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CHAPTER ONE
INTRODUCTION
1.1. Background of the study 
Stress has become a very common phenomenon of routine life, and an unavoidable consequence of the ways in which society has changed. This change has occurred in terms of science and technology, industrial growth, urbanization, modernization, and automation on one hand; and an expanding population, unemployment, and stress on the other. 
The term “stress” was first used by Selye (1936) in the literature on life sciences, describing stress as “the force, pressure, or strain exerted upon a material object or person which resist these forces and attempt to maintain its original state.” Stress can also be defined as an adverse reaction that people experience when external demands exceed their internal capabilities (Waters & Ussr, 2007).
Work stress is thought to affect individuals’ psychological and physical health, as well as organizations’ effectiveness, in an adverse manner. Workers who are stressed are also more likely to be unhealthy, poorly motivated, dissatisfied, less productive and less safe at work. The organizations are less likely to be successful in a competitive market. Stress can be brought about by pressures at home and at work. Employers cannot usually protect workers from stress arising outside of work, but they can protect them from stress that arises through work. Stress at work can be a real problem to the organization as well as for its workers. Good management and good work organization are the best forms of prevention. If employees are already stressed, their managers should be aware of it and know how to help (Rajinish Ratna, 2011).
Organizations today are pursuing complex objectives that are often difficult to reconcile; those of becoming more competitive, more productive and more profitable. To attain these objectives, they must constantly evolve (change how they organize production and work; introduce technological innovations, new human resources management policies, and innovative forms of work organization, etc.  (De Coninck & Gollac, 2006).
The speed at which changes are taking place in organizations is resulting in work intensification, with consequences for workers and organizations alike. For individuals, the increased work stress has adverse effects on their health and safety at work, such as musculoskeletal disorders, psychological distress, fatigue and accidents (Du Tertre, 2006; Grumberg, 1986; Krause, Scherzer, & Rugulies, 2005; Sarazin, 2001). 
Researcher in organizational behavior has shown that an individual could suffer from significant health complications backaches, headaches, gastrointestinal disturbances, anxiety and depression amongst others if subjected to stress over a long time. Behavioral changes in the form of excessive tobacco smoking and alcohol consumption, nervous disorders, heart diseases, diabetes, obesity also related to stress. Work stress is known to lead to job dissatisfaction, which in turn reduces the productivity (Madeline, 1983). 
As mentioned by George A. (2002), the main conventional distinction between public and private organizations is their ownership (Rainey et al., 1976). Whereas private firms are owned by entrepreneurs or shareholders, public agencies are owned collectively by members of political communities. This distinction is associated with two further public/private contrasts. First, unlike their private counterparts, public agencies are funded largely by taxation rather than fees paid directly by customers (Niskanen, 1971; Walmsley and Zald, 1973). Secondly, public sector organizations are controlled predominantly by political forces, not market forces. In other words, the primary constraints are imposed by the political system rather than the economic system (cited by George A., 2002).
Effectiveness of public organization services is, therefore, determined partly by the satisfied employees the organizations maintain. According to Bram (2002), if job satisfaction is going down among workers in the public sector, it will have negative effects on the quality of the services. Not only because lesser motivated workers will deliver services of a lower quality, but also because it will make the public sector less attractive as an employer. This certainly will have adverse repercussions in a tight labor market.
This study, therefore, investigated and the effect of work stress on employee job satisfaction on public organization in Kwara State Polytechnic, Ilorin.
1.2. Statement of the Problems
Stress at work can be a real problem to the organization as well as for its workers. Work stress is thought to affesct individuals’ psychological and physical health, as well as organizations’ effectiveness, in an adverse manner. This will happen both at public and private organization. 
Workers who are stressed are also more likely to be unhealthy, poorly motivated, less productive and less safe at work, which brought less job satisfaction. The study by Frank M. Gryna , (2004) suggests stress is one of the factor that affect the organization productivity either in public and private organization. 
Stress can be brought about by pressures at home and at work. According to, Chan et al., (2000) the ultimate results of this pressure have been found to one of the important factors influencing job stress in their work. Rapidly changing global scene is increasing the pressure of workforce to perform maximum output and enhance competitiveness. Indeed, to perform better to their job, there is a requirement for workers to perform multiple tasks in the workplace to keep abreast of changing technologies (Cascio, 1995; Quick, 1999). 
However, no more study conducted at the case study level reference to factors of job stress on public employee’s job satisfaction. Study by Mulu (2012) conducted study on effects of work overload on job satisfaction in case of five public organization office found in Addis Ababa, and evidences work overload, lack of financial reward, and management system problems are caused work tress that affects employee’s job satisfaction. 
In line to the above stated problem the researcher assessed work stress resulted from work environment, lack of financial reward, personal issue, management problem and inflexibility at work. Hence, the study looks such factors to fill the study research gap of work stress factors on public organization employee’s job satisfaction
1.3. Research Questions 
The following research questions are addressed, in line with the above stated problem statement. These are:
1. What are the causes of job stress in public organization case of Kwara State Polytechnic, Ilorin?
2. What are the effects of job stress on employees’ job satisfaction in public organization in case of Kwara State Polytechnic, Ilorin?
3. What could be the magnitude job stress on a public organization employees job Satisfaction?
4.    What are the major to be taken to reduce work stress and improve job satisfaction?
1.4. Objectives of the study 
The following general and specific objectives are set for the study.
General Objectives:
· To assess indicating factors toward job stress on employees job satisfaction of public organization in case of Kwara State Polytechnic, Ilorin.
Specific objectives:
· To investigate working environment stress toward job satisfaction.
· To identify how Inflexibility in work stress influence workers job satisfaction.
· To assess whether job stress limits job satisfaction  due to Lack of financial rewards 
· To identify how job stress limits  the interactions of workers with colleagues to prompt Personal issues
· To look management system stress at specifications regarding job satisfaction.
· To offer suggestion, on the basis of the study results, ways and means for reduce work stress and improving Job satisfaction on the employee and more effective and efficient.
1.5 Research Hypotheses
Ho1: Employees work stress significantly causes employees less job satisfaction.
Ho2: Employees work stress does not significantly cause employees less job satisfaction.
1.6	Significance of the Study
The current study come up with good and relevant finding about job stress and employee job satisfaction of the study area. Primarily, the results of this study benefits to the selected organizations in particular and governmental organizations in general; that makes to understand the state of work stress and its effect on employee satisfaction. It helps the organizations to take corrective measures. Furthermore, it will be used as reference for other researchers who are interested to conduct study related to this problem. 
1.7	 Scope of the Study 
The scope of this study focus on the effect of work stress on employee job satisfaction on public organization in Kwara State Polytechnic, Ilorin by taking four sample organizations (Technique and vocational administrative office, Health science collage, Revenue office and Hospital). The remaining public organizations are not included due to cost constraints. This study again focuses on five factors for work stress, were other indicating variables are not included to this study. 
1.8 Definition of Terms
Work: can be defined as the use of bodily or mental power with the purpose of doing or making something. It can be regarded as what a person does to earn a living and employment it is a product of the intellect or the imagination.
Stress: According to Dr, O.B. Orya, Chief consultant psychiatrist and medical doctor at Yaba psychiatric Hospital Lagos. In an address delivered at a seminar on health of senior executives describe stress as a circumstances that compels an individual to change his routine way of adoption. It is the change for which our routine coping mechanisms are inadequate and which therefore needs extra on our par”
Stressor: We must distinguish between stress and stressor. Mclean (1979) defines a stressor as a “stressful condition /event that produces a psychological or physical reaction in the individual that is usually unpleasant and sometime produces symptoms of emotional or physiological disability”.
Stress Reaction: This is the response to stress, which effect may be positive or negative. The body perceives every stimulus with a fight or light reaction.


