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       CHAPTER ONE 
      INTRODUCTION
1.1	Background of the Study
In this modern and dynamic world with an ever changing environment, where humans are involved in many activities and performing so many roles, this dynamic environment does not only have effect but some negative effects on our behavior both at home and in work place.
Human beings are always confronted with stress most especially when the negative environment effects out weight the positive ones. Stress is not new, present day executives in a sector of the economy and indeed a reasonable number of people from all works of life are been weighted by stress. Stress is a complex, dynamic process of interaction between a person and his or her life. Robbins (cited in Deshpande) argued that stress arises from an opportunity, demand, constraint, threat or challenge, when the outcomes of the event are important and uncertain. Also, Jayashree (2013) posit that stress is caused when a person is subjected to unusual situations, demands, extreme expectations or pressures that are difficult to handle.
Managing a business organization is full of stressful experiences for managers. This is obvious since managing human beings is the most radius task which manager must undertake, human beings are different and have to be recognized, Rewarded and motivate or listened to and even punished when necessary. This seems tedious and more associated with stress and frustration than the organization functions. The heavy task a manager is filled with, coupled with high demand by employees and environment influence are capable of disrupting ones’ emotional stability and thereby induce stress. Stress can therefore be seen as anything that is brought to bear or the individual with psychological effect.  Deshpande (2012) described the term stress as derived from the Latin word ‘stringere’ which means to be drawn tight. Stress is also seen as the degree of tension or anxiety experience by a person.
Stress could be considered as one of the irritating administrative problems that continue to pose threat to the goal attainment of administrative staff of tertiary institutions. Stress phenomenon has become an important area of research in medicine and psychology, and in management, development, seminars and workshops in Nigeria and elsewhere. It has become a trendy topic for headlines cover stories. Internationally, United Kingdom, stress is believed to trigger 70% of visits to doctors and 85% of serious illness. If there has been an appreciable level of stress that exists among high technologically developed west, one would imagine what would be the case for this country (Nigeria) where everything we embark on is a stressor.
Stress in Nigeria, Ofoegbu and Nwandiani (2006) recorded the prevalence of stressful working conditions in tertiary institutions. According to them, those things are life threatening, harmful and challenging situations which are stressful to peoples existence and well-being which organization and administrative staffs are among and which will hinder the achievement of organizational performance.
Managers can experience stress either as an opportunity or as a threats, it can be brought about due to any event or circumstance which requires some forms of coping reaction. Managers who are faced with the opportunity of promotion may become stressful and frustrated if they lack self-efficiency.
Organizational performance comprises the actual output or results of an organization as measured against its intended outputs or goals and objectives.
1.2     Statement of the Research Problem
Working at a tertiary institution level is a stressful profession which my research work looked at some of the problem. Most of the institutions are there whose departmental heads give pressure and stress to their workers to accomplish the desired tasks. Kathie and Lingle, (2007) emphasis that workers rank stress as a top reason why they would leave their company. This therefore indicates that stress lead to lower organizational performance. The ability to manage stress in the workplace can make the difference between success and failure of an institution. Therefore, the specific problems identified for this topic are:
a) Long working hours as drastically affect organizational commitment.
b) Poor time management as affect organization effectiveness.
1.3	Research Questions
Based on the objective of this study, the following specific research questions were formulated to find solution to the research problems:
i. How far does long working hours affect organizational commitment?
ii. To what extent do time management affect organizational commitment? 
iii. How far does long working hours affect effectiveness?
iv. To what extent do time management affect effectiveness of the organization? 
1.4	Objectives of the Study
The specific aim of this study is to examine effect of stress on organizational performance in University Ilorin Kwara State. Other specific objectives of the study are as follows;
i. To examine the effect of long working hours on commitment of the organization. 
ii. To investigate the impact of time management on organizational commitment. 
iii. To determine the extent to which long working hours affect effectiveness of the organization. 
iv. To ascertain the impact of time management on effectiveness of the organization. 
1.5	Research Hypotheses
The following hypotheses were formulated for the purpose of this research work:
Hypotheses one:
H01:	Long working hours has no significant effect on organizational commitment.
H11:	Long working hours has effect on organizational commitment.
Hypotheses two:	
H02:	There is no significant relationship between time management and organizational commitment.
H12:	There is significant relationship between time management and organizational commitment.	
Hypotheses three:
H03:   Long working has no significant effect on effectiveness.
H13:  There is relationship between long working hours and effectiveness.
Hypotheses four:
H04:  The relationship between time management and effectiveness is insignificant.
H14:    There   is significant relationship between time management and effectiveness.
1.6	Significance of the Study
Currently as stated above, there seems to be scarcity of writing on the area of empirical research especially as regard stress and organizational performance, not only in University Ilorin but in the Nigeria educational setting as a whole. The following are some of the significant of these study:
The findings of the study helped tertiary institution, management, teaching and non-teaching staffs, students, researcher, government and non-government organization to develop interest and help to create more awareness on the area of stress management to further help them to have better productivity and develop our educational system.
This study is very important and would go a very long way to notifying all organizations, most especially those in the service sector on the need to ensure the effective management of stress for their employees.
The study also added to existing store of knowledge. Thus, findings were added to studies that have been done, so that people in other part of the country can appreciate the problem. It also provides suggestions on how to reduce the effects of stress on output.
1.7	Scope of the Study
This study encompasses the effect of stress management on organizational performance. It explores the effect of long working hours on organizational commitment and poor time management on effectiveness of the organization. The scope was restricted to Nigeria tertiary institution, University of Ilorin Kwara State to be precise. The restriction of the study to tertiary institution is due to its proximity to the researcher’s base which enabled easy accessibility to data needed for the purpose of this study.  
1.10	Definition Terms 
Effectiveness: Is the capability of producing a desired result or the ability to produce desired output.
Long Working Hours: This means working for a longer period of time than the usual, regular or the routine time specified for a given activity. It also means an overtime.
Management: Management is a problem solving process of achieving organizational objectives through the efficient use of scarce resources in changing environment.
Organization: This is defined as any social structure or system consisting of two or more persons who are interdependent and who work together in a coordinate manner to attain common goals.
Organizational Commitment: organizational commitment plays a pivotal role in determining whether an employee will stay with the organization for a longer period of time and work passionately towards achieving the organizations goal.
Organizational Performances: This is the sum total of all individual performance in an organization in terms of productivity or output.
Stress: stress has been defined as the physical psychological and behavioral reactions experiences by individuals in situation where they feel that their ability to cope may soon be over whelmed. It can also be defined as a condition or feeling experienced when a person perceives that demands exceed the personal and social resources the individual is able to mobilize.
Time Management: Time management is the ability to use ones’ time effectively or productively, especially at work. It is the process or act of planning and exercising conscious control of time spent on specific activities, especially to increase effectiveness, efficiency and productivity.









