function6. Physical well-being directly correlates
with reductions in absent @esenteeism, and overall productivity losses, suggesting that
healthier employees are\mote consistently present and effective in their roles’. This is especially
relevant for FRS s:\f,' whose physical resilience is essential to the demands of prolonged and
physically duties in various field conditions. Moreover, physical well-being has been

shown pport mental resilience, allowing employees to better handle job-related stressors and

maintain high work quality'2.

Contrasting studies, however, present a more nuanced view, suggesting that the relationship

between physical well-being and work performance may be moderated by individual job roles,
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organizational support, and other non-physical factors. Although physical well-being generally
enhances job performance, the impact can vary significantly based on job characteristics.
Employees in roles that are less physically demanding may not exhibit the same level of
performance improvement from physical well-being as those in physically intensive roles. While
physical well-being is an important contributor to performance, its effects are often maximized
only when combined with other well-being dimensions, such as psychological Q&al well-
being, suggesting an interdependent relationship'!. This implies that physical -being alone

may not be a sufficient predictor of optimal performance but rathe@&omponent within a

O

Overall, the findings emphasize the importance of pr(@ physical well-being within the

holistic well-being framework.

FRSC to enhance work efficiency and quality. This@be achieved through interventions that
support healthy lifestyle choices, such as f@programs access to wellness resources, and
regular health screenings. Recognizi s‘Q%hyswal demands of FRSC roles, organizational
policies that prioritize employee @mcal health can contribute to a more effective, resilient
workforce. By integrating al well-being initiatives, the FRSC can not only support the
immediate health of 1ts taff’but also contribute to long-term improvements in job performance,
reinforcing the p@ impact of physical well-being as highlighted in this study. These findings
underscore f& roader importance of adopting comprehensive well-being strategies in

occupa settings, particularly those requiring sustained physical and mental endurance.

The result in hypothesis five indicates that organizational culture positively moderates the
relationship between employee well-being and performance among FRSC staff in Oyo State.

This means that a supportive and positive organizational culture enhances the relationship
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between employee well-being and their performance. When the organizational culture fosters
values such as trust, respect, and collaboration, through work life balance and leadership styles, it
creates an environment where employees' well-being is prioritized, leading to improved
performance outcomes'®. Linking this to OST shows a clear alignment as a positive
organizational culture acts as a form of organizational support, reinforcing employees' sense of
being valued and supported, thus boosting their well-being and performance. Q& studies
support these findings. For instance, an author emphasized that a strong organiZational culture
improves employee motivation and performance!¢. Additionally, anotor highlighted that
cultures emphasizing flexibility, open communication, and wor -1@%06 tend to have higher
levels of employee satisfaction and productivity!’. This de@ es the importance of fostering

a positive organizational culture that values and :up@ employees' well-being in order to

®%

Supporting literature reinforces this m®ng role of organizational culture. A culture that

achieve optimal performance outcomes.

visibly values employee well&%g—through policies, practices, and communication—
f

strengthens the effect o @eing on performance by fostering a sense of belonging and

organizational commitment”™ In such cultures, employees feel their well-being is prioritized,
o \

leading to highe@gement levels and a willingness to invest additional effort in their roles9.

Likewise, afb re emphasizing collaboration, trust, and employee-centred values enhances

Well—béhgand buffers employees against job stress, thus allowing them to perform optimally

even under pressure8. In the context of the FRSC, a supportive organizational culture that values

well-being can create an environment where employees feel empowered and motivated to

perform at their best, despite the physical and psychological demands of their roles.
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In contrast, some studies suggest that the influence of organizational culture on the well-being-
performance relationship may vary depending on other contextual factors, such as leadership
style, resource availability, and individual employee characteristics. Although a positive culture
can enhance the effect of well-being on performance, this relationship is not uniform across all
organizational contexts’. In settings where resources or support structures are lacking, a positive
culture may not fully compensate for the absence of necessary tools or sup Q%entially
diminishing the effectiveness of well-being on performance. Additionally, thé aligffiment between
an individual’s values and the organization’s cultural values plays @1 in how well-being
influences performance; if there is a misalignment, the positi ratlng effects of culture

