Chapter One
Introduction

1.1 Background to the Study

Human beings are the wheels upon which the vehicle of an organization moves in spite of the
invention of machines and robots. The health and wellbeing of workers are most times-sidelined
by employers having forgotten that these humans are responsible for the achievements of set
organizational objectives hence the reason the work should be madewmeanmmgtul, valuable,
comfortable and safe for employees. In a competitive organizational, environment, high-
performance employees are needed in order to enhance organizational productivity. The health
and safety of employees are to be of significant concern torenmployers and therefore need be paid

adequate attention to.

Recent surveys among office employees ‘across the globe revealed the fact that employees’
occupational health and safety have suffered some decline!. Reviewed statistics on occupational
accidents, hazards, injuries, diseases, time loss, law suits and many others revealed that more
than 2.3 million people die as\aresult of occupational accidents or work-related diseases per year
and 317 million accidents occur on the job annually around the world?. Another 221,366
occupational aceidents, 494 occupational diseases and 1,626 fatal occupational accidents were
reported.in(Turkey in 2014°. Recently, it has been estimated that work days lost to occupational
safety and health-related causes represent almost four percent of global GDP, and some six
percent in some countries while the greatest proportion of current work-related deaths, 86
percent come from occupational-related diseases*. This has been an eye-opener to some observed
general loss of job satisfaction among office workers, and in particular, secretaries in ICT

Polytechnics, Ogun State, Nigeria.



Job satisfaction represents a combination of positive or negative feelings that workers have
towards the work as an employed worker brings with him or her certain needs, desires and/or
experiences with the expectations of being met as job satisfaction represents the extent to which
expectations match the real goals. Job satisfaction is a worker’s sense of achievement and
success on the job for it is closely linked with an individual's behaviour in the work place. It is
generally perceived to be directly linked to productivity as well as to employee’séébal well-
being>. Job satisfaction also implies doing a job one enjoys, doing it well afn i fx‘?@rewarded for
one’s efforts. Job satisfaction further implies enthusiasm and happine;%v'i;[h one’s work, hence,
it is the key ingredient that leads to recognition, income, pron&@)} and the achievement of
other goals that lead to a feeling of fulfillment®. . '$%
S

The job satisfaction of employees is important in all drganizations, but its importance increases
in educational institutions (polytechnics in [é)g}&r for the reason of the pivotal role played by
the secretaries of polytechnics in creati@well as maintaining the records and data capable of
enhancing the institutions’ opeﬁ%% Thus, secretaries play salient roles in the day-to-day
running of and contributing e¢advancement of the institutions in terms of records collection,
organizing, processi%@ aintaining of information needed for efficient and effective
management. a@o particularly observed the secretaries in ICT Polytechnics Ogun State,
Nigeria, no@ferent factors which could be accrued to their job satisfaction or dissatisfaction,
the Abr. Maslow’s Hierarchy of Needs will be used to measure the job satisfaction of this
category of office workers. Another crucial ingredient that could smoothen secretarial/office
duties and enhance job satisfaction among secretaries of ICT Polytechnics, Ogun State, Nigeria

is Office Ergonomics.



Ergonomics as a field of study reflects a shift in emphasis from observation of trial-and-error
human experience to the placing of greater reliance upon controlled and systematic research’.
Such researches are carried out in the area of workplace designs, equipment control (man-
machine) and environmental conditions. Office Ergonomics is the scientific study of the
interaction between people and the tools being used in performing the job®. The goal of office
ergonomics is to set up the office work space to fit the employee and the job. T%‘;bsence of
office ergonomics is meant to ensure the comfort, health and wellness of y ployees but
reverse is the case in most offices. Office ergonomics means fitting %t%s to the person as it
improves health and safety, reduces costs from absenteeism %\r\de uced productivity, and
outrightly ensuring that the social and legal obligations odialoyers to their employees are
being met. Office ergonomics is about ‘fit’: the fit b(@;%fﬁce secretaries, their routine office

activities, the equipment they use and the envir t wherein they work, move and play.
quip y 9\ y play

O

An office is a place where administratioéhat is, the management and handling of information
takes place’. An office is that pﬂ%gﬂn organization which provides all kinds of information
required for efficient management and control of the operations of the entire organization.
Secretaries therefore@e ons who perform the functions of an office which include
information-re t@ﬂoutine or basic) functions as well as administrative or management
functions. Qffice ergonomics, which is the interaction between office secretaries, the office
enviro@t and other office equipment, sets out to achieve its prime rule of safety first, for
secretaries on their jobs, then the students, staff and visitors. Similarly, when a good fit is
achieved, the stresses on workers are no doubt reduced as they become more comfortable,
perform their jobs more speedily, easily and record fewer as well as lesser mistakes'®. For the

purpose of this study, office ergonomics will be measured using office environment, workplace



comfort and office safety and security. There is no gainsaying that occupational health and safety
influences to a great extent the concept of positive safety culture in any work environment. The
acceptable levels of safety are difficult to specify, the ideal situation is ‘perfect safety’ when the
probabilities of some occurrences are so small that they can be ignored. The Safety Culture of an
organization reflects the broad spectrum of established safety-related human, organizational or
contextual, and technological aspects prevailing in the entire organization'!. It ent%tobservable,
tangible factors, the physical working environment and how individuals . %n relation to
safety management in an organization. In addition, it entails non-o})sesgbl’es, ess tangible factors,
being the values and attitude of individuals in relation to safetk\& the shared perceptions of
safety. All these safety-related aspects interact with each e&xg)in a dynamic way. The Safety
Culture encapsulates beliefs, values, and attitudes ﬁ%’%shared within the secretaries of ICT
Polytechnics in Ogun State and the man gﬂ% As human behaviours (and thus at an
individual level, safe or unsafe behavio‘gl)é-é partly guided by personal beliefs, values, and
attitudes, continued workplace safet have its base in individually, and organizationally
constructed shared beliefs tha s& is important!?. The safety culture of an institution is the
>

product of both indiv&;@

behaviour that determi

oup values, attitudes, perceptions, competencies and patterns of
the commitment to, and the style and proficiency of, an institution’s
health and ‘%. management!®, Institutions with a safety culture are characterized by
comm@ ns founded on mutual trust, by shared perceptions of the importance of safety and
by confidence in the efficacy of preventive measures'®. Psychological, situational and

behavioural factors derived from the Pathogen Model'> safety culture for this study.



1.2 Statement of the Problem

Many a time, office job is viewed in a quite different light from industrial, production or
construction jobs as such with lesser stress, hazards and therefore greater job satisfaction.
Meanwhile, this is not always the true picture as some secretaries are found to be w&}(ing in
humid, badly-lighted offices, tensed office environment surrounded by th @ed efforts
inevitably fostered by poor office layout resulting from the existence‘%} safety mindset.
Alternatively, preliminary investigation and close observation m@@sﬂa decline in the job
satisfaction of secretaries in ICT Polytechnics in Ogun State, %@%This job dissatisfaction as
observed, could be fuelled by inefficient office arrange A Qofﬁce environment, the repetitive
o

and routine nature of the office work in addition to it ultant effect on the account of recorded

hazards relating to sitting for too long, @I)ﬁu}eﬁnjuries, office accidents, disorders, non-
availability of advanced office tools and(equipment, poor technology and the absence of safety

culture at work among others. A%% inefficiencies tend to have ripple effects of delay in the

discharge of duties of these E&%[aries which invariably downplay their job satisfaction.

Q

Nevertheless, empi{i\c' studies that combined the two variables within the context of secretaries’
job satisfactiQn 1 T Polytechnics in Ogun State seem scarce. The few studies previously
condu @e focused on other contexts; for example studies not based on ICT institutions but
on ot&ganizations, hence reinforcing the narrative that there is need for a study that would
substantiate the interaction between office ergonomics and safety culture on the job satisfaction
of secretaries in ICT Polytechnics, Ogun State, Nigeria. This study therefore intends to
investigate the influence of office ergonomics and safety culture on the job satisfaction of

secretaries in ICT Polytechnics, Ogun State, Nigeria.



1.3  Aim and Objectives of the Study

The aim of the study is to investigate the influence of office ergonomics and safety culture on the
job satisfaction of secretaries of ICT Polytechnics, Ogun State, Nigeria. The objectives of this

study are to:

Nigeria; . ‘QQ%&
ii.  determine the office ergonomics in place for secretaries in ICT Pol nics, Ogun State,
Nigeria. X @ B
iii.  determine the prevalent safety culture existing in IC.T& @nics, Ogun State, Nigeria.
iv.  determine the influence of office ergonomics o hQ}J satisfaction.
N

1. identify the level of job satisfaction of secretaries in ICT Polytechnics, State,

v.  determine the influence of safety culture m& Jjob satisfaction.

vi.  ascertain the combined influence o@e ergonomics and safety culture on the job
satisfaction of the secretaries in IC'@olytechnics, Ogun State, Nigeria.

1.4  Research Questions \g)
"
The following research q@l will guide the study:

i.  Whatis th@el of job satisfaction of secretaries in Polytechnics, Ogun State, Nigeria?

ii.  What are the office ergonomics in place for secretaries in ICT Polytechnics, Ogun State,

QO
@ma?

iii. ~ What is the prevalent safety culture in ICT Polytechnics, Ogun State, Nigeria?



1.5 Research Hypotheses

The following hypotheses are formulated to guide the study and will be tested at 0.05 level of
significance.
Hol: There will be no significant influence of office ergonomics on the job sat{}@tion of

secretaries in ICT Polytechnics, Ogun State, Nigeria. . Q%
Hy2: There will be no significant influence of safety culture on the j ob satisfaction of secretaries
'3

Hy3: There will be no combine influence of office ergon@lcs and safety culture on the job

in ICT Polytechnics, Ogun State, Nigeria.

satisfaction of secretaries in ICT Polytechnics, Ogun‘@, Nigeria.
1.6  Significance of the Study ‘ \)

This research work is expected to bq&%ﬁmal to secretaries, staff and management of all ICT
Polytechnics in Ogun State, Nigerta, organizations, Human Resource Managers, researchers,

policymakers in gov %ell as being a form of contribution to knowledge. This research
work would seek t tﬂé to the perceived poor state of office ergonomics in ICT Polytechnics
in Ogun Stae%would help the staff and management of various institutions to understand and
addre@ssues pertaining to the safety of staff in the Polytechnics especially that of
secretaries. Secretaries in the same light as Human Resources Managers would identify areas to
be addressed to improve job satisfaction such as provision of the right and up-to-date office
equipment in a good office environment, ensuring comfort plus ease while performing tasks and
ascertaining safety while on the job. The findings of this study would also aid improvement on

human resource management policies and practices. Conclusively, it will serve as a link and
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guide for future researchers of related study as they make use of this material for references.
Policymakers in government would benefit from the findings of this study by having useful input

in formulating policies that are relevant to employees’ needs.
1.7 Scope of the Study

The study is limited to office ergonomics and safety culture of corporate organiz@as they

relate to the job satisfaction of secretaries in ICT Polytechnics, Ogun State, i@b t\lonetheless,

preliminary investigation coupled with review of literatures have all given‘the measures of job
o o . AW

satisfaction to be physiological needs, safety and security needs, %bg | needs, respect and self-

esteem. The measures for office ergonomics are o.fﬁ& ironment, office tools and

safety/security in the office; while the measures use !@ty culture are psychological safety,

situational safety and behavioural safety. TI}e&raphical scope will cover Gateway (ICT)

Polytechnic, Saapade, Abraham Adesa a@ Polytechnic, Ijebu — Igbo, D.S. Adegbenro
@ Polytechnic, Igbesa. The respondents of the study

(ICT) Polytechnic, Itori and Gatewaé)

will be secretaries from the four I olytechnics.

%w
1.8  Limitation o@epugy

N

The limitati@% study is the lost of some questionnaire for which new ones needed to be

printe%@ace the lost ones.



1.9 Operational Definition of Terms

Job satisfaction: The pleasurable emotional state resulting from the appraisal of one’s job as
achieving or facilitating the achievement of one’s job values and the extent to which secretaries

working in ICT Polytechnics, Ogun State, Nigeria like or dislike their jobs or individual aspects

| AL
or facets of jobs. \
&

Physiological Needs: These are the needs that have to be satisfied f%‘@\qgntinuation of

secretaries in ICT Polytechnics, Ogun State, such as taking in, qQ%ygen, eating, drinking,

sleeping, resting and sheltering. '&%
e

Safety and Security Needs: This is the provision of a f@rking environment, safe equipment,
policies and procedures in order to ensure &health and safety of secretaries of ICT
Polytechnics, Ogun State, Nigeria. C')\

Self-Esteem Needs: This is a situatio reby needs are to be appreciated and respected by
others related to the reputation Metaries in ICT Polytechnics, Ogun State, Nigeria, such as
status, recognition, and app %jc?n.

Ergonomics: The sctentific discipline concerned with the understanding of interactions among

humans (secret Q and other elements (physical working environment) of ICT Polytechnics,

Ogun S e@igeria.

Office Ergonomics: This comprises the physical condition of ICT Polytechnics, Ogun State,
Nigeria that must be unavoidably present in an office before such office could be said to be

conducive for workers to operate in.



Office Environment: The general physical and emotional space in which secretaries of ICT

Polytechnics, Ogun State, Nigeria perform their daily duties.

Workplace Comfort: This is a situation in which secretaries of ICT Polytechnics, Ogun State,

Nigeria feel at ease while going about their jobs.

Office Safety: This refers to the working environment in ICT Polytechnics, Ogun %@Nigeria

devoid of factors impacting health, well-being and safety of the office work fs@

Safety Culture: Safety Culture of ICT Polytechnics, Ogun State refl s@e broad spectrum of
established safety related to human, organizational or contex@\and technological aspects

prevailing in the entire Polytechnics. ¢ ,$%

Psychological Safety Factor: Psychology safety Q climate in which secretaries of ICT
Polytechnics, Ogun State are comfortable e@ s sharing concerns and mistakes without fear

of embarrassment or retribution, the@ confident that they can speak up without being

Q

Situational Safety Factor: 1 Oratio of the ultimate stress of the component material in ICT

humiliated, ignored or blamed.

Polytechnics, Ogun State te-th¢ working stress of their Secretaries.
Behavioural S%e@ctor: This is the function of the consequences of behaviour and these make

behaviours@ro gly associated with learning among the secretaries in ICT Polytechnics, Ogun

State. Q

Secretaries: These are administrative professionals who play integral roles in business and other
organizational environments. They handle correspondences, keep records and do general clerical

and secretarial work in ICT Polytechnics, Ogun State, Nigeria.
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Polytechnic: An institution of higher education offering courses at degree level or below,
especially in vocational and technical subjects.

ICT Polytechnics: These are tertiary institutions of higher education offering courses at degree
level or below, especially in vocational and technical subjects as well as offering additional
certificate in Information and Communication Technology (ICT).

Office: An office is the information hub and the intelligence center for coc@&g vital
activities in ICT Polytechnics, Ogun State, Nigeria. It is still the overseé .%ce furniture,

.@w

machines and supplies for all or most of the firm.
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This chapter reviewed related literature to the area of study (Office Ergonomics, Safety Culture

and Job Satisfaction of Secretaries) for a broaden understanding of the research problem. The

chapter is presented under the following headings:

2.1

2.2.

2.3

24

2.5

2.1

Conceptual Review
2.1.1 Concept of Job Satisfaction . ®

2.1.2  Concept of Office Ergonomics . q?
2.1.3 Concept of Safety Culture ‘@
%w

Theoretical Framework . )\\‘
&
2.2.2  Ecological Theory of Ergonomics Q@

2.2.3 Reciprocal Safety Culture Model %

>

2.2.1 Maslow’s Hierarchy of Needs

Review of Empirical Studies
2.3.1 Office Ergonomics and atisfaction
2.3.2 Safety Culture anNSatisfaction

"
Conceptual Mod%

Summary of Biterature Reviewed

Endneies )
ey

Conceptual Review

2.1.1 Concept of Job Satisfaction
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Work is a central part of almost every individual’s life. Adults devote almost all of their waking
time to work as career development makes up almost 70% of human developmental tasks. Job
satisfaction is an achievement indicator in career developmental task, hence, it is important that
employees feel a sense of satisfaction with their job else frustration might set in, anger and in
some cases depression. Perceived satisfaction on the job is reflected by the sense of expectation
and fulfillment for the job to be interesting, challenging and personally satisfyi &ere are
numerous studies on job satisfaction and the results are often valued for .&S@manistic and
financial benefits. When employees are satisfied, they tend to care moreiabout the quality of their
. &w

work, they are more committed to the organization they serve, \have higher retention rates
and they are generally more productive. The modern time\@gg highly competitive and hence,
there are lots of pressures for each organization to béthe\best, for this reason, organizations tends
to demand for better job outcomes. In fact, our @3 times have been called “the age of anxiety
and stress”. %&)

Job satisfaction is one of the mos po@% and most researched variables in the occupational and
organizational psychology. Jo %élction is any combination of psychological, physiological
and environmental cir: @ that cause a person to truthfully say I am satisfied with my job.
Job satisfaction althipugli is under the influence of many external factors, it remains something
internal that%gdo with the employee’s feelings. Job satisfaction presents a set of factors that
can c eling of satisfaction as it represents a combination of positive or negative feelings
that workers have towards their work!. Meanwhile, a worker who is employed in an organization
brings with him or her, the needs, desires and experiences with the expectation of such being met.

Job satisfaction represents the extent to which expectations are and match the real awards

15



surrounding the job. Job satisfaction is equally closely linked to an individual's behaviour in the
work place.

Job satisfaction is a worker’s sense of achievement and success on the job. It is generally
perceived to be directly linked to productivity as well as to personal well-being. Job satisfaction
implies doing a job one enjoys, doing it well and being rewarded for one’s‘ efforts. Job
satisfaction further implies enthusiasm and happiness with one’s work. Job satisfa@s the key
ingredient that leads to recognition, income, promotion, and the achieveme y %&)\er goals that
lead to a feeling of fullfillment?. Job satisfaction can also be def:lne s,‘%he extent to which a
worker is content with the rewards he or she gets out of his or@b, particularly in terms of
intrinsic motivation®. The term job satisfaction refers to* [\Iﬁa itude and feelings people have
about their work. Positive and favorable attitude@‘%s the job indicate job satisfaction.
Negative and unfavorable attitudes towards ej@ydicate job dissatisfaction®. Job satisfaction
is the collection of feeling and beliefs tha‘%e' ¢ have about their current job.

Individual’s level or degrees of job @(b‘action can range from extreme satisfaction to extreme
dissatisfaction. People also c%ax attitudes about various aspects of their jobs such as the kind
of work they do, their @ ers, supervisors or subordinates and their pay. Job satisfaction is a
complex and mu%%:e ed concept which can mean different things to different people. Job
satisfaction i‘s%ally linked with motivation, but the nature of this relationship is not clear.
Satisf not the same as motivation. Job satisfaction is more of an attitude, an internal state.
It could, for example, be associated with a personal feeling of achievement, either quantitative or

qualitative*.

Job satisfaction can be considered as one of the main factors when it comes to efficiency and

effectiveness of an organization. In fact the new managerial paradigm which insists that
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employees should be treated and considered primarily as human beings that have their own
wants, needs, personal desires is a very good indicator for the importance of job satisfaction in
contemporary companies. When analyzing job satisfaction the logic that a satisfied employee is a

happy employee and a happy employee is a successful employee”.

Job satisfaction is considered as a reason for organizational commitment. The reve% is also
applicable where organizational commitment is a cause to job satisfaction. Wh %&mployee is
satisfied with the job the employee becomes more committed to the orgaﬁ%ﬂn and vice versa.
In other words, job satisfaction can be measured and assessed by m@ﬁbnal commitment and
vice versa®. Job satisfaction is “the collection of feelings and %@that people have about their
current jobs. People’s levels of job satisfaction carg%%n extreme satisfaction to extreme

dissatisfaction” Others have defined job satisfacti%(3 a positive feeling about a job resulting
i

from an evaluation of its characteristics”. Itq s&}f d it as “a pleasurable or positive emotional
state resulting from the appraisal of @s job or job experiences”. Job satisfaction is the
employee’s mental classiﬁcation&{%"nto objective and subjective characteristics.

'\
Intrinsic job satisfaction @eople feel about the nature of the job tasks themselves, whereas

extrinsic job satisfq&tld is how people feel about aspects of the work situation that are external
to the job taﬁ%@ork itself®. In the industrial psychology literature, job satisfaction is noted as
the po otional level gained by the employee when the employee gets a job appraisal. In
terms of factors affecting job satisfaction, employees’ personal and job characteristics determine
job satisfaction. Highly educated employees are more likely to suffer from educational
mismatch”. Furthermore, the higher the level of education of employees is the lower their
satisfaction. Although, having higher education raises the expectancy of having better job which

leads to dissatisfaction and disappointment, it was reported that no significant effects of
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education level on overall job satisfaction. Job satisfaction is influenced by the level of pay and
performance, employee benefits, training, recruiting, learning curve inefficiencies, reduction in
the client base, job design, life satisfaction, autonomy, growth satisfaction, satisfaction with co-

workers, satisfaction with supervisors and customer satisfaction’.

Further, job satisfaction is a cognitive and affective appraisal of a job viewed as X@nstruct
conceptualized in terms of beliefs and feelings regarding one’s job. In terms o %Signiﬁcance
of job satisfaction on organizations and employees, more satisfied em@es will add more
value to the organization. Past studies in Europe and the USA propb\ﬁ%?ﬁht job performance is
positively influenced by employees’ job satisfaction®. Finally, é&tisfaction creates a pleasant
feeling that directs to a positive work attitude. A satis e@oyee is more likely to be creative,
flexible, innovative and loyal. Furthermore, Job se@on can be used as a broad assessment of

“an employee’s attitudes of overall acceptar{e,%ﬂ

tment, and enjoyment in their work”.

Job satisfaction has been defined as ‘%@ngs or affective responses to facets of the (workplace)
situation”™. More recently, researc&% have acknowledged that job satisfaction is a phenomenon
best described as having @: ?ﬁtive (thoughts) and affective (feelings) character. Employee
reports of affect at‘(dgoéan be used to measure job satisfaction and that affective experiences
while on theﬁ@ also a cause of job satisfaction. In other words, employee job satisfaction is
the a e state of employees regarding multiple facets of their jobs, so job satisfaction
comprises employee feelings and actions regarding multiple aspects of the job. There is also a
cognitive component to job satisfaction. This cognitive component is made up of judgments and

beliefs about the job whereas the affective component comprises feelings and emotions

associated with the job.
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Job satisfaction is the attitude and feeling employees have towards their job. The feelings and
attitudes are divided into two categories which are the positive and negative attitudes. Pleasant
feelings and Positive attitudes tend to show that employees are satisfied ‘while negative and
unpleasant feelings exhibit dissatisfaction of employees. Job performance is “the total expected
value to the organization of discrete behavioral episodes that an individual carries out over a
standard period of time”, Usually employees who are able to perform better w&ég higher
priorities in being hired compared to those low performers. A great effor .'N%@ssary for the
employees to attain high performance in jobs. When the employe?s a‘rxa%isﬁed with their jobs,
they tend to be motivated, are willing to put more effort and com@mre in their jobs. This then
leads to the attainment of the organization goals. In simp}é\&%‘?ds, employees’ job satisfaction
plays an important role towards the successfulness@%ganization, particularly in achieving
higher level of employee’s job performance '@}fore, achieving a high level of employee

performance is considered the common %ge) many organizations, hence the need to look for

the compelling factors that lead to thi%gbformance i.e. job satisfaction!®.

N

Job satisfaction is a positi Otional state that comes from the feeling of pleasure that an
employee finds from@s)gh r current job. Job satisfaction is “simply how people feel about
their jobs and e@'erent aspects of their jobs. It is the extent to which people like (satisfaction)
or dislike %ﬁfaction) their jobs”. Job satisfaction is also being viewed as the “pleasurable
emoti@state resulting from the appraisal of one’s job as achieving or facilitating the
achievement of one’s values™!!. It was further added that it’s an emotional state that is obtained
from the experiences in performing the job. Task performance is “the proficiency with which job

incumbents perform activities that are formally recognized as part of their jobs; activities that
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contribute to the organization’s technical core either directly by implementing a part of its

technological process, or indirectly by providing it with needed materials or services”.

Job satisfaction is a collection of feelings and beliefs that people have about their current jobs.
People’s levels or degrees of job satisfaction can range from extreme satisfaction to extreme
dissatisfaction. In addition to having attitudes about their jobs as a whole, people al@gn have
attitude about various aspects of their jobs such as the kind of work they do ir 'coworkers,
Supervisors, subordinates, and their pay”. Belief and attitudes were addé@mous aspects or
dimensions of job in addition to the emotional state!?. The tem@’isfactlon refers to an
individual’s general attitude towards his or her job. A person v@%ngh level of job satisfaction
holds positive attitudes toward the job, while a pers&,@g 1s dissatisfied with his or her job

holds negative attitudes about the job. %

There are different factors that affect jgg;lactlon some of which are personal while some

others are organizational factors. @o

satisfaction a person experienceMonality, values, the work situation and social influence!'?.