CHAPTER TWO
      LITERATURE REVIEW
2.0	Introduction
This study will review the effect of stress management on organizational performance and existing literatures by past researchers. However, the chapter will be on four major sections: Conceptual review, Theoretical review, Empirical review and Gap in literature.
2.1	Conceptual Review
2.1.1	Stress
In today’s fast paced world, it is impossible to live without stress. The nature of work has undergone drastic changes with stress appearing almost automatically. It is a worldwide phenomenon that occurs in various forms in every workplace. Stress is common in any type of job and people must face it in every facet of life. Stress have been defined in various ways over the years. According to Ivancevich, Konapske and Matteson, (2006) stress is scientifically described as that response of an individual to the outcomes of the external environmental conditions that place excessive psychological, behavioral, and physiological pressures on that individual. It involves how an individual respond to external pressures. According to Steve (2011), stress is simply a reaction of an employee when certain demands, pressures and professional aspects which are to be faced at work place do not match their knowledge levels which create or pose a challenge and threat to the capabilities of the employee which in turn would create a struggle for existence in terms of being employed in a place. This therefore implies that, stress exists when an environmental situation presents a demand threatening to surpass an employee’s capabilities and resources.  Stress according to Oxford Advanced Learner’s Dictionary (9th Ed.) is defined as a pressure or worry caused by the problems in someone’s life.  This means that   stress   is a function of problems.  Nevertheless, Melgosa (2005) conceives stress as a combination of physiological and psychological reactions of the body when it is subjected to heavy demands. This portrays stress from the dimension of responsibilities. Hence, the higher one’s responsibilities get, the higher the stress. In the words of Oruebor (2012), stress is but a nervous tension which has the tendency to ginger one to higher productivity as well as to reduce one to lower productivity depending on the perception and response of the person. Implicitly, he likened stress to a catalyst which acts based on the way it is responded to, hence, causing a positive or a negative result. However, stress is seen as unhealthy reactions of an individual to a variety of factors affecting him at any particular time especially affecting the achievement of organizational goals. Omolara (2008) described stress as the adverse psychological reactions that occur in an individual as a result of their being unable to cope with the demands being made on them. Stress is one of the major factor that determine sometimes human behavior. It determines sometimes how we are aggressive, discourage and negative attitude to work. Stress is a reality that is negatively affecting people’s life in a drastic manner. As the needs of man increase, the burden of business managers continually increase. The resultant of this chain reaction is stress. So many people are concerned today about lack of energy and vitality that the number one complaint that the doctor hear is “I feel tired”. Stress is the number one killer in our society, yet, it is always neglected by people.
In the words of Oruebor (2012), stress of modern life, poor diet, pollution, lack of sleep, physical strain and excessive work demands, this is to say that the health of every organizational staff is subject to risk of failure following the stress attached to the responsibility of positions. Out rightly, for any organization to achieve its set objectives and goals it must enthrone a conducive stress free work environment and welfare of workers should not be made secondary Alegbeleye et al, (2014). In cognizance of this, there is need for effective stress management in organizational goals are attained.



2.1.2	Stress Management
 Stress management is a trending concept in social and management sciences. According to Agrawal (2001), it refers to the means through which the impact of stressors in the organization can be reduced. This definition holistically addressed the management of occupational, work-related or professional stress. However, in a bid to operationalize the term, stress management is seen as the processes involved in reducing stress and its effects on individuals.
2.1.3	Organizational Performance
Performance is closely related to efficiency and effectiveness and could be defined as the outcomes of work because they provide the strongest linkage to the strategic goals of the organization, customer satisfaction, and economic contributions. Also performance is about outcomes but the concept is linked to the idea of a balanced scorecard Onuorah, Azuka and Chamberline, (2019). According to Kane, (1996) performance is defined as the level of each individual within the organization or at organization level. It is perceived as an understanding of the achieved results.
Organizational performance on the other hand is a multidimensional construct that evaluates the position of an organization as pertained to internal or external standards. Thus, Organizational performance and effectiveness are the most well-known concepts for evaluating organizations.  
Neely (2002) believes that performance should consider quantifying the efficiency and effectiveness of actions. This quantification can be expressed both qualitatively and quantitatively. According to the definition of Neely and other authors, performance is closely related to efficiency and effectiveness.
Bernadin (1995) points that “performance should be define as the sum of the effects of work, because they provide the strongest relationship with the organizations strategic objectives, the consumer satisfaction and the economic contribution”. As authors says, performance must take into account both inputs (the effort put in) and outputs (the result of the effort put in). this definition equates performance with the “sum of the effects of work”. Performance is achieved when all efforts are focused towards achieving the set of objectives and meeting customers’ satisfaction. Objectives and consumer satisfaction cannot however be accurately measured.
Bates and Holton (1995) define the concept of performance as “a multidimensional abstract concept whose measurement depends on a variety of factors’’. Performance may refer to both enterprise “organizational performance” and an activity / a department / a manager / a performer. The author say it is important to determine whether the measurement objective is to assess the effects performance or the performing behavior. The drawback of this definition is that it does not contain a rating that would have a downwards applicability.
Performance is achieving organizational objectives, according to Annick Bourguignon’s definition. This definition is applied in all field of management (management control, general politics, human resources management). 
2.1.4	Stress Process or Response Stages
According to Arnold, Robertson and Cooper (1993), stress response in three stages. 
ALARM  RESISTANCE  EXHAUSTION
Alarm is the first stage. When the threat or stressor is identified or realized, the body’s stress response is a state of alarm. During the alarm stage the body reacts to the stressor with a ‘fight or flight’ response in which the parasympathetic nervous system is activated and hormones (e.g. adrenaline and noradrenaline) are released from the adrenal medulla Richard, (2010). If the stressor remains, the body then goes into the resistance stage.
 Resistance stage. This is a stage in which it may outwardly appear to be functioning normally, however levels of blood glucose, cortisol (stimulated by adrenocorticotrophic hormones known as ACTH) and adrenaline remain higher than normal and the individual’s heart rate, blood pressure and breathing will be higher than normal. The individual may appear calm but they are physically and mentally at ‘action station’ current nursing. Com, (2014)
 Exhaustion stage is the third and final stage. At this point, all of the body’s resources are eventually depleted and the body is unable to maintain normal function. The initial autonomic nervous system symptoms may reappear (sweating, raised heart rate, etc.). if stage three is extended, long term damage may result as the body, and the immune system is exhausted and the function is impaired resulting in decomposition. The result can manifest itself in obvious illnesses such as ulcers, depression, diabetes or even cardiovascular problems, along with other mental illnesses.
2.1.5	Types of Stress
According to Taylor Shelley (1995) states that, there are four major types of stress and she explains them as follows: 
2.1.5.1	Chronic Stress
According to Shelley. (2006), chronic stress is one that occurs seemingly for an interminable period that wears down the person everyday with no visible sign of escape. This type is brought about by long term exposure to stressors such as unhappy marriage, traumatic experience, unwarranted career or job, stress of poverty, relationship conflicts etc. It grinds away at both emotional and health of the individual leading to breakdown and even death.
2.1.5.2	Acute Stress 
This type of stress is the most common and most recognizable form of stress. It is the kind of stress which the individual knows exactly why he is stressed. Acute stress usually does not cause severe or permanent damage to the body.