CHAPTER TWO
LITERATURE REVIEW
2.0	Introduction
Work is a central part of life and of a society. Work organization make society what it is and conversely, they are made by society. The vast majority of people will always have to provide for themselves either directly or indirectly through contributions to society which are rewarded by support or income. Furthermore our occupational life is organized in many ways to satisfy our requirements for companionship, advancement and old age.
2.1	Conceptual Framework
2.1.1	Concept and Definition Work Stress  
Work stress is the response people may have when presented with work demands and pressures that are not matched to their knowledge and abilities and which challenges to cope. Stress occurs in a wide range of work circumstance but it often made worse when employees feel they have little support from supervisor and colleagues and where they have little control over work or how they can cope with its demands and pressure, Staviroula L. (2003)
Stress results from a mismatch between the demands and pressure on the person, on the other hand, and their knowledge and abilities on the other. Staviroula L. (2003).  From other angle, Stress is a condition of physical and psychological mental disorder which occurs in a situation of pressure, when resources are unable to fulfill the demand of an individual. Most of time of our lives spent at work, job stress is widely experienced and so pervasive, that it’s been found to effect people in every sector. Now the days, stress is considered as an important factor, which is rapidly increasing the absenteeism rate of employers and employees. Syed Mubasher (2013)
Work stress is a phenomenon that every employee or employer faces at job and handles it differently according to own way. It is basically a mismatch between the individual capabilities and organizational demand (Pediwal, 2011; Jayashree, 2010). 
Work stress is an unpleasant emotional situation that an individual experiences when the requirements of job are not counter balanced with his ability to cope the situation. It is a well-known phenomenon that expresses itself different in different work situations and affects the workers differently (Malek, 2010; Medi bank Private Inc., 2008). 
2.1.2	What Causes Work Stress?
Poor work organization, which is the way we design jobs and work system, and the way we manage them, can cause work stress. Excessive and otherwise unmanageable demands and pressure can be caused by poor work design, poor management and unsatisfactory working condition. Similarly these things can result in workers not receiving sufficient support from others or not having enough control over their work and its pressure.
There are differences in underlying causes and triggers of work related stress for everyone. However, some workplace factors are more likely to lead to stress than others: badly designed shift work, poor communications, and poor or even non-existent systems for dealing with bullying and harassment can all increase levels of workplace stress.
The stress begins with the demand and opportunity from environment for a person and ends with the individual’s response to that demand and opportunity (Shah, 2003). In under developed countries like, Nigeria due to recession in economy, stress is experienced more in every profession employees. It refers to the response of individual characteristics towards the working conditions and it is shaped by the context with in which work takes place (Oke & Dawson, 2008). 
There are several factors which cause stress in employees at job and these factors are job timings, pay, bonus, work load and peer attitude (Manzoor, 2011). Work load, technological problems, higher targets, compensation and salary, outcomes of decisions, management and peer support behavior, longer time frame are the main factors of causing stress in employees (Badar, 2011). With increase in designation, stress increases and factors of creating stress in employees are feeling undervalued, work home interface, fear of joblessness, traumatic incidents at work and economic instability (Dar et al., 2011). 
Work stress can be caused from the following two angles according to WHO 
1. Context to Work – Potential Hazardous Conditions
Organizational culture
· Poor communication, low levels of support for problem solving and personal development, lack of definition of organizational objectives.
Role in organization 
· Role ambiguity and role conflict; responsibility for people unclear.
Career development
· Career stagnation and uncertainty, under or over promotion, poor pay, job insecurity, low social value to work.
Decision latitude/ control
· Low participation in decision making, lack of control over work.

Interpersonal relationships at work
· Social or physical isolation, poor relationships with superiors, interpersonal conflict, lack of social support.
Home-work interface 
· Conflicting demands of work and home, low support at home, dual career problems.
2. Content of Work – Potential Hazardous Demands
Work environment and equipment
· Problems regarding the reliability, availability, suitability and maintenance or repair of both equipment and facilities.
Task design
· Lack of variety or short work cycles, fragmented or meaningless work, underuse of skills, high uncertainty.
Workload/pace of work
· Work overload or under load, lack of control, over pacing, high level of time pressures.
Work schedule
· Poorly managed shift working, inflexible work schedules, unpredictable hours,
2.1.2	Effects of work stress 
Usually, the effects of stress can be categorized as follows, according to healthy authority work related stress:
· Mental (how the mind works);
· Physical (how the body works);
· Behavioral (the things we do);
· Cognitive (the way we think and concentrate).
The effects of stress differ from individual to individual. Many factors influence the individual and his/ her interpretation of ‘threat’, response to threat and recuperation after a threatening experience.
Different personality styles, gender difference, age, context, family history, emotional state, understanding of self and general social awareness will all influence each person’s stress levels.
Negative reactions/anxieties and ongoing emotional issues can be reduced if there is support available; but they can be aggravated if there is other outside circumstances which also put a strain on the individual.
The experience of stress can radically alter a person’s behavior. Often, others will notice these changes and comment on them before the person realizes that the changes have become apparent in his or her behavior. Sometimes, when stressed, the most noticeable change in behavior is anger – many people react to the feeling with intermittent rage. Others react to the feeling with lower resilience, tearfulness and a tendency to become easily upset. Some may react by engaging in antisocial activities.
Gambling, heavy smoking and excessive eating or drinking May also is involved. In extreme cases, other phobic behaviors or compulsions can develop which will need longer-term professional intervention to remedy.
Irritability as a result of stress can create secondary problems such as the loss of social support. Scientific research has demonstrated that being stressed over a prolonged period of time is associated with medical conditions such as increased blood pressure and cardiovascular problems.
2.2.3	Job Satisfaction
2.2.3.1 The concept and definition of job satisfaction
Job satisfaction is an important element from organizational perspective, as it leads to higher organizational commitment of employees and high commitment leads to overall organizational success and development (Feinstein, 2000, as cited by Ahmed et al 2010) additionally growth, effectiveness and efficiency of the organization and low employees’ intentions to leave the organization (Mosadeghard 2000, as cited by Ahmed et al 2010)
Human resources research has well established the importance of job satisfaction for retention (Arthur 2001). Defining and measuring job satisfaction has been a challenging process, which has been refined through decades of research and is still occurring. The study of job satisfaction grew out of several schools of management theory dating back to Taylor’s early applications of the scientific method to factory problems in the first part of the 20th century (Locke, 1976). According to Cranny et al. (1992), job satisfaction is generally agreed upon by researchers to be an affective reaction to a job that results from the employee’s comparison of actual outcomes with those that are desired.
Job satisfaction has been defined as “a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences” (Locke, 1976: 1300). Locke (1976 as cited in Luthans 2005) forwarded that; although, theoretical analyses have critically accepted job satisfaction as being too narrow conceptually, there are three generally accepted dimensions to job satisfaction. First, job satisfaction is an emotional response to a job situation. Second, job satisfaction is often determined by how well outcomes meet or exceed expectations. Third, job satisfaction represents several related attitudes (Luthans, 2005).
Extensive research has been conducted about the relationship between job satisfaction and other work related behaviors or attitudes such as job performance, stress and health, general life satisfaction, commitment to the organization, pro-organizational behaviors and ultimately the concept of employee turnover. Improving job satisfaction thus appears to be instrumental in decreasing employee turnover (Zeytinoglu et al. 2007).
Organizations with satisfied employees have satisfied customers/clients. This results in organizations with satisfied employees having higher levels of customer retention, which increases overall profitability (Reichheld and Sasser, 1990). Satisfied workers have been found to be more committed to organizations, have more favorable attitudes towards work and the organization, more conscientious, more likely to help co-workers, to have greater willingness to report unethical behaviors, and to be less likely to leave their jobs than dissatisfied workers. George and Jones (1996) accede to this opinion when they posit that there is a weak to moderate negative relationship between job satisfaction and turnover. Cranny et al. (1992) further note that job satisfaction has been shown to influence attendance at work, pro-organizational behaviors, voting for or against union representation, decisions to leave the organization or to retire, and psychological withdrawal behaviors.  The findings of research have been inconsistent over a period of time. This very well may be due, however, to the wide variation in definitions of job satisfaction and in the validity of methods used to measure it (Cranny et al., 1992).
However, an even more widely accepted relationship is the link between employee job satisfaction and employee turnover. Employee job satisfaction is perhaps the most critical factor in job retention.
2.2.3.2 Theories of Job Satisfaction
Although there are many different approaches to understanding job satisfaction, four particular ones stand out as providing the best insight into this very important attitude the two factor theory of job satisfaction, the dispositional model, value theory and social information processing model (Greenberg et al, 2009).
A. Two factor theory of Job Satisfaction	
According to Luthans (2005), Herzberg’s two factors is a set of motivators that drives people to achieve. He asserts that Herzberg’s theory consists of two dimensions known as “hygiene” factors and “motivator” factors. The hygiene factors are preventive and environmental and they are the parts of the jobs which create dissatisfaction but, if not present, only return the worker to a neutral point of job satisfaction. These job factors include company policy and administration, supervision, interpersonal relations, benefits, job security, salary and working conditions. Herzberg states that hygiene issues cannot motivate employees but can minimize dissatisfaction and serve as a point of departure for motivation. On the other hand, satisfying motivator needs which are related to job tasks, job content, achievement, recognition, responsibility, advancement and other intrinsic aspects of the job can lead to job satisfaction, but the absence thereof cannot lead to job dissatisfaction (Luthans, 2005).
A. Job satisfaction and Motivator-Hygiene Factors
This section presents findings of previous reports as to the relationship between overall job satisfaction and the job satisfying (the work itself, responsibility, recognition for the work well done, and advancement) and dissatisfying (working conditions, supervision, relations with co-workers, salary, company policy and administration) factors. There is significant positive relationship between job satisfaction and pay as investigated by Castillo, Conklin, and Cano (1998), Bowen (1980) (as cited by Mcwatts, 2005). 
Researchers such as Bowen (1980); and Castillo et al (1998) found positive and significant relationship between job satisfaction and working condition. On the contrary, some researchers (Aebi, 1972; Ballyeat 1968; Herzberg, Mausner, and Snyderman, 1959; McLaughlin and Montgomery, 1976; Morris, 1972; reported that job dissatisfaction was correlated with working conditions (as cited by Castillo, 1999).
Bowen (1980) reported that there is a positive and significant relationship between job satisfaction and policy and administration. On the contrary, Castillo et al. (1998) found no significant relationship between job satisfaction and policy and administrative agricultural teachers in Ohio (as cited by Castillo, 1999).
Salancik and Pfeffer’s (1978); Chen, (2001:625); Chen, Farh and Tsui (1998); Rowley (1996); Luddy (2005) and Enders (1997), reported a positive and significant relationship between job satisfaction and supervision (as cited by Mcwatts, 2005). Findings by Bowen (1980) indicated a positive significant relationship between job satisfaction and opportunity for advancement (as cited by Castillo, 1999).
Several studies have reported a positive significant relationship between job satisfaction and recognition. Among them Bowen (1980), Moxley (1997), reported a significant relationship between job satisfaction and recognition. Padilla-Velez (1993), reported a low level of relationship between job satisfaction and the recognition aspects of their job for vocational teachers in Puerto Rico. However, Bowen and Radhakrishna (1990), Cano and Miller (1992) failed to find a significant relationship between job satisfaction and recognition (as cited by Castillo, 1999).
Research findings by Padilla-Velez (1993); Bowen (1980); and Bowen and Radhakrshna (1990) reported a positive and significant relationship between job satisfaction and the work itself. Cana and Miller (1992) reported positive relationship between job satisfaction and the work itself, although the relationship was not significant. Castillo, Conklin, and Cano (1998) reported a positive significant relationship for female teachers in Ohio, but not for the male teachers (as cited by Castillo, 1999).
Several researchers and authors like (Oshagbemi, 2001), Lacy and Sheehan (1997) said that, individuals who perceive that they have better interpersonal friendships with their co-workers and immediate supervisors report higher job satisfaction (as cited by Mcwatts, 2005). Furthermore, Padilla-Velez (1993); Bowen (1980); and Bowen and Radhakrishna (1990) found a positive and significant relationship between co-worker and job satisfaction. On the contrary, some researchers (Aebi, 1972; Ballyeat 1968; Herzberg, mausner, and Snyderman, 1959; McLaughlin and Montgomery, 1976; Morris, 1972; reported that job dissatisfaction was correlated with working conditions (as cited by Castillo, 1999).
Research results by Padilla-Velez (1993); Bowen (1980); and Bowen and Radhakrishna (1990) indicate positive and significant relationship between responsibility and job satisfaction. On the other hand, Cano and Miller (1992) and Castill, Canklin, and Cana (1998) failed to discover significant relationship between job satisfaction and responsibility for female and male agricultural teachers in Ohio (as cited by Castillo, 1999).
B. The Dispositional model of Job Satisfaction
This approach says that job satisfaction is a relatively stable characteristic that stays with people over various situations. According to this conceptualization, people who like the jobs they are doing at one time also tend to like the jobs they may be doing at another time, even if the jobs are different (Greenberg et al. 2009).
Supporting this approach, researchers have found that people are consistent in liking or disliking their jobs over as long as a 10-years period, although they have had several different positions during that time. Such evidence is in keeping with the idea that job satisfaction operates much like the stable dispositions toward positive and negative affect (Greenberg et al. 2009).