'\
Work situation includes @rk itself, co-workers, supervisors and subordinates, physical

ar stated four factors that affect the level of job

working condition,(‘ ing hours, pay and job security. Work itself is the most important factor
and source ﬂ%l atisfaction. “An extensive review of the literature indicates that the more
impo rs conducive to job satisfaction are mentally challenging work, equitable rewards,
supportive working condition and supportive colleagues”. Pay and promotion is equitable reward
facet while supervision is another one factor'4. There are a number of factors that influence job
satisfaction and through the years, five dimensions have been identified to represent the most
important characteristics of a job about which employees have affective responses: the work

itself, pay, promotion opportunities, supervision and co-workers'>.
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It was stated in the conceptual framework that personal factors such as gender, education,
experiences and management level are positively related to job satisfaction and job satisfaction is
affected by pay and promotion, organizational policy, supervisor’s attitude, working condition
and co-workers’ behaviours'S. The contention is that a satisfied employee has a better attitude to
work than a dissatisfied one. It was once believed that satisfaction would lead to higher
productivity but conversely, research findings point to the fact that a satisfied e@ee is not
necessarily productive thus; there is no consistent correlation between .O&Vity and job
satisfaction. Studies however, show that job satisfaction correlates gg;[ively with increased

absenteeism rate, labour turnover and poor morale. %‘\\d
&

Commenting on the lack of correlation between emplo§®§is action and productivity, a scholar
is

observed that no significant relationships were%\ ered between any of the indexes of

satisfaction and the productivity of the Qr)&f

productive work groups were no moreﬂb' ly than employees in low producing group to be

p. In other words, employees in highly

satisfied with their job and the c&%ﬂ or with their financial and status reward. These studies
consistently point out that a satisfied employee does not out-produce an unsatisfied employee but
they do not claim th@a ion is the cause of low productivity or poor attitude to work. A
satisfied and 01@ d employee is an ideal employee knowing fully well that what satisfies
employeesg any and varies. Factors such as gender, position, personal characteristics of the
job hc@ level of education, income level, supervision, relationship with co-workers, size of
the work group, job content, to mention but a few, are some of the major factors that influences
employees’ job satisfaction. Employee’s job satisfaction is influenced by the equitable

distribution of organizational approbations as perceived inequity affects employee’s job
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satisfaction. The ability of an employee to perform his work up to expected standards rather

influences his or her job satisfaction!’.

An employee who is capable of performing an assigned task derives intrinsic rewards from it, as
he is capable of accomplishing something. He sees himself as having some control over his
environment and may perceive himself as an achiever. This reward increase en the
organization recognizes his contribution and gives him added incentives in the g}promotion
or other privileges. If the employee believes that what he receives f@ to what other
employees who have achieved similar level of productivity are e@fb, satisfaction is then
derived. Extrinsic rewards include all forms of formal recog.%ﬁ%, promotions, advancement,
pays, amenities, fringe benefits, and a pat on the l;%s,all of which originate from the
organization. Intrinsic rewards are the internal feelings“ef satisfaction originating from work well
done, achievement, personal growth, statu@s sed power and informal recognition. This
inner warmth in a form of self-gratiﬁc%@s very sustaining as many employees will stay in an
organization even if denied extf@wards but possess intrinsic rewards. Where the latter is
lacking, the employee is very hikely to leave the organization, or become very tardy, play truancy

and characteristically‘ shcga ery poor attitude to work. Job satisfaction from this perspective is

very closely relat X‘absenteeism and labour turnover!®.
ry y

Job satd n is imperative since it influences absenteeism alongside tardiness and to a large
extent, turnover of labour but not performance. It costs lots of money to recruit and train
employees, therefore, no company can survive continuous high turnover of employees or
unexcused absenteeism. Job satisfaction affects staff turnover to an extent because turnover is
also influenced by the availability of alternative job opportunities. A dissatisfied employee does

not resign his position unless another equally attractive position is available. Other factors of job
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satisfaction are physiological needs, safety and security needs, social needs, respect and self-

esteem as derived from Maslow’s Hierarchy of Needs'®.

Physiological Needs: Self-Determination Theory (SDT) is a theory of human motivation that
examines how social or contextual factors can either enhance or inhibit people’s experiences of
the satisfaction of three basic psychological needs?°. The need for autonomy refers*t lition”
and willingness and is concerned with people’s aspiration to self-organize thei &riences to
ensure that activities are consistent with their sense of self. It is satisfied o '\person can make
choices freely and, subsequently, experience ownership of m@ehaviour. Competence
satisfaction refers to the experience of mastery and effective%&%hen engaging in tasks. The
need for competence is fulfilled when people can perf; : Qasks confidently and develop new
skills to enable mastery in the future. Finally, rela é& satisfaction refers to a person’s desire

to experience warm, meaningful, and closé co\&c ions with significant others. The need for

relatedness is satisfied when people e@ﬁnce a sense of affiliation with others and develop

close relationships. \g)

According to the meta-a@s which literature on need satisfaction was summarized, most
studies investigatiqid ¢ psychological need satisfaction employed cross-sectional survey
designs?!; y%QQe scholars are starting to adopt within-person diary study methods.
Psych constructs ought to be studied as naturally developing or evolving processes.
Basic psychological need satisfaction is a psychological construct that depends on the social
environment and how it is perceived. Therefore, it can be argued that need satisfaction is likely
to fluctuate along with changes in the environment or perception thereof. Basic psychological

needs might fluctuate daily and weekly.
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When basic needs satisfaction likely varies, it is essential to understand its associations with
antecedents and outcomes. Building on the meta-analysis, the researcher aimed to gain a
comprehensive understanding of the dynamic processes of need satisfaction by systematically
reviewing the available studies. Similar to previous research, (1) key variables (e.g., workload
and well-being) were clustered into potential antecedents and outcomes of psychological need
satisfaction, and (2) categorized antecedents and outcomes into sub-categori@?;g, work

environment and employee factors, employee attitudes and well-being@ig@avioural and

motivational outcomes, respectively)?!. ‘% .
Basic psychological needs are context-responsive constructs.ép%e, their satisfaction depends
on the organizational context in which employees§®;e. Several cross-sectional studies

investigated workplace factors as “antecedents”%o ed satisfaction. These factors can be

categorized as job demands and resource@\% ob Demands Resources (JD-R) model or
factors in the organizational context (r{‘b' d to as organizational resources). Job demands are
the organizational, physical, psyﬁgl%fcal, and social job aspects that require persistent efforts
and may result in adverse o &s. Job demands (e.g., high workload, work-home interference,
role conflict, and r@bi ity) are generally detrimental to need satisfaction, but this
relationship @ be straightforward. The appraisal of these demands as challenges or
hindrances d¢tepmines whether their effect is detrimental or beneficial. Hindrances are regarded

as “he@mpairing job demands” that thwart optimal functioning. At the same time, challenges

are seen as job demands that are motivating yet require some energy.

In line with this view, meta-analytic findings indicate that whereas hindrance demands (e.g., role
conflict) undermine need satisfaction, challenge demands (e.g., cognitive demands) enhance

need satisfaction. Job resources are the organizational, physical, psychological, and social job
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aspects resulting in goal achievement, growth, development, with the buffering of demands and
costs associated with demands. In meta-analysis, a scholar found that the basic needs showed
significant positive relations with all the job resources they measured (e.g., autonomy, social
support, and skill utilization). Organizations consist of multiple levels, and therefore resources
manifest on five different levels: individual, group, leader, organizational, and the broader (outer)
context??. Building on the IGLOO framework??, in this study, organizational res%‘%s refer to
aspects in the organizational context that manifest on the level of t .%ization (i.e.,
organizational support or policies) or leader (i.e., leadership behay%u. Studies found that
positive leadership (e.g., need-supportive leaders, transforrn&ﬁs\l leadership, and servant

Q

leadership) promotes need satisfaction. . \
Need satisfaction depends not only on the wor@lmen‘[ but also on how employees

interpret their environment. Firstly, in the f}@s SDT, such individual differences refer to
p

general causality orientations (GCOs)?*. %’ ees can interpret their environment as supportive
(autonomous orientation), controll (controlled orientation), or beyond their control
(impersonal orientation). GCQs “r ate positively to autonomy and relatedness satisfaction.
Secondly, personal r \@%eﬁned as the personal characteristics (e.g., mindfulness, self-
esteem, and self-eﬁ%gyﬁ that have an impact on how people can control and influence their
environment‘,%e positively to need satisfaction. Thirdly, biographical characteristics (e.g., age
and t%so relate positively to need satisfaction. Finally, employee’s states (i.e., cognition,
affect, and behaviours that change over time due to situational factors) may influence employees’

need satisfaction experiences. Implicatively, how some employees feel (i.e., attitudes and

wellbeing) in the morning before work or what they strive to do (i.e., proactiveness) during their
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workday could relate to their need satisfaction at work. For example, proactive work behaviour is

positively related to competence satisfaction?.

Safety and Security Needs: Although physiological needs are relatively satisfied as new needs
arise which are classified as safety needs?>. These are the needs such as protection from danger,
being confident, not feeling fear, financial security, economical security, job securﬁ@urance
policies, health and well-being. In addition, safety needs can also evolve accordifigito the social
concerns or the conditions of the country employees live in. safety Nee‘&%'}e erred to as the

sturdy desire of humans for safety and security to remain secure orsafe ™ any form of harm.

S

Social Needs: Once the physiological needs and safety neg&%e fully met, the need for love,
commitment and belongingness emerge. At this sh@%&he theory, Maslow emphasizes that
humans are social beings. The individual’s nee@r belongingness and love represent a wide
range of needs, such as feelings of be ngg)\(group membership, clubs, churches, business
associations, etc.), spouse, child and al love. Individuals want the presence of love in their
relations with people, to love, being”loved, to be in the hearts of people and groups. This need
category, which consists @ 2d to be accepted by others, to establish friendships, to be with
relatives, to exhibig{: owards people around and to expect love from them, are derived from
the instinct o%u% together to a great extent. Except for a few pathological exceptions, all
peopl need or desire for a stable and sound self-assessment, self-esteem and others’

respect. Sound self-esteem means self-respect based on true capacity, success, and respect of

others.

Job satisfaction is the degree to which people like their jobs where some people enjoy work and

find it to be a central part of life and others hate to work and do so only because they must. In
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other terms, Job satisfaction simply means how people feel about their jobs and the different
aspects of these jobs. It is the extent to which people like (satisfaction) or dislike (dissatisfaction)
their jobs. It is generally assessed that job satisfaction is an attitudinal variable. In the past, job
satisfaction was approached by some researchers from the perspective of the need fulfillment
which validates whether the job meet the employee‘s physical and psychological needs or not?®.
However, this approach has been de-emphasized for the reason that the 21% cent%g earchers
tend to focus attention on cognitive processes rather than on underlyin n.eﬂg.@w attitudinal

perspective has become the predominant one in the study of job satisf%}(%)r’lS

Job satisfaction may be termed as a reaction of an individual t his or her job. Even though
varied definitions abound, a commonality among t . efinitions seems to be that job
satisfaction is a job-related emotional reaction?’. joﬁelated emotional reaction can be a sign
of an employee‘s emotional wellness, can b(alﬁ}}& by other employee‘s behavioral influences,
and can be an indicator of overall orga %ﬂonal operations; therefore, it is salient to clarify the
various levels of job satisfaction&% factors that it comprises. Employers have also attempted
to focus on employees’ job satisfaCtion considering that it has a relationship between the survival
of an organization ar@o tinual intellectual drain resulting from employees’ departure. Set

skills and a réo@ door of knowledge cum skills which employees bring to their positions

within the~@rganization, as well as the knowledge acquired over time, are all lost when

emplo@quit.

Turnover can cost as much as three to five times the annual salary of the involved employees,
and crucial for leaders to address this cost on behalf of companies and organizations. Employee’s
withdrawal leads business leaders to examine ways to cut costs in tighter labour markets for the

reason of turnover being a significant profit killer in organizations?®. As mentioned earlier, some
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job satisfaction factors that may lead to turnover have been identified and a brief review of these
positive as well as the negative job satisfaction factors are important for many organizations to
understand the problems and costs incurred by employee’s departure. However, employee‘s
positive attitude towards their job is very much essential to increase organizational productivity
whereas balancing the demands of work and family life are associated with employees‘ physical

and mental health as well as occupational variables such as job satisfaction ﬁ;%formance
absenteeism, and turnover intentions. 'E '\

Human nature is very complex and required to be well-managed+b @?.\rstandlng employee’s
personal and work environment issues. Many studies reﬂe@%rk life balance measure on
individual appraisals regarding the level of satisfactio o;@cess with the balance between work
and family life?*. However, job satisfaction can be increased by implementing work-life balance
policies by reducing conflict between wor@&! ily. In other terms, job satisfaction creates
confidence, loyalty and ultimately imp %the quality output from employees. There is a need
for the creation of the work eﬁ'{&&en‘[ which facilitates the reaching of employees’ full
potentials and enjoying theifjob maximally. Again, there are various theories given for job
satisfaction by Vari@e s from time to time but job satisfaction is driven into three
categories whi @éon‘[ent theorists, process theorist and situational theorist. Content theorist
explalned ed fulfillment with job satisfaction while the Process theorist defined job

satlsfe® as mingling of individual, job and organizational variable.

Real satisfaction with a job could only be provided by allowing individuals enough responsibility
and discretion to enable mental growth. Originally, job satisfaction was studied as a predictor of
behaviours such as performance, absenteeism, and turnover but recently, the interest has shifted

towards identifying factors that influence or predict job satisfaction. Personal and work-related
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characteristics can influence job satisfaction as recruiting and retaining highly skilled staff is a
challenge facing all types and sizes of organizations in the 21st century. It requires taking a
strategic approach to the attraction, selection, development and retention of employees, in order

to meet staff, business and societal needs>°.

Preserving an organization's intellectual capital due to loss of key employees is a glo oblem,
however, there is a lower level of turnover intention when organizationa ialization is
prominent and an adequate range of opportunities that satisfy career asp@s exist within the
organization. Nevertheless, the control of turnover and absente@fé the observation of
employee‘s behaviour and performance to detect any chang%@esenting job dissatisfaction.
Studies indicate that employees’ turnover increasgs '.6 n there is a mismatch between
management and employees?'as employees would not ®njoy their job when working with tactless
and inflexible managers. Workplace ﬂexibi@&ﬁs o improve overall employee flexibility and
empowerment to have work-life balanc %&ch reduces turnover. Researchers found that against

all odds, a public sector organiz&l%n attract and retain a high quality workforce in a highly

competitive market?!. Q‘% *

N
Notwithstanding, a&gaé professional women and their quitting from the jobs are concerned,
further quot?@nother important reason for professionals, especially women quitting their
job is n after marriage, or the call to be a mother. A satisfied workforce may be valuable
because employees are then less likely to be absent and consequently affect the bottom line
whereas a scholar had his view-point that overwork causes stress-related absenteeism, poor
retention levels, low creativity, appalling customer service and unethical employees behaviour.
Staying competitive and managing career can be difficult in a challenging economy, contrariwise,

it was found out that against the odds, a public sector organization can attract and retain a high
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quality workforce in a highly competitive market. Nonetheless, researchers revealed that it is

difficult to separate home and work life in an increasing competitive environment.

Stress is often developed when an individual is assigned a major responsibility without proper
authority and delegation of power, inter-personal factors such as group cohesiveness, functional
dependence, communication frequency, relative authority and organizational differe etween
gender roles and focal persons. Work stress and work-life imbalance ar &lated with
workaholism, regardless of the gender. Supervisory support and work-fa%'e\ulture are related
to job satisfaction and affective commitment since dealing with @S&k - family - tension
results in the career as subject of social fascination and family@%actual task. There are strong
connections between dimensions of the work place, st eg?@\ﬂ job satisfaction. Regardless, there
N

is an absence of theory to provide the conceptua%/ tanding of these relationships as work-

family balance is associated with the qualit( of%

or satisfaction to distribute across roles, %:

P

As conceptualized, work and famife are separate domains having no bearing on each other

hen there is substantial time, involvement,

however, it is now recog@a"z domestic identities and responsibilities sometimes spill over
into the workplace‘qld at organizational identities and responsibilities often cross into home
life3? wherea’%%nal or family lives, interfere with work are associated for fewer hours but
work %- feres with life matters lingers on. Employees’ attitudes towards their work hours,
perceptions about work-life imbalances actually deals with working time and complaints about
time pressure which are unrelated to hours actually worked. Systematically, the prevalence of
management control of the work life balance agenda and management‘s discretion in the
operation of work-life issues persists. Having established the correlations of Work-Life balance

with several factors on competition and productivity32.

30



Respect: Even though all the needs at the other levels of the hierarchy are satisfied, the
individual would still feel uneasy and dissatisfied, for which reason, people should behave
according to their personal abilities: a musician should engage in music, an artist should engage
in art, and an author must write to be happy. A person should be whatever he or s n be®.
Self-realization is an effort made by an individual to maximize his own capgci%%'&develop his
skills, and to reach the ideal type of person he really wants to be. Si '\is is a need for
improvement, there is no saturation point, and the needs increase-ir\\(&"és)artion to their rates of
satisfaction. Maslow describes people who realize themselvesé&ividuals with high levels of

SN

perception and reality, able to act as they are, solu%@&led, having a tendency to be alone

because of being self-sufficient, independent, abl%’v aware of and appreciate the beauties of

life, with deep collective sense, democratic,‘cre%@:

itty, and resistant against stereotypes.

Maslow’s satisfied needs lose their@ortance as motivational elements, however, it is not
possible to separate the needs with%Xxact boundaries®’. It does not require one hundred percent
satisfaction to be able to @fr ?n a certain need to a higher one. People who are satisfied with
some upper-level Ki ay sometimes feel lower level needs and vice-versa especially in
emergencies‘%& war, disease, natural disasters and suchlike, lower level needs may be at the
forefr rding to Maslow, while the proportions are not certain, it is enough to satisfy 85%

of the physiological needs, 70% of the safety needs, 50% of the love and belongingness needs,

40% of the appreciation and esteem needs and 10% of the self-actualization needs??.

Although respect has long had a tacit presence in various areas of organizational research, there

is not a widely accepted definition of the construct, which remains a roadblock to understanding
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the role that respect plays in organizational life. There are numerous definitions of respect across
various disciplines, leaving scholars contemplating whether respect is “an attitude, a mode of
conduct, a feeling, a form of attention, a mode of valuing, a virtue, a duty, an entitlement, a
tribute, or a principle™*. Furthermore, a difference in the lay usage of the term appears across
individuals and even within individuals across situations, such as a mother who desires respect

from her child as obedience, respect from her husband as giving space to malntalk‘f&}}wduahty,

and respect from her employer as appreciating her work. 'E '\

Respect is the “[perceived] worth accorded to one person by one or\@&hers as a statement
can be adopted here. This general definition serves as the core Q’%&ceptuahzmg respect because

it can be applied to generalized and particularized %;@e f-respect, and the sender’s or the

receiver’s perspective. Be that as it may, the rese§ ishes to elaborate on this definition in

two important ways. First, scholars in VI‘I’IO&

simply on one’s humanity and respect @on one’s socially-valued attributes, behaviours, and

iplines distinguish between respect based

achievements. For example, in phi y, a scholar distinguishes between “recognition respect”
and “appraisal respect.” ThuSyydvious literatures suggest related terms for the same idea that
respect falls into tw@ ategories: generalized respect and particularized respect. Both
generalized a @ularized respects include the basic definition noted above: “(perceived)
worth accorded’to one person by one or more others”; the differentiation comes from what the
respectgased on. Hence, we define generalized respect as the worth accorded by one or more
others, which “is owed to everyone in a social (category) simply as a function of their being
persons. It is not conditional on a person’s status or achievements. It cannot be acquired and
cannot be lost”. Generalized respect is sent to all members of a social category, where a category

refers to a particular way of grouping people (e.g., organization, work group, occupation, gender).
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Particularized respect, in contrast, is the worth accorded by one or more others, which is based

on the target’s attributes, behaviors, and achievements?>.

Respect is considered not as something that people simply intuit by themselves, but rather as a
judgment that emerges from the treatment they receive from others, making the role of each
party important to clarify. Some scholars define respect from the sender’s perspecti .g., “a
behavioural manifestation of believing another person has value”, some_d @[ from the
receiver’s perspective (e.g., “an individual’s assessment of how they are ‘e%'}e by those with
whom they share common group membership”), and for others it‘\\tkst.?:lear whether respect

resides in the sender or receiver. Indeed, important and uniquqz‘%ge%rch questions are associated

Q

with each perspective broached in this study?’. %@\nclude any actor that directly or
m

indirectly interacts with a given social category m in this case, an organizational member
as a category member. Senders can be indi@%‘a ting on the basis of their own conclusions,
or as a representative of the organizati@ other collective level of analysis. The organization
(or another collective) itself caﬁils%be a sender of respect, as when, for example, human

resource management poli¢tes “institutionalize practices that convey generalized and/or

particularized respect( Q

Self—Esteeme%( are two kinds of esteem needs. The first being the need to be appreciated and
respe others related to the reputation of a person, such as status, recognition, and
appreciation while the other one is the need for self-appreciation and self-esteem, such as self-
confidence, independence, success, and talent. Self-esteem alludes to a person’s general
assessment of their personal self with regards to their competencies®. It refers to the self-
assessment and engaging framework that an individual makes and keeps up concerning them self.

In this sense, self-esteem is an assessment of people’s opinion about themselves as people. Self-
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esteem mirrors how much the individual "considers him or herself to be as an equipped, need-
fulfilling individual": along these lines, people who have high self-esteem have a feeling of

sufficiency and a feeling of having accomplished need satisfaction before.

Self-esteem likewise comprises a feeling, (loving/despising) component — high self-esteem
individuals are satisfied with who and what they are. The self-esteem build® @rmally
conceptualized as a various-leveled wonder. All things considered, it exists at v, %}degrees of
particularity, usually found as far as worldwide, and task or circumstance‘eﬁ%it self-esteem. As
a diverse conceptualization of oneself, researchers (by and large) oo@fa that self-esteem may
likewise create around various measurements*®. Until now %greater part of individual’s
comprehension of self-esteem as a rule and self-estee :@4% the work and hierarchical setting
N

originates from research zeroed in on worldwide (c% t) self-esteem. Exploration zeroed in on

a conceptualization of oneself has, in any C@_j&b

Elaboration of the build gives sel m a role as a self-assessment of one's very own

to emerge.

ampleness (value) as an authorita%c) part. It mirrors one’s self-esteem that individuals have of
themselves as signiﬁcan@ Zd, and skilled inside their utilizing organizations. It mirrors
oneself esteem thag\irj@duals have of themselves as significant, equipped, and skilled inside
their utilizing%igzations — employees who have high self-esteem would have to accept that "I
tally re." Researchers have contemplated that people structure a self-idea around work
and that their authoritative encounters assume an amazing part in deciding their degree of self-
esteem. The writing on the starting points of worldwide self-esteem recommends that self-esteem
is influenced by a few forces (powers like those that lead to self-viability). The factors

responsible can be classified as (1) understanding signs sent by the natural constructions to

which one is uncovered, (2) messages sent from critical others in one's social climate, and (3) the
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person's sensations of adequacy and capability got from his/her immediate and individual

encounters.

Substantiating further, it was advancely contemplated that the factors of self-esteem are
comparative yet grounded in one's work and hierarchical encounters. While discussing the job of
workplace structures, it was observed that in unthinkingly planned social 'Kﬁ%gworks,
individuals will in general, foster low degrees of self-esteem. Such friendly fra 'Sk advances
the improvement of conviction frameworks that are consonant with thé%}sic doubt in the
capacities and eagerness of individuals to self-manage?’. Expandin@\@{fhe idea that esteem is

a various leveled and complex wonder, and perception that e%% demonstrates the degree to

which someone trusts him/herself to be skilled, criti%@nmendable.

Organization-based self-esteem is characterized)@%ow much an individual trust him/herself to
be proficient, huge, and commendable agﬂ\horitative part®8. Consistent with perspective on
esteem, individuals with solid organi@n-based esteem have a feeling of having fulfilled their
necessities through their hierar(w jobs. Organization-based self-esteem is less pliant than
task-explicit esteem, but@?ﬂleable than worldwide. From the get-go in one's residency
with an organizatiQQ anization-based self-esteem is an external level conceptualization of
oneself — v%&, reflecting temperamental sensations of self-respect. With expanding
reside em advances from an essentially external level to a less inconsistent internal level
self-idea. In this manner, for most occupation experienced workers, organization-based self-
esteem is profoundly steady. People who are authoritative and with high organization-based self-
esteem have come to accept that "I have an effect around here" and that "I am a significant piece

of this spot"38.
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Self-esteem as a concept has been put up as a strong force that can affect work performance. It is
important because it shows how individuals view themselves and the sense of personal value.
High self-esteem predicted better work conditions and outcomes, while workers with low self-
esteem are overly-dependent and have difficulty in making decisions. Self-esteem as an overall
evaluation of one’s personal worth or value is a collection of an individual’s attitudes toward him
or herself. Self-esteem is an individual’s disposition which represents his judgn%‘g&lis own
worthiness. The development of self-esteem depends on an individual’s y %ion of other
people’s competencies in comparison with his or her own. Self-est.eenﬁt}’lse experience of being
competent to cope with the basic challenges of life. Self-estee@')\\afso the total sum of self-
confidence (a feeling of personal capacity), and self-re a feeling of personal worth).
Without the fulfillment of self-esteem need, indivi&%’%l be driven to seek it and unable to

grow and obtain self-actualization. Self-este&j\&&%pact one’s performance to a large extent.

Emotional interactions, the ability to@e oneself, efficient competency skills and anger
management also contribute to@elopment of self-esteem. When an individual accepts
himself or herself, such indi alcan live in harmony with the strong and weak features of his
or her personality™. @@ee > self-esteem is negatively influenced by his or her failure to meet
goals. Matchi idual standards, wishes and performance capacity positively influences
employees’g‘iteem. What this means is that if the employees’ work standard corresponds
with thefgdttitudes, employees are more likely to develop self-esteem. Significantly, it should be
noted that the self-esteem of some persons can be influenced by many individuals from the past,

ranging from teachers, colleagues and classmates to other social groups with whom individuals

have had contact in the past or still have contact.
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2.1.2 Concept of Office Ergonomics

Ergonomics, also known as human engineering, comes from the Greek words “ergon”, which
means work, and “nomos”, which means health. It is the study of how people work and how to
design the workplace so that people can easily adapt to it and become more productive as well as
safe. Ergonomics is the study of how a worker interacts with his or her working envirofiment and

it includes the physical space in which a person works, as well as the tools gn%%a}rials, work
a

o

ergonomics can be traced back to the world war from 1939 to 1945In"the United Kingdom,

practices, and work structure, whether the person works alone or as eam. Modern

experts from different fields were interested in how well peopl%"%:a\ieir jobs and how important
theory and method were. This was the start of the field ;@ngnomics‘“’. From the 1960s to the
1990s, many changes were made to ergono Q«hich include cognitive ergonomics,
organizational ergonomics, positive ergoné)igg\‘a d spiritual ergonomics*’. Ergonomics has
become a bigger issue for the organiza@ since the rise of safety and health at work. Every
company in the world has put mo‘%tlgéght into making their workplaces safe.