2.1.5.3	Traumatic Stress
It is a severe stress reaction that results from a catastrophic event or intense experience such as a natural disaster, sexual assault, life-threatening accident, or participation in a combat. Here, after the initial shock and emotional fallout, many trauma victims gradually begin to recover. But for some people, the psychological and physical symptoms triggered by the trauma do not go away, this condition is known as post trauma stress disorder.
2.1.5.4	Episodic Acute Stress
She went further to explain episodic acute stress as where the individual experiencing this type of stress lives are very chaotic, out of control and they always seem to be facing multiple stressful situations.
2.1.6	Work-Related Stress: Causes
Just as the saying goes, there is no smoke without fire. Thus, work-related stress does not emerge from the shadows but follows strictly this over-scored principle. This research put forward below the causative factors of work related stress.
i. Heavy   functional   demands 
According to Topper (2007), stress is a person psychological and physiological response to the perception of demand and challenge. Similarly, Bewell et al. (2014) stated that work related stress is a pattern of physiological, emotional, cognitive and behavioral reaction to some extreme tasking aspects of work content, work organization and work environment. 
ii. Poor working conditions
Unsuitability of working environment as well as conditions is a catalyst to stress. For instance, is giving five workers hoes to cultivate a hectare of land in a day when a hectare can be cultivated in less than 2 hours by one man using a tractor. Without doubt, the five men will be overstressed at the end of the day without necessarily accomplishing the task because the working environment and condition was poor.
iii. Role conflict and multiplicity of tasks
This is another causative of stress in organizations. Due to certain organizational restructuring strategies such as lay off, downsizing, retrenching etc. which is meant to cut cost of operation of an organization, roles and duties are multiplied for the sustained employees who performs both their   tasks and that of those whose appointments were terminated.  
iv. Negative   superior-subordinate   relationship
This is an undisputable causative   of occupational stress evident most especially in developing countries.  Most often, cases of sexual harassment, power influence, hatred for a subordinate and corruption is witnessed in organizations and the bearer of the pains are mostly the subordinate workers who are by this note subjected to stress by the superior officers exerting the above on them either as a sign of punishment or a way of achieving their evil aims from the subordinate employees.
v. Long working hours
In a highly competitive business environment, employees are required to work for very long hours. This appear to take a toll on your health and make them suffer high rate of stress. This means that employees who work for long hours with little or no rest or sleep may find themselves and the quality of them suffer.
2.1.7	Work-Related Stress: Consequences.
It is a universal truth that for every cause of an action, there is a corresponding effect and vice versa.  For this reason, work-related stress is without doubt not devoid of effects on both the individuals (victims), and the organization in entirety. Consequences are:
 
Job dissatisfaction
According to Deshpande (2012) stress as derived from the Latin word “stringere” which means to be drawn tight and it has to do with an unpleasant situation someone is faced with. This means that one who is stressed feels unpleasant with whatever the stressor is. Hence, when an employee is stressed by his job, he feels dissatisfied.
Poor   performance
According to Schabracq & Cooper (2000), stress contributes to low motivation and   morale, decrease in performance, high turnover, sick leave, accidents, low job satisfaction, low quality products and   services, poor internal communication   and   conflicts within an organization.  
Psychological   trauma
In the word of D’Souza (1989) stress is psychologically a nervous tension resulting from internal conflicts from a wide range of external situations. This simply means that stress is inseparable from human psychology and as such it also affects the psychological wellbeing of man inflicting it with anger, hate, fear, confusion etc.
2.1.8	How to Manage / Tackle Stress: Individual Level
Individual can do a great deal by tackling stress personally through the following:
One must first of all admit to one self that stress is a problem. Some people see this as a sign of weakness, but experts consider it an essential first step to coping with stress.
Manage time effectively: poor time management significantly impacts on peoples’ stress levels, and the techniques of time management can be effective in coping with work overload. These include setting realistic goals, deciding on priorities, finishing one task before starting another so that one always feel in control.
Take a great break / holiday concentrated periods of work requires you to take a break to refresh ones’ mind or body.
Be realistic: sometimes one needs to say “no” 
Talk about problems: share problems with a colleague or friend. Get advice and opinions and consult your line manager without abdicating your responsibility.
Exercise and Relaxation: With regards to exercising, an individual can manage stress by going on a walk, jogging, playing tennis, dancing, and swatting squash balls. Most runners and fitness experts posit that, when one is engaged in an exercise, it will very difficult for that individual to focus on job stress. Again, relaxation plays a vital role in curbing stress. In a state of great or deep relaxation, the employee is physically relaxed and detached from the stress-causing situation. Relaxation exercises reduce the employees’ hearts rates, blood pressures and other indicators of stress. 
2.1.9	How to Manage / Tackle Stress: Organizational Level
Ensure there is a pleasant working environment: It is essential of an organization to have a pleasant working environment because, the environment will motivate and also enhance employees, staffs and workers to work effectively in achieving there aims an objective.
Having regular open communication so that opportunities to discuss problems and worries are readily available. Open communication also increases the organization effectiveness and efficiency because staffs, workers, will be able to sit together to rub minds and discuss issues that will help the organization growth.
Ensure there is adequate resources: adequate resources in the organization will yield adequate results and this resources can be in form of tools or even enough workers in the organization.
Developing a management ethos which encourages listening to and understanding staff as individuals with their own responses to pressure.