C. Value theory of job satisfaction
Another approach to job satisfaction, known as value theory of job satisfaction, takes a broader look to the question of what makes people satisfied. This theory argues that almost any factor can be a source of job satisfaction so long as it is something that people value. The less people have of some aspect of the job (e.g., pay, learning opportunities) relative to the amount they desire, the more dissatisfied they will be – especially for those facets of the job that are highly valued. Thus, value theory focuses on discrepancies between what people have and what they want: the greater those discrepancies, the more dissatisfied they will be (Greenberg et al. 2009).
According to Greenberg et al (2009), this approach to job satisfaction implies that an effective way to satisfy workers is to find out what they want and, to the extent possible, give it to them. However, because it often is unknown what employees want, this is easier said than done.
D. Social information processing Model
The idea that people’s attitudes towards their job is based on information they get from other people is inherent in the social information processing model. This approach specifies that people adopt attitudes and behaviors in keeping with the cues provided by others with whom they come in contact. The social information processing model is important as it makes sense for managers to pay careful attention to what workers are thinking and feeling about their job. This approach also suggests that managers should be careful about what they say. A few well-chosen remarks may go a long way toward raising employees’ job satisfaction. By the same token, a few off-hand slips of the tongue may go a long way toward lowering morale (Greenberg et al. 2009).
2.2.3. Measuring job satisfaction
Although people have many different attitudes toward various aspects of their job, they are not particularly easy to assess. Not only can’t you directly observe an attitude all we noted, you cannot accurately infer its existence on the basis of people’s behavior, so for the most part, we have to rely on what people tell us to determine their attitude. However, people may not be entirely open about their attitudes and keep much of what they feel to themselves. Moreover, sometimes our attitudes are so complex that it’s difficult to express them in any coherent fashion-even if we are willing to do so. In view of these challenges, social scientists have worked hard over the years to develop reliable and valid instruments designed to measure job satisfaction systematically. Several useful techniques have been developed, including questionnaires, critical incidents and interviews (Greenberg et al. 2009). Measuring job satisfaction is mostly assessed by asking people how they feel about their jobs, either through a questionnaire or an interview. There are a few measures of satisfaction that are widely used in research which will be briefly discussed.
Job Descriptive Index (JDI)
One of the most popular instruments is the job Descriptive Index (JDI), a questionnaire in which people indicate whether or not each of several adjectives describes a particular aspect of their work. Questions on the JDI deal with five distinct aspects of jobs: the work itself, pay, promotion opportunities, supervision, and coworkers (Greenberg et al. 2009).
Minnesota Satisfaction Questionnaire (MSQ)
Another popular job satisfaction measure is, the Minnesota Satisfaction Questionnaire (MSQ) which uses a different approach. People completing this scale rate the extent to which they are satisfied or dissatisfied with various aspects of their job. Higher scores reflect higher degree of job satisfaction (Greenberg et al. 2009).
MSQ has the advantage of versatility in the fact that long and short forms are available. It also makes provision for faceted as well as overall measures. The long form contains 100 items and the short form contains 20 items measuring different facets of job satisfaction (Spector, 1997).
Pay Satisfaction Questionnaire (PSQ)
Although, the JDI and the MSQ measure many different aspects of the job satisfaction, other scales focus more narrowly on specific facets of satisfaction. For example, as its name suggests the Pay Satisfaction Questionnaire (PSQ) is concerned with attitudes toward various aspects of the pay. The PSQ provides valid measures of such critical aspects as satisfaction with pay level, pay raises, fringe benefits, and the structure and administration of the pay systems (Greenberg et al. 2009).
Job Diagnostic Survey (JDS)
The Job Diagnostic Survey was developed to study the effects of job characteristics on people). The JDS covers several areas of job satisfaction, such as growth, pay, security, social, supervisor as well as global satisfaction (Hackman & Oldham, 1975 as quoted by Spector, 1997)
Job Satisfaction Survey (JSS)
The Job Satisfaction Survey is another common measure of job satisfaction and it was used in the present study to elicit data on the job satisfaction levels of participants. The JSS has been tested for reliability and validity across different studies (Spector, 1997). It assesses nine facets of job satisfaction as well as overall satisfaction. 
Table 2.1–Facets of Job Satisfaction Survey (JSS)
	Dimensions of job satisfaction
	Description