The International Ergonomi SSociation (IEA) opined that, Ergonomics or human factors is
the scientific discipl@c ed with the understanding of interactions among humans and
other elementsoff tem. Office Ergonomics has been identified and defined as the branch of
ergonomic%ea ing specifically with the office environment*. Many companies have contested
the esta ed view of office design and office work since the beginning of the 1990’s. Most of
the offices nowadays are based on the concept of non-territorial or free address offices in which a
given desk, office or workstation is intended to be used by different people at different times. It

is important that the management of organizations has a clear understanding that when

transforming the office to support flexible work practices, the primary focus must be on people’s
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needs and behavior rather than on actual interior design. Based on experience from research
performed in the United States and Sweden, some critical factors for success of the office design
process have been identified. These include: A clear identification of the project owner, projects
that are productivity-driven and not cost-driven, identification and realization of benefits for the
office staff, staff involvement in the process, all aspects of the project considered as a whole
including the available space, interior design, information technology, organizatio&'ﬁ%d working
practices, good interior design and openness and flexibility to meet future ré ' %nts‘”.

To succeed with an office design concept based on flexibility curr.l o@@\ss requires a new and
different way of looking at offices. The office must be reg@more as a tool, like any
computer or telephone system, with the main purpose b*&%ﬂorﬁng the business tasks. The
organization of computer-based tasks has proven t(@%l essential impact on the comfort of
the user. The environmental factors in the @}wironment also play an important role in
ensuring comfort and efficiency in tas& rmance. Reflections in video display terminal
screens, high indoor temperature, anc@%rbing noise levels are factors that could occur in cases
of bad office planning in whi h%})negative impact of those factors must not be overlooked.
Even though the co u%’%r ware is designed according to the latest ergonomic findings,
extensive keyboarcm'{? work could still cause muscular problem such as repetitive strain injury.
Flexibility irf%gpractices and work positions is essential to minimize health and safety risks.
This sents a review of the effects of business process analysis approach to office design
ergonomic aspects of the organization of office work, office environmental ergonomics, and
workstation design tools*!.

Extended work with computers can lead to muscular fatigue and discomfort, usually in the back,

arms, shoulders and neck. As well, if the computer is used for prolonged periods in awkward
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postures, there is a risk of musculoskeletal injury (MSI). This risk increases as the intensity of
computer work increases. Frequently, the source of muscular fatigue and discomfort is the
operator’s posture while working at the terminal (this posture is due in turn to the layout of the
computer workstation and the furniture provided). The specific tasks and the intensity of the
work are also factors that contribute to severe risks of MSIs. Computer operators may experience
visual as well as muscular fatigue, discomforts and other symptoms which inc&@ yestrain,
burning eyes, blurred vision and headaches. The layout of the computer wo ‘ ?@ can increase
the visual demands on operators, as can lighting levels and glare*'. Office ergonomics is the
. !

science of making the workstation essentially fit, comfortable, %\ecure and efficient for the
workers so that they enjoy giving more productive outputs Q@ organization they belong to. In
general, the purpose of ergonomics is to fit the task %%ividual and not the individual to the
task. Chronic addiction to gadgets, handh }q\‘@%ces nowadays increase chances of many
musculoskeletal disorders which cannot&i@ected. Many researchers’ claims that prolonged
working on these gadgets results in fa@‘postures with a high risk of developing injuries.

Office ergonomics in the wo %e)adds value to the business and makes employees more
interested in their job O@%a ions, on the other hand think that a healthy workplace can help
foster a culture o inzﬂx)/ation and creativity*>. The situation with employers necessitated
government ‘%passing laws to ensure that people have safe and healthy jobs*?. Office
ergon@gould be used to improve quality, productivity, and safety by making products,
tasks, and environments fit people instead of the other way around. Ergonomists look at the
worker, the workplace, and the design of the job to figure out how well a person fits their job.

Office ergonomics is based on the idea that the demands of a job should not go beyond what a

worker can do and what their limits are, this is to prevent stress at work, which can be dangerous
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to employee’s safety, health, and productivity. The goal of an ergonomics program is to make the
workplace safe and productive so that the organization can reach its goals. “People-oriented” and
“ergonomic design” are terms that are being used by more and more companies to describe their
products. One of the office ergonomics trends in the business world is the idea of “green design”.
As the global environment becomes more dynamic, organizations and businesses are forced to
keep looking for the best ways to plan and manage innovation through nevzﬂ%hods and
paradigms that efficiently serve both new and existing markets with ' %S@l/or changed
products and services®. Organizations’ operations create a link betwe rr%acro-level and micro-
level data, where different communities and stakeholders are in&@ and between ergonomic
thinking and radical innovation, creating value, and thei@g%sses. Office ergonomics’ uses
have changed over time as ergonomical research a ledge has grown and as new human

$

concerns has come up around the world.
Human health and safety are the main g gergonomical research and advice. This includes
the prevention of musculoskelet dis%ljcbs' and other health and safety concerns in the workplace.
Also, workplace health an aﬁgy laws in many countries have a strong connection to
ergonomics*. In the @%\15, companies may not see ergonomics as an important part of
their strategy, cm%@te goals, planning, and control cycles, but rather as an outside factor. In
terms of health.and safety, the current trend in western government policies, which is to reduce
comm@ontrol legislation while increasing support for voluntary initiatives, is a threat to
ergonomics because organizations will not start ergonomic initiatives on their own. In an office,
the idea of occupational or workplace injury has been around for decades. Occupational safety

practices are used in organizations in developed countries but most organizations in developing

countries have not done anything yet with occupational safety, cognitive ergonomics, or
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organizational ergonomics*. Most of the health care fields in the United Kingdom are using
ergonomical interventions to create training programs for robotic surgeons which result in the

reason more than 81% of the surgeons recorded improved job performance®.

Some of the benefits of office ergonomics include optimizing the integration of man and
machine in order to increase productivity with accuracy. Taking care of the factors gox@ing the
physical and mental strain (fatigue) so as to get maximum satisfaction for the 'S' and at the
same time enhance the productivity. Office ergonomics also attempts Q%}mlze the risk of
injuries, illnesses, accidents and errors without compromising prodq@}%as well as improving
the design of machine at the initial design stage or later whene%\%\existing product or process
is modified. Thus office ergonomics helps in developi g&%comfortable conditions related to
climate, lighting, ventilation and noise level. It al éps in reducing the physical work-load,

improving working postures and reducing @f ertain movements, making the handling of

machine levers and controls easy and als@ps in achieving increased safety.

Q

As a result of the health risks pom poor posture and repetitive stress, proper ergonomics are
too important to ignore. A Q analysis was done on how the lack of ergonomic principles in

the office can negativ ffect some of the key human body parts i.e. the eyes, neck, wrist, arms,

back, hips, 1 gs and feet®.

Eyes @% Incorrect monitor positioning can cause neck and eye strain and can lead to poor
seat positioning, which creates pressure on the back. The top of the monitor should be positioned
just above the eye level when one is seated. This is the best place for “vision cone”, the most
immediate field of vision, which starts at the top at the eye level and descends at a 30-degree

angle*’. When monitors are too far away, people tend to lean forward to see well. This is
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increasingly true as people age, since vision almost inevitably declines over time. A rule of the
thumb is: if one can extend the arm and just touch the screen with the fingertips, then, the

monitor is in the right position.

Wrists and arms: To keep wrists and arms at an optimum position, reducing the risk of
repetitive-motion injuries, the keyboard and mouse should be at the same level as {Belbows
when seated. Since most desks are too high for this position, a simple fle;é adjustable

keyboard tray that attaches to the underside of the desk. ‘@
'3

Back and hips: Sitting properly takes 20 per cent to 30 per cent of { essure off the lower back.
The chair should be between 17 inches and 19 inches degp@ should have good lower-back
support. The body should be positioned with the bac inst the chair and hips open. If one still

lean forward to see the monitor or reach the key@&g@, they should be moved towards the body.

Legs and knees: Leg positioning contriﬁ&s the overall position in the chair, one has to be
sure the legs are at about 90-degree a@(@ at the knees. This helps alleviate pressure on the back.
Movement is essential for c@gﬁion, however, subtle shifts should be allowed in positioning

and ensuring standingqtjg%g and walking a few steps at least once an hour. People who have
u

been diagnosed of ¢irculation problems should move about more frequently.

Feet: Feet@oiid be firmly planted on the floor. If the chair positioning and proper wrist
alignmentresults in the feet not reaching the floor, a block, few books or some other type of
footrest should be used to support the feet. However, it must be ensured that the height of the

support is keeping the knees at a right angle.

Various office ergonomic principles which should be considered during the design of numerous
work systems include:
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Design of workspace and work equipment in relation to body dimensions: The working height
should be adapted to the body dimensions of the operator and to the kind of work performed.
Seat and working desk should be designed as a unit to achieve the preferred body posture.
Sufficient space should be provided for body movements. Controls should be within functional
reach. Grips and handles should suit the structure of the hand. %

Design in relation to the body posture: The design of work should be su %l'g%t\it avoids
unnecessary or excessive strain in muscles, joints and respiratory and c@ry systems. The
operator should be able to alternate between sitting and standing pesi To exert high muscle,

the chain of force through the body should be kept short and %Wc)k by allowing suitable body

posture and providing appropriate body support. Body @BS should not cause work fatigue

.@Q

Design in relation to the muscular strength: re’}th requirements should be within physiological

from prolonged static muscular tension.

desirable limits. Maintenance of prolo tatic tension in the same muscle should be avoided.

Design in relation to body mgng\ents: Body movements should be in harmony with each other.
ab

A good balance shmi;@

prolonged immobi["&xs ovements with great accuracy requirements should not entail exertion

ished among body movement. Motion should be preferred to

of considerab scular strength. Execution and sequencing of movements should be facilitated

by gui vices.

Design of signals, displays and controls: Signals and displays should be selected, designed and
laid out in a manner compatible with the characteristics of human perception. Controls should be
selected, designed and laid out in such a way as to be compatible with the movement of that part

of the body by which they are operated. Control movement, equipment response and display

43



information should be mutually compatible. Where controls are numerous they should be laid out
so as to ensure safe, unambiguous and quick operation. Critical control should be safeguarded

against inadvertent operations.

Design of the work environment: The work environment should be designed and maintained so
that physical, chemical, biological conditions have no adverse effect on peopleobt\ab%erve to
ensure their health, as well as their capacity and readiness to work. Work enyi ent should
include adequate work space, air renewable, emission of pollutants,‘@mes consuming
oxygen, thermal conditions, air temperature, air humidity, ais ‘@%ﬁy, thermal radiation,
intensity of physical work involved, distribution of working ho@%ﬁ\uminaﬁon, absence of glare

e
and undesirable reflections, noise, vibrations, exposure t@rous materials etc.

Design of the work process: The design of t.he,&k process should safeguard the secretary’s
health and safety, promote well-being and @te task performance, in particular, by avoiding
over-loading and under-loading. OV% ng produces fatigue while under-loading results in
monotony which diminishes vigilange. The physical and psychological stresses exerted depend
not only on factors conside@(}e but also on the content and repetitiveness of operations and
on the workers contrQQ)\rer the work process®. While designing the work process, particular
attention sh aid to the variations in vigilance and work capacity over day and night.
Also dj es in work capacity among operators and changes with the age should be among
the factors for consideration. Conclusively, individual bodily development should be paid

attention to.

In the past few years, there has been more research into how to make workplaces more

ergonomical in order for workers to be less likely having musculoskeletal diseases. Even so, the
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use of ergonomic interventions in the workplace is still in its early stages. A study carried out in
Denmark showed that both workers and people who work in offices know very little about how
occupational health and safety (OHS) practices at work can help prevent and treat
musculoskeletal diseases (MSDs) €. OHS professionals have requested for guidelines on how to
prevent and treat MSDs that are caused by work, and have prescribed that the guidelines should
focus on a number of OHS issues and the ergonomics of the human body to reduc%w&qbes in the
workplace. Organizations are making progress on creating guidelines on o .be%onomics and
safety practices for the prevention and treatment of MSDs in the wor‘k\d ce’.3

Office ergonomics interventions include making changes to g&%}npmen‘[ already available,
changing the way work is done, buying new tools or o@vices to help with the work, and
making other changes that are common in the ogwgation or institution. Organizations are
putting more efforts into giving workers soré)ﬁ&)\‘i s that help them learn more about working
methods and techniques, as well as ho%o move, sit and stand. Participatory ergonomics is
becoming more common in orgﬁ%%ﬁns since it is a good way to implement a program to
prevent work-related muscul@s%lﬁtal diseases (WMSDs) as these are a major public health issue
that cost businesses, @Q’%& and health-care systems a lot of money. Brazil has one of the
highest rates o diéws and accidents that happen at work in Latin America. These diseases and
accidents }%‘§big effect on the society at large and cause less work to get done. The Brazilian
govern discovered that WMSDs are the commonest reason people get sick and stay away
from work. Participatory ergonomic intervention strategy, which is mostly used in Brazilian
organizations, shows how it was used to find ergonomic flaws, come up with a solution that
everyone thought was possible, and put this solution in place in a Brazilian company, which

reduced workers’ exposure to musculoskeletal risk factors*.
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Research has shown the following as the measures of office ergonomics: office environment,

workplace comfort and office safety/security
Office Environment

A productive office environment consists of a number of elements identified as: office
accommodation/space, office layout, furniture, office equipment, noise condig;i}!(g colour
conditioning, flexibility, comfort, communication, lighting, temperature_a y ?@uality as the
constituents of an office design and productivity. Office envi.ronglg implies the general
physical conditions in an office under which office activities are %% out®. It also refers to the
comfortable, pleasant, safe and non-frightening atmow@%r setting of an office where
employees can perform their duties. Office envi mQaffects the efficiency of the office
personnel a great deal since secretaries w. K& an office cannot work efficiently unless
provided with the right type of WO\%' nvironment. The main purpose of an office
environment is to support its ¢ p@%s in performing their job at minimum cost and to
maximum satisfaction. The ofl 1&retaﬂes spend a large part of the day in the office doing
>

office work hence th@

elements of the ph))Qa nvironment of the office have deep psychological effects which tend to

the office environment to be made conducive and safe. The

stimulate the‘%% productivity, efficiency and satisfaction of office secretaries. It is clear that
the pr@gof proper and adequate office accommodation space is of primary importance in
office management. Unfortunately, very few offices recognize this importance and the type of
office accommodation provided in most offices is generally poor and inadequate which at the
end, results in poor performance and waste. The physiological and psychological response to the

physical environment varies on an individual basis, depending on age, sex, somatic type and
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ethnic background. In principle, the mentioned elements of the office environment should be
controlled within a range that accommodates the tolerance level of 90 to 95 per cent of the office
population®!. Providing 100 per cent satisfaction where large numbers of people are considered

can or may never be attained. Discussed below are such elements of office environment;

Office Layout: This is the arrangement of equipment and all other physical comp@n within
an available floor space of an office®. It is also the arrangement of work- sta&%ﬁﬁ the space
involved so that all equipment, supplies, procedures and personnel can f%}l at a maximum
efficiency. Office layout is a combination of two things, the ﬁr-st}@ksg“the determination of
space requirements and the second is utilization of this space’ '&%arrangement of all physical
factors in an office must be practical so as to fac111tate ork at minimum costs. It is note-
worthy, that the productivity of an organization c ngmﬁcantly affected - both positively
and negatively - by the layout of its mno@!( eas. From a cost-effectiveness standpoint,
designing efficient work areas is criticall portant since it is the office layout that determines
if space is used in an efficient %@t-effective manner (or otherwise) as well as how much

satisfaction employees deriv ) their jobs. Office layout also has an impact on the impression

people get of the wor< ar@

Layout desi es consideration of the inter-relationships between equipment, the flow of
work loyees. These inter-relationships must be thoroughly studied and analyzed in the
process of planning efficient work areas for employees. The office is usually divided into
departments and sections to secure the benefits of functional specialization. It is the primary aim
of office layout to plan the departments that are to be located very close to another and the
arrangement of the space or the area allotted to each department must be done in a way that the

activities of the different departments are easily co-ordinated. Furthermore, extensive
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preliminary planning is essential when preparing the office layout. Planning is the most
important stage that affects all other stages and will ultimately determine whether the final

results are effective and efficient.

Unplanned and faulty placement of furniture, equipment and men often result in loss of
efficiency and needless waste of time and energy. A costly machine or equipment dbof little
value unless it is placed where it can be put to the best use. A major task before the office
manager is therefore; to plan the layout of the office scientifically so thf@@aﬂable space is

utilized in the best possible manner in order to ensure that effici “in the functioning of

S
&

Significantly, inadequate planning is likely to r f® reduced secretaries’ productivity,

furniture, equipment and personnel may not be hampered.

increased absenteeism, increased turnover, ge@ed physical comfort, decreased employee
morale, office furniture that fails to m et@g)}eeds of its users, work flow pattern that are
cumbersome and awkward, traffic pa at are inefficient and many others. All these affect
the job satisfaction of the ofﬁanager. However, efficient layout results majorly both in
operational and economic t? such as; the creation of a pleasant working environment for
employees, facilitatin f%ient work flow, providing employees with efficient, productive work
areas and la Qng positive impact on the organization’s clients. Moreover, the office layout
should @to consideration each departmental or sectional arrangement, space requirements
for Wﬁations, the reception area, specialized areas, boards or conference room, central
records area, room for possible expansion, safety measures, environmental conditions etc. Also,

the arrangement of furniture such as:
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Interior Decoration: The interior design of the working space is directly related to the
productivity and success of the business. Interior decoration includes pleasant colouring of walls,
doors and windows; blinds, placing or hanging of attractive calendars, pictures, paintings, fun
desk accessories, artworks, charts, wall papers, plants, motivational quotes on the walls or
around the office and choosing the right type of floor coverings, as well as the use of suitable
furnishings. Invariably, it is a way of decorating and making the interior of an offi &nviting
to work in, to comfortably sit back and carry out the job. Employees A Q@el unfocused
sometimes at work, an improper workspace can be distracting but intertor decor has an influence
: J%w
and control on productivity as the right atmosphere can stir &&nses, motivate, help stay

efficient and focused. Interior decorations blend professimﬁ.&g?with the personal favorites, and

create surroundings that encourage focus (rather thar\fe distracted).

The improvements in the office ambiance @J&Dstantial effect on the positive changes for
the employees: motivation, creativity, s(lﬁd%s, and happiness can be enhanced by the right space
arrangement, light and airﬂow,ﬁ‘bi%resence of natural and organic details. In contemporary
office design, on the work@i@cene, the new technologies and innovations entwined with
human design and n turQnspired elements can offer amazing opportunities for change and
growth. Resea @‘aimed it is helpful to be around items that make one feel relaxed and when
the pieces arqund one are fascinating, moods and productivity are improved. Bookshelves add a
profes@l feeling to any room. The contemporary working spaces should provide so much
more than just a desk and computer for the reason of being an instrument creating and adding
functional meaning to the office aesthetically. Work with contrasting colors, or opt for a uniform

vibe by styling the space in bright whites as classic colour scheme is always trendy. The interior

of an office workplace should be carefully designed to have strong connection with nature,
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organic details and natural lighting, spaces that promote physical activity and social interactions,
at the same time, keeping an eye on creating safe, comfortable and inspiring working ambiance.
Constructive modern architecture and planning of space can provide a healthy and safe working

environment for happy and productive employees.

Lighting in the Office: Lighting plays an important role in office design and the reasb{@lting is
important is people. The secretaries cannot be blindfolded to get works done.ar@%ﬁ the lighting
in so many offices has the effect of partial blindfolds on the office workers. At the same time,
inadequate lighting increases employees’ fatigue as a result o‘f@s.i’ve eye strain which
inevitably leads to irritation. The greatest danger of badly—li& offices comes from glare.>
Office work is mostly paper-work and computer-bas j@bving a certain amount of eye strain
and mental concentration, therefore, office efficiency job satisfaction are still closely tied to

lighting. In modern day office operations, t{e}%&\ar used at close range for several vital tasks.

Aesthetically, lighting should not IQ)% after-thought but an integral part of thinking and
planning in the office space d sig&’bespite modern machines that tend to assist the brain and
other parts of the body. n@; yet been developed to replace the eyes. This is the reason for
effective lighting tq\bd@en into consideration®®. The quantity of light in an office is measured
in foot-candi%qg sufficient lighting however, should always be related to the task being
perfor%sks involving a high degree of details or study and eye strain (e.g. accounting and
book-keeping work, operation of office machines etc.) will require light intensity of about 50
foot-candles. Other types of office work such as, correspondence, filing and others require light
equivalent to about 30 foot-candles; whereas lighting required for normal and capital seeing
tasks is about 5 to 10 foot-candles. Also, individual differences among employees should not be

overlooked when considering a lighting system as some may need or prefer more illumination in

50



their work areas. A more recent approach to office lighting is the use of task ligOOhting. Rather
than having all areas of an office with identical illumination, only the task areas requiring high-

light-quantity are so illuminated.

As far as possible, natural lighting should be utilized for the offices. This is both economical and
good for the health of the eyes. In this context, it is well to remember that the a@ of the
building determines to a great extent, the amount and quantity of natural lig @ing in. For
instance, a building facing South or East receives greater amount of brigh@%ﬂng the best
part of the day, whereas buildings facing otherwise usually get K Unlight. Even more, it

should be remembered that provision of artificial lighting me%&crease in the cost of office
space. Q‘&

Colour Conditioning: Colour is another of the @nts of the office environment that impacts
significantly on humans. While most em ler_);}nd employers are aware of the physical impact
of colour, many are not aware of i% 1ve psychological impact as it affects productivity,
fatigue, morale attitudes and tensidop”®. Moreover, colour is an important variable in an office
design, partially because @@r?&lationship to other environmental factors, such as lighting,
furniture and layout. refore, in an office, colour is important because it creates not only
aesthetic val leo a functional effect on workers, customers and visitors in an office. The
functig @ction of colour is concerned only with how much light it reflects. Office colours
must &refully chosen for walls, floor coverings, curtains and furniture. Walls, ceilings and
other reflective surfaces should primarily use light; soft colours e.g. light yellow or green. Floors,
carpets or rugs may be darker (since they have no reflective value). To create a particular mood,

certain colours can be selected.
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A noticeable trend in offices today is toward more colour diversity, yet still retaining a
coordinated colour scheme. Colour should be carefully selected for an office as in decorating a
new home and to achieve a warm interior décor. Fortunately, office design and furniture
manufacturers have a wide choice of colour schemes in their furnishings which will add life and
interest to the office and its physical environment. Colours are also known to have particular
meanings which enable human beings to use them to produce definite effects. %@, tends to
create moods; cool colours such as blue, green and violet create calm an .éﬁ{ mood while
warm colours e.g. red, orange and yellow on the contrast create wa ngl\c eerful moods. The
natural tints, including beige, buff, peach and off-white are mild@ting while deep purple

and pale violet often creates depressing moods. Gray tends ¢t te a sleep-inducing effect.

N

Noise Conditioning: Noise control is the process o &ng noise and sound in the ranges which
are comfortable for human office activiti%ﬁ)\éﬂ to provide for good hearing and speech
privacy which is not synonymous with elimination of all noise and sound. Noiselessness
and soundlessness are most und% for when noise reaches an undesirable level, various
physical and psychological ifions may occur®. It is however, the concern of the researcher
to deal with procedur¢s t(@d e or eliminate excessive noise. Too much sound or noise disrupts
concentration if@near effects — a state of senselessness. Continuous high noise levels can
result in eié%mporary or permanent hearing loss. High noise levels produces fatigue and
hampergoductivity as well as cause nervous conditions, tension and irritability (job
dissatisfaction). In addition, high noise level can increase one’s blood pressure and metabolic

rate, both of which create serious health issues¥.

In modern days, noise or sound problems within the office have been intensified by the advent of

new lightweight construction materials and techniques for buildings which may be coupled with
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an increasing density of people within the office space. Controlling the noise in an office can be
attained by different means; isolating noisy equipment or initially selecting office machines that
are free of noise, soundproofing the work area by using specially constructed materials for walls,
ceilings or floor areas for the noise not to travel excessively, blending office noise with low-level,
non-disturbing background sounds to evenly distribute the sound or noise in the office which is
also known as masking out extraneous or unwanted noise, using sound-absorb%}wers and
devices which can be placed on or under certain kinds of office and noise- 0 é@ machines is

also another way of sound proofing an office. The best way to elimin@noise is not to create it

at all and this can only be accomplished by having an appropriate&%%}t.