2.2	Theoretical Review
This part of the research study focused on reviewing and discussing the relevant and appropriate theories of stress. They are as follows:

2.2.1	Systemic Stress: Selye's Theory
The popularity of the stress concept stems largely from the work of the endocrinologist Hans Selye. In a series of animal studies, he observed that a variety of stimulus events (e.g., heat, cold, toxic agents) applied intensely and long enough are capable of producing common effects, meaning not specific to either stimulus event. (Besides these nonspecific changes in the body, each stimulus produces, of course, its specific effect, heat, for example, produces vasodilatation, and cold vasoconstriction.) 
According to Selye, these nonspecifically caused changes constitute the stereotypical, i.e., specific, response pattern of systemic stress. Selye (1976, p. 64) defines this stress as a state manifested by a syndrome which consists of all the nonspecifically induced changes in a biologic system. This stereotypical response pattern is called the ‘General Adaptation Syndrome’(GAS), proceeds in three stages.
 (a) The alarm reaction comprises an initial shock phase and a subsequent counter shock phase. The shock phase exhibits autonomic excitability, an increased adrenaline discharge, and gastro-intestinal ulcerations. The counter shock phase marks the initial operation of defensive processes and is characterized by increased adrenocortical activity.
 (b) If noxious stimulation continues, the organism enters the stage of resistance. In this stage, the symptoms of the alarm reaction disappear, which seemingly indicates the organism's adaptation to the stressor. 
However, while resistance to the noxious stimulation increases, resistance to other kinds of stressors decreases at the same time. 
(c) If the aversive stimulation persists, resistance gives way to the stage of exhaustion. The organism's capability of adapting to the stressor is exhausted, the symptoms of stage reappear, but resistance is no longer possible. Irreversible tissue damages appear, and, if the stimulation persists, the organism dies. Although Selye, fails to take into account coping mechanisms as important mediators of the stress–outcome relationship, his theory serves to explain the detriments of stress of interventions are not made in time to rescue the stressed individuals. This theory indirectly underpins the importance of effect of stress management to avoid organization reaching the irreversible stage when the stress is more advanced. With adequate intervention measures that are applied in time, organization achievement may be restored and therefore their objectives.

2.2.2	Psychological Stress: Lazarus Theory
Two concepts are central to any psychological stress theory: appraisal, i.e., 
individuals' evaluation of the significance of what is happening for their well-being and coping. (i.e. individuals' efforts in thought and action to manage specific demands Lazarus, (1993).
 In this theory, stress is regarded as a relational concept (i.e. stress is not defined as a specific kind of external stimulation or a specific pattern of physiological, behavioral, or subjective reactions). Instead, stress is viewed as a relationship (transaction) between individuals and their environment. Psychological stress refers to a relationship with the environment that the person appraises as significant for his or her well-being and in which the demands tax or exceed available coping resources. Lazarus & Folk man (1986, p. 63). This definition points to two processes as central mediators within the person–environment transaction: cognitive appraisal and coping. In this theory, work place stress is viewed as conflict between an individual and his perception of an acceptable workplace environment. If the workplace environment is not considered acceptable by the employees, there is a possibility of reduction in achieving organizational objectives and hence a reduction in productivity. The managers may consider redesigning of the work to ensure it meets employees’ expectations of a conducive work environment.

2.2.3	Conservation of Resource (COR) Theory
This is a stress theory that describes the motivation that drives humans to both maintain their current resources and to pursue new resources. This theory was proposed by Dr. Steven E. Hobfoll in (1989) as a way to expand on the literature of stress as a construct. Hobfoll posited that psychological stress occurred in three instances; when there was a threat of a loss of resources, an actual net loss of resources, and a lack of gained resources following the spending of resources. From this perspective, resources are defined as things that one values, specifically objects, states, and conditions. COR states that loss of these types of resources will drive individuals into certain levels of stress.

2.2.4	Transactional Model of Stress
There is a significant amount of research into stress e.g. Avey et al., (2009); Shimazu et al., (2005). The transactional model of stress and coping addresses the stress process as an ongoing relationship between the individual and the environment, where individual perceptions and interpretations of the immediate environments play a central role in creating psychological stress Edwards, (1992); Lazarus and Folk man, (1984). Stress occurs when the perceived demands in the work environment (stressors) 
exceed the persons perceived resources over time Lazarus, (1990). 
According to transactional theory, the consequences of work stressors will differ between individuals, as they are mediated by two subjective elements: appraisals and coping. First, the work environments are interpreted and evaluated by the individual, based on own values and beliefs. This is called primary appraisal, and the results of the appraisal will differ between individuals, as some will interpret the work environments as more demanding and negative than others. Second, individuals will search for and evaluate personal resources and strengths to cope with the stressful environments; this is called the secondary appraisal. Subsequently, based on these appraisals, the individual will choose a strategy for coping. A central assumption in transactional theory is that the process is recursive, such that the coping activities and the resulting psychological stress will feed back to the appraisal processes, and change the perceptions of both the environments and the individual resources. 
Consequently, time is an important factor in the theory, as perceptions and evaluations of the work environment, and thereby stress may change as a result of coping efforts over time Edwards, (1992); Lazarus, (1990).
The model proposes that stress can be reduced by helping stressed people change their perceptions of stressors, providing them with strategies to help them cope and improve their confidence in their inability to do so. To achieve this, organization may use psychological support, training and development, job redesigning and employee welfare to ease the negative effect of stress on the achievement of organizational objectives. The transactional model of how stress occurs may be applied to explore how stress can be managed and reduced since it helps understand how people differently perceive stress and how they appraise and cope with it. With this knowledge, a management program can be developed taking into account different approaches to manage stress in a work place. 