	1. Pay
	Satisfaction with pay and pay raises

	2. Promotion
	Satisfaction with promotion opportunities

	3. Supervision
	Satisfaction with immediate supervisor

	4. Fringe benefits
	Satisfaction with fringe benefits

	5. Contingent rewards
	Satisfaction with rewards (not necessarily

	6. Operating conditions
	monetary) for good performance

	7. Co-Workers
	Satisfaction with rules and procedures

	8. Nature of work
	Satisfaction with co-workers

	9. Communication
	Satisfaction with type of work done


Source: Spector (1997: 8)
Job-In-General Scale (JIG)
The Job-In-General Scale has been designed to measure overall job satisfaction rather than facets. According to Ironson et al. (1989) as quoted by Spector (1997, p. 18), “overall job satisfaction is not the sum of individual facets, it should rather be managed by using a general scale like the JIG.”
2.2.4. The consequences of job satisfaction
Numerous authors have highlighted that job satisfaction impacts on employee productivity, turnover, absenteeism, physical and psychological health (Johns, 1996; Luthans, 2005; Mullins, 1996) as cited by Nezaam (2005).
Productivity
As mentioned by Nezaam (2005), research findings indicate that the relationship between satisfaction and productivity is positive, but very low and inconsistent (Johns, 1996). According to Luthans (2005), although a relationship between job satisfaction and productivity exists, the relationship between these variables is not strong as quoted by Nezaam (2005). The author maintains that the most satisfied employee will not necessarily be the most productive employee. At an individual level the evidence is often inconsistent in terms of the relationship between satisfaction and productivity, but at an organizational level a strong relationship exists between satisfaction and productivity (Robbins et al., 2003) as cited by Nezaam (2005).
Physical and psychological health
Spector (1997) states that individuals who dislike their jobs could experience negative health effects that are either psychological or physical. On the other hand, Luthans (2005) mentions that employees with high levels of job satisfaction tend to experience better mental and physical health.
Turnover
As mentioned by Nezaam (2005), a number of studies strongly support the view that turnover is inversely related to job satisfaction (Griffon, Hand, Meglino & Mobley (1979) and Price (1977) cited in Robbins et al., 2003).
According to French (2003), a high employee turnover rate is often prevalent in an environment where employees are highly dissatisfied. Greenberg and Baron (1995) contend that employees lacking job satisfaction often tend to withdraw from situations and environments as a means of dealing with their dissatisfaction. A major form of employee withdrawal is voluntary turnover. By not reporting for duty, or by resigning to seek new job prospects, individuals might be expressing their dissatisfaction with their jobs or attempting to escape from the unpleasant aspects they may be experiencing. Phillips, Stone and Phillips (2001) concur that employee turnover is the most critical withdrawal variable. A study conducted by Steel and Ovalle (1984) established a moderately strong relationship between job satisfaction and turnover, indicating that less satisfied workers are more likely to quit their jobs. According to Lee and Mowday (1987), a moderate relationship exists between satisfaction and turnover. The researchers posit that high job satisfaction will not necessarily contribute to a low turnover rate, but will inadvertently assist in maintaining a low turnover rate as described by Nezaam (2005).
Absenteeism
As described by Nezaam (2005), research indicates that job satisfaction levels are related to absenteeism (Hellriegel, Slocum & Woodman, 1989). Nel et al. (2004, p. 548) maintain that “absenteeism is regarded as withdrawal behavior when it is used as a way to escape an undesirable working environment.” According to Luthans (2005), various studies conducted on the relationship between satisfaction and absenteeism indicates an inverse relationship between the two variables. Thus, when satisfaction is high, absenteeism tends to be low. The converse indicates that when satisfaction is low, absenteeism tends to be high. Contrary to this, the findings of a study undertaken by Johns (1996) found the association between job satisfaction and absenteeism to be moderate. Robbins (1993) supports the view of a moderate relationship existing between satisfaction and absenteeism. According to Robbins et al. (2003), the moderate relationship between these variables could be attributed to factors such as liberal sick leave, whereby employees are encouraged to take time off. The afore-mentioned could ultimately reduce the correlation coefficient between satisfaction and absenteeism as quoted by Nezaam 6(2005).
2.3 	Theoretical Framework 
1. 	Psychological Theories
The predominant paradigm for understanding the causes of occupational injury and illness is the medical model (Quinlan &Bohle, 1991; Quinlan &Johnston, 1993). With its emphasis on individuals rather than groups, on treatment rather than prevention, and on technological intervention rather than environmental change, the medical model has been very influential in controlling both the way in which occupational injuries and illnesses have been defined and the means by which they are managed. The major criticism of the medical model has been its focus on treating sick or injured workers rather than on producing healthy working environments (Biggins, 1986). The outcome of this approach was to perpetuate the notion that workplace injuries are’ accidents’ which were not preventable and to locate the blame for the injury in the individual worker or in the hazardous nature of the work (Davis &George, 1993; Ferguson, 1988; James, 1989).
2. Sociological Theories
The most radical departure from the medical model has been the approach of industrial sociologists who have brought the social organization of work as the primary determinant of occupational jury, illness, and stress into sharp focus (Berger, 1993; James, 1989; Williams & Thorpe, 1992). The medical model’s notion of health and illness is rejected as reductionist, individualistic and interventionist, in which subjects are considered as unique cases, independent of cultural, social, political, and economic structures and processes. Industrial sociologists argue those power structures, the institutionalized conflicts of interest between safety and productivity, the social division of labor, the lab our process, industrial relations and politics are the root causes of occupational illness and stress (McIntyre, 1998; Peterson, 1994)
2.4 	Empirical Review 
Numerous individual level variables have been examined as potential moderators of the relationship between organizational (employee) stress and job satisfaction. For example, Bhagat and Allie (1989) examined the moderating effect of sense of competence on the stress-satisfaction relationship of 276 elementary school teachers. They found that when organizational stress was high, individuals with a high sense of competence reported greater performance with work and co-workers and reduced feelings of depersonalization, compared to those with lower sense of competence. When experienced stress was low, highly competent individuals were less satisfied with co-workers than were individuals with a low sense of competence. One's sense of competence also moderated the effects of personal life stress on organizational outcomes. Under conditions of high life stress, highly competent individuals reported higher satisfaction with work, co-workers and supervision, less emotional exhaustion, and less feelings of depersonalization than did individuals who perceived them to be less competent.
In addition to sense of competence, the moderating effect of perceived control on the stress-satisfaction relationship has been examined in the following studies. For example, Tetrick and La. Rocco (1987) employed a sample of 206 physicians, dentists, and nurses from a naval hospital to investigate this issue. They examined the role of the ability to understand why and how organizational events happen, to predict the frequency, timing and duration of such events, and to control important outcomes by influencing events and significant others in the work environment. They found that such perceived control could indeed moderate the stress-satisfaction relationship. However, the ability to predict events did not moderate the stress-satisfaction relationship. Conflicting results have been reported on the moderating effects of locus of control (Batlis, 1980; Cummins, 1989). For example, Organ and Greene (1974) studied 94 senior scientists and engineers in a large electronic equipment firm. They found that the negative correlation between role ambiguity and work satisfaction was significant for individuals with a high internal locus of control, but was not significant for individuals with a high external locus of control. Their findings suggest that role ambiguity is an aversive primarily to internals because it frustrates their attempts to secure job-related information.
Olugbenga Jelil and Joseph Mubo (2007) examined the main and interactive effects of work stress and self-efficacy on emotional exhaustion and job performance of extension personnel in Southwest Nigeria. The study employed questionnaires that were administered to 167 extension personnel of Agricultural Development Program in Southwest Nigeria. The response rate was above the limit of 80.0% and non-response error is not a likely threat to the external validity of the study findings (Lindner & Wingenbach, 2002) as described by the study.
Results of the study revealed positive relation between work stress and emotional exhaustion and not with job performance; and efficacy beliefs is positively associated with job performance. The interaction term between efficacy beliefs and work stress is unrelated to emotional exhaustion and job performance as hypothesized.
Since satisfaction has an effect on performance, this study focused on the effect of work stress on employee satisfaction instead of emotional exhaustion and performance. The study conducted in Nigeria was limited to only one sector, Agricultural Development Program which may not be representative of any other public sector with respect to work stress problem. The current study, therefore, investigate the situation of work stress in Ethiopian public service organizations, more specifically in Nekemte.



CHAPTER THREE
METHODOLOGY
3.1. Introduction
3.2. Research Design
The study adopts descriptive statics research type. The study used both qualitative and quantitative research approach to analyze data collected from respondents study and the cross sectional data gathered from four public organizations selected. The study used cross-sectional in the sense that relevant data was collected at one point in time. 
3.3	Population of the Study 
The study was conducted on public organization of Kwara State Polytechnic, Ilorin. Kwara State Polytechnic, Ilorin contains 34 sector office.  The researcher targets to total of 480 employees.
3.4	Sampling Procedure 
The study was conducted by gathering data from workers of Kwara State Polytechnic, Ilorin. The study was adopts both probability and non-probability sampling method to select sample population. Four public organization sector offices was selected depending on their large number of employees through judgmental sampling method. 
From all sector office 218 was selected through simple random sampling method because we give equal chance for all respondent.
The sample size determination is by using sample size formula, developed by Yamane (1966) shown below.
n=   N
         1+N(e)2         
Where: n=sample size
N=population size
e=level of precision

Thus, the sample size = 480
                                                                                          1+480(0.05)2         
                                                                                        = 218