may be reduced, as employees may feel disconnected or L@p rted despite the organization’s

efforts to promote well-being®. 66

The findings of this study emphasize that fo@taff, an organizational culture that actively
supports well-being initiatives—such & X@i management programs, wellness workshops, and
an inclusive work env1r0nmentéu significantly amplify the impact of well-being on
performance outcomes. h@u ture can help foster resilience, enhance job satisfaction, and
reduce turnover intentio §ereby sustaining performance quality and efficiency. By fostering a
supportive cultu@%sc can create an environment that enables employees to thrive both
individually: ollectively, reinforcing the positive outcomes associated with well-being. This
study Mcontributes to the literature by affirming the pivotal role of organizational culture in
maximizing the impact of employee well-being on performance, suggesting that a strategic focus

on cultural enhancement could yield considerable benefits in high-demand occupational settings.
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Chapter Five

Conclusion

This chapter discusses the summary of findings, conclusion, recommendations, areas for further
studies and contributions to knowledge. The summary of findings summarizes the kdy findings
as revealed in the chapter four. Also the key findings are summarized to show@%ntributions

to knowledge to various stakeholders and also devise means which rtgvstudies can be

conducted. %Q

5.1 Summary of Findings Q

The purpose of this research is to examine the imp @ployee well-being (emotional well-
being, psychological well-being, social %ng, physical well-being) on employee
performance (Work Efficiency and Ql,.lali Nork) of FRSC employees in Oyo State, Using
Organizational Culture (Work-Life R{Q}e and Leadership Style) as a moderator. The study was

structured into five chapters, eé@%vhich focused on a different stage of the research process.

Chapter one dealt wit Qtroduction and background of the study, identified the problems of
the study, deﬁnte}objectives of the study, and formulated appropriate research questions and
hypotheses de the investigation of the study. It also highlighted the scope, the significance
of theE\%m different categories and group and as well operationalized the variables of the

study amongst others.

Chapter two of the study reviewed relevant related literature. The chapter is made up of 3 main
sections: the conceptual review, the theoretical review and the empirical review. The concepts of

employee well-being, emotional well-being, social well-being, psychological well-being,
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physical well-being, employee performance, work efficiency, quality of work, organizational
culture, work-life balance policies and leadership style were reviewed. The theories that were
reviewed are; stressor-emotion model, frustration-aggressive model, and organizational support
theory were reviewed based on the study objectives. The empirical reviewed was also discussed

on the study objectives based on the findings of previous authors as it relates to this st&dy.

Chapter three focused on the methodology, this study adopts the survey resea@sign which
involves the use of adapted questionnaire designed to obtain informatioo%&féspondents. 179
sample size was used using total enumeration sampling technique. @s of the questionnaire
were administered and collected through the use of Microso@’ms. The research instrument
used in this study is the questionnaire. The questionnaire &@ed of two sections, section A and
B. section A comprised of bio-data and section B@%‘[o find out how employee well-being
components influence employee performanoi@"g aided in answering the research questions

and testing the stated hypotheses. The $- likert scale was adopted (SA- Strongly Agree), (A-

Agree), (UN- Undecided), (D- Dis@é? (SD- Strongly Disagree).

Chapter four presents’ da@lsis, results and discussion of findings, the data presentation and
analysis were done @ stages. The first stage of analysis was the descriptive statistics using
percentages, fhea d standard deviations on the responses of respondents as it relates to
research @’@nns and objectives. Inferential statistics was done using the Bivariate regression
via the\sfgtistical package for science solution (SPSS) 23.0 to test the research hypothesis as
projected in the study. SmartPLS V4.0 was equally use to determine the Path, T and Q2 statistics

for the hypothesis. Bivariate regression analysis was used to test the effect of the independent

variable on each of the dependent variables which was utilized for hypothesis one to five.
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Chapter five summarized the study by lightening the findings of the study, conclusion and

suggested recommendation based on the findings for the FRSC employees in Oyo State. The

chapter also gave contribution to knowledge both theoretically and empirically and suggested

areas for further studies.