  CHAPTER THREE
             METHODOLOGY
3.1	Introduction
This chapter aims at a careful examine the procedure and strategy adopted in the collection of data. The chapter therefore consists of the research design, population of study, sample and sampling techniques, data collection instrument, data collection procedure, data analysis and the ethical aspect of collecting the data. Research methodology is a way to find out the result of a given problem on a specific matter or problem. In methodology, researcher uses different criteria for solving or searching the given research problems. Collis and Hussey (2009) also described methodology as the overall approach to the entire process of the research study analysis.
3.2	Research Method
Research is the process of arriving at dependable solution to a problem through objective planned and systematic collection, analysis, interpretation and reporting of data and information. However, there are various methodologies available for investigating phenomenon in research. The nature of this research necessitated the use of the case study method, in which questionnaire were adopted in collecting data. However, a mixed research method was used for this study; this is because the research measures the effects of stress management on organizational performance in University of Ilorin.
3.3	Research Design
According to Burns and Grove, (2003) research design is defined as a method for planning a study with maximum control over factors that may interfere with the validity of the findings. The methodological approach that was used in this study is a cross-sectional survey (i.e. a case study design). Ali (1996) in support of this also stated that, a cross-sectional survey research design describes conditions or situations of what is being studied as they exist in their natural settings. From the above the design is therefore, suitable for use in present study. The study thus adopted survey research design.
3.4	Population of the Study
A population is made up of all considered elements or subjects or observations relating to a phenomenon of interest to the researcher Asika, (2000). The population of this study is made up of 4,075 staffs of which academic staff is 1,403 and non-academic is 2,672.
3.5	Sample Size Determination
Since the population of the study for both academic and non-academic staff is 4,075, The study adopts simple random sampling technique to select 50 academic and 50 non-academic staff of University of Ilorin Kwara State. Therefore 100 structured questionnaires were distributed across the staffs selected.
3.6	Sampling Techniques/Procedure
The study adopted Simple random sampling. Simple random sampling is the basic sampling technique where we select a group of subjects (a sample) for study from a larger group (a population). Each individual is chosen entirely by chance and each member of the population has an equal chance of being included in the sample. 
3.7	Research Sample Frame
In this study, the sample frame comprises of academic and non-academic staff of University of Ilorin Kwara State.
3.8	Sources of Data Collection
 Primary sources of data were explored by the researcher. Primary data is obtained through the administration of the questionnaire The questionnaire was personally administered by the researcher to the respondents. Questionnaire as a primary source of data is designed to gather information from the sample drawn from the population of the study. 
3.9	Research Instrument
Data collection was done using self-developed questionnaire. The questionnaire was structured to ensure easy answering. The questionnaire is divided into two sections. Section A solicits for information on respondent’s bio-data, while section B focuses on the effects of stress management on organizational performance in University of Ilorin, five (5) point Likert scale measurement method was adopted in the questionnaire. The measurement then ranges from:
	SD		= 		Strongly Disagree 
	D 		= 		Disagree
	U		=		Undecided
           A 		= 		Agree 
SA		= 		Strongly Agree.
3.10      Validity of Research Instrument
Content validity was used to measure the appropriateness of wordings of the instrument and the objective of study and the face validity also enable the researcher to make claim to have measure what is intended to have measure (Steven, 2010). Face and content validity of the instrument were carried out by presenting some copies of the intended instrument to the project’s supervisor before the actual administration.
3.11      Reliability of the Instrument
To ensure that the instrument measures consistently what it is purported to measure, a pilot test was conducted on 20 staff in University of Ilorin Kwara State, using test-retest method. The instrument further subjected to Cronbach’s Alpha test. Also, to ensure the reliability of the instrument, variables which emerged from this research topic constructs were used in designing this questionnaire.
3.13    Method of Data Analysis
Data collected for this research was analyzed using frequency distribution tables and descriptive statistics gathered from the field. All stated hypotheses was tested using Multiple Regression with the aid of Statistical Package for the Social Sciences (SPSS) in order to establish a relationship between the variables in each hypothesis.












   CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.0	Introduction
This chapter dealt with the data presentation and analysis. Statistical Package for Social Sciences (SPSS 20.0) was employed for the data analysis. Multiple Regression analysis was used to test the hypotheses in order to establish a relationship between the dependents and independents variables in each hypothesis. A total number of 100 copies of questionnaire were administered to the respondents during the study; while a total number of 95 copies were returned. Test of hypothesis was undertaken at five percent (5%) level of significance.
4.1	Demographic Analysis
Table 4.1:	Sex Distribution
	 
	Frequency
	Percent

	Valid
	Male
	63
	66.3

	 
	Female
	32
	33.7

	 
	Total
	95
	100.0


Source: field survey (2025)
As revealed in the above analysis 66.3% of the respondents are male while the remaining 33.7% were female. This implies that male respondents participated more in the study than their female counterpart. 
Table 4.2:	Marital Status
	 
	Frequency
	Percent

	Valid
	Married
	72
	75.8

	 
	Single
	19
	20

	 
	Divorced
	4
	4.2

	 
	Total
	95
	100.0


Source: field survey (2025)
From the table above, 75.8% of the respondents are married, 20% are single while 4.2% of the respondents are divorced. It implies that married people participated more than any other category of marital status.


Table 4.3:	Age Range
	 
	Frequency
	Percent

	Valid
	Below 30yrs
	7
	7.4

	 
	31-50yrs
	52
	54.7

	 
	51yrs and above
	36
	37.9

	 
	Total
	95
	100.0


Source: field survey (2025)
The table shows that respondents below 30yrs are 7.4%, 31-50yrs are 54.7% while 51yrs and above are 37.9%. This implies that respondents between the age range of 31-50yrs participated more in the research study. 
Table 4.4:	Educational Qualification
	 
	Frequency
	Percent

	Valid
	SSCE/GCE
	1
	1.1

	 
	OND/Diploma
	8
	8.4

	 
	BSc/HND
	35
	36.8

	 
	MSc/MBA/PhD
	51
	53.7

	 
	Total
	95
	100.0


Source: field survey (2025)	
The information in the above table shows that, 1.1% of the respondents have SSCE, 8.4% obtain OND/Diploma, 36.8% of the respondents obtain BSc/HND while MSc/MBA/PhD qualification are 53.7% of the total respondents. It implies that the respondents are educated enough to contribute their views on the study.