3.5 Methods of Data Collection
The questionnaire was distributed for the sample workers in Kwara State Polytechnic, Ilorin employee, self administered structure. The questioner constitutes 26 job stress explanatory variable question and 10 job satisfaction explanatory variable question.
The job satisfaction questionnaire is taken from the questioner that has been developed by B.L. Dubey, C.K. Maini and K.K. Uppal (All from Panjab University, Chandigarh), contains 10 statements regarding different factors, which can affect the satisfaction level of a person. These factors are- Promotion, salary, confidence in management, working conditions, job security, suitability of job, satisfactory relations, learning opportunities, team spirit, and advancement in job. The scoring has been obtained on a three-point scale, the possible range of which categorized as Highly Satisfied, Moderately Satisfied and Less Satisfied.
In addition to the primary source, the secondary data was collected through personal visit to respected organization filed document in the human resource management department, reviewing related books, journals, and published and unpublished documents. 
3.6	Instruments of Data Collection
The instrument used for this study is the questionnaire. The questionnaire is structured in accordance with the stated research question and hypothesis. The questionnaire is divided into two parts. Section A comprises of lecture relating to the bio-data of the respondents, while section B comprises of section relating to employees training and development in an organization.
3.7 Methods of Data Analysis
After the necessary data was collected through structured questionnaires SPSS version 16 soft ware program was used for data process. To reduce the data in to a summary format the researcher used tabulations. The study used descriptive statistical for data analysis, like mean and standard deviation in order to see the description analysis of the factors contributing toward work stress. Finally the fried man mean rank was deployed in order to see the most contributing factors for employees work stress and Pierson correlation analysis to explain the relationship between work stress and employee job satisfaction.
3.8	Historical Background of the Study
The Kwara State Polytechnic came into existence by edict No 4 of 1972 as the Kwara State college of technology Ilorin, this was sequel to the approval granted by the Head of Federal Military Government and Commander in Chief of the Armed Forces General Yakubu Gowon during his first visit to Kwara State, to the effect that the Government Technical Training School (G.T.T.S) by upgraded to a college technology. It name was changed to Kwara State Polytechnic Ilorin vide edict No 13 of 1987. 
	The founding was the result of the dream nurtured to tuition by administration of Brigadier General (then Colonel D.C. Bamigboye, the first military governor of Kwara State. Who was an uncompromising advocate of sound education. Development in Kwara State. This started in a speech at the graduation and presentation of certificate ceremony of the school of basic studies on 12th December 1974, when he said inter alia. Early in the life of this state my government saw a yearning need for an institution of unnatural to meet the challenges of our state of development and was determined to meet need. Then come the wish expressed by his excellence General Yakubu Gowon and head of the armed forces. The result of the concerted effort that has been followed has by the grace of the almighty God culminated in what we are all witnessing today.
	The philosophy for the establishment for the institution as stated in the edict were to provide for activities which include the following
(1) Course of the instruction (full-time and part time) leading to decrees, diploma, certificate and other distinction in scientific technological managerial , professional and other subject
(2) Course of study training and research in arts, languages, and sciences for the purpose of entry requirement into universities or other institutions of higher learning.
(3) Special training course whether leading to distinction or not taking into account at all time the requirement of the state government and the man power need of the country.
(4) Work in the development of technology 
(5) Conference, seminal, study group and like activities
(6) Such other activities as may in the opinion of the council serve to promote the objective of the polytechnic. It can there be stated that the institution was trained in new generation of technical, technology and business technorates whose distinctive attribute would be staff reliance and preparedness to start their own business. Either individually or co-operation. These were to be achieved through diploma and certificate course.
The institution was also to provide an efficient pre university entry through the A level course.
Through temporary located at the old technical training school Ilorin near teaching hospital, the institution was opened in November 1972. It attracted high caliber both academic and administrative staff so that adequate ground could be prepared for making the institution a center of Excellence as envisaged by its founding fathers. It is true not surprising that the institution has turn out of lot of brilliant and intelligent student over time. The product of the institution have always been found to excel and distinguished themselves anywhere they are. The school since it inception has been opportune to have the following brilliant academic placed in procession of leadership as rector as follows:
	The institution was also to provide and efficient pie university center for preparing student for university entry through the IJMB courses.
Through temporally located at the old technical training school Ilorin near teaching hospital the institution was opened in November 1972. It attracted high Caliber both academic and administrative staff so that adequate ground could be prepared for making the institution a center of excellence as envisaged by its founding father. It is through not surprising that the institution as turnout of lot brilliant and intelligent student over time. The product of the institution have always been found to excel and distinguished themselves anywhere they are.
The school since its inception has been opportuned to have the following brilliant academic placed in procession of leadership as rector as follows: 
1. Professor R.W.H Wright 1973 – 1976
2. Chief Z.O Mowaiye 1976- 1978
3. Dr J.O Amode 1978-1982
4. Dr LA All 1982-1990
5. Mr. S.A Oladosu 1990- 1997
6. Dr N.O Oyedele 1997-1998
7. Professor M.A Olatunji 1998-2002
8. Engr. Dr A.A Saadu 2002-2004
9. Dr V.A Abdulkareem 2004-2008
10. Chief Ogunshola (August 2008- January 2009)
11. Alh Mashud A. Elelu (June 2009- to November, 2019).
12. Engr. Dr. Abdul Jimoh Mohammed (November 2019- to date commencement of programme).
The school commenced full operation with the school of basic study in January 1973 with the pre- university Advance level course of institution leading to diploma certificate and other institution in scientific technological and managerial vocation as well as education were introduced the school of education was later exercised to stand on its own as well as the college of education, Ilorin. At present the polytechnic is made up of the following institute 
1. Institute of general studies(I.G.S) 
2. Institute of Applied Science (IAS)
3. Institute of Finance and Management Studies (IFMS)
4. Institute of Technology (IOT)
5. Institute of Environment Studies (IES)
6. Institute of Information Communication Technology (IICT)
ACHIEVEMENT
With an humble beginning in 1973 today the polytechnic offers more than fifty national diploma, higher national diploma and college diploma courses, there are also several certificates and post graduate courses which attract the cream services beneficiaries for within organization and outside the state .


CHAPTER FOUR
 DATA PRESENTATION AND ANALYSIS
4.0	Introduction
This chapter is concerned with the presentation, analysis, and interpretation of data gathered through primary sources of questionnaire. The chapter presented the result of the survey organizing in to four major sections. The first section discussed the response rate of the respondent, the second section presents respondents’ demographic information, the third section of the chapter discusses the study survey result and the fourth section discusses the descriptive statics used to rank the variables causing work stress. Finally, section five presents the correlation of work stress and employees job satisfaction.
4.1. 	Respondents response rate 
The questioner was distributed to employees of public organization found Kwara State Polytechnic, Ilorin. Form the target sample 218 respondents of public organization 192 questioners were collected. The following table 4.1 shows the respondents rate.
Table 4.1: Respondents rate
	Item
	Numbers 
	Percentage 

	Questioners distributed
	218
	100%

	Questioners distributed and collected
	192
	89%

	Questioners distributed but not collected
	26
	11%


Source:  (Survey Result 2025)
As shown in the above table 4:1, respondent response were 89%, indicating the largest part of questioners were collected as relevant information for the analysis and finding of the study. The non response is 11%, these portion questioners were not collected due to the negligence of the respondent toward the question.
 4.2. 	Demographic Characteristics 
The study considered different respondent with deferent demographic information which were best explaining for the study in investigation of factors of work stress on job satisfaction in the case study area. Demographic information of the respondent includes gender composition, marital status, employment type, educational status, and work experience. The information providing the respondents demographic profile are shown:
Table 4.2 Demographic Information
	Q. No
	Respondent background
	Description
	N
	%

	 1
	Gender 
	Male 
	149
	68.3

	
	
	Female 
	43
	19.7

	2
	Marital status 
	Married
	115
	59.9

	
	
	Single
	64
	33.3

	
	
	Divorce
	10
	5.2

	
	
	Widowed
	3
	1.6

	3
	Employment  type
	Permanent Employee
	166
	86.5

	
	
	Contract Employees
	26
	13.5

	4
	Educational qualification
	Twelve Completed
	33
	17.2

	
	
	Diploma
	48
	25.0

	
	
	First Degree
	99
	51.6

	
	
	Second Degree
	12
	6.2

	5
	Work experience
	Less than a Year
	31
	16.1

	
	
	1- 5 Year
	45
	23.4

	
	
	6-10 Year
	81
	42.2

	
	
	Above 10 Year
	35
	18.2


Source:   (Survey Result, 2025)
As it can be seen from table 4.2, above 68.3% of the respondents were male while about 19.7% of them were female. This notifies that more than half of the respondents were male. From this we are analyses that most of the employees providing responses were male. Considering the marital status of the total respondents, 33.3% are single, 59.9% are married, 5.3% are divorced and 1.6% is widowed. This indicates that majority of sample respondents married. 
 The majority of the respondent was permanent employees forming 86.5 %. Regarding the educational level of the study participants, the highest percentage of respondents were first degree holders. This indicates the respondent have a educational qualification that forces them to look for the response of the study questioner and their work outlook.
4.3. 	Survey Result Discussion
Under this section the survey result and analysis which was gathered concerning factors contributing for work stress on employee’s job satisfaction in the case study area from the sample selected. This section constitutes five sub-sections. The first Sub-section presents the analysis of environmental stress, second lack of financial reward, third response to inflexibility at work, fourth response to personal issue work stress, and the fifth presents work stress from management system. 
4.3.1. Environmental factor causing work Stress
Table 4.3: The respondents result on work environment stress question 1, 2, 3, 4 and 5 
	Q.NO
	Study Question
	Level of Agreement
	N
	%
	
	

	1
	I am not clear about the goals and objectives of my organization
	1
	32
	14.7
	3.71
	

1.521

	
	
	2
	16
	7.3
	
	

	
	
	3
	17
	7.8
	
	

	
	
	4
	38
	17.4
	
	

	
	
	5
	89
	40.8
	
	

	2
	My working location hinders me to get to work  regularly.
	1
	86
	39.4
	2.29
	

1.482

	
	
	2
	37
	17.0
	
	

	
	
	3
	27
	12.4
	
	

	
	
	4
	11
	5.0
	
	

	
	
	5
	31
	14.2
	
	

	3
	If work gets difficult, my colleagues will not help me.
	1
	26
	13.5
	

3.46

	


1.290

	
	
	2
	11
	5.7
	
	

	
	
	3
	49
	25.5
	
	

	
	
	4
	60
	31.2
	
	

	
	
	5
	46
	24.0
	
	

	4
	There is  lack of equipment and infrastructure at my organization

	1
	83
	43.2
	

2.39

	


1.461

	
	
	2
	30
	15.6
	
	

	
	
	3
	21
	10.9
	
	

	
	
	4
	38
	19.8
	
	

	
	
	5
	20
	10.4
	
	

	5
	There is an ambiguity toward the rules and regulation of my organizations work environment
	1
	32
	16.7
	1.96

	

1.170

	
	
	2
	11
	5.7
	
	

	
	
	3
	28
	14.6
	
	

	
	
	4
	61
	31.8
	
	

	
	
	5
	60
	31.2
	
	