The summary of the key findings and interpretations are as stated below: \

ii.

iii.

1v.

Employee emotional well-being has a positive and significant inﬂuen@Performance
(quality of work, work efficiency) of Federal Road Safety Commj &(FRSC) Workers in
Oyo State City University, Ibadan, Oyo State (B1= 0.793, R?>= -statistics=3.898>1.96,

P-value =0.000 < 0.05 for Work Efficiency, B1= 0.829,@5, t-statistics=4.413>1.96, P-

value =0.000 < 0.05 for Quality of Work). be

Employee psychological well-being has ifiye and significant influence on Performance
(quality of work, work efficiency) of Féderal Road Safety Commission (FRSC) Workers in
Oyo State City University, Ibada& State (B1= 0.768, R?>=0.591, t-statistics=5.972>1.96,

P-value =0.050 < 0.05 for fficiency, B1= 0.846, R?=0.716, t-statistics=4.849>1.96, P-

value =0.006 < 0.05 @%ﬁty of Work).

Employee so@eing has a positive and significant influence on Performance (quality
of work efficiency) of Federal Road Safety Commission (FRSC) Workers in Oyo State
Ci@&versity, Ibadan, Oyo State (B1= 0.552, R?>=0.304, t-statistics=4.638>1.96, P-value
=0.000 < 0.05 for Work Efficiency, 1= 0.594, R?>=0.353, t-statistics=4.633>1.96, P-value

=0.000 < 0.05 for Quality of Work).

Employee physical well-being has a positive and significant influence on Performance
(quality of work, work efficiency) of Federal Road Safety Commission (FRSC) Workers in
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Oyo State City University, Ibadan, Oyo State (B1= 0.764, R>=0.584, t-statistics=6.444>1.96,
P-value =0.000 < 0.05 for Work Efficiency, B1= 0.841, R?>=0.708, t-statistics=7.647>1.96, P-

value =0.000 < 0.05 for Quality of Work).

v. Organizational culture positively and significantly moderate the relationship between
employee well-being and performance of Federal Road Safety Commission (FRS{WorkerS

in Oyo State City University, Ibadan, Oyo State (B1= 0.137, RZZO.SQQGtatistics =

3.728 >1.96, P-value =0.027** > 0.05). &QJ
5.2 Conclusion %

From the study analysis, it can be concluded that employee@- eing has a significant effect on
their performance, making them to be more producti aged, and satisfied in their roles. This
is particularly true for government establishm%@c are often faced with high levels of stress
and pressure from road commuters. Th.e F%a Road Safety Commission in Nigeria are the first
point of contact for addressing roa&@ty issues and ensuring compliance with traffic laws.
Employee well-being not onf)@Qeﬁts the individual employees themselves, but also has a

positive impact on the 0r§®%on as a whole, leading to improved outcomes and better service

delivery to the pn.(ﬁ@

The study cp&ﬁ!ed that employee well-being significantly impacts performance among FRSC
staff in\Q% State. Emotional well-being enhances work efficiency and quality, with emotionally
healthy employees being more motivated and engaged, leading to better job performance.
Psychological well-being also boosts work efficiency and quality, supporting previous research
on the importance of mental health and a positive work environment for organizational success.

Social well-being fosters a collaborative environment, reducing stress and improving job
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satisfaction, which leads to higher productivity. The findings underscore the importance of
prioritizing emotional, psychological, and social well-being to enhance employee performance

and organizational success, consistent with OST principles.