Table 4.5:	Employment Status
	 
	Frequency
	Percent

	Valid
	Senior Staff
	17
	17.9

	 
	Middle Staff
	48
	50.5

	 
	Junior Staff
	30
	31.6

	 
	Total
	95
	100.0


Source: field survey (2025)
From the table above, 17.9% of the total respondents are senior staff, 50.5% are middle staff, while 31.6% are junior staff. It shows that majority of the surveyed respondents are middle staff.
4.2   Testing of Hypotheses
Hypothesis One:
H01:	Long working hour has no significant effect on organizational commitment.
H11:	Long working hour has a significant effect on organizational commitment.
Table 4.6:	Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.392(a)
	.154
	.143
	.69506


a Predictors: (Constant), Long working hours

The co-efficient of determination (R2) is 0.15 which means that 15 percent of the total variation in organization commitment is explained by the independent variables long working hours while the remaining 85 percent unexplained variation is being influenced by other factors outside the model but which are captioned by the error term.


Table 4.7:	ANOVA
	Model
	 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	7.109
	1
	7.109
	14.716
	.000(a)

	 
	Residual
	39.132
	81
	.483
	 
	 

	 
	Total
	46.241
	82
	 
	 
	 


a Predictors: (Constant), long working hours
b Dependent Variable:  organization commitment
The ANOVA table shows the Fcal of 14.716 is greater than Ftab value of 2.99 and p<0.05. The implication is that the null hypothesis (H0) that states long working hour has no significant effect on organizational commitment is rejected. Consequently, it is concluded that the independent variable impacts significantly on organization commitment.
Table 4.8	Coefficients
	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	 
	 
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	.876
	.161
	 
	5.423
	.000

	 
	Long working hours
	.324
	.084
	.392
	3.836
	.000


a Dependent Variable: organization commitment

The result obtained from the regression result is presented below. All estimations are approximated to 2 decimal places. 
ORC = .876 + 0.324a + u
In the estimated regression of the equation, a0 which signifies the constant term is 0.876. This means that long working hour is having a significant negative impact on organizational commitment. 

Hypothesis Two:
H02:	There is no significant relationship between time management and organizational commitment.
H12:	There is significant relationship between time management and organizational commitment.
Table 4.9:	Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.317(a)
	.100
	.089
	.86814


a Predictors: (Constant), time management

The co-efficient of determination (R2) is 0.10 which means that 10 percent of the total variation in organizational commitment is explained by the independent variables time management while the remaining 90 percent unexplained variation is being influenced by other factors outside the model but which are captioned by the error term.
Table 4.10:	ANOVA
	Model
	 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	6.809
	1
	6.809
	9.034
	.004(a)

	 
	Residual
	61.047
	81
	.754
	 
	 

	 
	Total
	67.855
	82
	 
	 
	 


a Predictors: (Constant), time management
b Dependent Variable: organizational commitment

The ANOVA table shows the Fcal of 9.034 is greater than Ftab value of 2.99 and p<0.05. The implication is that the null hypothesis (H0) that states that there is no significant effect of time management on organizational commitment is rejected. Consequently, it is concluded that the independent variable impact significantly on organizational commitment.
Table 4.11	Coefficients
	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	 
	 
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	1.149
	.203
	 
	5.668
	.000

	 
	time management
	.399
	.133
	.317
	3.006
	.004


a Dependent Variable: organizational commitment

The result obtained from the regression result is presented below. All estimations are approximated to 2 decimal places. 
ORC = 1.149 + 0.399a + u
In the estimated regression of the equation, a0 which signifies the constant term is 1.149. This means that time management is having a significant impact on organizational commitment.
Hypothesis Three:
H03:   Long working hour has no significant effect on effectiveness.
H13:  There is relationship between long working hours and effectiveness.
Table 4.12:	Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.447(a)
	.199
	.190
	.81890


a Predictors: (Constant), long working hour

The co-efficient of determination (R2) is 0.199 which means that 20 percent of the total variation in corporate effectiveness is explained by the independent variables long working hour while the remaining 80 percent unexplained variation is being influenced by other factors outside the model but which are captioned by the error term.

Table 4.13:	ANOVA
	Model
	 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	13.537
	1
	13.537
	20.186
	.000(a)

	 
	Residual
	54.318
	81
	.671
	 
	 

	 
	Total
	67.855
	82
	 
	 
	 


a Predictors: (Constant), long working hour
b Dependent Variable: corporate effectiveness

The ANOVA table shows the Fcal of 20.186 is greater than Ftab value of 2.99 and p<0.05. The implication is that the null hypothesis (H0) that states that there is no significant effect of long working hour on corporate effectiveness is rejected. Consequently, it is concluded that the independent variable impact significantly on corporate effectiveness.
Table 4.14	Coefficients
	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	 
	 
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	.892
	.198
	 
	4.493
	.000

	 
	Corporate effectiveness
	.446
	.099
	.447
	4.493
	.000


a Dependent Variable: corporate effectiveness

The result obtained from the regression result is presented below. All estimations are approximated to 2 decimal places. 
OP = .892 + 0.446a + u
In the estimated regression of the equation, a0 which signifies the constant term is .892. This means that long working hour is having a significant impact on corporate effectiveness.


Hypotheses Four:
H04:  The relationship between time management and effectiveness is insignificant.
H14:    There is significant relationship between time management and effectiveness.
Table 4.15:	Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.243(a)
	.059
	.034
	1.022814


a Predictors: (Constant), time management

The co-efficient of determination (R2) is 0.10 which means that 10 percent of the total variation in corporate effectiveness is explained by the independent variables time management while the remaining 90 percent unexplained variation is being influenced by other factors outside the model but which are captioned by the error term.
Table 4.16:	ANOVA
	Model
	 
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	6.809
	1
	3. 460
	5. 352
	.004(a)

	 
	Residual
	61.047
	81
	1. 046
	 
	 

	 
	Total
	67.855
	82
	 
	 
	 


a Predictors: (Constant), time management
b Dependent Variable: corporate effectiveness

The ANOVA table shows the Fcal of 5.352 is greater than Ftab value of 2.99 and p<0.05. The implication is that the null hypothesis (H0) that states that there is no significant effect of time management on corporate effectiveness is rejected. Consequently, it is concluded that the independent variable impact significantly on corporate effectiveness.