Source: (Survey result, 2025)
Note: Response measurements, 1-strongly agree, 2-Agree, 3-Neutral, 4-Disagree and 5-strongly disagree
The above table 4.3 shows, of the total respondent 58.2 % of the respondent rates as disagree on the question; employees are not clear about the goals and objectives of their organization. The statistical mean value also shows 3.71. This indicates, respondents are clear about the goals and objectives of their organization and have no contribution on the employees to feel stress on their work.
Of the total respondent 59 % agree on the question working location hinders them to get to work regularly. The statistical mean value shows 2.29. This indicates the respondent’s agreement. Thus the study finds that one of the working environment factors causing work stress toward employees have been working location barriers. Study conducted by Rajinish Ratna (2011), on organizational role stress evidence that Personal/Role Inadequacy was found to be the most prominent ‘role stressor. This can be due to certain factors such as, working conditions. Similarly also, Study by Nina D’Aleo , et al; (2007), examine and compare the perceptions of private and public sector employees on key dimensions of workplace stress in an Australian context. Results indicated that private sector employees rated their employers as being significantly more effective than public sector employees, in managing workplace stress across all the dimensions other than role. Other study also, refers to the response of individual characteristics towards the working conditions and it is shaped by the context with in which work takes place (Oke& Dawson, 2008).
If work gets difficult, their colleagues will not help each other. As indicated in the above tables, of the total 55.2 % disagree on the question; If work gets difficult, their colleagues will help each other. The statistical mean value also shows 3.46 which indicate disagreement. If work gets difficult, their colleagues will help each other. Thus, the study find from this analysis, since employees help each other in work, there were no contribution on the employees to feel stress on the work.
In addition, respondents were asked whether there is lack of equipment and infrastructure at their organizations. Of the total respondents 58.8% rate as agreement. The statistical mean value also shows 2.39 which indicate the respondents agreed. Therefore there is lack of equipment and infrastructure at their organization, so it is the factor that cause work stress. 
Similarly, respondents were asked whether there is an ambiguity toward the rules and regulation of employees organizations work environment. Of the total respondents 63% disagreed. The statistical mean value show 3.43 indicates the respondent’s disagreement. From this survey result, there were no an ambiguity toward the rules and regulation of their organizations work environment causing no work stress.
4.3.2. 	Lack of Financial Rewards
Work stress due to lack of financial reward factors are assessed through three different explaining variables questions in the case study area. Respondents were asked the question whether at their organization employees faces lack of financial resources, there is uncertainty about the future funds and benefits in their organization and their organization pay hours is unfair. 
Table 4.4: The respondents result on lack of financial question 6,7and 8
	Q.NO 
	Study Question
	Level of Agreement
	N
	%
	
	

	6
	In our organization we faces lack of financial resources
	1
	17
	8.9
	


3.31
	


1.230

	
	
	2
	41
	21.4
	
	

	
	
	3
	32
	16.7
	
	

	
	
	4
	70
	36.5
	
	

	
	
	5
	32
	16.7
	
	

	7
	There is uncertainty about the future funds and benefits in my organization
	1
	22
	11.1
	
3.55
	
1.410

	
	
	2
	34
	17.1
	
	

	
	
	3
	18
	9.0
	
	

	
	
	4
	52
	26.1
	
	

	
	
	5
	66
	33.2
	
	

	8
	
Our organization pay hours is unfair
	1
	75
	39.1
	2.19
	

1.333

	
	
	2
	64
	33.3
	
	

	
	
	3
	17
	8.9
	
	

	
	
	4
	14
	7.3
	
	

	
	
	5
	22
	11.5
	
	


Source:  (Survey result, 2025)
As shown in the above table, of the total respondents 53.2%   disagree on the question at their organization employee’s faces lack of financial resources. The statistical mean value also shows 3.31 indicate the respondents are disagreed. This indicates the respondent states lacks of financial resources have not caused work stress in the concerned organization. Of the total respondents 59.3% disagree on the question there is uncertainty about the future funds and benefits in the organization. The statistical mean value also a show 3.55 indicates the respondent’s rate as disagree. This result indicates is uncertainty about the future funds and benefits at their organization having no causes work stress toward the employees.
However, of the total respondents 72.4% agreed on the question their organization pay hours is unfair. The statistical mean value also shows 2.19 indicate the respondents rate as agreement. This indicates the organization pay hour is unfair at the public organization which causes work stress. The same finding by, Mamta Tain,etal (2012) conducted study on work place stress and suicide, a case of public sector organization states, less pay hour for an employee significantly contribute for employees work stress.


4.3.3. 	Inflexibility in Work
Respondents were asked the following four questions that explain factors contributing for work stress related to inflexibility in work summarized in the table 4.5 below.
Table 4.5: The respondents result on inflexibility in work question 9,10,11,12
	Q. No 
	Study Question
	Level of Agreement
	N
	%
	
	

	9
	I am pressured to work long hours
	11
	65
	33.9
	2.66
	1.502

	
	
	2
	30
	15.6
	
	

	
	
	3
	36
	18.8
	
	

	
	
	4
	27
	14.1
	
	

	
	
	5
	34
	17.7
	
	

	10
	There is no proper timing of job
	1
	26
	13.5
	

3.51
	

1.369

	
	
	2
	26
	13.5
	
	

	
	
	3
	16
	8.3
	
	

	
	
	4
	73
	38.0
	
	

	
	
	5
	51
	26.6
	
	

	11
	I cannot  neglect some tasks when I face  too much to do
	1
	60
	31.2
	

2.60
	

1.403

	
	
	2
	42
	21.9
	
	

	
	
	3
	25
	13.0
	
	

	
	
	4
	45
	23.4
	
	

	
	
	5
	20
	10.4
	
	

	12
	I’m unhappy at my job in this organization 
	1
	64
	33.3
	

2.54
	

1.450

	
	
	2
	46
	24.0
	
	

	
	
	3
	23
	12.0
	
	

	
	
	4
	32
	16.7
	
	

	
	
	5
	27
	14.1
	
	


Source: (Survey result, 2025)
The researcher asked the respondent whether they are pressured to work long hours. The result shows that the majority of the respondent which accounts 49.5% did agreed and 31.8% are disagreed. Therefore the employee pressure to work long hour, so it is the factor to cause work stress. The finding by, Mamta Tain,etal (2012) conducted study on work place stress and suicide, a case of public sector organization states, too many to work are just some of the cases in which employees can feel stressful situations during the course of their work day. Similar findings were reported by Naylor (2001) in a secondary analysis of survey data collected for the British Columbia Teachers’ Federation on 644 elementary and secondary classroom teachers indicating teacher’s workload causes stress in the teachers’ professional lives.
Additionally, of the total respondents 64.6% disagree on the question there is no proper timing of job. The statistical mean value show 3.51 indicates the respondent’s rate as disagreement. So there is proper timing of job at their organization that has not caused employees work stress. 
Of the total respondents 53.1% agreed on the question employees are not neglect some task when faces much to do in the organization. The statistical mean value shows 2.6 indicates the respondents agreement on they are not neglect some task when face much to do, therefore it is the factor cause work stress
Of the total respondents 57.2% were agreed on the question I’m unhappy at my job in this organization. The statistical mean value also shows 2.54 indicate the respondents rate as agreement. This indicates working much duty and feeling of unhappy toward work at their organization causes employees work stress. Study by, Malek,( 2010) suggests Job stress is an unpleasant emotional situation that an individual experiences when the requirements of job are not counter balanced with his ability to cope the situation. It is a well-known phenomenon that expresses itself different in different work situations and affects the workers differently. 
4.3.4. Personal issues
Respondents were asked the following five questions that explain factors contributing for work stress related to Personal issues work stress summarized in the table 4.5 below.
Table 4.6: The respondents result on personal issue question 13, 14,15,16,17
	Q. No
	Study Question
	Level of                          Agreement
	N
	%

	
	

	13

	I didn’t know how to go about getting my job done
	1
	42
	21.9
	3.44

	
1.571



	
	
	2
	20
	10.4
	
	

	
	
	3
	8
	4.2
	
	

	
	
	4
	56
	29.2
	
	

	
	
	5
	66
	34.4
	
	

	14
	I am not clear with  what is expected of me at work
	1
	18
	9.4
	3.67

	
1.350

	
	
	2
	29
	15.1
	
	

	
	
	3
	21
	10.9
	
	

	
	
	4
	54
	28.1
	
	

	
	
	5
	70
	36.5
	
	

	15
	I am not clear what my duties and responsibilities are
	1
	64
	33.3
	


2.54
	


1.450

	
	
	2
	46
	24.0
	
	

	
	
	3
	23
	12.0
	
	

	
	
	4
	32
	16.7
	
	

	
	
	5
	27
	14.1
	
	

	16
	Relationships at work are strained me in my organization
	1
	72
	37.5
	2.39

	
1.443

	
	
	2
	50
	26.0
	
	

	
	
	3
	20
	10.4
	
	

	
	
	4
	23
	12.0
	
	

	
	
	5
	27
	14.1
	
	

	17
	I ‘m in lack of  skills at my work
	1
	72
	37.5
	2.39

	
1.443

	
	
	2
	50
	26.0
	
	

	
	
	3
	20
	10.4
	
	

	
	
	4
	23
	12.0
	
	

	
	
	5
	27
	14.1
	
	