R\
Noise is measured in decibels and any noise can be te @(cessive” if it exceeds a specified
f

decibel level or if it exceeds a specified level or i auses distractions which interfere with
employees work capabilities. The faintest s@ﬁ)@ﬁathe human ear can detect is “zero decibel”
which implies that other sounds with gre%intensity have decibel values higher than zero value.
The most desirable range of noi@m 40 to 50 decibels. Higher noise levels associated with

office equipment or machins ay; result in distraction and great fatigue. The goal of any noise
S

control system is to p@@

5 per cent of;@s are understood in an adjacent area. Normal privacy is achieved when no

ech privacy. Confidential privacy is achieved when no more than

cent of the words in a conversation can be understood in an adjacent area.

more than %p

Recent a;proach towards noise conditioning includes the integration of components into a
system to produce the desired results, the use of domes of silence and so on. These domes, at the
push of a button will enclose or acoustically isolate a specific area, voices will not penetrate

through the dome and therefore cannot be heard outside the domes.
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Conditioning the Air: The air in which employees work can also impacts on their physical and
psychological well-being. In fact, with employees spending 90 per cent of their working hours
indoor, the air quality is a major concern. In many of today’s office buildings, the air contains
more chemical irritants and biological matter than the outside air contains. Factors affecting air-
quality include temperature, humidity, ventilation and air cleanliness. Excessive levels of
moisture, inadequate mechanical ventilation and tobacco or cigarette smoke @\he major
contributors to the indoor air pollution found in many of today’s office .N?@ The air in
working areas, especially those in which equipment produces heat b 'ld’-sup, must be properly
circulated if its quality is to be maintained. Without air circulatic@temperature of the air that

surrounds an individual tends to increase, which results ‘i@@tain amount of discomfort; the

more reason smoking is disallowed in the office are&

When the ideal humidity level is within tk@&ange, the ideal working temperature in an
office is 68 degrees Fahrenheit®. Presentl lar energy is undoubtedly a primary heating source
in offices. This solar energy is ab‘%)%ovide all the heat needed (depending on the geographical
location of the building). How%en one sure way of determining whether or not installing an air-
coding system is coﬁv)&y or not is to try and determine its impact on increased worker’s
efficiency. Fu e%&ve, devices that are devised to cleanse, entrap unclean, stagnate and stale air
within the sn es of office work areas are now being installed in many offices and these
devices@anse the air of germs, dust and dirt. Air cleanliness is becoming a greater concern as
buildings become more airtight and energy efficient. Also, Ultra-Violet lights are useful for
killing germ-laden and bacteria-filled air, mechanical filters are used to remove dust and other

foreign particles around offices.
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In addition, a dust-free atmosphere is essential in the data processing center because of the
sensitivity of the computer. The benefits of installing systems designed to condition the air
properly in an office exceed the cost, in most cases, as the comfort of the employees is improved;
greater levels of productivity and efficiency are recorded. Absenteeism and tardiness are reduced
as employee’s health is improved. %

Music in the Office: Music can serve as an environmental aid because it has th S}to soothe
emotions and give a physical and psychological lift to employees. Muﬂ@ has the general
effect of relieving mental and physical stress and reducing nervous ) and strain®. The use
of music has increased over the years and has also been expa@%r use on telephone systems

in some offices. Basically, office music is designe @sg ce fatigue cause by strain, job

monotony or general tiredness from long periods o . This is expected to result in increased

productivity and job satisfaction of secretar1< : ‘\\‘

Several alternatives are possible for é)@ ping a music system for use in the modern offices
(unlike office settings in the past).\Some new offices obtained their own source of music from
internet sources, service V&%r .%specialized firms) and so on. A small office may rely on a
conventional radio station while some other organizations provide their own music source, such

as tapes, ph CDs. The conventional public address systems satisfactorily accommodate
each %@emaﬁves just discussed.

The success of a music system is significantly affected by the nature of the music programming
and its use. Music should be related to the desires of employees and should reflect the mood and
temperament at any given time. Music should be programmed to match the body cues of an

individual; it may be cheerful and bright in early morning to encourage swift movements and
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become more subdued by mid-morning to a tune generally associated as a peak in the secretary’s
performance cycle. Later in the day, similar changes in programming are made to ward off
fatigue and boredom as fatigue is generally most noticeable midway through the morning and

afternoon work periods and just before lunch hour and closing time.

Research has shown that continuous played music loses its full impact because empl({%g are no
longer conscious of its presence; therefore, short breaks in the music program %awareness.
An on-for-fifteen minutes, off-for-fifteen minutes cycle provides the n reaks®!. Some

firms specializing in the installation of music systems have given ing reports on successes

achieved by firms using music. Such beneficial results inch%»i%reased job satisfaction and

reduced absenteeism plus lesser errors. @

Cleanliness and Sanitation: Clean workplaces a@{ten not given paramount attention in most

organizations, regardless, it is a vital pan? ogﬁlth and safety. Poor hygiene practices can result

in secretaries having to take time (@c

numerous health issues which OMely affect their personal and professional lives. Unsanitary
S
|

and could potentially lead to the development of
conditions may affect t of employees adversely and they may find it difficult to
discharge their dut;jQ perly. It is, therefore, necessary that office rooms are kept neat and
clean, free ﬂ@d odour and infection. To this end, disinfectants should be used. Walls,
paﬂiti@gings, doors and windows should be whitewashed, painted or varnished at least

once in two years.
Workplace Comfort

Workplace comfort is a state of physical or mental ease, the absence of discomfort, pain or stress

where a worker feels relaxed and contented®'. Workplace comfort can also be a state of mind,
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where a worker feels emotionally secure, at peace, have a feeling of acceptance and
belongingness within the work environment®?. Workplace comfort is often associated with
physical sensations such as warmth, softness, and coziness. It is a feeling of security and
familiarity, where a worker feels safe and at home even though he/she is at work. Comfort can
come from relationships, community, and a sense of purpose. It is a state of being where one
feels satisfied and fulfilled. Comfort can be subjective and varies from person to %@&s what
is comfortable for one person may not be comfortable for another. Work y %fort can also

be influenced by culture, environment, and personal experiences. ‘%“

Secretaries spend most of their day at work and it is Vxégértant for workplaces to be
comfortable as well as the office furniture to be ergo r@}y designed in terms of ease and for
employees’ efficiency, health and productivity. W workers are mentally and physically
comfortable, they are much more likely to @JC ive in the short term and they also are more
likely to stay on the job. Ergonomic %ﬁce furniture is one of the best ways to create a
comfortable and safe work enviro eQ? that prevents work-related injuries since musculoskeletal
disorders resulting from p@o’éture are a particular concern for office workers especially
secretaries. Comforta@j%c s where employees have the realization of their expectations, feel
at ease as they (@ﬁt home, and spend long hours should be designed ergonomically. It is vital
that em lo@s erforming repetitive movementsO do not have to continually assume awkward
positi@ over-exert themselves. Temperatures should not be in the extreme. Proper support,
which may include armrest, footrest, headrest and suchlike are needed for secretaries to ensure

workplace comfort.
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There is a debate in the literatures about the concept of workplace comfort®®. However, majority
of the authors agree that comfort is of a subjective nature®*. The comfort or discomfort in a
working environment can therefore only be evaluated by the user. An artifact in itself can never
be comfortable hence the reason much attention should be paid to how a user should be involved
in the design process. The end-user (secretary) should be involved, because he/she has unique
insight into the task, work or activity. This involvement of stakeholders like t%ﬁﬁmers is
addressed in ‘participatory ergonomics’®. Nowadays, designers and en i know that a
comfortable and ergonomical work-place can sensibly improve the global .Eaerformance of a user
and can also reduce the risk of musculoskeletal diseases and @nsequent absence periods
and/or insurance issues. In the last ten years, ergonomic e'vab& ns seem to be not sufficient for
assuring a good level of well-being and whole safe&@%rkers and users, so that researchers
concentrates their efforts on the study of co b@guaﬁon. When all ergonomic parameters are
measured and when they can be consid dtj

safe range, the study of comfort perception can

commence while using a product or v@\working in a workplace.

N

Reviewed literatures revea ore than 100,000 scientific papers dealing with comfort and
discomfort; most of hiQs eak about relationships between environmental factors (such as

temperature, @'ﬁ , applied forces and so on) that can affect the perceived

comfort/di@m ort® of workers.

Visual Comfort: Discomfort glare from day-lighting and electric-lighting has become a common
problem in many office environments as imperfect lighting and glare can cause eye fatigue.
Glare is difficulty of seeing in the presence of bright light such as reflected sunlight or artificial

light®”. Glare is also the condition of vision of persons within the illuminated area of a lighting
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installation in which there is discomfort and/or a reduction in the ability to see details or objects
caused by an unsuitable distribution of luminance and/or an unsuitable range of luminance
values®®. Glare is a shine that is much too bright and feels as if it is hurting the eyes®. Glare is
caused by a significant ratio of luminance between the task and the glare source. Glare can occur
in the form of reduction in the visual performance (disability glare) as well as in the form of
discomfort glare. 6&{‘0

Frequent conscious blinking and refocusing by looking into the distance .ég@ eye dryness
and fatigue. To decrease glare, the monitor screen should be posi 'ong at right angles to
windows and glare sources. Tilting the bottom of the monitor @»may eliminate glare from
overhead or reflected lighting’®. Newer computer monitors m&z‘?ave built-in glare screens. Glare

screens are not recommended for older monitor moﬂ@use they can distort the text. Where

glare screens are the only alternative, only tiosé@? American Optometric Association (AOA)
0

S

approval should be considered. Blinds % window coverings can modify window glare.

Overhead lighting can be altered in '@ﬁs ways depending on the type of lighting. Those with

"
fluorescent tube can b:u@/ d to eliminate the glare source. Coverings designed to envelope

cantilever coverings usually ﬁbe adjusted to redirect the light intensity. In some situations, a
standard ﬂuoresce)&}t es and flat sheets inserted into the fixtures to soften the lighting
(spectrum ﬁﬂ%ere readily available from office suppliers. Task lighting may be needed when
overheripheral lighting is decreased. This may be a desk top lamp or wall mounted light

over the work area.

Though most offices are illuminated with harsh fluorescent lighting, this is unsuitable for
secretaries and computer users as it creates a lot of overhead glare and harsh shadows. Ideally, a

monitor should be in a softly lit, dim area. Where this is not possible, the monitor should be
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positioned between rows of overhead lights instead of directly underneath them, and a light
diffuser should be used. It might be necessary to buy a hood or a glare guard for the monitor
where the sources of glare cannot be eliminated. Glare guards, however, should be considered a

last resort because many of them reduce glare at the cost of screen clarity.

Seating Comfort: A model of seated comfort in which comfort and discomfort are'q@ptually
separated has been proposed by some scholars 7!, It was argued that ergonomi its tend to be
over-designed with insufficient attention paid to aesthetics. This argum@critiqued on both
methodological and conceptual grounds. Office secretaries need @gble to perform their
official tasks without awkward movements that put stress on tl@vlsts, elbows, necks, shoulders,
backs, spines, and even the knees, hence the reason to lg@quipment should be placed within
easy reach. It is extremely important that products™like office furniture are designed with
ergonomic considerations. The chair should@j@r‘[able for the secretary, supporting the back
and allowing the feet to touch the ﬂoo@ile seating on an ergonomically-designed chair and
working with a computer, the he&gf the chair must be adjusted accordingly. The positioning

of sitting uprightly will no uce any neck, shoulder or eye stress. This could be addressed

with the principles o@g eights in ergonomics and aptly placing it to ease the process.

WV

Different tyﬁ%ofﬁce furniture can promote workplace comfort. Examples are chairs; sitting
While@gg requires using a chair (although an ergonomic stool is a good option). The
ergonomics of a chair significantly impact the ability of a worker to perform the job efficiently’2.
Even the well-designed chair is useless if it cannot be adjusted to the different ranges of human
anatomy. Therefore, adjustability is the key to an ergonomic chair. Office chairs with good

ergonomics have features designed to improve posture and offer proper support. These include
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adjustable seat height, proper seat depth, adjustable seat tilt, lumbar support, backrest recline,
swivel, armrests, comfortable materials, wheels among others. Ergonomic stools are a
compromise between sitting and standing at a desk. These stools combine comfort and ease
while stimulating the body metabolism. Active sitting is thereby promoted (one of the keys to
healthy ergonomics). Ergonomic stools must have proper seat width, sloping edges on the seat,
adjustable height, even, rounded, rubber-based allowing secure movement. M ‘Q‘ce jobs
require some kind of desk but a static desk height can make active sitting ha. q@gage in. This
concept involves changing the sitting position more frequently. as '&a'lxso means alternating
working position between sitting and standing at a desk. Ak®nomic desk should have
adjustable height, sturdy legs, proper length and width thq{&%&r elbows to comfortably rest at

90 degrees, must be made of quality materials. Q

The Ergonomics of Standing: Scientific r@ sturrounding the impacts of excessive sitting
and the benefits of standing more is co@e. Standing is a natural human posture and by itself
poses no particular health hazawntrariwise, working in a standing position regularly can
result in swelling of the le ?;s&)se veins, stiffness in the neck and shoulder, sore feet, general
muscular fatigue am@g)gany other health issues. Keeping the body in an upright posture
requires consi r@'muscular effort as standing effectively reduces the blood supply to the
loaded mu@es. The onset of fatigue causes discomfort in the muscles required to maintain
uprig&ition in the legs, back and neck. The antidote to sitting too much is standing up while
changing working positions every thirty minutes viz-a-viz: sit, stand, wriggle and stretch. A
healthier work-style is achieved with a movement mindset in place. This movement mindset

ensures secretaries have less sprains, strains, aches and pains as they become more efficient,

under less stress, and cope with less fatigue. Fewer employees leaving work to visit a clinic or
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doctor and fewer absences plus lost work time will be recorded. The organization will have a
happier and more satisfied workforce who will be able to work longer and be less likely to retire
early. Office ergonomics intervention helps decrease body strain and reduces the risk of
repetitive strain injuries.

Discomfort of working in a standing position: In order to reduce the discomfort of working in a
standing position, adjustment should be made to the height of the work acc%&o body
dimensions, using elbow height as a guide. Organization of the work area , ﬁg modate easy
reach should be ensured. The object of work should be focused or: whi l%eeping the body close
to the work. Adjustment should be made to the workplace in ord Xet enough space to change
working position. A foot rail or portable footrest may be ug@\&%%hift the body weight from both
to one or the other leg and a seat may be used when&%)h%sible while working, or at least when

"
O

the work process allows for rest.
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Non Working Area

Usual .Wurk

100 cm
160 cm

Fig 2.1. Graphical representation of the werk area in working in a standing position.

Source: Working in a Standing Positigh( 3 Basic Information. Canadian Centre for Occupational
Health and Safety (CCOHS)
https://www.ccohs.ca

Research has identified somie,dommon injuries resulting from bad posture as the underlisted:

Tendonitis: Tendonitiss’the commonest problem, involving tendon inflammation and localized
pain in the elyows, Torearm, wrist or hand that occur in the body basically after many years of
accumilated-wrong posture. Bad posture can cause fatigue, muscle strain, and, in later stages,
pain. Back pain, one of the most common complaints of older men and women, is usually the
result of many years of faulty posture. In addition, poor posture can affect the position and
function of the body’s vital organs, particularly those in the abdominal region. Standing up
straight usually promote health and good appearance, a secretary will exude confidence and

dignity when holding the back up straight using abdomen and back muscles.
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Repetitive Strain Injury (RSI): Repetitive Strain Injury results from forceful, awkward, and/or
repetitive use of the limbs thereby producing damaged muscles, tendons, and nerves. The
severity of RSI cases varies widely. Tendonitis is the most common example of repetitive strain
injury, while carpal tunnel syndrome is a more rare and serious disorder. RSI occurs frequently
among computer users, secretaries, musicians, lab workers, and other people with occupations
requiring repetitive movements’®. Although RSI is a broad term that encon%@s several
disorders, general symptoms include tingling or loss of sensation in fin e'f\g@ility to grasp
objects between thumb and fingers, decrease in the size of hand mus s,.’and pain in the wrist,
elbow, shoulder, or neck. It is possible for anyone sufferin& ‘\ ese symptoms to get
immediate medical attention to increase the chances of qu;e-\&a total recovery while activities

causing the pain should be discontinued. The work@s can be varied so the keyboard and

mouse would not be used for long periods o@ if using a computer becomes painful but

C

necessary. ’6.
>

In order to prevent RSI, the desk agd gomputer area should be adjusted to promote good posture.
Sitting still for longer peri “time should be avoided by getting up and moving around as
much as possible. ThanQin olve taking 30-60 seconds breaks every ten minutes or getting up
to walk aroun a@ retch the body muscles every hour. Motions can be varied by changing
tasks; type %hile, then read, take notes by hand, or organize papers. Stretching the wrists,
shouldersy’and neck will help reduce muscle tension. Rolling the shoulders, rotating the head
from one side to the other, massaging the shoulders, and stretch the wrists by pulling the fingers
back toward the wrist are all varied motion changing strategy. Banging on the keyboard should

be avoided when typing and lazy wrists, too. It should however, be noted that using a brace or

taking pain relievers does not deal with the primary cause of RSI and may lead to further injury.
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Carpal Tunnel Syndrome: Carpal Tunnel Syndrome (CTS) and thoracic outlet syndrome are two
of the most disabling repetitive strain injuries. These conditions are disorders of the tendons,
nerves, arteries, or veins occurring at the wrist and upper arm, respectively. In CTS, repeated
bending or use of the wrist and fingers results in the compression of the median nerve (runs
along the palm side of the wrist) causing intermittent numbness, tingling, and pain in the side of
the hand including the thumb through the inside of the ring finger. The hand’s @%nication
with the brain is disrupted and the fingers have difficulty sensing tem 'étggand gripping
objects. Victims may also notice swelling of the hand and forearm. Pain and numbness in the
fingers not only occur while typing, but also at night. The adv, stage is characterized by
decreased muscle bulk in the thumb area and decreased @%ﬁon. When left untreated, these
symptoms can become chronic and permanently d@% and may cause a change in one's
2
Q)\

Computers and Eye Strain: Carpal k@( syndrome is probably the most widely known

lifestyle and career.

repetitive strain injury (RSI), bu&e}%ain is the most common. Left uncorrected, eyestrain can
lead to general fatigue, incr}@ﬁlyopia (nearsightedness), and a decrease in overall efficiency.
Everyone is at risk f egtr in, especially those who work at a computer for more than three
hours a day. e@ﬁ usually results in a combination of any of headache, dry eyes, "gritty"
feeling in Té%es, blurred vision, eye fatigue, changes in color perception, rotator cuff injuries
(affects shoulder), epicondylitis (affects the elbow), trigger finger, muscle strains and low
back injuries’™. In addition, while attempting to view the screen more clearly users tend to hold
their heads in unnatural positions, which contributes to neck and shoulder pain. When any of
these symptoms appear they inevitably foster decreased visual efficiency and increased typing

CITOTS.
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Eyestrain is primarily a result of overworking the muscles of the eyes. This can happen in four
ways. The first is simply a result of human evolution: our eyes have evolved to see at a distance
in a three-dimensional world, but a monitor presents the user with a close-up, two-dimensional
environment. As a result, after hours in front of the computer, the eye focusing point extends
beyond the screen and out to a resting point of accommodation. This causes the user to exert
extra effort to keep the eyes focused on the screen. Glare is another common facto@e muscle
fatigue. More like a television screen, a glare on the monitor makes the . q@>rk harder to
discern an image on the screen. In their natural resting position, the e@ccommodate a field of
vision straight ahead and slightly down. Another way to ove &@se muscles of the eye is to

use rapid, repetitive movements such as darting the eyes b&%een a source document and the

screen. QQ

Aside from eye muscle fatigue, the eyeball@?}%an become irritated, contributing to eyestrain.
Studies have shown that while staring(t‘hmonitor, users "forget" to blink which deprives the
eye of needed moisture. This is ‘exa erbated by the dry, hot air most monitors and computer
CPUs generate and dispersegi He environment. Irritation is another source of dust which most
monitors create (elec@% ield) that propels particles toward the user and into the eyes. All of

these things cr: t@‘bstile environment for the eyes.

No mat type of environment an office worker works in, there are some steps to be taken
which goes a long way towards reducing eyestrain. Such steps include blinking: blinking is an
involuntary action most computer users do not notice its usefulness that they blink much less in
front of the screen. Another helpful step is to rest the eyes at least every two hours by taking a

break, doing a simple exercise or doing a non-computer related task. Even diets can help cut

66



down on eyestrain as the natural oils in certain fish and potassium-rich foods like bananas and

potatoes also help keep the eyes well-lubricated.

In a well-designed workplace, the worker has the opportunity to choose from among a variety of
well-balanced working positions and to change between these positions frequently. Working
tables and benches should be adjustable. Being able to adjust the working height i%,@icularly
important to match the workstation to the worker's individual body size an e worker's
particular task. Adjustability ensures that the worker has an opportunit‘}%\arry out work in
well-balanced body positions. If the workstation cannot be ad @aatforms to raise the

shorter worker or pedestals on top of workstations for the tall v@? should be considered.

Organization of the work space is another cogent aﬁ%'t?}should be taken into consideration.

There should be enough room to move aro nc‘\‘\% to change body position. The provision of

built-in foot rails or portable footrests al ihé worker to shift the body weight from one leg to

the other. Elbow supports for pr cis@%ork help reduce tension in the upper arms and neck.

Controls and tools should be p s%éd so the worker can reach them easily and without twisting
¥

or bending. Where it g@

either sitting or sta\Qi‘n

, a seat should be provided so that the worker can do the job
~” The seat must place the worker at a height that suits the type of work
being done. F%urk that requires standing only, a seat should be provided in any case to allow

the Q sit occasionally. Seats at the workplace expand the variety of possible body

positions and give the worker more flexibility.

The benefits from greater flexibility and a variety of body positions are two-fold. The number of
muscles involved in the work is increased which equalizes the distribution of loads on different

parts of the body. Thus, there is less strain on the individual muscles and joints used to maintain
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the upright position. Changing body positions also improves blood supply to the working

muscles. Both effects contribute to the reduction of overall fatigue.

Office Safety

Office Safety refers to the working environment in an organization that encompasses all factors
that impact the health, well-being and safety of the people working therein. It is the@ptice of
ensuring a safe working environment devoid of the likelihood of accidents(4ifjuries, harms,
property damage and loss of life in the workplace for both employe%@ visitors. Often,
manufacturing companies and other organizations do consider thé @)a’l}ea an eminently safe
place and give little thought to hazards that might exist in @%ﬁce section. However, this
assumption was changed when more accurate recor \)@»compiled for the entire work force
and it was found that office workers were suffering froh many injuries. These injuries perhaps,

>

not as severe as those suffered in the Wo@

severe enough to cause loss of time a@“tribute to a poor overall record. Recently, special

in other operations (industries) but often

emphasis is placed on office sa%rogrammes. Office safety programmes need to be a little
more sophisticated since t ards are not always obvious and the type of people involved
(mostly women) neec@jgw nced that hazards really exist in the office settings.

In constructio @ anies or any other similar organizations, most of the employees have
witnessed @n ous serious accidents and can relate to the problem, whereas in the office
settin& injuries are often not severe and do not happen frequently. On the other hand, since
the ratio of white-collar workers to blue-collar ones have been on the increase, the problem of
safety for the office secretary need being given increased attention. Different local and

international legislations are being updated to ensure employee’s safety in organizations as they
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perform their daily routine tasks. Failure to comply with these legislations on health and safety

for organizations means committing a criminal offence and can be prosecuted™®.
Causes of Office Accidents

Slips and falls: The principal causes of major injuries in an office are slips and falls. The hard-
surfaced plastic or other tile floor that can become slippery if not properly maintain}%iht many
offices have plus the fact that many dress-shoes (for both men and women h@anard material
for heels, produces a combination conducive to slipping. Studies of ofﬁcﬁients indicate that
the number of injuries from falls is twice as high for office wo%‘%sa wfor other category of

employees’®. This then is an important area of office safety @ntrate on.

Office Layout: Improperly laid-out office will deﬁnﬂ%‘%'?e accident(s). Wrong placement and
arrangement of office furniture, file cabinets; @-bins, storage lockers, cleaning equipment
and so on can add to the problem of o%'e cidents. Solid doors constitute another form of
hazard as workers are often struck s@sly when the door opens unexpectedly towards them.

Doors with large glass area@a.t\ are not conspicuously marked to prevent individuals from

walking into it, is ano@%e of accident.

File Cabinets:évs @\‘evalence of file cabinets in offices often leads to accidents. The most

serious occ®

drawer atyonce, placing heavily-filled drawer in the upper part of the cabinet, half-full drawer in

en a file cabinet topples over on an office worker. Opening more than a single

which its content is concentrated in the front part of the drawer, leaving file cabinet drawers open

after use etc. will cause tripping accidents and often result in laceration(s).

Electrical Office Equipment: Almost every office, regardless of its size is now being equipped
with a variety of electrically-powered equipment. With proper outlets close to desks and
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worktables, there will be no necessity for running long extension cords that can become tripping
hazards. A sudden shock or even an unexpected tingle from a snorted piece of office equipment

can produce a quick, unplanned movement from an employee which may result in an injury.

Fire Precautions: The greatest cause of fire accident in an office is probably smoking and
matches. Some solvents like kerosene and petrol are used in offices, but are usuall sent in
small quantities and are often flammable. Extensive use of electrical equi ;& (overload

currents) as well as damages to electrical sockets in the office can also S%}ler potential fire

hazard. Other sources of office hazards include: . @'\

Liquids such as hot coffee or drinks being carried around Ehe&%}which its spillage can cause a
scald. Wet spots can result from spillage of oil on ‘@} as a result of servicing a piece of
office equipment and may cause slipping haga@lso, wet floor and bad weather can make
employee’s feet wet causing slipping and @9} accidents. Laceration is another of the office
hazards that may result in bleeding. H mergencies in form of fainting, epileptic fits, asthma
attacks, diabetic disturbances and‘stomach troubles can equally result in injuries. Lifting and
moving office equipment w@’?:are or caution can also cause office hazard. Hazards resulting
from information tec Ong (Visual Display Units), stress, Repetitive Strain Injury (RSI) and

Tenosynoviti g affect the tendon sheaths in the hand, wrist and arms are another form of

office @

Safety Training: Health and safety with regards to preventing accidents and ill-health should be a
key priority for any organization irrespective of the size of such an organization. Workplace
safety training is a process that aims at providing the workforce with the appropriate knowledge

and skills to perform work in a safer way both for the employees and their co-workers. Safety
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training encourages a great incident-reporting culture in order to effortlessly create a safer
workplace which goes a long way to identify an organization as such with positive safety culture
as well as can continually improve its workplace environment. The law requires that an
organization provide whatever information, instruction and training needed to ensure, so far as is
reasonably practicable, the health and safety of its employees’®. Statistics have emphasized the

n@g&n-fatal

necessity of conducting safety training for employees as there being around 3.2
workplace injuries in the United States in 20207’. More than 6,000,0 ) 'p?@e died from
hazardous substances in 2020%. Slips and falls are the major causes of workplace injuries. In fact,
75% of occupational injuries are due to slips and falls’®, Accordi}& 4‘%HA, safety training can
save at least $4 to $6 for every $1 invested”. Some basics'{&%every secretary should be aware

of include understanding how to prevent acciden@njuries, knowing what to do if an

accident or injury does occur, and being fe&dj{&%th the types of hazards that are present in

their particular work environment. 't

Q)

Workplace safety training helps“incicase employee’s awareness thereby reducing workplace
accidents and injuries. It e 'bmployees are not injured or made ill by the work they do.
Safety training puts i@’ the development of a positive health and safety culture, where safe

and healthy w @Becomes second nature to everyone. It protects organizations against legal

penalties. Q

Office Security: Office security is becoming an area of significant concern in organizations today.
Office security has two dimensions — protection of the organization’s property (ies) including
vital information that if stolen or lost would have dire consequences on the organization’s ability

to continue to function and employees’ safety at work in terms of lack of harassment from
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external factors as well as safety of lives. Employees’ life and personal property must be secure.
No employee will like or even want to work in an insecure environment. When security is not
ensured, workers psychological well-being is in shambles and this will inadvertently reduce the
secretary’s efficiency and job satisfaction. Moreover, the fear of illegal entry, destruction of
important records or equipment, disclosure of information, or just malicious vandalism has

prompted offices to re-examine security needs and take precautions for the @physical
properties and information. E‘\QO

Security must be a physical environmental concern both inside and ide the office (alertness
and vigilance of all staff). Offices must be especially ca@%\f violations in any safety
precaution(s) adopted. Among the factors that should be %@Qmed to determine the need for and
the extent of security are office equipment and ma; é, computer terminal, data file, furniture
and life. The following types of security de(c.ej\}'e ommonly used®’: Access-restricted devices
such as photo IDs, push button locks, car%gck systems and physical attribute systems that make
use of fingerprint and eye-orien@ems; Automatic light control systems that are activated
either by motion or b0(’1§ edt sensors; Intrusion-alarm and sound-alarm systems that

automatically summdn p@ce units; Closed-Circuit Television (CCTV); Passwords to secure

vital data storeg v@m a computer system or using a combination of passwords and the security
ine

ecurity guards from reputable security outfits.

devices; Tr@

Consider;ng the afore-mentioned, the employee’s perception or mental representation of the
meaning of values of their workplace settings, relationships amidst fellows among others may
make secretaries become pleased with their occupation or not. An employee’s may vary about
satisfaction or dissatisfaction as some workers may feel a sense of achievement in their

occupation as other employees may not. A survey of blue and white collar employees were
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carried out and it was characterized by great determination that finishing exciting projects was

not as vital as job safety and recompense for blue collar workers®!.