The study also concluded that physical well-being positively impacts work efficiency and quality,
with physically healthy employees exhibiting more energy, better concentration, a&reduced
absenteeism, leading to enhanced productivity. This aligns with Organizationa@ort Theory
(OST), which posits that organizations investing in employee hea& r a reciprocal
commitment, boosting job performance. Hence, workplace wel @programmes enhance
productivity and reduce healthcare costs. However, when onal culture is used as a
moderator, employee well-being exhibits a strong positive@ionship with job satisfaction and
organizational commitment. This suggests that @itive work environment that values

employee well-being can lead to increased j isfaction and commitment to the organization.

5.3 Recommendations X @

Based on the findings of th'e&s&%y on the relationship between employee well-being and

employee performance ob@?yee performance, here are four detailed recommendations:

1. Despite t@e relationship between employee emotional well-being on employee
perfi ce, the Nigerian government should develop robust Employee Assistance
\R(g{ams that offer counseling, mental health support, and stress management resources
for FRSC employees. These services should be easily accessible and confidential,
encouraging employees to seek help without fear of stigma. Also, regular workshops on
emotional intelligence, resilience, and stress reduction techniques can equip FRSC

employees with the skills needed to manage their emotional well-being effectively.
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Integrate wellness initiatives such as mindfulness sessions, yoga classes, and relaxation
zones within the workplace. These activities can help employees manage stress and
maintain a positive mental state. Research has shown that such wellness programmes can

significantly reduce workplace stress and improve overall job satisfaction.

2. Cultivating a supportive and inclusive work culture to improve psychologica,mellbeing.
The FRSC should promote values such as respect, teamwork, and ope unication.
Encouraging a culture where employees feel valued and suppg%lgdﬁ enhance their
psychological well-being. Initiatives like team-building acti peer support groups,
and recognition programs for employee contribution create a more cohesive and
supportive work environment. Also, implementi&olicies that promote work-life
balance can significantly impact employee@chological well-being. Flexible work
schedules, opportunities for remot@ and sufficient leave policies can help
employees manage their personaﬁ\\' professional lives better. Encouraging employees
to take regular breaks an@égltions can prevent burnout and improve overall job

satisfaction and p@@.

3. Cultivate a‘o& of open communication where employees feel comfortable sharing
their t ougb,w, concerns, and ideas. This can be achieved by regular feedback sessions,
op@or policies, and inclusive decision-making processes. Ensuring that all employees

heard and respected can enhance their social well-being and engagement, leading to

improved performance.

4. The government should provide regular health screenings and preventive care services,

such as vaccinations and health assessments. These services can help detect and address
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health issues early, ensuring employees remain physically fit and capable of performing
their duties effectively. According to an author, health screenings and preventive care in

the workplace can lead to significant health improvements and productivity gains.

5. Implement Wellness Programs Aligned with Organisational Cultural Values: Since
organizational culture enhances the positive effects of well-being on perfo,%nce, the
FRSC should integrate wellness programs that resonate with their @Qralues and
objectives. Health initiatives, mental wellness seminars, and resilj cegdning can create
a supportive workplace, fostering well-being aligned QFRSC'S mission. By
embedding wellness within the organizational culture, Corps encourages employees
to pursue healthier lifestyles while feeling cult@ supported. Tailoring wellness

initiatives in this way ensures that employe%énain mentally and physically prepared

for the demands of their roles, re@ in higher job satisfaction and improved

productivity . &
\"
N\

5.4 Contributions to Knowle.dgaz

The study has contribute&@%wledge from various perspectives which are discussed below:

Theoretical Per&&f\'\'e: The findings support and extend OST by demonstrating that physical
Well—beinéﬁbéftical component of perceived organizational support. When employees feel that
their (}g\anization cares about their physical health, they reciprocate with higher levels of
performance and commitment. This aligns with the notion that employees develop a general
perception of how much the organization values their contributions and cares about their well-

being, leading to enhanced job performance.
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Conceptual Perspective: The study enriches the conceptual understanding of employee well-
being by highlighting physical well-being as a key factor influencing job performance. This
model suggests that well-being is multi-dimensional, encompassing physical, emotional, and
social aspects, each contributing uniquely to employee performance. The positive impact of
physical well-being on performance emphasizes the need for holistic well-being strategies in
organizational settings. The findings also contribute to the work-life balan Q&ture by
illustrating that physical well-being initiatives, such as wellness program§, caff significantly
improve employees' work efficiency and quality. This underscores th@%‘tance of integrating

work-life balance practices to foster a healthier and more produg:fve orkforce.

Empirical Perspective: The study provides empiritkgddence supporting the positive
relationship between physical well-being and empl@erformance among FRSC staff in Oyo
State. This evidence corroborates previous re@] that links physical health to job performance
and reduced absenteeism. It also highh& e specific context of FRSC employees, adding to

the body of literature on employeeéﬂ— eing in public sector organizations. The research offers

valuable insights into th&@& context of FRSC employees, suggesting that physical well-

being initiatives can lead to Significant performance improvements in high-stress and demanding
[ ]

jobs. This adds @ empirical knowledge by focusing on a specific occupational group and

geographic ion, which can inform tailored interventions.

Practic\al Perspective: The findings provide actionable recommendations for organizations,
particularly in the public sector, to implement comprehensive wellness programs that promote
physical health. Such programs can include regular health screenings, ergonomic workspaces,
and fitness initiatives, which have been shown to improve employee performance and reduce

healthcare costs. By demonstrating the direct impact of physical well-being on job performance,

179



the study offers practical guidance for organizational leaders to prioritize employee health as a
strategy for enhancing productivity and quality of work. This can lead to a more motivated and

efficient workforce, ultimately contributing to the organization's success and sustainability.
5.5 Suggestions for Further Studies

Based on the limitations identified in your study on the impact of employee Q’é&eing on
performance among FRSC workers in Oyo State, several areas for ﬁiﬁ@arch can be

suggested to enhance the understanding and robustness of the findings. &

Future studies should incorporate qualitative methods, such ntdgviews or focus groups, to
complement quantitative data. This approach would prov@eeper insights into the personal
experiences and perceptions of FRSC employees g well-being, organizational culture,
and performance. Conducting longitudinal re ould help establish causal relationships and
observe changes over time. Tracki.n%\'\pbyee well-being, organizational culture, and
performance over several years coul&‘e}eal long-term trends and impacts that a cross-sectional

study cannot capture. ‘ \AQ

Expanding the sample &iclude more FRSC employees across different states or regions
would improve the g iizability of the findings. A diverse sample would also help to identify
if and ho nal differences impact the relationship between well-being, culture, and
perfor}rq& Combining quantitative and qualitative data through mixed-methods research can
provide a more comprehensive understanding of the phenomena under study. This approach

allows for the validation of quantitative findings with qualitative insights and vice versa.

This study could also conduct a comparative study by comparing FRSC workers with employees
from other similar organizations such as LASTMA, VIO, the POLICE, both within Nigeria,
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could highlight unique and common factors influencing well-being and performance. Such
comparative studies would help identify best practices and areas needing improvement with the

Nigeria public service.
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Research Questionnaire

Employee Well-being, Organizational Culture and Performance of Personnel in Federal

Road Safety Commission in Oyo State

Dear Participant,

Thank you for participating in this study. I am Ezekiel Modebayo TAIWO, an udent of
Lead City University. Your feedback is invaluable in understanding the statQ@ployee well-
being, organizational culture, and employee performance amo 6 deral Road Safety
Commission (FRSC) workers in Oyo State. Please answer the fol%g questions honestly and

to the best of your ability. Your responses will remain con@ and will be used for research

purposes only.