Source :( Survey result, 2025)
As shown in the above table 4.6, of the total respondents 63.6% disagree. The statistical mean value also shows 3.44 indicates the respondents rate as disagreement, mean they know how go about getting job done. Therefore these are not factor causing work stress. Similarly of the total respondents 64.6% disagree on the question I am not clear with what is expected of me at work. The statistical mean an value also shows 3.67 indicates the respondents rate as disagreement. Meaning it is clear what expected of they do their work, so it is not the factor for job stress.
Of the total respondents 57.1% rate as agree on the question i am not clear what my duties and responsibilities. The statistical mean also a show 2.54 indicates the respondent’s rate as agreement. Therefore they do not know about their duties and responsibilities, so it is the cause of stress. Andre Smith etal, (2000), conducted study on the scale of occupational  suggests, having lots of responsibly and work interruption in the job perceived by employees as unfair at work that significantly experiences work stress
Similarly, of the total respondents 63.5% rate as agree on the question relationships at work are strained me in the organization. The statistical mean value also shows 2.39 indicate the respondents rate as agreement. This indicates Relationships at work are strained in the organization .The study by, Ismail & Hong, (2011) the same indicates Stress is a cause of dissatisfaction among the employees like role conflicts, work intensification, relationship with colleagues and unfavorable working conditions are the major factors of creating stress.  
In addition the majority of the respondent which account 63.5% agreed on they lack skill at work. The mean show also 2.39 meaning agreed, so lack of skill is the factor cause work stress.
4.3.5. 	Management System
Respondents were asked the following five questions 18 to 26 that explain factors contributing for work stress related to management system, summarized in the table 4.7 and table 4.8 below.
Table 4.7: The respondents result on management system question 18, 19,20,21,22
	Q. No
	Study Question
	Level of Agreement
	N
	%
	
	

	18
	I lack of understand how my work fits into the overall aim of the organization
	1
	19
	9.9
	3.97


	1.342

	
	
	2
	15
	7.8
	
	

	
	
	3
	16
	8.3
	
	

	
	
	4
	45
	23.4
	
	

	
	
	5
	97
	50.5
	
	

	19
	I’ m recruited on the political basis in this organization
	1
	49
	25.5
	2.99

	
1.557

	
	
	2
	42
	21.9
	
	

	
	
	3
	5
	2.6
	
	

	
	
	4
	53
	27.6
	
	

	
	
	5
	43
	22.4
	
	

	20
	I’m recruited on contract basis in this organization
	1
	14
	7.3
	3.65

	
1.341

	
	
	2
	44
	22.9
	
	

	
	
	3
	1
	.5
	
	

	
	
	4
	69
	35.9
	
	

	
	
	5
	64
	33.3
	
	

	21
	At my organization I face multi task responsibilities
	1
	64
	33.3
	2.52

	
1.433

	
	
	2
	46
	24.0
	
	

	
	
	3
	28
	14.6
	
	

	
	
	4
	27
	14.1
	
	

	
	
	5
	27
	14.1
	
	

	22
	I am not given supportive feedback on the work I do
	1
	56
	29.2
	2.64

	
1.473

	
	
	2
	55
	28.6
	
	

	
	
	3
	16
	8.3
	
	

	
	
	4
	33
	17.2
	
	

	
	
	5
	32
	16.7
	
	


Source: (Survey result, 2025)
As table 4.7 above shows, the researcher asks the respondents whether they lack of understand how their work fits into the overall aim of the organization and recruited on the political basis in this organization and recruited on contract basis in this organization. Majority of the respondent which accounts 73.9%, mean of 3.97 indicates that they did disagree and respondents’ 96 of the total 192, in average 50%, mean of 2.99 indicates that they disagree. Similarly respondents 133 of the total 192, in average 69.2%, mean of 3.65 indicates that they disagree respectively. From the above result, we can analyze that lack of understand how their work fits into the overall aim of the organization, they recruited on the political basis in their organization, and they recruited on contract basis in this organization have not contributed to work stress due to management system.
Similarly researcher asks whether at their organization employees face multi task responsibilities majority of the respondent which account 57.3%, agreed. Mean of 2.52 indicates also that they did agree.  In addition large numbers of  respondents’, in average 58%, mean of 2.00 indicates that they did agreed on am not given supportive feedback on the work what i do (Q 22). This result shows at their organization employees face multi task responsibilities and employees are not given supportive feedback on the work they do causes a work stress due to management system.
Table 4.8: The respondents result on management system question 23,24,25,26
	Q.NO 
	Study   Question
	Level of Agreement
	N
	%
	
	

	23
	There is limited  rely on my line manager to help me out with a work problem
	1
	78
	40.6
	2.65

	1.666

	
	
	2
	31
	16.1
	
	

	
	
	3
	10
	5.2
	
	

	
	
	4
	27
	14.1
	
	

	
	
	5
	46
	24.0
	
	

	24
	I have no sufficient opportunities to question managers about change at work
	1
	67
	34.9
	2.56

	1.492

	
	
	2
	46
	24.0
	
	

	
	
	3
	11
	5.7
	
	

	
	
	4
	41
	21.4
	
	

	
	
	5
	27
	14.1
	
	

	25
	I cannot  talk to my line manager about something that has upset or annoyed me about work

	1
	56
	29.2
	2.66

	
1.516

	
	
	2
	61
	31.8
	
	

	
	
	3
	1
	.5
	
	

	
	
	4
	40
	20.8
	
	

	
	
	5

	34
	17.7
	
	

	26
	There is unfair attitude of management towards me at work
	1
	26
	13.5
	3.51

	
1.369

	
	
	2
	26
	13.5
	
	

	
	
	3
	16
	8.3
	
	

	
	
	4
	73
	38.0
	
	

	
	
	5
	51
	26.6
	
	


Source: (Survey result, 2025)
 The researcher asks the respondents whether there is limited rely on their line manager to help them out with a work problem. Of the total respondents 56.6% rate as agree. The mean value also show also 2.66 indicating they are agreed. The result reveals due to limited relationship with the line mangers at work employees are faced stress at their work. . Andre Smith et al, (2000), conducted study on the scale of occupational , work interruption in the job perceived by employees as unfair at work that significantly experiences work stress.
Similarly, of the total respondents 58.9% rate as agree on the question no sufficient opportunities to question managers about change at work. The mean value also show also 2.56 indicating they are agreed. Thus non responses of line mangers toward change at work causes employees work stress. Lack of amount of adequate encouragement, feedback and resources provided to the worker by their organization, management and colleagues causes employees work stress (Cousins et al., 2004).
Majority of the respondent which account 63% agreed on I cannot talk to my line manager about something that has upset or annoyed me about work. The mean show also 2.66 meaning agreed. Thus the researcher can analyze that lack of communication or information causes employees work stress. Andre Smith et al, (2000), conducted study on the scale of occupational stress and reveals that lack of  clarity of information from the line manager are significantly contributes to work stress at time spot of work and in the long run.
The researcher also asks the respondent whether there is unfair attitude of management towards employee at work. The majority of the respondent which accounts 124, of the total 192 or 64.6%, did disagreed. The mean value also show also 3.51 indicating they are disagreed, that indicates no unfair attitude from the mangers the may cause the employees stress.
4.4. 	Descriptive Statistical Rank of Factors Causing Work Stress
The researcher used the non-parametric test of Friedman K-related test and chi square test. The following table 4.9 and table 4.10 shows the mean rank of each factors causing work stress.
Table 4.9: Descriptive statistical rank of  Factors causing work stress
	NO 
	Variable explain question 
	N
	
	
	Friedmank ranks

	1
	Q8
	192
	2.19
	1.332733
	7.47

	2
	Q2
	192
	2.29
	1.482298
	7.74

	3
	Q4
	192
	2.39
	1.460616
	7.82

	4
	Q16
	192
	2.39
	1.442988
	7.96

	5
	Q17
	192
	2.39
	1.442988
	7.96

	6
	Q21
	192
	2.52
	1.432519
	8.58

	7
	Q12
	192
	2.54
	1.450161
	8.58

	8
	Q15
	192
	2.54
	1.450161
	8.61

	9
	Q24
	192
	2.56
	1.492336
	8.76

	10
	Q11
	192
	2.6
	1.403287
	8.81

	11
	Q22
	192
	2.64
	1.473108
	8.81

	12
	Q23
	192
	2.65
	1.665663
	8.94

	13
	Q9
	192
	2.66
	1.502171
	8.98

	14
	Q25
	192
	2.66
	1.516048
	9.13


Source: (Survey result, 2025)
	Table 4.10 Test Statistics

	N
	192

	Chi-Square
	62.503

	Df
	15

	Asymp. Sig.
	.000

	Monte Carlo Sig.
	Sig.
	.000

	
	95% Confidence Interval
	Lower Bound
	.000

	
	
	Upper Bound
	.015

	 Friedman Test
	
	


Source: (Survey result, 2025)
 The studies find out that:
· Due to the employees work environment causing work stress significantly were lack of equipment and infrastructure at their organization and employees working location that hinders them to get to work regularly.
· From the point of lack of financial reward at work causing work stress are organizations pay hours of unfair that significantly contribute to work stress. 
· Another factor due to of inflexibility at work, significantly causing work stress were, pressure to work long hours, no proper timing of job and  unable to  neglect some tasks when employees face  too much to do.
· Personal issue stress causing work stresses significantly were due to, employees unclear what their duties and responsibilities are lack of relationships at work and lack of skills at work.
· Management system , employees work stress due to :
· Limited  rely on  line manager to help employees  with a work problem
· No sufficient opportunities to question managers about change at work
· Inability to  talk to my line manager about something that has upset or annoyed me about work
· Multi task responsibilities
· Lack of  supportive feedback on the work I do
4.5 Employees job satisfaction 
Table 4.11: Employees job satisfaction 
	Q. No 
	       Job Satisfaction 
	Level of agreement
	N
	%
	
	

	1
	Promotion 
	1
	8
	4.2
	2.78
	
.544

	
	
	2
	42
	21.9
	
	

	
	
	3
	147
	77.5
	
	

	2
	Salary 
	1
	9
	4.5
	2.84
	
.539

	
	