This literature review reveals that a large number of factors influence employee’s performance
such as satisfaction from the profession, work environment, compensation policies and

demographic variables, educational qualification among many other factors. . ®
2.1.3 Concept of Safety Culture * Qg)

The safety culture of an academic institution reflects the broad spe m\of established safety
related to human, organizational or contextual, and technologicq&@g}ects prevailing in the entire
organization. It entails observable, tangible factors, b@zdw safety management of an
organization, the physical working environment, an@ dividuals behave in relation to safety.
In addition, it entails non-observable, less h@ factors, being the values and attitude of
individuals in relation to safety, and th g{ﬁ perceptions of safety. All these safety-related
aspects interact with each othe in@:@namic way. Differences within an organization can
manifest themselves into different sub-cultures. The rationale behind this definition originates
"

'\
from both experiences-i @ r

can be found in the‘(kt?raturegz. Firstly, a turn should be made to experiences from the work field.

field and commonalities among safety culture definitions that

Due to the c@ity of safety culture, a simplified conceptualization is inapposite and will lead
to a d@@picmre of reality. Previous research has shown that models, and the practical tools
derived from these models, tend to only address a subset of the concept of safety culture without
adhering to a comprehensive viewpoint and approach. To adhere to this need for a

comprehensive viewpoint and approach, a broad spectrum of safety-related aspects is included in
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the definition, which takes into account human aspects, organizational or contextual aspects, and
technological aspects interacting and interrelating with each other.

Safety culture assessments often place the main emphasis on human behaviour, while
diminishing the importance of other human aspects, such as the safety values and attitude, and
the organizational and technological aspects prevalent in an organization®:. .Aside from
experiences from the work field, the used definition originates in commonalitie%gg?g safety
culture definitions abound in the safety literature. When disentangli .t‘hg@fferent parts
mentioned in the definition above, the ‘broad spectrum of safet}:-rebﬁd“aspects’ refers to the
multidimensionality of the concept of safety culture. The b@\spectrum also means the
inclusion of both type I-safety (which addresses possible a@%ﬁs with a high probability and a
low impact) and type II-safety (which addresses po%'%cidents with a low probability and a
high impact). The trichotomy of ‘human, or n‘)@ al and technological aspects’ is assumed as
a fundamental safety principle®*. The ;ie)my is based on systems view and emphasizes
interactions and interdependenc'% n the three aspects, and it is also seen as an approach
to understanding complex sy err%s. The ‘established’ aspects refer to the characteristics of a

=

safety culture (or the Q;@

change®. A recurré%c aracteristic in the academic literature is that a safety culture is shared

between peofﬂ%

The ‘@annization’ emphasizes the contribution to the safety culture of an organization by

ganizational culture) as being relatively stable and resistant to

everyone, at all levels of the organization. The ‘interaction’ refers to the general assumption that
several interacting elements or factors form the safety culture of an organization. The ‘different
sub-cultures’ reflect the assumption that results of a safety culture measurement may differ

within a single organization between, for instance, departments or positions. The given definition
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of organizational safety culture only reflects internal safety aspects. However, organizations exist
within a broader context that also has its impact on the organizational culture in general and the
safety culture in particular. Besides the national culture, external factors entail the political
situation, the socio-economic status, the level of technological development of a country or a
region, and the local prevailing (safety) policies, regulations, and legislations. For instance,
prevailing safety regulations can affect the standards to which the physical work@s been
buites %\%
A model of safety culture that has three distinct, dynamic an.d i ragtlve factors (person,
behaviour, and environment) was developed. Ten principles tha&@)}the foundation for a total
safety culture was presented and these ten principles for a@ g a ‘total safety culture’ within
the workplace include: employee-driven safety mleé@cedures, a behavior-based approach,
a focus on safety processes; not outcomes, a Vi,é\@sbehaviour being directed by activators and
motivated by consequences, focus on achi \ggsuccess, not on avoiding failure, observation and
feedback on work practices, efft cti‘@édback through behavior-based coaching, observation
and coaching as key activitiesﬁthe importance of self-esteem, belonging and empowerment and
n"a value. Three years later, Total Safety Culture model that

safety as a priority Qh@
tr

includes ‘the safe > and recognizes the dynamic and interactive relationship between

person, envif%ngt and behaviour was formulated. Again, the ten principles or values that form
the botal safety culture was advocated for®,

A researcher presented a model that recognized the presence of an interactive or reciprocal
relationship between psychological, situational and behavioural factors of safety culture®’. It was
claimed, from this research, that organizational culture is the product of multiple goal-directed

interactions between people (psychological), jobs (behavioural), and the organization
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(situational). It was further suggested that people can neither be deterministically controlled
through their environment nor entirely self-determining, but they and their environments
influence one another in a perpetual dynamic interplay. The Reciprocal Safety Culture Model
revealed that attitudes and perceptions can be assessed through safety climate questionnaires.
Actual safety-related behaviours are assessed through checklists developed as part of behavioural
safety initiatives. Furthermore, situational features are assessed through safet@%agemen‘[
systems audits/inspections. This reciprocal framework has the potential to . % the relevant
components of safety culture and can be measured independently or in\ rr;l?ination.
Organizations need individuals who are proactive in participat%;} initiating improvements in
safety whose behaviours are referred to as Situational %ﬁ@nshlp Behaviour (SCB). SCB is a
higher order construct that consists of different typ ehaviours such as stewardship, voicing
one’s opinion, helping co-workers, whist@fb}i,

virtues®. SCB is a subcategory of O{%@aﬁonal Citizenship Behaviour (OCB). Like OCB,

initiating workplace change, and civic

although these behaviors are no\ﬂ{e%y incentivized and are not part of a reward system, they
serve to promote effective idhing of an organization. The concept of citizenship behaviour
is based on the p@:@ f reciprocity which implies employees having high-quality
relationships 'tl@r supervisor, which are based on trust and support, in so far as there is

engagemer@l haviours that are valuable to the organization®’.

The term safety culture gained its first official use in an initial report into the Chernobyl
accident®® which introduced the concept explaining the organizational errors and operator
violations that laid the conditions for disaster. Public Inquiry reports have implicated poor safety
culture within operating companies as a determinant of several high-profile accidents since the

explosion on the Piper-Alpha oil platform in the North Sea as an example; the fire at King’s
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Cross underground station; the sinking of the Herald of Free Enterprise passenger ferry; and the
passenger train crash at Clapham Junction. The relevance of safety culture to safe operation
cannot be disputed. Indeed, it is a concept ‘whose time has come’. However, there is no
definitive definition of the concept for two main reasons: (i) different researchers emphasize
different elements of safety culture as most salient, and (ii) culture of any kind is an extremely

difficult concept to succinctly define. Q’)&\

Organizations with a positive safety culture are characterized by comr@tlons founded on
mutual trust, by shared perceptions of the importance of safety, and b@n’ﬂdence in the efficacy
of preventative measure’. Most definitions of safety cultur %psulate beliefs, values, and
attitudes that are shared by a group. As human behavjo nd thus at an individual level, safe
or unsafe behaviours) are partly guided by pe eliefs, values, and attitudes, continued
workplace safety may have its base in i d1V % and organizationally constructed shared
beliefs that safety is important. A re@theme evident in the definitions of safety culture
offered is that of individual non‘ﬁs\) Iture is comprised of social norms, which are unspoken
rules of behaviour that, if n [6wed may result in sanctions. An example of a positive safety
norm may be that th@r e reports all procedural irregularities whereas another example of
a less positive a@ orm may be that work is conducted on live equipment when under time
pressure, t ¥s, without isolating equipment. Understanding the safety culture of an
organiz@n, work site or work-group as a whole may be difficult but identifying and

understanding the dominant safety norms may be a more manageable method of attending to

specific issues’!.

In practice, the creation or enhancement of a safety culture is dependent upon the deliberate

manipulation of various organizational characteristics thought to impact upon safety
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management practices. The very act of doing so means the manipulations must be goal-directed.
Goal-setting theory may also serve to provide the requisite scientific utility as it becomes
apparent when the specific purposes of the safety culture definitions outlined above are
examined. These include producing behavioural norms; reductions in accidents and injuries;
ensuring that safety issues receive the attention warranted by their significance; ensuring that
organizational members share the same ideas and beliefs about risks, accidents@ 1-health;
increasing people’s commitment to safety, and determining the style an.'pg@ciency of an
organization’s health and safety programmes. Each of these purposes ﬁ%lg\e viewed both as sub-
goals (i.e. antecedents) that help an organization to attain its su& inate goal (i.e. creating a
safety culture), and goal-achievements (i.e. consequenccs@nating from the creation of an
organization's safety culture. If these goal theory c@&re accepted, the creation of a safety
culture simply becomes a super-ordinate goa t@chieved by dividing the task into a series of

sub-goals that are intended to direct peo%' tention and actions towards the management of

safety. In goal-theoretic terms, perfor@e is a positive function of goal-difficulty®?.

The greater the challenge, @@r people's performance tends to be (assuming the challenge is
accepted). Setting a difficedt Super-ordinate goal (i.e. creating a safety culture) will therefore
place challengi g@ﬂands on individuals, workgroups, departments, and the organization as a
whole. Di@n the task into more manageable sub-goals that are in them challenging and
difﬁc@g. conducting risk assessments, getting senior managers to walk the talk, etc.) should
lead to much greater overall goal-attainment of the super-ordinate goal. Nonetheless, goal-
attainment is known to be affected by a number of moderators such as Ability, Goal-commitment,
Goal-conflict, Feedback, Task complexity, and Situational constraints, as well as mediators such

as Direction of attention, effort and persistence, Task specific strategies and Self-efficacy. In
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safety culture terms, these goal-related moderators could be viewed as being analogous to safety
and job-related training (i.e. ability); degrees of commitment to safety at various hierarchical
levels (i.e. goal-commitment); safety versus productivity, quality, etc., (i.e. goal-conflict);
communication flows (i.e. feedback); managerial versus operatives role functions (i.e. task
complexity); and, lack of resources, workplace, job design issues, etc., (i.e. situational
constraints). Similarly, the goal-related mediators could also be translated intoé{}!y culture
terms. For example, direction of attention, effort, and persistence could .fk‘?Octual safety-
related behaviour(s) at the strategic, tactical and operational levels+<of the organization; the
. "
presence and quality of the organizations decision-making proc \eou d be analogous to task
specific strategies. Self-efficacy could be translated into }ﬁ\&gduals, workgroups, departments
and/or business units' confidence in pursuing paﬂi%&rses of action to bring about safety
improvements. Importantly, each of these® @rators and mediators can be examined
individually and in various combinationff&'@ess their impact on both the achievement of sub-

goals (e.g. conducting risk assessmer@f all operational tasks) and the super-ordinate goal (i.e.

creating a safety culture)®.

N
Primarily, a workpla@’%poor safety culture fosters an environment where errors are more
frequently ma ,@*Violations are increasingly tolerated. This, in turn, exposes weaknesses
resulting fi tive and latent failures within the system. Moreover, a workplace with a poor
safety&re could be characterized by its management’s failure to acknowledge, or address the
gaps within their safety systems. As a result, these weaknesses linger, and possibly worsen, over
a long duration of time. Thus, increasing the likelihood of a potential harmful event to occur,
possibly resulting in injury and/or death. Based on this understanding, an “ideal” safety culture

has been conceptualized as “the ‘engine’ that drives the system towards the goal of sustaining the

79



maximum resistance towards its operational hazards**

. In practice, this means that safety culture
has significant predictive value for prevention efforts in the Occupational Health and Safety
(OHS) setting. Notwithstanding the theoretical importance of the safety culture concept, recent
studies have called for the translation of the research on safety culture into intervention efforts
that can guide organizations in improving their workplace safety culture®*. %
O

Several notable publications have attempted to translate safety culture theqry anfo)intervention
research within the workplace safety culture context. Furthermore, prevf%rstematic reviews
have been conducted to evaluate OHS management systems interve\(ﬁ:%s?patient safety culture
improvement strategies and active behavioural change safet%*g%'ventions“. However, there
have been no systematic reviews undertaken to date h@ attempted to evaluate workplace
intervention studies that were aimed at improving Wworkplace safety culture. Therefore, the
current study aims to identify, and evalu{e.j;}'e fectiveness of, all workplace intervention
studies that have been carried out to daf@rhich have been targeted at improving safety culture.
Much of the workplace safety«{t%ention research has traditionally been directed at the
individual worker level. Thi roach is very reductionist-focused and assumes the worker is to
blame for incidents. To ze the effectiveness of workplace safety interventions, a greater
focus should g@‘to the development and implementation of safety initiatives at the broader
organizati ‘%text. This argument is consistent with the theoretical underpinnings of safety
culture, Which aligns the concept at the group and organizational levels. Thus, the current study
also aims to identify the target levels (i.e. organization, work group or individual) of these

interventions, and evaluate the influence of the target level on the effectiveness of the

interventions.
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In a psychologically safe work environment, employees feel that their colleagues will not reject
people for being themselves or saying what they think, respect each other's competence, are
interested in each other as people, have positive intentions to one another, are able to engage in
constructive conflict or confrontation, feel it is safe to experiment and take risks®’. Behaviourally,
psychological safety leads employees to engage in open communication, voice their concerns,
and seek greater feedback; all of which are interpersonally risky behaviours. Tk@tum, has
been found to influence a range of workplace outcomes (e.g., learnin ' ormance) at
different levels of analysis®. Although psychological safety shares or%e overlap with trust,
psychological safety is conceptually different as it focuses on @%roup members perceive a

group norm, whilst trust focuses on how one person views a@%@r Initial work on psychological

safety at the individual and team levels of analy%e%pirical research on its antecedents,

outcomes, and moderators has been proliferafai@

Currently, theoretical perspectives suc@social learning, social exchange and social identity
theories have predominantly b d by researchers to explain the processes by which
psychological safety develo dinfluences outcomes. Recent review calls upon researchers to
utilize alternate theo@s)gc as the Conservation of Resources Theory to explain how the
psychological f@hgendered through access to resources in the work environment motivates
employees Qj%st their resources at work to help others, and stimulate learning, growth and
develc@ﬂ. In addition, it has been highlighted, how the incorporation of person-situation
theoretical perspectives such as Trait Activation Theory might help to explain how the
psychological safety climate strengthens the behavioral manifestation of certain personality

traits®.
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The construct of psychological safety is grounded in the seminal work on the organizational
change. Psychological safety was described as the extent to which individuals feel secure and
confident in their ability to manage change. Since then, other researchers have explored the
meaning of psychological safety in work settings. A quarter of a century after the seminal work,
in conceptualizing psychological safety as an individual's perception as to whether he or she is
comfortable to show and employ him/herself without fear of negative conseq%x;bto self-
image, status, or career, it was argued that people are more likely to fee .@@q@ogically safe
when they have trusting and supportive inter-personal relations;hipgvi’tsh work colleagues”’.
More recently, psychological safety is better treated as a team-@imate and defined as the
“shared belief held by members of a team that the team is s&@or interpersonal risk taking” *7.
This definition is divergent from Kahn's deﬁnitior&%‘%is a perception emanating from the
individual point of view. Qualitative worij@%veloped and validated a 7-item scale to

measure team psychological safety a(&' i’ measure includes items that capture shared
perceptions amongst team memberQ%b‘to whether they believe that others will not reject
members for being themselzf%t m members care about each other as individuals, team

'\
members have positivi i@

to one another, and team members respect the competence of
others. \

A review identified 78 empirical studies, conducted over the past 25 years, which have focused
on ex&ng the antecedents and outcomes of psychological safety. Among these, 740 studies
utilized a quantitative survey methodology and the remainder employed a qualitative interview
methodology. Studies adopting a qualitative interview methodology have helped to generate
detailed explanations as to why and how psychological safety develops and influences work

outcomes. These studies have typically been used as a basis to guide quantitative work. In
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contrast, studies adopting a quantitative survey methodology have furthered an understanding of

the strength of links between psychological safety and its antecedents/outcomes.

A 2014 review makes three key conclusions about psychological safety (its “role in enabling
performance”, its “relevance for understanding organizational learning” and its presence making
individuals “more likely to speak up at work™) ®8. This review also highlights area& future
research — including exploring the factors that promote or reduce psyc %}%cal safety.
Psychological safety has received noticeable attention from scholars and‘%}iioners due to its
benefits in working environments such as improving work engage@kﬁowledge sharing and
learning in organizations, citizenship behaviour and satisfact%&%.Furthermore, psychological

safety was suggested to enhance employee’s cre@ﬁ innovation behaviours and task

performance.

S

2.2. Theoretical Review and Fram@
2.2.1 Maslow’s Hierarchy of &{&

The Hierarchy of Needs @?s considered one of the most famous theories in the field of
human motivation,{ld@w of the first theories that attempt to describe the human behavior
towards sati@%Qle different human needs'®. The theory is based on the assumption that a
need person’s activities until he/she satisfies it, thus the main motivating factor for an
individual is his/her desire to satisfy needs. Maslow thought that personal needs can be arranged
in an hierarchical order; in essence, once one of these needs has been satisfied, it will temporally
lose its effect as a motivator and the person will focus on satisfying the next higher need which

has been activated.
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A researcher opined that, according to the Hierarchy Theory, people move from the bottom to
the top of the need hierarchy through an active cycle of deprivation, domination, gratification
and activation. As, when a person feels deprivation (unsatisfied need) in one of the hierarchy
levels, this will direct his action toward satisfying this particular need. For example, if a person
needs to satisfy his safety and security needs, he will temporarily ignore satisfying his higher-
order needs; however, once this need has been met, the higher need will be ac@&md the
individual will try to satisfy it, thus repeating this cycle of action until he ré Y ?@e apex of the
need hierarchy. In this regard, Maslow categorizes the basic humfln ggl%into five levels in an
hierarchical order, namely physiological needs, safety needs, soc@%@ds, esteem needs and self-

actualization needs, which can be illustrated in the followk@ e:

Q’Q
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Source: J. Morgan, (2022). The Th@?‘s of Job Satisfaction. Retrieved October 5. Available
from http:www.iedunote.com \)
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N

Physiological Needs:%%w considered the physiological needs as the basis of the hierarchy.
These needs_a %:ually related to the different body and survival needs. For example, it
include eed for eating, drinking, sleeping, and shelter. It was argued that these needs are
the most dominant needs which an individual tries to satisfy first; in the workplace, this level of
needs reflects the employee’s needs to have a suitable working environment (clean and fresh air,
reasonable temperature, adequate illumination and work-space) and good pay. Once these needs
are satisfactorily met, it will lose its effect as a motivator and the safety needs (the second level

in the hierarchy) will emerge and dominate the person’s behavior.
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Safety or Security Needs: These are related to the safety and security of the individual’s physical
and emotional conditions. It was argued that when the individual feels the need for security,
he/she becomes a safety-seeker and tries to satisfy such safety need. This category of needs
includes the desire for security, no threats or physical harm, and stability. In the workplace, this
level of needs can be satisfied by providing job security (protection against layoff), safe working
conditions (safe tools and environment), unionism, health insurance, pension plan%g&g others.
Social Needs: Most people like to be part of a group therefore, when the in.% satisfies the
two previous needs, the belongingness and love needs will em.erg : Tkis category of needs
expresses the human needs for receiving love and to belong to &@n group and be accepted
by others. However, Maslow’s choice of the word “lov@@ddress this category may have
confusing connotations, such as sex, and it may bﬁ%%appropriate to use the word “social
needs” instead. The spectacular ways of mee 'm,@kind of needs is through interaction as part
of'a work group, friendly supervision, prO&'gvAal associations, and a cohesive work group.
Self-Esteem: This represents one, of @S(Q‘lgher human needs as it includes the needs for higher
power, higher status, and rec n.i\tion for good work, achievement, self-respect, prestige, and
attention from others, ’ﬁkplace, this level of needs can be met by sound job title, good
feedback, and a h&‘g{m job. Maslow argued that, “Satisfaction of the self-esteem need leads
to feelings o -confidence, worth, strength, capability and adequacy of being useful and
neces@Qw world”.

Self-Actualization: According to Maslow, self-actualization is “What a man can be, he must be”,
and he considered it as the apex of the needs hierarchy. This kind of needs is actually an inner

need for developing one’s unique potential as an individual. In an organization, an employee
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may try to satisfy self-actualization needs by looking for challenging, innovative tasks or to
make significant achievements to his job.

After Maslow had set this theory, some researchers made some changes in the theory’s format
for example, in his study of middle and bottom managers, Porter added a new level that was
called “autonomy” between the fourth level (esteem needs) and the fifth level (self:actualization
needs). Porter claimed that needs such as those for authority, independe%@ught and
participating in the setting of goals are logically distinct from more common ) ﬁs@items) 101,
Maslow’s theory is considered one of the most widely accepted theoq%m} management context
and is still very popular among researchers and practitioners. &@(ﬂar argued that Maslow’s
hierarchy theory has proven to be a very useful theory in gﬁ\ ng managerial ideas. Moreover,
it is still popular among managers because it is Ver@ to present and easy to understand'®2.

It has inspired researchers over the past @s it generated a number of management
r

approaches and policies such as job ent, total quality management, business re-
engineering, self-managing tear%@%mployee empowerment. However, the theory has not
always been supported, as it has been subjected to criticisms due to the lack of its empirical
support. Indeed, Mas W@ did not try to conduct any empirical research to support his
ideas. Some peoplwem to be self-actualized without satisfying their lower needs within the
hierarchy. M‘%er, the assumption that self-actualization is the apex of the hierarchy needs
was n%ted. Some researchers claimed that the human potential is a boundless and ongoing
process, and wondered why the triangle had a close end as a result. They argued that Maslow’s

theory should be modified and that the triangle should be opened. Overall, Maslow’s theory is

not the final story in the field of work motivation.
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2.2.2 Ecological Theory of Ergonomics

Theories of ergonomics are interrelated and mostly emphasized the interactions between people,
product and the environment!®3, When the interactions fit the required ergonomics rule, it is
expected that strains would the reduced on the workers, thereby enhancing productivity.
Ecological theory of ergonomics fit in the context of this study. The proponents ef{& theory
proposed that the office environment, workplace comfort and office .saﬁg)&ffect both
organization factors and physical demands of work. Individual factors @0 discovered to
moderate the effects of the office ecological environment as propo&d\ in the theory. In the

context of this study, it is proposed that the work tools, ph %ofﬁce environment and the

office workers are the necessary components of the %@ractice that were studied.

2.2.3 Reciprocal Safety Culture Model \%

People are neither deterministically tr6lled by their environments nor entirely self-

104

determining'**. Instead, they ex&{;@é‘[e of reciprocal determinism with their environments

whereby they and their envir gnts influence one another in a perpetual dynamic interplay!'%.
Both Social Leaminfhj@ T) and Social Cognitive Theory (SCT) explain psycho-social
functioning in t&%@ of triadic reciprocal causation, whereby an individual's internal
psychological factors, the environment they are in and the behaviour they engage in, all operate
as inte@lg determinants that influence each other bi-directionally!%. SLT and SCT are similar
to operant theory in so far as they focus on cognitively-based antecedents (e.g. goals or
expectancies), behaviours, and consequences (e.g. self-evaluative rewards and/or punishers),
while also stressing the use of observable variables for assessment purposes. Moreover, both also

recognize that an employee might model behaviours learnt from observing others. These learnt
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behaviours are then further reasoned through self-corrective judgments based on information
feedback derived from performance. In turn, as employees master the learnt behaviours, their
self-efficacy increases (self-efficacy is defined as the conviction that one can successfully
execute the behaviour(s) required to produce the [stated] outcomes).