Table 4.17	Coefficients
	Model
	 
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	 
	 
	B
	Std. Error
	Beta
	B
	Std. Error

	1
	(Constant)
	1.101
	.332
	 
	3.313
	.001

	 
	time management
	.399
	.133
	.317
	3.006
	.004


a Dependent Variable: corporate effectiveness

The result obtained from the regression result is presented below. All estimations are approximated to 2 decimal places. 
ORC = 1.101 + 0.399a + u
In the estimated regression of the equation, a0 which signifies the constant term is 1.149. This means that time management is having a significant impact on corporate effectiveness.
4.3   Discussion of Findings
Result from the first hypothesis concluded that long working hour is having a significant negative impact on organizational commitment. This result is consistent with the findings by Ikon and Chika (2017), who investigated the effect of time management on organizational commitment, with reference to National Root Crops Research Institutes Umudike. Their findings revealed that there is a positive relationship between time management and work commitment of the employees in the institution, and that time management has a high positive effect on the productivity of the institution.
Similarly, the result also concluded that time management is having a significant impact on organizational commitment. This result is in consonance with the findings by Oluwatayo, Opoko and Ezema (2017), who found significant relationship existing between time management and organizational commitment. 
The third test revealed that long working hour is having a significant negative impact on corporate effectiveness. This result is in consonance with Tolera (2018), who sought to determine the effects of employee commitment on performance of organization based on a case study of Arjo Didessa Sugar Factory. Long working hour was found to have effects on the corporate effectiveness.
Finally, the fourth result showed that time management is having a significant impact on corporate effectiveness. This result is in agreement with the previous findings by Oruebor (2012).










CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Introduction
This chapter consists of the summary notes arising from the analyzed data, the conclusions drawn from the analyzed data, as well as the recommendation and suggestions for further studies.
5.2	Summary of Findings 
This study critically investigated the effect of stress management on organizational performance. The study discovered that stress is universal and it is evidence in human life. It is often more pronounced at work. Stress has far reaching negative implications on productivity. Literature indicates that a lot of factors give rise to job stress in the university environment. Workers with excess work load experience job stress more than those whose work loads are minimal. This is evidence in the university environment. Also, job stress often occurs when employees are assigned duties outside their areas of profession and specialization. At this level, the employees’ involvement may be found floating and struggling to be able to understand the nature of the responsibilities and mechanisms of handling given jobs. In doing this, employees would get tensed up. 
The empirical result of the study produced the following key findings:
a) Long working hour is having a significant negative impact on organizational commitment,
b) Time management is having a significant impact on organizational commitment,
c) Long working hour is having a significant negative impact on corporate effectiveness, and
d) Time management is having a significant impact on corporate effectiveness.
5.3	Conclusion
Work related stress is a worldwide phenomenon which affects not only the employees but also affects the productivity of the organization as well. Stress arises where there is lot of work and exceed from capacity of the worker. Presence of job related stress can either have negative or positive impacts on the employees and on the organization.
Negative effects can be hopelessness, depression, lack of self-esteem, reduced in productivity of employees, lower the motivational level, low determination at work and lack of job satisfaction. All of the above effects may result in lower commitment of employees with their organization, higher absenteeism, low morale, poor physical and psychological health and low motivational level. If stress is not managed properly it would be harmful for the employees and as well as for organization and affects the productivity of the workers. Therefore, stress management is necessary in the organization to resolve the stress. 
On the basis of the empirical findings it is concluded that job stress is a real challenge for employees’ who are working in the university environment. It is very important that working environment is being continuously monitored for stress related factors. Furthermore, it is not only important to monitor the factors, but to create a healthy environment in which employees’ work in a productive way. 
5.4	Recommendations
Having analyzed, discussed and interpreted the data collected in this study and in the light of the conclusions drawn above, the following recommendations are put forward by the researcher as likely solutions to the findings of this study; 
1) The university environment is a very important aspect of the economy in particular and the world in general. It is however fraught with so much stress for workers and because of these stressors that affect the workers’ effects are needed at both the organizational and individual level to develop interventional strategies. At the organizational level there is needed to formulate preventive and remedial strategies to keep their employees away from the exposure of all types of stress. This would involve provision for planned breaks in between the normal working hours to reduce monotonous routine work. 
2) It can be that the cost of stress is not only direct but also it leads to much indirect costs. The management of stress is therefore very essential especially in university environment. The most helpful method of dealing with stress is learning how to manage it. These skills when learned, work best when used regularly and not just when the pressure is on. At the same time stress can only be managed if one is able to know factors that lead to the stress. 
3) The management of University of Ilorin should from time to time on their own train and retrain their staff (academic and non-academic) on some stress management mechanisms. 
4) Relaxation approaches including mind relaxation techniques and mediation and visual imagery. The third technique involves identification and controlling of negative feelings with realistic approach of perceiving life and replacing of negative and rigid thoughts with positive, flexible and realistic thoughts for behaving rationally and productively should be applied by all employees. 
5) At the individual level, the three pronged approach of behavioral/ practical techniques, relaxation strategies and cognitive/ thinking techniques. The behavioral approaches to stress management include exercise, and eating a balanced and healthy diet as well as scheduling time for leisure and pleasure. This strategy would also include managing time, setting priorities and limits, delegating responsibility and not procrastinating. 
6) The managers and supervisors should give proper attention to the employees and create an amiable environment that may urge them to be responsible and productive. 
7) There should be clear recruitment criteria that may be strictly followed to have potential employees rather than fatigue and backed up politically. 
8) University management should give both minimal workload and targets to their employees. This will give employees the opportunity of delivering their targets and on time. This will give employees satisfaction in their jobs.
9) Workers should be assigned duties in their areas of profession and specialization. In doing this, workers will be empowered to develop more professional skills in handling jobs and responsibilities.