	2
	33
	16.6
	
	

	
	
	3
	157
	78.9
	
	

	3
	Confidence In Management
	1
	22
	11.5
	2.60
	.687

	
	
	2
	33
	17.2
	
	

	
	
	3
	137
	71.4
	
	

	4
	Working Conditions
	1
	33
	17.2
	2.38
	.763

	
	
	2
	53
	27.6
	
	

	
	
	3
	106
	55.2
	
	

	5
	Job Security
	1
	113
	58.9
	1.57
	0.755

	
	
	2
	48
	25.0
	
	

	
	
	3
	31
	16.1
	
	

	6
	Suitability Of Job
	1
	97
	50.5
	1.73
	.818

	
	
	2
	50
	26.0
	
	

	
	
	3
	45
	23.4
	
	

	7
	Satisfactory Relations
	1
	91
	47.4
	1.70
	.747

	
	
	2
	68
	35.4
	
	

	
	
	3
	33
	17.2
	
	

	8
	Learning Opportunities,
	1
	38
	19.8
	2.37
	.795

	
	
	2
	45
	23.4
	
	

	
	
	3
	109
	56.8
	
	

	9
	Team Spirit
	1
	110
	57.3
	1.62
	.790

	
	
	2
	45
	23.4
	
	

	
	
	3
	37
	19.3
	
	

	10
	Advancement In Job
	1
	32
	16.7
	2.36
	.753

	
	
	2
	59
	30.7
	
	

	
	
	3
	101
	52.6
	
	


Source: (Survey result, 2025)
Note:  Response measurements, 1-highly satisfied, 2-moderately satisfied, 3- less satisfied.
As table 4.11 above shows, the researcher asks the respondents whether they are satisfied with their work. The study investigates the following explaining variables: Promotion, Salary, Confidence in Management, Working Conditions, Job Security, Suitability of Job, Satisfactory Relations, Learning Opportunities, Team Spirit, and Advancement In Job.
The researcher asked the respondents whether they are satisfied with promotion. The respondent 77.5% less satisfied. The statistical mean of 2.8, indicates majority of the respondents are less satisfied with their respective organizations promotion toward their job. The same finding by, Mamta Tain,etal (2012) conducted study on work place stress and suicide, a case of public sector organization states, advancement, or promotion and limited opportunity for growth can contribute significantly to employee work stress. In addition, the study by Ritu L. (2007) evidences that, these days the executives are not putting more emphasis on salary or promotion, but the issues like affection, belongingness, warmth & friendly atmosphere, recognition, self-growth, self-fulfillment are gaining more and more popularity. So, these issues should be given due attention by the management.
Similarly the researcher asked the respondent whether they are satisfied with salary. Majority of the respondent which account 157, in average 78.9%, less satisfied.  The statistical mean of 2.84 indicates also that employees are less satisfied with their salary in respect to their organization which causes less job satisfaction.
In addition, respondents are asked whether they are satisfied or not on their job due to confidence in management. The large number respondents’ 137 of the total 192, in average 71.4%, less satisfied with confidence in management.  The statistical mean of 2.6 the same result. Thus, the researcher can analyze that at confidence in management in their respective organizations causes less job satisfaction.
Majority of the respondent which accounts 157, in average 78.9%, less satisfied on the question asked whether their working conditions satisfy them.  The statistical mean of 2.84 also that employee are less satisfied with their working condition in respect to their organization which causes less job satisfaction.
Respondents are asked whether they are satisfied or not on their job due to job security and suitability of job, the large number respondents’ 161 of the total 192, in average 83.9 %, rate as satisfied with their job security.  The statistical mean of 1.57 indicates they are satisfied on their job security.
 In addition large number respondents’ 147 of the total 192, in average 76.6 %, rate as satisfied with suitability of job.  The statistical mean of 1.57 indicates they are satisfied on their job security. Thus, the researcher can analyze that employees are satisfied on their job in aspect of job security and suitability of job. 
Similarly, majority of the respondents which account 159 of the total 192, in average 82.8 %, rate as satisfied with satisfactory relations. The statistical mean of 1.57 indicates they are satisfied on their work relations. Thus, the researcher can analyze that employees are satisfied on their job in aspect of work relations.
The researcher asked the respondents whether they are satisfied with learning opportunities, the respondent 109 of the total 192, in average 56.6%, rate as less satisfied on learning opportunities.  The statistical mean of 2.37 indicates the same result showing large numbers of respondents are less satisfied with their respective organizations learning opportunities. 
The researcher asked the respondent whether they are satisfied with team spirit majority of respondents 155, in average 79.9%, rate  satisfied.  The statistical mean of 1.62 indicates also that employees are satisfied with their team spirit in respect to their organization which have no causes for job satisfaction. 
In addition, large number of respondents 101, in average 52.6 %, less satisfied on the question advancement in job.  The statistical mean of 2.36 and median 3.00 indicates also that employees are less satisfied with their advancement in job in respect to their organization which causes less job satisfaction.
4.6. Effects of Work Stress on Job Satisfaction
In line with the above stated survey result and analysis the study looked at Pearson Correlation between employees work stress and job satisfaction in order to see effects of employees work stress on job satisfaction. The survey result of Pearson Correlation shown on table 4.12 below.
	Table 4.12 Correlations of work stress and job satisfaction 

	
	
	Work stress
	Job satisfaction

	Work stress
	Pearson Correlation
	1
	

	
	Sig. (2-tailed)
	
	

	
	N
	192
	

	Job satisfaction
	Pearson Correlation
	-.586**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	192
	192

	  ** Correlation is significant at the 0.01 level (2-tailed).
      N - sample size 


The survey result shows Pearson Correlation of negative 0.585, which reveals employees work stress is negatively related with job satisfaction. Thus, the researcher can analyze since there is employees work stress it significantly causes employees less job satisfaction.














CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
The main objectives of this research paper have been assess the  effect  of work stress on employee job satisfaction on public organization Kwara State Polytechnic, Ilorin as a case, by descriptive statistical tools. Hence, this chapter provides the summary of main conclusions and recommendations and some suggestions for appropriate further research study based on discussions and data analysis.
 5.1. 	Summary
The following summary of the finding were stated from the survey result and analysis discussed in previous chapter.
· The research finds that, not conducive working environment causes work stress and in the same direction brought less job satisfaction. Working environment factors causing work stress and less job satisfaction in the case study were due to employees working location that hinders them to get to work regularly and lack of equipment and infrastructure at their organization.
· Lacks of financial reward at work were other factors causing work stress at the case study.  The studies find that organizations pay hours of unfair that significantly contribute to work stress and less job satisfaction.
·  Factor due to of inflexibility at work, significantly causing work stress were, pressure to work long hours, no proper timing of job and  unable to  neglect some tasks when employees face  too much to do. Thus, this three factors causing work stress in the case study directly contributes for employees less job satisfaction.
· Personal issue factor causes work stress. The finding shows, employees un-clarity on what their duties and responsibilities, lack of relationships at work and lack of skills at work are factors causing work stress that significantly brought less job satisfaction in the case study.
· The research finding also indicates a management system factor contributes for work stress. This were due to; limited  rely on  line manager to help employees  with a work problem, no sufficient opportunities to question managers about change at work, employees inability to  talk to their  line manager about something that has upset or annoyed them about work, multi task responsibilities, and lack of  supportive feedback on the work employees do. Thus these have contributed to employees less job satisfaction.
· The research finds that in the case study employees are facing less job satisfaction due to limited work promotion, unfair salary, lack of confidence in management, lack of employees work relationship, limited learning opportunities, and un-advancement in job.
· Finally, the finding indicates the prevailing work stress factors affect the employees to face less job satisfaction in the case study area.
5.2. 	Conclusion 
Employees are pressured to work long hour which significantly causes work stress due to inflexibility at work of public organizations and this directly contributes for employees less job satisfaction. Unconducive work location and lack of equipment and infrastructure also causes work stress that result from work environment conditions. In addition employee’s lack of relationship at work and lack of skill significantly contributes for work stress. Similarly, multi task responsibility and lack of skill contributes for work stress resulting from management system problems.
The study again concludes, there is an employee less job satisfaction in the case study due to limited work promotion, unfair salary, lack of confidence in management, lack of employees work relationship, limited learning opportunities, and un-advancement in job. Finally the study concludes the effect of work stress have negatively affect job satisfaction.
5.3. 	Recommendations
The following recommendations were pointed by the researcher as follow:
· The government should have to make conducive working environment for public organizations employees in order to limit employees work stress through providing timely and long run infrastructural facility and appropriate working condition that welfare the employee to feel good job satisfaction.
· The public organization by itself should have to work on work flexibility through less employees work load, prompting a remarkable work relation and other suggestible remedy
· Employees are required to have a clear understanding of duty and responsibility of their organization and should have to build to enhance their professional work skill. The government should have to give due consideration on such issue. 
· Payment was considered to be one of the most important factors influencing employee job satisfaction. However, the employees of the public service organizations considered in this study were found less satisfied with pay. To retain talented employees, therefore, the management of the organizations should design a compensation system that satisfies pay adequacy and pay equity of employees. Pay adequacy is the degree to which an individual’s pay level satisfies his or her financial needs while pay equity is the degree to which an individual perceives that his or her pay level is fair in comparison to others.
· The management of public organization should have a well defined skill and experience to couch employees to work satisfactorily
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