It was stated that reciprocity does not mean that the different sources of inﬂuence. are of equal
strength, neither do the reciprocal influences occur simultaneously. Rather it t%&%e for a
causal factor to exert its influence and to activate reciprocal influences. @%ﬁ:ctionaliw of
influence means that people are both products and producers o.f their gnvironment. In other
words, situations are as much the function of the person as the p@ behaviour is a function of
the situation, indicating that people self-regulate their ow®%gviour, in so far as they rely on
cognitive supports and manage relevant environn&@ ues and consequences. These same
principles are equally valid within organiia:g@particularly in the domain of managerial

decision making which is one of the keynro by which “pathogens' or ‘latent conditions' are

introduced into organizations. \)Q:b'
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Figure 2.3: Bandura’s Reciprocal Determinism Model
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Bandura's reciprocal model appears to offer the perfect framework with which to analyze
organizational (safety) ‘culture’ for a number of reasons: Firstly, the psychological, behavioural
and situational elements of the model precisely mirror those accident-causation relationships
found by a number of researchers. The potency of the Reciprocal Determinism Model for
analyzing ‘culture’, therefore, resides in the explicit recognition that the relative strength of each
source may be different in any given situation, for example, the design of the pro@n system
may exert stronger effects on someone's work-related behaviour than th .'}g@n's attitudes.
Secondly, its dynamic nature suits the measurement of human and organizational systems that
X 4%*»
operate in dynamic environments, particularly as the reciprg@\nﬂuence exerted on each
element, by the other two elements, may not occur simulta@g&, for example, it may take time
for a change in behaviour to exert an influence and(@& the reciprocal relationship with the

work-flow system and/or work-related t'ti'\f@) Thirdly, it provides a ‘triangulation’
ti;i

methodology with which to encourage analyses.

Triangulation refers to the combi ati%% methodologies in the study of the same phenomenon,
whereby multiple reference p 'I;r)e used to locate an object's exact position. As such, given
the appropriate meas n@ ments, triangulation allows researchers to take a multifaceted
view of safety culf&{‘g that the reciprocal relationships between psychological, behavioural
and situation‘aq\%lgors can be examined with a view to establish antecedents, behaviour(s), and
conse%) within specific contexts. Moreover, triangulation lends itself to testing the
external validity of the ‘safety culture construct’ (i.e. via between-method validation process)
and cross-checking each method involved in the triangulation process for internal consistency or

reliability (i.e. via a ‘within-methods’ triangulation approach). Finally, it explicitly incorporates

the goal-setting paradigm advocated above via the setting of sub-goals via task-strategies via
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self-regulatory processes and via self-efficacy mechanisms. Thinking of the measurement of
safety culture in these terms, therefore, provides an organizing framework to assist in ongoing
practical assessments and analyses, with which the holistic, multi-faceted nature of the safety
culture construct can be more fully examined in depth.

Bandura's Model of Reciprocal Determinism has been adapted to reflect the conc.ept of safety
culture. It contains three elements which encompass subjective internal psycho@: factors,
observable ongoing safety-related behaviours and objective situation .'\f%res. In this
adaptation, the internal psychological factors (i.e. attitudes and .per ti,?ns) are assessed via
safety climate questionnaires, actual ongoing safety-related beh@ is assessed via checklists
developed as a part of behavioural safety initiatives, whﬂ@c ituational features are assessed
via safety management system audits/inspections. Stace each of these safety culture components
can be directly measured in their own right, o;‘f\% mbination, it becomes possible to quantify
safety culture in a meaningful way at n&&i)ﬂ‘erent organizational levels, which hitherto has
been somewhat difficult. Accordinglyythe reciprocal framework also has the potential to provide
organizations with a comm%f.r\a e of reference for the development of ‘benchmarking'

partnerships with oth @

important to industrie§” where there is substantial use of specialist sub-contractors (e.g.

s§ units or organizations. This latter point may be particularly

construction‘z%[gfshore), as people from different organizations will be able to communicate in
the sa@%uage. Additionally, it provides a means by which the prevailing safety culture of
different business units, departments or work areas can usefully be compared. The psychological,
behavioural and situational elements of the model can also be broken down into exactly the same
reciprocal relationships thereby allowing the multi-faceted nature of the safety culture construct

to be systematically examined, both within and between the three measurement methods. As
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such, the reciprocal model provides an integrative way of thinking about the many processes that
impact on safety culture. It also provides a triangulated set of measurement instruments that are
not solely dependent upon incident or accident indices, and a dynamic framework that provides
the means with which to conduct multi-level analyses of the safety culture construct to identify
where cause-effect relationships do and do not exist. (b

23 Review of Empirical Studies . Qg)'&\

2.3.1 Office Ergonomics and Job Satisfaction ‘@

[ ) W
Working conditions play a very pertinent role in influencing jobé&sfﬁtion. General working

o

conditions have been found to be of cardinal imporgar& determining employees’ job
satisfaction. Employees would feel satisfied in their '®lf they are working in a clear and
orderly workplace with adequate tools and quig@f, acceptable levels of environment, quality,
temperature, humidity and noise'?’. A hQr_)uoted that working environment can often be a
cause of low productivity. Emplo;&&ed adequate equipment, space, heating, lighting,
ventilation and color has also a sigmificant impact on the work environment. Rest rooms and
lockers should be clean, sQ r?d well maintained. The food provided should be same for the
line employee as V\ge{d or the managers, they need to be able to enjoy support from superiors,
workplace, fi co-workers and respect as well. To have a good working environment,
mana to trust them and value them when they fail, they must know that the managers
will have a defined process to help them get back on track. Finally, managers need to listen to
these workers and accept their workplace ideas. Thus to better understand how to motivate
employees, managers should understand the basic theories of motivation.

A scholar discussed the Hawthorne effect where he shows the relationship between employees
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working conditions, social conditions and productivity'*®. The Hawthorne effect was named after
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what was doubted the most famous experiment in industrial history it marked a sea change in
thinking about work and productivity, Hawthorne, set the individual in a social context. The
experiment established conclusively that the performance of workers is influenced by their
surrounding and by the people that they are working with. In a working environment, a number
of authors are in option that having friendly and supportive colleagues contribute to increased job
satisfaction. Participants who lacked support from fellow workers were more to suffer
from job dissatisfaction. Another survey found that positive relationshi g \&&Q low workers
enhances job satisfaction. In addition, co-workers are more strongly ate to job satisfaction
than managerial support'®. Workplace must be in normal con @Mllowmg employees to do
their job properly. In work places where there is not sufﬁg'\@@onditions, employee motivation
level decreases and such a situation affects job satis&%t egatively.

Studies related to the motives lying behinci;j@g a career abound in literature. Using both

qualitative and quantitative techniqué%i investigation, majority of them base their

interpretations on the traditional %@ tion of intrinsic, extrinsic and altruistic attractors. For

example, a researcher found that in’a cohort of American students entering teaching profession,
-

altruistic reasons suct;&

significant!°, Simih{I‘y, it was reported that in her study with Canadian prospective teachers, the

g a positive difference in the lives of children were more

need to maké%fference to students and society as well as the desire to be models for students
emerge main themes for entering the profession. In a small scale study including trainee
teachers of information and communication technology, it was found that trainees frequently
draw upon their own past experience of teaching as well as their own interest to explain their

career choice!!l,
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In another study, it was reported that prospective biology teachers were primarily motivated by
their love for biology, while they rated the extrinsic motive of "job security” as the second reason
for choosing teaching career!!'?. Similarly, a study on biology pre-service teachers yielded the
same results. According to the findings of a qualitative study, prospective chemistry and
mathematics teachers were influenced by both intrinsic and extrinsic values emphasizing that,
especially, prior positive experience with the subject itself and teachers play a d%l:%i(%ng role
on the choice of teaching career'!®. In a large scale study, a scholar inves .ébg@le profiles of
prospective teachers from different teaching programs and found that more than half of the
students voluntarily chose to become teachers. On the other han @same group of participants
reported more extrinsic reasons such as job security; ﬂex&b{&%urs and holidays as well as the
possibility of “engaging in secondary employment’{%t%ves that led them to select teaching
for profession. In a large scale study compés;@f-service teachers from four universities, it

was discovered that majority of the partiegl' chose teaching not as a “fallback” career, that is,

last resort but because it was their ide@‘teach.

According to literature, the r lat.iwo ship between gender and job satisfaction is inconsistent.
Some studies report t t@% are more satisfied. A scholar found that women’s satisfaction
has declined substantially in the past decade, whereas men’s job satisfaction has remained fairly
constant. A @r, on the contrary, states that female employees demonstrate higher levels of
job sa@%n than male employees across most work!'*, Many studies involving several
different populations support this argument. On the other hand, other studies found no significant
difference between the genders. Studies have shown that task rewards and organizational

rewards lead to job satisfaction. Task rewards refer to rewards that are in direct association with

the job such as the usage of one’s skills into challenging work, work variety and opportunities.
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Organizational rewards are the visible rewards such as pay and promotion'">. According to the
literature, researches’ findings are not consistent regarding the influence of age on job
satisfaction. Some researchers have found that age have an influence on job satisfaction. Older
employees tend to experience higher levels of job satisfaction. Older employees were more likely
to report higher levels of job satisfaction than younger employees. Older workers are more
comfortable and tolerant of authority and may learn to lower their expectations f@ir jobs!6,
Other studies found that age has a non-linear association (no impact) on job .N%tion or rather
statistically age has an insignificant impact. Some studies concluid{d that as a chronological
5\

Secretaries nowadays consider employees’ job satisfactim@g;&than before for the reason that

variable, age is not a predictor of job satisfaction.

more satisfied employees are more committed@% organization. Many studies have

documented that job satisfaction is an imp ﬁp@s‘[ecedent of organizational commitment!!”.
09;-(

Affective organizational commitment wds, foand to be most influential with respect to levels of

intrinsic and extrinsic job satis ac@' This concurs with other studies of the behavioral

outcomes of commitment; overall job satisfaction increases as the years of experience increases.
3

However, a research d@

experience. Job sati&fa}c on was positively affected by managerial position. That is, managerial

upport the relationship between job satisfaction and years of

employees a‘m%re satisfied with their jobs than non-managerial. A scholar also found that
empl@the higher end of the occupational scale reported higher satisfaction with various
aspects of their work, but were less satisfied with their pay. Whereas the results of another shows
no difference between the levels of job satisfaction among different professional roles position

do not impact job satisfaction.
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A study was conducted on the impact of job satisfaction on employee’s performance in Malaysia

among large franchised retail chain of works!!®

. They used deferential and descriptive statistics
to analyze and interpret the study data. The findings of the study showed that employees are
satisfied with their jobs especially in the dimension of co-workers. It was further revealed that
office environment is one of the job satisfaction dimensions that receive high satisfaction among
employee. They concluded that job performance level among employees was %&m high
performance was due to the satisfaction they got as a result of doing .ﬁS@k in a more

.3

conducive work environment. A study conducted on employee’s g%forrmance, the effect of
Intech, an electronic

attitude towards work and job satisfaction of managerial and s;®‘§
company in Indonesia!'®. The Structural Equation Modeﬂjn\&&M) technique was used in the
collection and analysis of data. The results from th%&s showed that attitude towards work
did not have significant impact on the job p&&@yance of the staff of PT Intech. Findings
showed that job satisfaction had a hig}(&g'@cance on employees’ performance compared to
attitudes towards work. Q)(b‘

A research study conducted o th% tfect of job satisfaction on managerial performance in Bank
Nagari Padang Head @donesiam. The data was analyzed in SPSS (Statistical Package
for Social Scientism{‘a used simple regression in the analysis and interpretation of the data.
The ﬁnding§%&9€ study showed that the co-efficient of job satisfaction gained by 93.4%
inﬂue the performance of managerial and 6.6% caused by other factors, thus, interpreted
that the dominant managerial performance contributes to employee’s satisfaction. It was
conclusively made that a higher level of job satisfaction gained and felt by all .employees is also
an increasing managerial performance. It was recommended that in an effort to anticipate

competition that occurs in the future, the company is expected to be more active at considering
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the welfare of employees to get job satisfaction and higher managerial performance so that
productivity and loyalty to the company can be higher.

A scholar in her study on the connection between job motivation, job satisfaction and work
performance in the Romanian Trade Enterprises in Rome, she used SPSS and excel Windows in
the analysis of the data collected!'?!. Based on the correlation analysis, the rese.'ilrch findings
between the variables provided that there is a direct link between employee job %;ﬁction and
their performance. She further found out that the connection between ?'bg@tivation, job
satisfaction and job performance is not linear. In a study cor.ldu d.%n the private sector
organizations of Sri Lanka, data were analyzed using co-efﬁcie@ﬁcorrelation to identify the
impact of job satisfaction on employees’ performance 'q\mk%'lculated by using level of job
satisfaction as the independent variable and level oi@%ance as the dependent variable. The
statistical technique for paired comparison o%%ys was used to determine the satisfaction

which is derived from extrinsic rewards. hgﬁz‘dings of the study showed that employees’ who

are at higher levels tend to de ive@e satisfaction from intrinsic rewards'??. Sex has no

0\

significant impact on job i%fa ion. High job satisfaction leads to fewer turnovers of
employees in the priv@% rganization. An empirical investigation done on job satisfaction

and employee perf(an ce of Greek banking staff in Greece, She used descriptive analysis in the
analysis and’%pretation of the data collected!?’. The findings of the study showed that age,
gende@@ of experience, educational level are very independent of job satisfaction and
performance results, The findings further showed that the higher the position of the employee in
the organization, the higher the level of satisfaction. It also showed that the factors that impact

the satisfaction of an employee also influence that employee’s performance. Factors such as
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autonomy, team work, clarity of responsibility relationships with co-workers, and cooperation
with management show a positive correlation though the intensity varies considerably.

In a research conducted on job satisfaction and job performance among factory employees in
Apparel sector in Sri Lanka'?*. The standard statistical analysis of Structural Equation Modelling
was used in the analysis and interpretation of the data. The findings showed that JOb satlsfactlon
positively affects job performance. The findings further stated that when the fac@%ployees
are satisfied with their jobs, they like to provide effective works whi \?‘@ove the job
performance in the organization. A research carried out by SHRM % Society for Human
Resource Professional) in USA, to top five contributors to JOK@factlon were job security,
communication between employees and senior manageme@ efits flexibility to balance work
and life issues and feeling safe in the work env1ron%'Q According to a study conducted on
factors influencing employee job satisfactio 1}\ ent Industry of Chhattisgarh in India found
out three variables that is environmental i%nd work conditions), organizational factors (fair
rewarding, promotion and oppo nd behavioural factors (adequate authority, salary and
supervisors) has a positive im K)Job satisfaction. In a research carried out among lecturer in
Makerere University i @a revealed that the lecturers were relatively satisfied with core
workers behavior Qision and intrinsic facets of teaching, their potential source of
dissatisfactic@e remuneration, governance promotion and physical facilities!?°.

Q
Y

In a research survey of the factors that determine the level of job satisfaction among teachers in
top ranking private schools in Nairobi; it was asserted that job satisfaction is a positive state,
resulting from the appraisal of one’s job experiences. It was added that job satisfaction is a
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collection of 3 stories and beliefs that managers have about their jobs'~’. It was further argued
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that managers who are have higher job satisfaction generally love their job, feel that they are
being fairly treated and believe that their jobs have many desirable features such as interesting
work, good pay and job security. A research conducted in Kenya on employees’ satisfaction and
work environment by Peak Network Consultants Ltd, among 50 employees which constituted of
senior management, supervisory staff, teaching staff and non — teaching staff. It revealed clearly
that these employees were dissatisfied with communication, it was therefore$ rtant for
management to ensure smooth flow of both up-down and down-up flow of i .Gqé)@on.

Regarding work environment, employees showed great dissati.sfag%n.\on different aspects
including: physical working conditions and materials provided \m to perform their work.
For employees to be productive, the management needs‘l‘@gﬂ the right equipment, facilities
and materials for employees to feel relieved. The org@ fon should develop clear guidelines on
determining and selecting prospective eié%@ for various training and development

opportunities. In order to provide good , the quality of employees is critical to ensure
success. It is for this reason that % of job satisfaction be explored in order to gain a better

insight thereof. This will prox% executive managers with important information to enable them
c

.\
to stimulate greater j@ on amongst employees!'?®
researcher will camty o

. Based on the above arguments, the
a research on job satisfaction among teachers in public secondary
schools in r%orth Sub County. Employee work performance usually involves motivations
and j@%action that strengthen or weaken those task performances. There are different
approaches to motivation, various types of motivations, as well as the factors that influence job
satisfaction, which refers to attitudes of a single employee. These jobs related attitudes
predispose an employee to behave in certain ways. Defining motivation at work and establishing

how managers can best develop it in their employees has long been a major and central topic of

99



research for the specialists in the fields of human resource management, organizational
behaviour and occupational psychology. It is a field of study characterized by the presence of
large numbers of theories, vigorous debates and several distinct traditions. There is no single
generally accepted answer to the question of what motivates us to work or what makes a certain
job satisfying for a given individual.

However, citing the Durban University of Technology, South Africa, exposed &E for the
Office Management graduates by a scholar'?. It was affirmed that .Q@s of Office
Management are trained for and can easily secure national an.d i rq%tlonal administrative
positions such as: Personal Assistant, Executive As@n, Office  Co-ordinator,
Office/Administrative Manager, Administrative posts in ‘t@%ﬁds of Human Resources, Legal
and Accounting. Office managers as would refef\to Office Management graduates, are
administrative assistants and could be em 1(;@? organizations of every type. They are
employed in firms providing services ra&iﬂlrom education and health to legal and business
services. Other firms where Office r@ers may be employed are manufacturing, construction,
wholesale and retail trade, tr s%ﬁtion, communication, banking, insurance investment, real
estate firms, as well @l, State, and Local Government agencies. This study therefore,
among other signi agé), is targeted at Office Management graduates who may be employed in
any of the aﬂ%ﬁgsted positions and fields of work. This means that they are expected to carry
out of@%rations using modern office technologies. For example; a Personal Assistant who
may be used to corresponding with a head branch or a highly esteemed customer organization by

email may, at some point be required to join an international video conference irrespective of

one’s location and time zone.
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In the year 2020, a host of technological trends are poised for greater adoption; businesses across
the globe need to anticipate technological evolutions that may affect business decisions. These
changes include Artificial Intelligence (Al), Edge Computing, Automation, 5G, Cyber-security
and the Internet of Things (IoT). To face the uncertainties resulting from technological changes,
organizations need to build a culture and capacity for innovation, recognize the impact of new

technologies and have the foresight to incorporate appropriate new technologies&dvance of

negative impacts resulting from technological change. A scholar i a common
unwillingness to adopt change simply because of the newness surroundi g\it. This unwillingness

according to the author typically stems from lack of s{%\aaﬁonal awareness, poor

communication, decisions, lack of accountability, etc. '\QQ)

2.3.2 Safety Culture and Job Satisfaction @

A scholar looked at two twin plants (o n@the same company) which manufacture wind
turbines'®. Despite being owned by Q e company and producing the same products, one
plant (Plant B) had significantly mote’ errors than the other (Plant A). Plant A, prior to the study,
was involved in a compre 1ve work environment project based on worker involvement and
one focus was on_ s thelated issues. Employees from both plants attended a one week
introductory n safety. Accident data (self-reported) was collected at both plants from one
year pti @aseline and until six months after the study. Audits were conducted at TO and T1
and q&nnaire data was collected as well. The researchers did not have a formal intervention
but the intervention Plant A learned was transferred to Plant B over the course of the study. The
researchers found that the self-reported accident data decreased in Plant B. Unfortunately, it is

unclear what the work environment project entailed and exactly what knowledge was transferred
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from Plant A to Plant B. Thus, it is hard to interpret the researchers’ results and make a definite
statement about a change in safety culture.

A scholar examined the consistency of safety climate factor structure and safety climate
questionnaires over a three year period at a Chinese construction company!*’. Construction
workers at the Chinese construction company were given a survey of safety climate‘ in 2004 and
again in 2007. The survey consisted of 87-items asking about key aspects ofﬁgybclimate
within the organization. The researchers performed a factor analysis on the ; %or both years
and found that both years comprised the same four-factor struc:turg%fwsafety culture; safety
regulations, safety supervision, safety training and work @:’ support, management
commitment and safety attitude. In addition, the conﬁrma't@gétor analysis established that the
second-order factor of safety climate was uncharigedy While this study found a change in

perception over time, the study did not id n@) particular safety issue and implement an
intervention or training to address thi ss;.

This study does not shed any light unto any
quantitative behavioral safety cha geQ:b'

A scholar performed a field udx on a large multinational company in which the production
workers were emplo@@% Continuous, three-shift, seven day week, 10-day cycle!%. The
researchers analyzé% ¢ company’s accident records and performed in-depth, semi-structured
interviews V\‘/%%ndom sample of 15% of the workforce. Based on this information, the
reseaQeveloped departmental checklists. Safety observers were recruited and undertook
two days’ training. Following a practice period, a copy of the checklist for each department was
displayed in the respective department. The department was also asked to set safety ‘goals’ for

critical behaviors in that department. The observations in each department took about 10 minutes

to complete and were done on every shift by the observer touring the department. The results of
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the weekly observations were posted in each department to make explicit to the workforce where
to focus their attention the following week. The researchers found a steady global improvement
in safe behavior performance across the factory as a whole; however, these results were
attributed to the goal-setting and awareness exercises (e.g., posting the results of the weekly
observations). Further, there was no tie to safety performance explored. Once again, this study
does not show any quantitative behavioral change. &b

A scholar completed a study looking at safety culture at a Norweg'an.'h%@mg company.
occupations. A self-

.3
completion study was administered to 20 ships which included@ions about the company’s

Seafaring has historically been one of the world’s most dangerous

safety culture and the employees’ perceptions of safety. Qe researchers performed a factor

\S

analysis on the results and identified four factors: E\‘@r and management’s attitude to safety

and quality, Knowledge, Attitudes to safety 6;;8}% ructions and Quality and safety experience.
S

The researchers concluded that there %’ igh degree of consensus among respondents
regarding safety culture regardle%jf@gbnality, vessel or occupation but did not implement any
sort of intervention or trainiﬁfm did not show any quantitative change in safety behavior.

Three different groufi;@

onshore managers)ﬂr‘a

rviewed working on or with a Norwegian offshore platform:

operators and process operators!'®’

. The company initiated a safety
culture camp‘%nd, a year later, the author interviewed people from all three groups and asked
questi@%ut the safety culture campaign, thoughts about safety culture, etc. The researcher
concluded that a few lessons learned regarding how to implement safety culture campaigns can
be learned from the study: meaningfulness is a prerequisite of successful culture change, safety

cultures are created/recreated through group wise negotiation processes, safety culture

campaigns should be tailored to specific groups, those wanting to shape safety culture should
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participate in the negotiation processes in which cultures are created/recreated and safety culture
campaigns should be sensitive to shared patterns of meaning.

A scholar interested in safety culture, conducted a safety climate questionnaire to all sites and all
employees at a leading construction company and its subcontractors in Hong Kong!3!. The
questionnaire entailed 110 items. The researchers performed a factor analysis on tlle results and
found fifteen (15) different factors, the first 10 being: safety attitude an%’%}wagemen‘[
commitment, safety consultation and safety training, supervisor’s role an ' ﬁgﬁle’s role, risk
taking behavior, safety resources, appraisal of safety procedure a.nd &lg\rlsk, improper safety
procedure, worker’s involvement, workmate’s influence and cc@\ence. The researchers also

performed a logistic regression and found significant rel“qt?és ips between safety climate and

personal characteristics, including: gender, marita‘\%& education level, number of family

members to support, safety knowledge, dri&i)@bits, direct employer and individual safety
behavior. %

A researcher looked at two twin lar% wned by the same company) which manufacture wind
turbines'?”. Despite being owgikhe same company and producing the same products, one
plant (Plant B) had si f@y more errors than the other (Plant A). Plant A, prior to the study,
was involved in a %nprehensive work environment project based on worker involvement and
one focus va%\ safety related issues. Employees from both plants attended a one week
introourse on safety. Accident data (self-reported) was collected at both plants from one
year prior to baseline and until six months after the study. Audits were conducted at TO and T1
and questionnaire data was collected as well. The researchers did not have a formal intervention

but the intervention Plant A learned was transferred to Plant B over the course of the study. The

researchers found that the self- reported accident data decreased in Plant B. Unfortunately, it is
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unclear what the work environment project entailed and exactly what knowledge was transferred

from Plant A to Plant B.

Thus, it is hard to interpret the researchers’ results and make a definite statement about a change
in safety culture examined the consistency of safety climate factor structure and safety climate
questionnaires over a three year period at a Chinese construction company. Construeti\ workers
at the Chinese construction company were given a survey of safety climate a%@[n in 2007.
The survey consisted of 87- items asking about key aspects of sa(’e%l}iate within the
organization. The researchers performed a factor analysis on the i«te@r’\both years and found
that both years comprised the same four-factor structure of %@%\culture; safety regulations,
safety supervision, safety training and workmates sup 0'6%1agement commitment and safety
attitude. In addition, the confirmatory factor analy Q&blished that the second-order factor of
safety climate was unchanged. While this@ﬁ:}f nd a change in perception over time, the
study did not identify a particular safe%’vssue and implement an intervention or training to
address this issue. This study déi% shed any light onto any quantitative behavioral safety
change. A study conducted %hty climate questionnaire to all sites and all employees at a
leading construction @P\y and its subcontractors in Hong Kong. The questionnaire entailed
110 items'32, archers performed a factor analysis on the results and found 15 different

factors, the@

safety trajding, supervisor’s role and workmate’s role, risk taking behavior, safety resources,

being: safety attitude and management commitment, safety consultation and

appraisal of safety procedure and work risk, improper safety procedure, worker’s involvement,

workmate’s influence and competence. The researchers also performed a logistic regression and

found significant relationships between safety climate and personal characteristics, including:
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gender, marital status, education level, number of family members to support, safety knowledge,

drinking habits, direct employer and individual safety behavior.