  











  REFERENCES
Azuka, Onuorah, A.N., and Chamberline, D. (2019). performance is about 
outcomes but the concept is linked to the idea of a balanced scorecard. Economics and Social Sciences Academic Journal, 1(5),14-28.
Alegbeleye et al, (2014) a conducive stress free environment for attainment of 
	organizational objectives.
Agrawal, R. (2001). impact of stressor in the organization is reduced. “management of 
	occupational, work related or professional stress”.
Arnold, Robertson and cooper (1993) ‘stress response in three stages’.
Adegoke (2014) “mild stress may be desirable in stimulating individuals.
Bewell et al. (2014), work related stress is a pattern of physiological and work 
	environment”.
Bernadin (1995), points that performance should be define as the sum of the effects of 
	work. “performance as the inputs and outputs of work”.
Bickford (2011) “most effective way to manage work related stress. 
Bates and Holton, (1995). Performance as a multidimensional abstract concept whose
measurement depends on a variety of factors. “performance, thus, organizational performance”.
Bryman and bell (2007) “ethical consideration”.
Collis and Hussey (2009) also described methodology as the overall approach to the 
	entire process of the research study analysis.
Deshpande (2012) stress derived from Latin word meaning “stringere.”  
D’souza (1989), “stress is psychologically a nervous tension.”
Elovainio et al. (2012), “highlights occupational stress leads to low 
		organizational performance.”
Ikon, M.A and Chika, A.A (2017). Time management and performance of 
Selected private universities in Delta State, Nigeria. Global Journal of Human Resource Management, 	5(5),42-53.
	Ivanceivich, Konapske and Matteson, (2006). Stress is the response of an individual to 
the outcomes of the external environmental conditions. “psychological, behavioral and physiological pressures”.
Jayasheree, (2013). Stress is caused when a person is subjected to unusual situations, 
demands and extreme expectations. Causes of stress
Kathie and Lingle, (2007). “workers rank stress as a top reason why they would leave 
their company.” Reasons why workers leave their work undone”.
Kane, (1996). Performance as the level of each individual within the organization.
“performance, understanding of achieved results”.
Lazarus and folk man (1986, pg.63). psychological stress, “Lazarus theory”.
Mariam and Chaudhary (2015), “performance is the completion of a task”.
Neely, (2002). Performance should consider quantifying the efficiency and 
	effectiveness of actions. “performance as effectiveness and efficiency”.
Oluwatayo, A., Opoko, A. and Ezema, I. (2017). Time management and employee 
participation in decision-making in architectural firms. Urbanism. Arhitectură. Construcţii, 8(2),193-	206.
Oruebor (2012), “stress is but a nervous tension”.  Stress of modern life, poor diet,
 pollution etc.
 “results of been unable to cope with stress”.
Ofoegbu and Nwandiani. (2006). Working conditions. “prevalence of stressful 
	working conditions in tertiary institutions”.
Oxford advanced learner’s dictionary. (9th Ed). “Stress is a pressure or worry caused 
	by the problems in someone’s life”.
Robbins, (2005)., “stress as a condition or feeling”. And roger, 2001. Increased 
	in labour turnover, an indication of low productivity.
Richard. G. (2010), And resistance stage “action station”. current nursing. Com, 
	(2014). adrenaline and noradreline
Schermerhorn, Hunt and Osborn (2008). ‘stress is a state of tension’.
Steve, (2011). Reactions of employees when faced with certain demands and
pressures. “challenge and threat to the capabilities of the employees in an organization”.
Schabracq and cooper, 2000. “stress contributes to low productivity”. Contribution of 
	stress to productivity of an organization.
Shimazu et al., (2005) “transactional model of stress in an organization”.
Systematic stress: Selye (1976, page 64).
Steven E. Hobfoll, (1989) “posited that psychological stress occurred in
three instances.”
Tolera, D.G. (2018). Effects of job stress on organizational performance at Arjo
Didessa Sugar 	Factory. African Journal of Business Management, 12(9),252-257.
Topper, (2007). “stress is a person psychological and physiological response to 
the perception demand and challenge.
Yet as Wei and Yuen, (2016). “performance of employees is key to organizational 
	success.”







APPENDIX I
SECTION A: BIO-DATA
INSTRUCTION: Please indicate appropriate information with (√)  
1.  	Sex:      Male [   ] Female [   ]
2.  	Marital Status: Married [   ]  Single [   ] Divorced [   ] Widow [   ]
3.    Age of Respondent: Below 30yrs [   ] 31-50yrs [   ] 51yr and above [   ]   
4. 	Educational qualification: SSCE [   ] OND/Diploma [   ]B.Sc./HND[   ] MBA/Masters’ Degree [   ]   PhD [   ]   
5.	Category: Teaching [   ] Non-Teaching [   ]
6. 	Employment Status: Senior Staff [   ] Junior Staff [   ] Middle Staff [    ]

SECTION B
Note: 		SD 	=	Strongly Disagree 		A	=	 Agree.
		D 	=	Disagree		 SD	=	Strongly agree
U 	=	Undecided 
	







	S/N
	                           QUESTIONS
	SD
	D
	U
	A
	SD

	
	               LONG WORKING HOURS
	
	
	
	
	

	1
	Multiple task has led to long working hours in the organization
	
	
	
	
	

	2
	Employees who work for long hours often complain about their job
	
	
	
	
	

	3
	Bonuses are put in place to compensate the negative effect of working for long hours
	
	
	
	
	

	4
	Long working hour causes stress to employees
	
	
	
	
	

	5
	Long working hours reduces staff moral 
	
	
	
	
	

	
	         ORGANIZATIONAL COMMITMENT
	
	
	
	
	

	6
	Performance of employees depends on organizational commitment
	
	
	
	
	

	7
	Not having enough time to socialize and relax affects organizational commitment of employees
	
	
	
	
	

	8
	Organizational commitment is enhanced through employees teamwork
	
	
	
	
	

	9
	Organizational commitment plays a pivotal role in the longevity of employees in the organization
	
	
	
	
	

	10
	The bond employees experience with their organization is organizational commitment
	
	
	
	
	

	
	            TIME MANGEMENT
	
	
	
	
	

	11
	Time management is some time important to management
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	12
	Effective time management aids better work outcomes
	
	
	
	
	

	13
	Poor time management minimizes stress in the organization
	
	
	
	
	

	14
	Time management contribute to stress in the organization
	
	
	
	
	

	15
	Time management determines how effective an organization is operating
	
	
	
	
	

	
	                  EFFECTIVENESS
	
	
	
	
	

	16
	Committed workforce ensures operational effectiveness
	
	
	
	
	

	17
	Effectiveness of employees to work increase organizational performance
	
	
	
	
	

	18
	High corporate performance will remain a dream without effective employees
	
	
	
	
	

	19
	The performance of my organization depends on staff effectiveness
	
	
	
	
	

	20
	Uncommitted workforce hinders corporate effectiveness
	
	
	
	
	