Section 1: Demographic Information b

1. Gender: (a) Male [ ] (b) Female [ &
2. Age: years

3. Highest Educational Quahﬁc,%g?(a) Secondary School Certificate [ ] (b)Diploma [ ] (c)

Bachelor's Degree [@/lasters Degree [ ] (e)Doctoral Degree [ ] (f) Other (please
specify) s SN

\¥?
4. How long geﬁ been employed at the Federal Road Safety Commission (FRSC) in Ibadan,

x/ _ years
5. Current position at work:
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Section 2:

Instruction: please tick (\/) the option that best applies to you.

Note: SD - Strongly Disagree, D m- Disagree, U - Undecided, A - Agree, SA - Strongly
Agree

S/N

Employee Emotional Well-being.

SD

D

1

I feel emotionally drained at work.

A\QA
D

2 I feel supported by my colleagues when facing

challenging situations at work. «

< \ 3
3 I am satisfied with my job performance. §
AN

4 I feel motivated to perform well in my job. Q\'\)
5 I believe that my emotional well-being affects my

ability to perform my job duties effectively. é’b

O
S/N | Employee Psychological wellbeigl\' » SD | D A | SA
1 I feel stressed and anxious 1 ﬂ)b.
. {%ﬁ
2 I feel supported by eagues and supervisors.
AN
3 I feel motivated to peeform well in my job.
4 I feel that gyﬁsggchological well-being affects my
quality

5 I reeciye adequate support from my supervisors to

Mgge psychological challenges at work.
S/N | Employee social well-being. SD | D U |A]|SA
1 I find it easy to connect to my colleagues at work.
2 I have a supportive network of friends and family
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outside of work.

3 I have opportunities to socialize and engage in activities
with colleagues outside of work.
4 I feel that my organization values employees' social
well-being.
5 I believe that my social well-being impacts my work \
efficiency. @
S/N | Employee’s Physical well-being SD M\[I A | SA
N
1 I have access to adequate health and safety resources ﬁ?
at work. <>0
2 I feel physically safe and secure in my work%\
3 My work environment promotes good {%@ﬂ;ealth
and well-being Q
3
4 I have a physical health c@n that limits my
output at work. . @
5 My orgamzatmn@rts my physical well-being
through w@@ograms and initiatives.
Sectlo\égamzatlonal Culture
S/N | Work-life balance practices. SD | D |[U|A |SA
1 My organization provides resources and programs to help me

manage my work-life balance
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2 I have the flexibility to adjust my work schedule to

accommodate personal needs
3 My organization promotes a culture that values work-life

balance

\

4 The work-life balance practices in my organization Q\

positively impact my physical well-being 0)
5 The work-life balance practices in my organizatiomi >

contribute to a more productive and effective WorkforceS\

Q7

S/N | Questions on Leadership Styles fbb‘ SD A | SA
1 My direct supervisor demonstra leadership style that

promotes employee well-be@')
2 The leadership in otganization fosters a positive work

environment %hances employee well-being
3 The dership in my organization effectively

co&icates goals and expectations, which contributes to

employee well-being
4 I feel that my well-being is supported by the leadership

style in my organization
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The leadership style in my organization positively impacts
the organizational performance of the FRSC.

Section 4: Employee Performance

S/N | Work Efficiency SD U AQ \SA
AR

1 I am able to complete my tasks efficiently and effectively (0_)
2 The organization provides the necessary resources and C"\

tools for me to perform my job well. A

it

3 I receive adequate training and development oppo@@’

to enhance my skills and knowledge

>
4 I feel motivated to achieve my work goals '&)
A
5 I am satisfied with the quality of my wouks
)

S/N | Questions on Quality .of K SD U|A |SA
1 I take pride in theMty of work I produce.
2 Iam satls@\he standards of quality expected of me
3

The orzatlon values and recognizes high-quality work

4 @'my work contributes to the overall success of the
organization
5 I believe the organization prioritizes quality in all aspects

of its operations
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