24 Conceptual Model

Independent Variables Dependent Variables

Office Ergonomics

e Office Environment

e Workplace Comfort

e Office Safety and Security Job Satisfaction
Hol

e Physiological Needs

e Safety and Security

Safety Culture Needs
Ho3
e Psychological Safety e Social Needs
Culture e Respect
e Situational Safety Culture Ho2 e Self - Esteem
e Behavioural Safety Culture

Figure 2.4: Office Ergonomics, Safety Culture and Job Satisfaction Conceptual Model

Source: Researchers Conceptual Framework, 2023

The conceptual model of this study was developed based on the influence of office ergonomics

and safety culture on job satisfaction of Secretaries in ICT Polytechnics, Ogun State, Nigeria.
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The independent variables are office ergonomics which was measured with office environment,

workplace comfort and office safety!

and safety culture which was also measured by
psychological, situational and behavioural safety culture'’*. The dependent variable, Job
Satisfaction was measured by physiological needs, safety and security needs, social needs,
Respect and Self-Esteem!*4. As shown in the framework above, hypothesis 1 shows how office
ergonomics and its metrics is influencing the factors of job satisfaction, hypothe%%@iows the

influence of safety culture on job satisfaction. Overall, these formula theses were

subjected to a statistical test to determine the direction of resultsgr;g:lusion, and possible
2.5  Summary of Literature Reviewed @

This chapter (the literature review) sets out @%mr this study relating to office ergonomics,

recommendations for this study.

safety culture and job satisfaction of se%@ries in ICT Polytechnics, Ogun State, Nigeria. The
Motivation theory by Maslow éxs%éplored, and used for this recent study. Thereafter, the
literature also described the m%smes of each variable as Job Satisfaction; Physiological Needs,
Safety and Security %@%cial Needs, Respect and Self- Esteem while Office Ergonomics;
Office Enviro Q)\W orkplace Comfort and Office Safety and Safety Culture; Psychological,

Situational and“Behavioural Factors. The next chapter introduces the methodology selected for

this st®
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Chapter Three
Methodology

This chapter presents the methodology to be used in this study. It includes the research design

strategies employed, population, sample, data collection and operation of variables.

3.1 Research Design

This study will adopt a descriptive survey design as it attempts to study a :E’h@g)a population

at a point in time and to determine influence of office ergonomics and safety culture on the job
satisfaction of secretaries in ICT Polytechnics, Ogun State, N1g searches based on this
design are conducted to assess the status quo of a paﬂlc%&nomenon of interest without
manipulation of variables. The researcher considere @gn as appropriate for this study for

the reasons of time saving, expenses saving a 4%1 as yielding valid and reliable amount of

quality information. ( )

3.2  Population of the Study\)

The population of thg) comprlsed one hundred and eighty-six (186) secretaries of ICT

Polytechnics, Ogu\

Abraham Adesan (ICT) Polytechnic, Ijebu-Igbo, D.S. Adegbenro (ICT) Polytechnic, Itori and

Gatev@g ) Polytechnic, Igbesa. (See Table 3.1).

ate, Nigeria which include; Gateway (ICT) Polytechnic, Saapade,
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Table 3.1: Population of the Study

S/N Name of Institution Number of secretaries

in each Institution

1.  Gateway (ICT) Polytechnic, Saapade 47
2. Abraham Adesanya (ICT) Polytechnics, Ijebu- Igbo 43 &‘
3. D.S. Adegbenro (ICT) Polytechnics, Itori 40 . @
4.  Gateway (ICT) Polytechnics, Igbesa . \)\*‘%'\
N
Total . Q@ 186

N
Source: Ogun State Ministry of Education (2023)\)"

33 Sample Size and Sampling Techni‘ue\)

The sample size of this study will be %‘hundred and eighty — six (186) which is made up of the

secretaries of Gateway (ICT)%P?gchnic, Saapade, Abraham Adesanya (ICT) Polytechnics,
'\

Ijebu-Igbo, D.S. Adei;@

ugh total enumeration of the population because the secretaries are not

) Polytechnic, Itori and Gateway (ICT) Polytechnics, Igbesa

which was arrived at t

NS

34 chiption of Research Instrument

Data will be collected using a structured questionnaire titled: Office Ergonomics, Safety Culture
and Job Satisfaction (OESCJS). The instrument is a structured questionnaire adapted from
previous empirical studies. This study will also adopt the Likert scale design which allowed the

respondents provide their opinion about the issue under study. The instrument elicited opinion
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and perception of secretaries of the various schools on issues such as Office Ergonomics, Safety

Culture and Job Satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria.

Section A: This section was designed to collect demographic information of respondents and
these contains Bio-data of Respondents measured through four factors; Gender, Age,

Educational Qualification, Year of Experience. Q’}\

Section B: This section was designed to collect data on Satisfactiﬁ%'(\secretaries. The
Satisfaction scale covers these measures such as Physiological Nee@ge'ﬁy and Security Needs,
Social Needs, Respect, Self Esteem which were adapted fro@@olars in different contexts?.

Each of the adapted questionnaires was considere%@given the reliability tested result
cl

reported by scholars. The Cronbach’s Alpha Co-ef] for the variables were 0.7, 0.8. 0.6, and
0.76 respectively. Sample of the items Q&%q estionnaire include: My job is mentally
challenging with variety of job responsi%ies, my work gives me a feeling of being around the
polytechnic always etc. The resﬂ{s%ptions available to respondents following the modified

Likert-type scale include V.e@gh =4, High = 3, Low = 2, Very low = 1. The number of items

in this section is 15. { Q

Section C: Thi @aion is designed to collect data on office ergonomics. The office ergonomics
scale indi % office environment, workplace comfort and office safety which were adapted
from scholar in different context®. Each of the adapted questionnaires is considered reliable given
the reliability tested result reported by scholars. The Cronbach’s Alpha Co-efficient for the
variables were 0.7, 0.8. 0.6, and 0.76 respectively. Examples of questions are: Application of
newly learned skills to improve my job efficiency, Ability to study and work with new

technological equipment for easy work procedures etc. The response options available to

120



respondents following the Likert-type scale include Strongly Agree = 4, Agree = 3, Disagree = 2,

Strongly Disagree = 1. The number of items in this section is 9.

Section D: This section was designed to collect data on safety culture. The safety culture scale
which indicates the level of psychological, situational and behavioural needs of secretaries were
adapted from different scholars in varying contexts. Each of the adapted questiom'@res are
considered reliable given the reliability tested result reported by scholar§4. ;&Cronbach’s
Alpha Co-efficient for the variables were 0.7, 0.8. 0.6, and 0.76 res@y Examples of
questions are: The safety policy statement describes the institution %e’beliefs, commitments
and responsibilities regarding safety and connects these succes%»&e success of the institution
overall mission and Structures of the institution are s‘g@ d to define and communicate to
members of the institution the responsibility, a éability and authority of persons who
identify, evaluate or control hazards and @%e response options available to respondents

based on the Likert-type scale include@ways=4, Very Often=3, Rarely =2, Never=1. The

number of items in this section is\g)
S
3.5  Validity of Resea@l rument

Face and cont;nb\@lidity will be done in order to access the clarity, comprehensibility,

appropriatenes the questionnaire. This shall be done with the input of the supervisor and
other s in the field of information management. Corrections made will be incorporated in

constructing the final instrument before its use
3.6  Reliability of the Instrument

The researcher will subject the questionnaire to a reliability test to check internal consistency of

all items measuring each variable in the study. The reliability of the instrument will be done
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through a pilot study using 30 copies of the questionnaire which were administered to office

managers of Federal University of Agriculture, Abeokuta which is not part of the study.
3.7 Distribution of Research Instrument

A letter of introduction and project attestation form will be obtained from the Department of
Information Management, Lead City University which will be used to gain g@&ion to

conduct the survey from the management of all ICT Polytechnics, Ogun EST@% two (2) day

training will be conducted for five (5) research assistance to ease the adminisgration, retrieval and
[ ) W

initial sorting of copies of the questionnaires. The researcher an%% h assistants will work

with the human resource manager of the institutions to eps@ﬁdentiality of their responses

WY

while briefing them on the need for adequacy of s and advantages embedded in the

findings of the study. The copies of questionrla@vill be given to the institutions according to

the proportionate sample. ( \)
3.8  Methods of Data Analys'S\)Q:b'

Data will be collected fro spondents and would be analyzed using the descriptive and
inferential statistics. @ti e statistics (frequency distribution, simple percentage and mean)
will be used t n@é data to answer research questions one to three. The justification for using
the descri;@%alysis is that it helps to analyze all the variables in the study as well as
provi@nswers to the research questions raised. Inferential analysis will be used to test null
hypotheses one and two while multiple regression will be used in testing hypothesis three. All
hypotheses in the study will be tested at 0.05 significance level. The Statistical Package for

Social Sciences (SPSS), Version 24 will be used to evaluate the data for the study.
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Chapter Four
Results and Discussion of Findings &
This chapter dealt with data presentation, analysis and the interpretatio .@ results. The
analysis is guided by the specific objectives and hypotheses that were formulated in the study.
The first section shows the presentation of the descriptive a%&sis Bsing tables showing
percentages and interpretations below the tables. Section t@en‘[s inferential statistics and
discussion of findings comes at the later end of the '.\fhe results presented were based on
the research questions and hypotheses, which t%}%ldy set out to answer and understudy. The
Decision rule: 1.0.-1.49 = very low, 1.5 -2@\0% 2.50 -3.49 = High, 3.50-4.00 = Very high.

Hypothesis will be test at 0.05 level 0&) icance.

N

4.1. Questionnaire Return w o
A total of one hundr a%i%hty—six (186) copies of questionnaire were administered, and one

hundred and i@vo (132) copies responses were received all duly filled. The usable

questionna'@re resented 71% response rate.

4.2 Demographic Data Analysis of Respondents

Table 4.1: Demographic distribution of respondents

Demographics  Items Frequency Percent
Gender Male 57 43.2
Female 75 56.8
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Total 132 100.0

Age
25-35 years 67 50.8
36-50 years 38 28.7
51 years and above 27 20.5
Total 132 100.0
Qualification
HND 37 28 ) ®
B.Sc. 46 34.8 6&
MBA 12 9.2 QO
M.Sc. 23 17.5 ¥
PhD. 9 6.8
Others 5 3.7
Total 132 100.0 Source: Field
Work Experience Survey, 2023
1-10 years 68 51.5
11— 20years 42 31.8
21 years and above 22 16.7 The table 4.1
Total 132 100.0

provided

M

above is a demographic breakdown %a group of 132 respondents based on several
characteristics, including gender ag& alification, and work experience. The tale showed that
there are 57 male, representing'43,2% of the total sample. There are 75 individuals who identify
as female, representi @& of the total sample. The table showed that majority are female
with 75(56.8%). h&g so, majority 67(50.8%) of the respondents fall within the age range of 25
to 35 years, representing 50.8% of the total sample. There are 38 individuals who fall within the
age ra@f 6 to 50 years, representing 28.7% of the total sample.

51 years and above: There are 27 respondents who are 51 years old or older, representing 20.5%
of the total sample. For academic qualification of the respondents. There are 37 respondents with
HND qualifications, representing 28% of the total sample. There are 46 individuals with B.Sc.

qualifications, representing 34.8% of the total sample. There are 12 individuals with MBA
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qualifications, representing 9.2% of the total sample. There are 23 individuals with M.Sc.
qualifications, representing 17.5% of the total sample. There are 9 individuals with PhD
qualifications, representing 6.8% of the total sample. There are 5 individuals with other
qualifications, representing 3.7% of the total sample. For work experience, there are 68
individuals with 1 to 10 years of work experience, representing 51.5% of the total sample. There
are 42 individuals with 11 to 20 years of work experience, representing 31.8% of t@ﬁsample.
There are 22 individuals with 21 years or more of work experience, repré .%16.7% of the

total le.
otal sample -)6'3

4.2: Presentation of Research Questions @
4.2.1: What is the level of job satisfaction of secretasie@olytechnics, Ogun State, Nigeria?

Table 4.2: Level of job satisfaction of secret?r@ Polytechnics, Ogun State, Nigeria

-
Physiological Needs Very High Eg:k‘/ Low Very Low | Mean
P
I perceive that the pay I 19 41 - - 3.71

receive is fair and Q
equitable. )%8. %) | (31.1%)

My job is §@Hy 73 59 - - 3.56

challenging with (55.8%) (44.2%)

Variet}QQf job
responsibilities.

Canteen facility is well- 77 50 5 - 3.60
provided for in my | 5g 30/ (37.8%) | (3.7%)
workplace.
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Weighted Mean

3.6

Safety and Security
Needs

The job I am doing is
interesting.

78
(60.0%)

54
(40.0%)

3.60

I always go beyond
what is expected of me

to make students happy.

65
(49.2%)

67
(50.8%)

34

\,

My work gives me a
feeling of being around

the polytechnic always.

75
(57.5%)

57
(42.5%)

3.57

Weighted Mean

35

Social Needs

4
<

I am satisfied with the
amount of pay and
financial compensation

I receive.

68
(51.7%)

.’

N

o)
(N

3.52

My

me.

0O

supervisor (i
friendly and careK )

I
D 65

(49.2%)

67
(50.8%)

3.49

My collea es\and the
instit anagement
do not segregate base
on tribe, race, gender
and

age when

performing duties.

73
(55%)

39
(30.0%)

16
(12%)

4
(3.0%)

3.46

Weighted Mean

3.5
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Respect

I am satisfied with 65 51 12 4 3.43
opportunities of being | 49305) | (38.6%) | (9.1%) | (3.0%)
promoted to a better
position and
advancement. %
People with whom I 56 40 28 8 C)q;%
work ormeet Nl 400 | (303%) | (21.2%) (6.10@%\0
connection with my
work are polite. i \%'\
I,
Kire)
My supervisor at work 46 61 17 A@V 8 3.21
gives me  enough | 34 g0 (46.2%) @q} (6.1%)
support. A
Weighted Mean C;\\ b 33
A,
Self Esteem cb,
<
I have the necessary 59 ‘\)d 44 23 6 3.25
factual knowledge and ( o) (33.4%) (17.5%) (4.5%)
information of the jobC Q
I have the re d 53 51 23 5 3.22
procedural edge | (40.2%) (38.6%) | (17.4%) | (3.8%)
and ski @ actually
knowin hat should
be performed.
I have the motivation to 73 54 5 - 3.60
exert more effort into (55.3%) (40.9%) (3.8%)

the job I am doing.
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Weighted Mean 3.6

Grand Mean 3.5

Source: Field Survey, 2023

Decision rule: 1.0.-1.49 = very low, 1.50-2.49 — low, 2.50 -3.49 = High, 3.50-4.00 = Very high

The table 4.2 above is a survey or questionnaire with responses from individuals al;(f\%various
aspects of their job and workplace satisfaction. The table is organized into di categories,
which align with Maslow's Hierarchy of Needs (physiological needs, saf‘%}i security needs,
social needs, respect, and self-esteem), and it includes respon@al as the number of
respondents in each category, the percentage of respondents i@% category, and the weighted

mean for each aspect. To start with physiological ne@respondents (68.9%) perceive their

pay as fair and equitable, indicating a relatively.high’level of satisfaction in this aspect. A
majority (55.8%) find their job mentally ch@% with a variety of responsibilities. 58.3% of
respondents are satisfied with the cant 'Gcility. The overall weighted mean for physiological
needs is 3.6, suggesting a fair\k{i%? level of satisfaction in this category. For Safety and
Security Needs, 60% of res ehits find their job interesting, which is a positive sign, 49.2% of
respondents go beyo@ is expected to make students happy. 57.5% feel a connection to the
polytechnic t 1@ heir work. The weighted mean for safety and security needs is 3.5,
indicatin @10 erate level of satisfaction in this category. For social needs, Respondents are
somewhatsplit in terms of pay satisfaction, with 51.7% being satisfied and 48.3% not. 49.2% of
respondents feel that their supervisor is friendly and caring. A majority (55%) feel that there is
no discrimination based on various factors (tribe, race, gender, age) within their institution. The
weighted mean for social needs is 3.5, suggesting a moderate level of satisfaction in this category.

In terms of respect in the place of work, Satisfaction with opportunities for promotion is
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somewhat mixed, with 49.3% being satisfied. Respondents have varying opinions on the
politeness of people they work with. 46% feel that their supervisor provides enough support. The
weighted mean for respect is 3.3, indicating a moderate level of satisfaction in this category. For
self-esteem, Respondents express varying levels of confidence in their job knowledge and skills.
A majority (55.3%) have the motivation to exert more effort in their job. The weighted mean for
self-esteem is 3.6, indicating a moderate to high level of self-esteem in this categoé(beoverall
grand mean for all categories is 3.5, suggesting a moderate level of ‘o% fob satisfaction

.@w

4.2.2. What are the office ergonomics in place for secret in ICT Polytechnics, Ogun
State, Nigeria? . Q

among the respondents.

Table 4.3. office ergonomics in place for secreta ’Qn ICT Polytechnics, Ogun State,

Nigeria? A C. @

Office Environment Strongly BXgree Disagree Strongl Mea
A reezzb' y n
K) Disagr
" ee
D

There is adequate lighti éoi 43 67 22 - 3.18
around my office sp%e. (32.7%) (50.7%) (16.6%)
My offic i well- 46 66 15 5 3.23
protectedy () against (34 g0 (50%) (11.4%) (3.7%)

excessiveynoise.

The physical environment 39 63 22 8 3.06
in-my workplace is kept (39 506)  47.8%)  (16.6%)  (6.1%)

neat and tidy always.

Weighted Mean 34

Workplace Comfort Strongly Agree Disagree Strongl Mea
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Agree y n
Disagr

€c

The atmosphere in my 47 60 21 4 3.20
office could be described (35.6%) (45.5%) (15.9%) (3.0%)
as comforting and

relaxing.

o&
The furniture I use in my 43 66 18 @'& 3.18

.5
office is suitable and (32.7%) (50%) (13.6%) éé'\%ﬁp

well-adjusted for me.

Eyestrain and glare cause 35 51 41 ° 6” 5 2.92
fatigue and discomfort (26.5%) (38.7%) 3 % (3.7%)
Weighted mean ’ $ 29

A
Office Safety SA A Q’QYD SD

The varying advantages 28 40 5 2.87

of  upgraded  safety (51 j0 ’6’(44.8%) (30.3%) (3.7%)
training necessitated (b‘

against the risk of \)

musculoskeletal disorder @"

in secretaries. Q
Management 51 32 5 2.73

enhances Qu“ty (18.2%) (38.6%) (39.5%) (3.7%)
profession%a ound the

campus offices.

I am aware of safety 48 57 21 6 3.18

training and re-training - (36400)  (432%)  (159%)  (4.5%)
help secretaries to be

prepared against

occurrences of accidents
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or injuries.

Weighted 2.9
Grand mean 31
Source: Field Work, 2023 . ®

Decision rule: 1.0.-1.49 = very low, 1.50-2.49 — low, 2.50 -3.49 = High, 3.50=4. ©Very high

The table 4.3 above is a survey or questionnaire with responses related tB%MuS aspects of the
office environment, workplace comfort, and office safety. The 'tgﬁf\kﬁ@ludes the number of
respondents in each category (Strongly Agree, Agree, D@;%e, Strongly Disagree), the
percentage of respondents in each category, and the w, ig.@&mean for each aspect. To start with
office environment, 50.7% of respondents agree &ere is adequate lighting around their
office space. 50% agree that their office is@o ected against excessive noise. 47.8% agree
that the physical environment in their %%lace is kept neat and tidy. The weighted mean for the
office environment is 3.4, indicaﬁ&%g) moderate level of satisfaction with office environment.
For work place comfort, 45 Frespondents agree that the atmosphere in their office could be
described as comfoﬂ@%d elaxing. 50% agree that the furniture they use in their office is
suitable and well sted for them. Respondents express some discomfort related to eyestrain
and glare, @'h 8.7% agreeing that these factors cause fatigue and discomfort. The weighted
mean foryworkplace comfort is 3.1, indicating a moderate level of comfort in this category. In
case of office safety, For the statement related to safety training against musculoskeletal
disorders, 44.8% of respondents agree. For the statement related to management policy

enhancing security professionals, 38.6% agree. Regarding safety training and re-training, 43.2%

of respondents agree. The weighted mean for office safety is 2.9, suggesting a moderate level of
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safety-related satisfaction among respondents. The grand mean of 3.2 showed a moderately high

level perception of secretaries as regards office ergonomics.

4.2. 3. What is the prevalent safety culture in ICT Polytechnics, Ogun State, Nigeria?

Table 4. 4. Prevalent safety culture in ICT Polytechnics, Ogun State, Nigeria

Vo N
Psychological Factor Always | Very Rarely Never ‘@@n
Often . Qg)

N

The safety policy statement | g6 53 9 4 3.46
. A
defines and reinforces the safety (50%) (40.2%) (6.8%) ‘Q\‘a()%)
objective expressed in the @
mission statement. . A@
PEAY
The safety policy statement | g4 540, 7 7 341
describes the institution’s core (48.5%) |.(40:9%) (5.3%) (5.3%)
beliefs, commitments and (;)\
responsibilities regarding safety, b
therefore connecting these %‘b‘
successes to the success of the \)
institution overall mission ® N
Structures of the in%on are | 57 54 14 7 3.32
established é‘ﬁne and | 432%) | (409%) | (10.6%) | (53%)
communicate members the
respon%@ accountability
and autherity of persons who
identify, evaluate or control
hazards and risk.
3.4

Situational Factor Always | Very Rarely Never Mean
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Often

Good performance is recognized 21 37 53 21 2.43
more often than criticism for (15.9%) | (28.0%) (40.2%) (15.9%)
poor performance.
The training programms are 21 35 57 19 2.43
reViewed regularly to ensure (159%) (265%) (43 2%) (144%) ; \%
their relevance and Q)R
effectiveness. E\QO
Secretaries are trained regularly | 23 49 41 ‘\&:\'59 2.58
techniques and in more general AQ
practices. Q},
N
%V 2.5
AR
Behavioural Factor Always \J}Ey Rarely Never Mean
(ba Often
The Directors are supportive and ; §§ 56 19 - 3.32
helpful to subordinates in Lh%w’(%.z%) (42.4%) (14.4%)
day-to-day activities. C Q’Q
)
The Directors inv, people in | 57 56 19 - 3.32
setting and afhitewing their goals. 43.2%) | (42.4%) (14.4%)
N\
Therew a reward system | 56 62 14 - 3.35
(compensation, recognition, 42.4%) | @7%) (10.6%)
promotion) that is directly

related to performances rather

than  personal  relationships

among others.
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Weighted Mean 33

Grand Mean 3.1

Source: Field Survey, 2023

Decision rule: 1.0.-1.49 = very low, 1.50-2.49 — low, 2.50 -3.49 = High, 3.50-4.00 = Very high

The table 4.4 provided is a survey with responses related to various psychologicq{&i tional,
and behavioral factors in the workplace. The table includes the number o Tﬁ@*%&ents in each
category (Always, Very Often, Rarely, Never), the percentage of respondents in each category,
and the weighted mean for each aspect. To start with the psychoh%&%ptor. The safety policy
statement appears to define and reinforce safety objectivgs f&@ institution with 66(50%) and
53(40.2%) of respondents agreeing that it alway en done. A significant percentage
(48.5%) also agrees that the safety policy stqt@ describes the institution's core beliefs and
commitments regarding safety. Respond%’ienerally agree (43.2%) that structures are
established to define and communicat onsibilities, accountability, and authority for hazard
identification and risk control. overall weighted mean for psychological factors is 3.4,
indicating a relatively hi@gl of satisfaction and alignment with safety policies and
communication withi h%lstitution. In terms of situational factors, respondents tend to express
lower satisfactio %els. Only 15.9% agree that good performance is recognized more often than
criticis @oor performance. Similarly, 15.9% agree that secretaries are trained regularly and
thoroughly. The weighted mean for situational factors is 2.5, indicating a relatively low level of
satisfaction in this category. Behavioral factors show relatively higher satisfaction levels
compared to situational factors. A significant percentage of respondents agree that the Directors
are supportive and helpful in their day-to-day activities (43.2%). They also agree that Directors

involve people in setting and achieving their goals (43.2%). Additionally, respondents agree that
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there is a reward system related to performance (42.4% and 47%). The weighted mean for
behavioral factors is 3.3, indicating a moderate to high level of satisfaction with behavioral
aspects in the workplace. The overall grand mean for all categories is 3.1, indicating a moderate

level of overall satisfaction with these factors in the workplace.

4.4. Analysis of Hypothesis \
Hol: There will be no significant influence of office ergonomics on ‘tgo\%tlsfactlon of

secretaries in ICT Polytechnics, Ogun State, Nigeria.

Table 4.5 (a-c) Influence of office ergonomics on the job sa@ion of secretaries in ICT

Polytechnics, Ogun State, Nigeria.

Model Summary Q

Model R R Square Wed R Square Std. Error of the
h Estimate

1 4982 248\) 242 4.88948

a. Predictors: (Constant), ofﬁé%lgonomlcs
ANOVA? ( Q

Model @m of Squares df Mean Square F Sig.
Regre@jQ 930.298 1 930.298 38.913 .000b
Residual 2821.027 118 23.907

Total 3751.325 119
Coefficients®

Model Unstandardized Standardized T Sig.

136



Coefficients Coefficients

B Std. Beta
Error
(Constant) 30.498 2.869 10.632 .000
office ergonomics .640 .103 498 6.238 .000

a. Dependent Variable: Job Satisfaction of Secretaries

Source: Researcher, 2023

Table 4.5b is the results of ANOVA (Overall Model Significance) of regressio'n{%ﬂ which
revealed that office ergonomics on the job satisfaction of secretaries in ICT.P@nics, Ogun
State, Nigeria. This can be explained by the F-value (38.913) and low p-value (0.000°) which is
statistically significant at 95% confidence interval. Hence, th@gl? posited that office
ergonomics has strong significance influence on the JOb @fﬂctlon of secretaries in ICT
Polytechnics, Ogun State, Nigeria. Furthermore, the e@of regression coefficients in table
4.5c revealed that at 95% confidence level, a u 1&;;6 in office ergonomics will lead to a
0.640 increase in the job satisfaction of s@es in ICT Polytechnics, Ogun State, Nigeria.
given that all other factors are held cg&déht. On the strength of this result (Adj. R? = 0.242,
F(1,118) = 38.913, p = 0.000), Mudy therefore rejects the null hypothesis one (Hol) There

will be no significant influ %f'bfﬁce ergonomics on the job satisfaction of secretaries in ICT

Polytechnics, Ogun S%%geria.

Ho2: There‘@ no significant influence of safety culture on the job satisfaction of

secref@g ICT Polytechnics, Ogun State, Nigeria.

Table 4.6 (a-c) influence of safety culture on the job satisfaction of secretaries in ICT

Polytechnics, Ogun State, Nigeria.
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Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 S510° .260 254 4.85075

a. Predictors: (Constant), safety culture

ANOVA?

'%‘b
Model Sum of Df Mean F @ .

Squares Square
1 Regression 974.816 1 974.816 41.4 .000°

7

Residual 2776.509 118 23.530 _ t: ”
Total 3751.325 119

a. Dependent Variable: Job satisfaction & .
a. Predictors: (Constant), safety culture Q
Coefficients? Q
Model Unstandardize wndardlzed T Sig.
Coefﬁcwnt& Coefﬁc1ents
B Beta
O‘bf'ror
1 (Constant) 32.92N 2411 13.655 .000
Safety . N .086 510 6.437 .000
culture

a. Dependent Variable: %gatisfaction of secretaries

Source: Researchet, 2023
Table 4.6a—9§@s the results of the simple regression analysis for the relationship between

safety lt@ and job satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria. From
the results in Table 4.6a, safety culture has a significant relationship with job satisfaction of
secretaries in ICT Polytechnics, Ogun State, Nigeria. (R = 0.510, p<0.05). The coefficient of
determination (Adj. R?) of 0. 254 also shows that safety culture explains 25.4% of job

satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria, while the remaining 74.6%
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discrepancy in the job satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria is

explained by other variables which are included in this study.

The table presents the results of ANOVA (Overall Model Significance) of regression test which
revealed that safety culture on the job satisfaction of secretaries in ICT Polytechnics, Ogun State,
Nigeria. This can be explained by the F-value (41.429) and low p-value (0.000b{“&hich is
statistically significant at 95% confidence interval. On this basis, the result affirnded that safety
culture has strong significance influence on job satisfaction of secretarié%% Polytechnics,
Ogun State, Nigeria. Furthermore, the results of regression coeffigients“revealed that at 95%
confidence level, a unit change in safety culture will lead %@% 554 increases in the job
satisfaction of secretaries in ICT Polytechnics, Ogun t. NNigeria, given that all other factors
are held constant. On the strength of this result (Ad'ﬁ& 0.254, F(1,118) = 41.429, p = 0.000°),

this study therefore rejects the null hypothe<1s:c£}( 2) which states there will be no significant

influence of safety culture on the job sat@tion of secretaries in ICT Polytechnics, Ogun State,

Nigeria. \g)
: N D : .
Ho3: There will be no cou%n influence of office ergonomics and safety culture on the job

satisfaction of secrethl in ICT Polytechnics, Ogun State, Nigeria.

Table 4.7a-‘c%mbine influence of office ergonomics and safety culture on the job

ction of secretaries in ICT Polytechnics, Ogun State, Nigeria.

Model Summary

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

1 5552 308 297 4.70866
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a. Predictors: (Constant), Office ergonomics, Safety culture

ANOVA?

Model Sum of df Mean Square F Sig.
Squares

Regression 1157257 2 578.629 26.098 .Oo@:

Residual 2594.068 117 22.172 . q%

Total 3751.325 119 ‘@

a. Dependent Variable: Job satisfaction of secretaries . 4%'3

b. Predictors: (Constant), Office ergonomics, Safety culture ‘\d

A\
&

$
O

Coefficients?

Model Unstandardized ~ ,\a‘Standardized t Sig.
Coefﬁcient& Coefficients

B (w Beta

1. (Constant) 284254~  2.850 9.913 .000

Safety cultur()gggl 110 323 3.199 .002

Of cé\' 372 130 289 2.869 .005

ergo S
O\

a. Dt Variable: Job Satisfaction of secretaries

Source: Researcher, 2023

Table 4.7a-c presents the results of the multiple regression analysis for the combined influence
of Office ergonomics and safety culture on job satisfaction of secretaries in ICT Polytechnics,

Ogun State, Nigeria. From the results, the duo of office ergonomics and safety culture have
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significant influence on the job satisfaction of secretaries in ICT Polytechnics, Ogun State,
Nigeria. (R = 0. 5552, p<0.05). The coefficient of determination (Adj. R?) of 0.297 shows that
both independent variables explain 29.7% of the variation in the job satisfaction of secretaries
in ICT Polytechnics, Ogun State, Nigeria., while the remaining 70.3% variation in the job
satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria is explained by other

variables not included in this study. Q’}{b

More so, table 4.7b presents the results of ANOVA (Overall model sig &f regression
test which revealed that the independent variables (office ergonom@iﬁﬂ safety culture) has
significant influence on job satisfaction of secretaries in ICT % hnics, Ogun State, Nigeria,
this is explained by the F-value (26.098) and low @e (0.000) which is statistically
significant at 95% confidence interval. Hence, th gts revealed that both variables (office
ergonomics and safety culture) signiﬁcan@l)ﬁéﬂe ced job satisfaction of secretaries in ICT

Polytechnics, Ogun State, Nigeria %,

Q

Furthermore, the results of r%;@éion coefficients in table 4.7c, showed that the two
independent variables (offn@gnomics and safety culture) had a significant influence on job
satisfaction of secret 'e% ICT Polytechnics, Ogun State, Nigeria. Specifically, this revealed
that 95% c Q level, a unit change in office ergonomics will lead to a 0.351 increase in
job sati @)n of secretaries in ICT Polytechnics, Ogun State, Nigeria , given that all other
factors are held constant. Also at 95% confidence level, a unit change safety culture will lead to

0.372 increase in the job satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria

It is therefore on the basis of this result (Adj. R? = 0.297, F(2, 117) = 26.098, p = 0.000), this

study therefore rejects the null hypothesis (Ho3) which states that there will be no combine
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influence of office ergonomics and safety culture on the job satisfaction of secretaries in ICT

Polytechnics, Ogun State, Nigeria.

4.4. Discussion of Findings

The study examined that influence of office ergonomics and office safety cul@h the job
satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria. T . llected were
analyzed in accordance with the research questions asked and tlze h{%ﬂ}esis formulated. The
study findings provided a clear answer to the research questions @pothesis. For instance, the
first research question on What is the level of job satigﬁ@n of secretaries in Polytechnics,
Ogun State, Nigeria found a moderate level of ov@% satisfaction among the respondents.
There are studies that support this findings as®oﬂed by finding that use Herzbergs theory.
$e

The finding of this study was moreover rted in a study on the application of Herzberg's

two-factor theory of motivation to @(bﬁtisfaction in clinical laboratories in Omani hospitals

where job dissatisfaction was ekl among nurses as a result of the absence of the hygiene

factors and some of i) %ators in accordance with Hertzberg's theory'. The implication of
i

this is that a dissati§fied nurses or healthcare provider have the tendency of not rending quality

service thus ;%mg to medical casualties.

Q

To buttréss further, on the influence of the impact of the duo of hygiene and motivators on job
satisfaction, a study examines job satisfaction and dissatisfaction factors of government
employees in Myanmar. Applying Herzberg’s two-factor theory, the study found that both
motivators and hygiene factors influenced job satisfaction and dissatisfaction of the public

employees. In particular, interpersonal relationships, factors in personal life, work itself, and
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recognition were major determinants of job satisfaction, and working conditions, interpersonal
relations, factors in personal life, supervision-technical, and recognition all influenced job
dissatisfaction of public employees in Myanmar?. Since the influence could be positive or
negative, it is necessary for organizations as stated by the theorist to improve both motivators
and hygiene factors thus increasing employee job satisfaction and improving employee jo
dissatisfaction. In spite of the criticisms, a study has underscored the signi&f@e of the
components stressed by Herzberg's theory in comprehending job happiné ..\gﬁsearch study
conducted on workers employed in the service industry in Ghana rey algd that certain criteria
had significant importance for the workers themselves. The f{@d of job security, working
circumstances, and relationships with subordinates and supeﬂﬁ%%s were essential in determining
individuals' job satisfaction. While Herzberg's hﬁ%&:ﬂteria do contribute to employee

satisfaction, it is posited that a greater leveli’l@\ciation for their job will enhance employee

satisfaction even further®. The implica%' hat both ergonomics factors and office safety

culture are embedded in the Her%@ow.

Similarly, the second researé%question which What are the office ergonomics in place for
secretaries in ICT P@t@n s, Ogun State, Nigeria found that a high level perception of
secretaries wit r@ s to office ergonomics. The study found a high extent office ergonomics.
This is in-]@ ith the assertion of a scholar who wrote that an ergonomically incorrect office
can ca@ number of accidents and health problems for individuals. The aim of ergonomics is
to adapt work to the potential and needs of people in the workplace, to ensure their safety and
health. It is important to know the correct positioning of the elements in the office space, i.e.
chair, desk, screen, mouse, keyboard. Proper regulation prevents health problems and increases

employee satisfaction, productivity and engagement*. To further affirm the findings, a study
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found that the variable of work safety and work health has a positive and significant effect on
employee performance, in addition to directly affecting this variable also influenced by job
satisfaction as an intervening variable which can be explained that job satisfaction as an
intervening variable that links the variables of work safety and work health has a significant
positive result on employee performance partially?. (b

More so, the third research question which is What is the prevalent sa.fetb%)% in ICT
Polytechnics, Ogun State, Nigeria found a moderate level of overall ‘s%'}tion with office
safety culture among secretaries in ICT Polytechnics, Ogun State, Ni@.’Scholars believed that
Safety culture, as a discursive practice, promotes normative h%@eity of values, beliefs, and
behaviors, disciplinary enforcement, biopolitical ¢ nE.@yQand governmentality in accident
prevention. Safety Culture’ is the assembly of ¢ Qristics and attitudes in an organization
and the individuals in it which determines (c.-)é;%ht to which safety issues receive the attention

Q>
>
6

The test of hypothesis one revea hat Office ergonomics have positive significant influence

warranted by their significance!'!.

on Job satisfaction of secr?n ICT Polytechnics, Ogun State, Nigeria. This resulted in the
rejection of the null %esis with state that there will be no significant influence of office
ergonomics atisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria. This
means @ more palatable the office ergonomics are, the more satisfied with job secretaries
will bﬁs finding is supported by previous and recent studies. for instance, a research found
that Office ergonomics, which considers lighting, sound, and temperature, significantly improves
employee health and productivity®. Another study on the Effect of Ergonomics on Computer
Operating Office Workers in India found that Cognitive and environmental ergonomic factors

significantly impact productivity, while organizational and physical factors have less impact’
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More so, the test of hypothesis two revealed that office safety culture have significant positive
influence on the job satisfaction of secretaries in ICT Polytechnics, Ogun State, Nigeria. This
resulted in the rejection of the null hypothesis with state that there will be no significant
influence of office safety culture on Job satisfaction of secretaries in ICT Polytechnics, Ogun
State, Nigeria. This means that organizations with a balanced office safety culture has directly
and indirectly created an atmosphere job satisfaction. For instance a study title tov@%odel of
the Linkages Between Safety Culture and Employee Performance in Gol . Q@g Companies
found that A strong safety culture positively impacts employee. pe‘r%rpsance in gold mining
companies by enhancing motivation and job satisfaction®. The i@%ﬁtion of this finding is that

Corrective action is needed to optimize the factors that @gawe safety culture. Prioritizing

safety culture, providing training and developme@ mployees, creating a compensation

system that encourages employees to excel, a g clear quality standards are steps that need
\ quality P

to be carried out E

Moreover, the combination of K&) of office ergonomics and office safety culture have
significant positive influen mjob satisfaction. The null hypothesis which state that the
combined office erg on@gd office safety culture will not have significant influence on job
satisfaction w @fore rejected. However, office safety culture has more significant influence
that office @ics. This finding is corroborated by a study in discusses about the influence
of org@tional culture and work safety on performance with job satisfaction as an intervening
variable in Vocational High School where it was found that Organizational culture and work
safety positively influence teacher performance, with job satisfaction acting as an intervening

variable in Vocational High School 1 Bawang’. The implication of this finding is that

organization that want higher employee productivity must put in place factors and an atmosphere
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that enhances job satisfaction in form of office safety culture and organizational ergonomics.
Furthermore, a study on Organizational culture and a safety-conscious work environment: The
mediating role of employee communication satisfaction found and established that A
constructive organizational culture, which encourages cooperation, supportive relationships, and
high performance, leads to a safety-conscious work environment, partially mediated by increased

employee communication satisfaction'’. @'&\

Finally, the study found that both office ergonomics and office safety culf%'}r hand in hand.

They are both interrelated and their influence is very significantt Satisfaction, employee

Q‘Q

| N S
optimum performance and overall job productivity. é
N
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Chapter Five

N
4%'3

N

The findings of the study can be summarized thus: Q&

5.1. Summary of Findings.

1. The level of job satisfaction among secretari% Polytechnics, Ogun State, Nigeria

is generally moderate. . \%

2. The office ergonomics for secret ie&) T Polytechnics, Ogun State, Nigeria, was on a

high level. Q:b'

3. The safety culture in ICT}oﬁ/%echnics, Ogun State, Nigeria, was found to be moderately

high Q@ﬂ

4. The test of sis one showed that there is a notable positive correlation between
ofﬁca%gmics and job satisfaction among secretaries.
5. t of hypothesis two showed a positive relationship exists between safety culture

and job satisfaction among secretaries.
6. The test of hypothesis three revealed that combined influence of office ergonomics and

safety culture significantly impacts job satisfaction.

5.2. Conclusion
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The findings of this study shed light on several critical aspects of the work environment for
secretaries in ICT Polytechnics, Ogun State, Nigeria. These insights provide valuable
information for both academic research and practical workplace improvements in the following
ways:

D
The study revealed that the level of job satisfaction among secretaries i I@echnics is
moderately positive. While some secretaries expressed contentment with, their roles due to
factors like job security and work relationships, others repo%@d' Satisfaction, primarily
stemming from heavy workloads and limited career growtl&%&tunities. This underscores the
need for policies and initiatives aimed at addressi se issues to enhance overall job
satisfaction. The state of office ergonomics in.I(;'&L%)lytechnics is mixed, with some workplaces
implementing ergonomic measures and Ql}ﬁ¥ lacking such infrastructure. The positive
correlation between office ergonomic&) ob satisfaction highlights the importance of investing
in ergonomic improvements to provide secretaries with a comfortable and safe workspace. The
safety culture within IC 0 .\echnics varies across departments. Some have a strong
commitment to safet qures and regular training, while others lack a comprehensive safety
culture. A posi Qlationship between safety culture and job satisfaction emphasizes the need
to fost @'ong safety culture throughout the institution to enhance employee well-being.
Finall& influence of Ergonomics and Safety Culture: The study identified that both office
ergonomics and safety culture significantly impact job satisfaction. Secretaries working in
environments with superior office ergonomics and a robust safety culture tend to report higher
levels of job satisfaction, indicating the importance of a holistic approach to workplace

improvement.
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5.3 Recommendation

Based on the findings of this study regarding job satisfaction, office ergonomics, safety culture,
and their influence on secretaries in ICT Polytechnics, Ogun State, Nigeria, the following

recommendations are put forth to enhance the working conditions and job satisfaction of

secretaries: . ®

1. Invest in ergonomic office furniture and equipment to providz @ries with a

comfortable and safe workspace. Conduct regular assessments of €sgonomic needs and
. SR O .
make necessary adjustments to accommodate the physical @ ng of secretaries. Offer
training and awareness programs to educate pr@s about the importance of
ergonomics and how to use ergonomic equip @ctively.

2. Develop and implement comprehensive @ policies and procedures, ensuring they are
consistently enforced across all ments. Provide regular safety training and
awareness programs to all e ees, emphasizing the importance of safety in the
workplace. Encourage erMees to actively participate in safety initiatives and report

_ "
potential hazards (&t concerns.

3. Conduct worklpad assessments to ensure that secretaries are not overburdened with
excessi %(S. Consider redistributing tasks or hiring additional staff when necessary.

career development and advancement opportunities for secretaries, such as
training programs, mentorship, and pathways for professional growth within the
institution.

4. Implement regular job satisfaction surveys to gauge the evolving needs and concerns of

secretaries. Use the feedback to make continuous improvements. Encourage an open-door
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policy and effective communication channels for secretaries to express their concerns or
suggestions.

5. Implement a system of recognition and rewards to acknowledge the hard work and
dedication of secretaries. Recognizing their contributions can boost morale and job
satisfaction. Provide opportunities for career advancement and promotions based on merit
and performance. &b

6. Encourage collaboration and teamwork among secretaries and wi .%departments.
Building strong working relationships can positively inﬂuencglg\satisfaction. Foster a

sense of belonging and inclusivity within the workplace. '&%‘\\‘

'QQ

5.4. Contribution to Knowledge ®

The study has contributed to knowledge @:epmally, empirically and theoretically.
Conceptually, This study provides sp ci@}sights into the working conditions and job
satisfaction of secretaries in the con‘% igerian educational institutions, shedding light on

the unique challenges and opportuniti€s within this sector by developing a conceptual framework

"
Theoretically, the stu@@er fostered that affirmations of previous study with regards to

the use of self actualization theory in the study of employee job satisfaction

Empiricall@h?’empirical data collected has been a viable reference source point for further

empiricalystudies.
5.5. Suggestion for Further Studies.

This study has covered secretaries in ICT Polytechnics in Ogun state with regard to how office

ergonomics and office safety culture influences their job satisfaction. However, in the cause of
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the study other factors that may influence job satisfaction can be found therefore the following

suggestion for further studies in the following areas is necessary

1. Longitudinal Studies tracking changes in job satisfaction, office ergonomics, and safety
culture over an extended period can provide insights into the effectiveness of
interventions and policies aimed at improving these aspects. . (b

2. Investigate how the introduction of new technologies in administrat}veé;%l} and office

environments affects job satisfaction, office ergonomics, and‘%} culture among

secretaries. . %'\
N\
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Appendix [
Questionnaire @ ‘

Lead City University, Ibadan
Department of Information Ma@knt,

Questionnaire ° \
Dear Respondent, @

My name is Ogunyemi Adebola Adedotun, 4%? Graduate student of the above-named
institution. I am gathering data for a Was KS rogramme research work titled “Office
Ergonomics, Safety Culture and Job Sati ion of Secretaries in ICT Polytechnics, Ogun
State.” The questionnaire is strictly m %l‘ academic purpose. Kindly respond honestly to this

@éher a great deal. Your candid response will be highly

questionnaire as this will assist the r
appreciated and shall be used sole r academic research purpose.
Confidentiality of your resp@? guaranteed.

Thank you for your 0@9 ion.

N
g

Section A:  Bio-data of Respondent
Instruction: Please, tick (V) the appropriate answers to the questions asked below:

1. Gender: (a) Male ( ) (b) Female ()
2. Age: (a) 25-35 years () (b) 3650 years () (c) 51 years and above ( )

3. Qualification: (a) HND ( ) (b) B.Sc. ( ) (c) MBA ( ) (d) M.Sc. () (e) PhD. ()
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(f) Others

4. Work Experience: (a) 1-10 years () (b) 11-20years () (c) 21 years and above ()

. \d |
Section B: Job Satisfaction of Secretaries in ICT Polytechnic @tate, Nigeria
Q;i'y; 1

Instruction: The statements in this section concerns job sati on measures as applicable

to your institution. Please tick the appropriate choi(%@dicates your opinion using the four-

point Likert-type-scale provided. %
Note: Very High (VH) =4 points, High ( Qjoints, Low (L) =2 points, Very Low (VL) = 1.
N
S/N | Physiological Needs Q)O‘ VH H |L | VL
"

Q(‘\i 4 3 (2 |1
O

1 I perceié t@}he pay I receive is fair and equitable.

2 wisymentally challenging with variety of job responsibilities.

3 Canteen facility is well-provided for in my workplace.

Safety and Security Needs

4 The job I am doing is interesting.

5 I always go beyond what is expected of me to make students happy.
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6 My work gives me a feeling of being around the polytechnic always.

Social Needs

7 I am satisfied with the amount of pay and financial compensation |
receive.

8 My supervisor is friendly and cares for me.

: . . A
on tribe, race, gender and age when performing duties. ?

~C

9 My colleagues and the institution management do not segregate base | Q(é

Respect . ‘%'\
D

10 | I am satisfied with opportunities of being promotedéya) better

AR

position and advancement.

11 | People with whom I work or meet in connec‘abu)with my work are

polite. ° ‘6

)

12 | My supervisor at work gives me en‘:@ support.

h -
Self Esteem \)‘Q)
A

13 | I have the necessary I’knowledge and information of the job.

A Q\
14 |1 have the re@ procedural knowledge and skills in actually

knowiniw@\hould be performed.

15 |1 ha\ﬁh&motivation to exert more effort into the job I am doing.

Y%
Section C: Office Ergonomics as perceived by secretaries in ICT Polytechnics, Ogun State,
Nigeria

Instruction: The statement in this section concerns office ergonomics as applicable to the
secretaries of your institution. Please indicate the extent to which you agree or disagree with each
statement in relation to your institution and answer by selecting one of the alternatives 4, 3, 2, 1,
using the 4-point Likert-type scale provided.
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Strongly Agree (SA) = 4; Agree (A) = 3; Disagree (D) = 2; Strongly Disagree (SD) =1

Office Environment: To what extent do you | SA A SD
agree/disagree with the following statements? 4 3 1

1 There is adequate lighting around my office space. 4 3 1

2 My office is well-protected against excessive noise. 4 3. ¢ 1

3 The physical environment in my workplace is kept neat 4 @A\' 1
and tidy always. _\.‘\QO
Workplace Comfort: To what extent do you|SA A SD
agree/disagree with the following statements?

4 The ambience in my office aids comfortability q&@r "4 3 1
feeling of being relaxed.

5 The furniture I use in my office is sui b@d well- 4 3 1
adjusted for me. ) \Q

6 Eyestrain and glare cause fatigue %qﬂ@ fort 4 3 1
Office Safety: To what extent do you agree/disagree with | SA A SD
the following statements?

7 The varying advant es of upgraded safety training 4 3 1
necessitated agains@e.’risk of musculoskeletal disorder in
secretaries./& (\Q’

8 Manageme@my'enhances security professionals around 4 3 1
the nd offices.

9 %ware of safety training and re-training help 4 3 1

<

DQetarles to be prepared against occurrences of accidents

or injuries.

Section D: Safety Culture

Instruction: The statement in this section concerns safety culture as observed by the secretaries
of your institution. Please tick the appropriate choice that indicates your opinion using the four-

point Lik

ert scale provided below.
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Always (A) =4, Very Often (VO) =3, Rarely (R) =2, Never (N) =1

S/N

Psychological Factor

VO

The safety policy statement defines and reinforces the safety

objective expressed in the mission statement.

The safety policy statement describes the institution’s core.
beliefs, commitments and responsibilities regarding safety,
therefore connecting these successes to the success

institution overall mission 6&%

Structures of the institution are establis define and
communicate to members the responsibilityjaccountability and

authority of persons who identify, ev or control hazards

and risk.

Situational Factor Q‘)b."
)

A\

Good performance i&mc%nized more often than criticism for
"

poor performanca%
aN

The training pregrammes are reviewed regularly to ensure their

relg@ﬂ effectiveness.

é@etaries are trained regularly and thoroughly in specific job

chniques and in more general practices.

Behavioural Factor

The Directors are supportive and helpful to subordinates in their

day-to-day activities.
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The Directors involve people in setting and achieving their

goals.

There is a reward system (compensation, recognition,
promotion) that is directly related to performances rather than

personal relationships among others.

Q>
P
N
@ﬂ Student Biodata

Q

A. Personal Data

I.
2.

A

F‘@es: OGUNYEMI Adebola Adedotun
ss: 151, Old Lagos/Ibadan Expressway, Agbero Junction, Ode Remo, Ogun

ate.
Date and Place of Birth: 5% June, 1979
Nationality: Nigerian
Name and Address of Next of Kin: Ogunsanya Adenike R., No 1, Kilomodemo Street,
Health Centre Junction, Apete, Ibadan, Oyo State.

B. Educational Background
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Educational Institutions Attended With Dates And Qualifications
1. Lead City University, Ibadan, 2018 -- 2020

The Polytechnic, Ibadan, 2002 — 2005

The Polytechnic, Ibadan, 2006 — 2008

2. Academic Qualifications Obtained (with Dates)

a) Postgraduate Diploma, Office Information Mgt., (2020) ,&\
b) Higher National Diploma, Secretarial Administration (2008) , Q%
c) National Diploma, Secretarial Studies (2005) \

[ ) “
3. Professional Qualifications with Dates ‘\%
a) Chartered Institute of Local Govt. & Public Admi 'Cst?ation CILPGAN
b) National Institute of Office and Information agers, Professional NIOAIM

c) The Nigerian Institute of Professionaj@ries, NIPS

C. Working Experience with Dates
a) Gateway (ICT) Polytechn geaade 2011-Date.
b) Reliance International Ibadan 2010-2011
c) Federal Science and\Technical College, Borno State. 2009-2010
d) Saint Isabelle up of Schools, Ibadan. 2008-2009

e) Fountai c@ edge Nursery and Primary School, Ibadan. 2002-2005
ngmrsery and Primary School, Ibadan. 1997-2001

Cal
»@? ellowships if any
@ershlp of Academic Professional Bodies

a) Chartered Institute of Local Govt. & Public Administration, 2022 (Professional
Member,)
b) The Nigerian Institute of Office Administrators and Information Managers, 2020

(Professional Member)

c) The Nigerian Institute of Professional Secretaries, 2017. (Member)
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F. Publication (if Any)
1. eOffcie Management and Administrative Efficiency in the 21% Century (A Study of

Verifyme Nigeria)
AL
&
%
Signature ¢ ‘\%" Date

Q The University Compliance Certification
This is to;ertify that this thesis by Adebola Adedotun OGUNYEMI with Matriculation Number

LCU/PG/000275 in the Department of Information Management, Lead City University, Ibadan,

has fully complied with the approved university format and style.
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