
IMPACT OF WORKPLACE STRESS ON EMPLOYEES’ PERFORMANCE
(A STUDY DE-UNITED FOOD INDUSTRIES)

BY

OGUNRONBI ADIJAT AYOMIDE
ND/23/BAM/PT/0236


BEING PROJECT WORK SUBMITTED TO THE DEPARTMENT OF BUSINESS ADMINISTRATION & MANAGEMENT, INSTITUTE OF FINANCE AND MANAGEMENT STUDIES, KWARA STATE POLYTECHNIC, ILORIN.

IN PARTIAL FULFILMENT OF THE REQUIREMENT FOR THE AWARD OF NATIONAL DIPLOMA IN BUSINESS ADMINISTRATION AND MANAGEMENT




JULY, 2025
CERTIFICATION
This is to certify that this project was carried out by OGUNRONBI ADIJAT AYOMIDE, with Matric No ND/23/BAM/PT/0236 and has been read, corrected and approved as meeting the part of the requirement for the award of National Diploma (ND) in Business Administration and management, in the department of Business Administration and Management, Institute of Finance and Management Sciences, Kwara State Polytechnic, Ilorin, Nigeria. 

________________________						_______________
MR. KUDABO, M. I								DATE
Project Supervisor	




________________________						_______________
MR. KUDABO, M. I								DATE
Project Coordinator




_________________________				 		_______________
MR. ALAKOSO, I. K								DATE
Head of Department



_________________________						 _______________
										DATE
(External Examine

DEDICATION
Last but not the list, I am immensely grateful to my parents (MR and MRS OGUNRONBI) for their unwavering support and encouragement.... their beliefs in my ability has been a consistent sincerely of motivation for me.















ACKNOWLEDGEMENT

First and foremost, I will like to express my sincere gratitude for the opportunity to work on the project.    It was indeed a valuable experience that allows me to develop my skills and knowledge in the field of accounting.
The project not only help me to understand the concept taught in class but also provided me with a practical application of those concept in real life scenarios.
I would also like to extend my grateful to my supervisor (MR KUDABO MOSES) for guiding me through the project end for providing me with the necessary resources and support.










ABSTRACT

This study investigates the impact of workplace stress on employee performance at De-United Food Industries, a leading player in Nigeria’s food manufacturing sector. As organizational demands intensify and competition rises, understanding the relationship between stress and productivity becomes crucial. The research explores key stressors including workload, work environment, interpersonal relationships, and role ambiguity, assessing how they influence employee efficiency, motivation, and overall job performance.
Data were collected using a structured questionnaire distributed among employees across various departments. The study employed both quantitative and qualitative methods to analyze responses and uncover patterns of stress and performance outcomes. Findings indicate a significant negative correlation between high levels of workplace stress and employee productivity, with prolonged stress leading to burnout, reduced morale, and increased absenteeism. Conversely, moderate stress levels—when well-managed—can sometimes enhance performance by motivating employees to meet targets.
The study concludes with recommendations for stress management strategies, including improved communication, employee wellness programs, and workload redistribution. These measures aim to foster a healthier work environment and enhance organizational performance. The findings underscore the need for proactive human resource policies that address the root causes of stress in fast-paced industrial settings like De-United Food Industries.
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[bookmark: _Hlk188578778]CHAPTER ONE
INTRODUCTION

1.1	Background Of The Study        
Naturale (2007) states that stress is one situation when an individual reacts to or faces something different to a new opportunity, the restraints and the effort that needs to be put in according to the demand. This situation of stress can also be argued as a powerful condition where the apparent outcome and the preferred outcome both are equally important and unknown at same time. However, researchers have carefully observed stress, and have figured out that the condition of stress or the single term ‘stress’ can either excite pressure or may create tension which in turn might be damaging. If the condition of stress is totally unpleasant, it may turn into negativity and may throw a negative crash on the person; this situation is commonly termed as distressed.
When the stress is discussed especially with respect to production or manufacturing, it will directly affect the production of work directly resulting in low amount of output for the company. In companies such as Reliance Fresh, the work force is quite large, and here the organization gives much concern to quality of work. In addition, the employees should take care and closely have a look at their absenteeism levels. If it is observed that absenteeism percent is too high, it implies that it is somewhere associated with stress condition. It is one of the important aspects for a company as the output and productivity levels play a vital role to check the stress level of employees, as these create non productivity and inefficiency. This will be a not-so-good situation for the company as well as the employees too. According to a survey made by Smith, Segal and Jaffe (2007), the above statement is confirmed for the survey. When the stress, depression or anxiety is associated with work, then there will be 13.5 million loss of working days, this is according to a self-report survey by labour force in India. This finds a fact that it is necessary for a manager to manage the welfare of employees directly, and ensure that there is continuous workflow without any kind of sick leaves or absenteeism levels on chart.
In their observations, Tanova and Holtom (2008) found that in large number of meta-analysis which can determine the reasons of employee turnover and employee attritions, and found universal agreement could be reached about the determinants of the both as work stress. It has been discovered, though generally, that employee attitude and their job satisfaction alone cannot explain the reasons of employees stress. In their study two types of stress results have been referred to, one is physical stress and the other is mental.
Job satisfaction is the extent to which an employee is happy with his/her job. This can help to improve an employee’s positive attitude towards work. Stone (2005) has stated that job satisfaction is the degree to which employees have positive attitudes towards their jobs. According to Locke (1976), cited in Fulford (2005), job satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences. As aforementioned, employee turnover in the fast food industry is at a record high due to job dissatisfaction. Absenteeism has also multiplied owing to work related stress, as jobs in the industry are monotonous and not often rotated to develop their skills and performance, could bring about ultimate job satisfaction (Ukpere, 2007:).Ivancevich (2007) interjected that there should be a feeling of the right job so that employees can be productive, since workers spend one-third of their day at work and, therefore, require a good working conditions, working environment and co-operative co-workers in order to be comfortable in the workplace (Charner& Fraser, 2003). To keep employees satisfied, there must be for good remuneration, medical aid and fringe benefits in order to deliver good quality services. Workers satisfaction, almost tantamount to workers motivation. Employees tend to produce good quality work and good customer services when they are satisfied and motivated. Unsatisfied workers will result in high absenteeism, low quality outputs and high rate of employee turnover (Ivancevich, 2007). Poor satisfaction of worker may be as a result of poor working conditions, less fringe benefits, autocratic management style, and etcetera. Such vices have adverse implications on employee performance in the workplace, particularly in the fast food industry. Thus, job satisfaction has been recognized as an important factor in the fast food industry to ameliorate the negative attitudes of employees towards their job or organization as far as absenteeism and turnover are concerned (Vallen, 1993, cited in Fulford, 2005).
1.2	Statement Of The Problem
According to Lazarus (2003) stress is a phenomenon that is ubiquitous and multifaceted (Lazarus, 2003). This phenomenon can prove to be costly for organisations as it may become the cause of increased employee turnover (Villanueva and Djurkovic, 2009). The factor of stress becomes increasingly important in organisations and industries that are customer oriented. This is because employees have to face conflicting demands of company, customers and supervisors. These conflicts between employees and supervisors, employees and customers may give rise to dissonance for employees (Ruyter, Wetzels, and Feinberg, 2001).
Many researchers argue that stress at workplace has an impact on performance in one way or the other. Dean (2002) view work related stress as a leading cause for low productivity in the workplace. DCS Gaumail, (2003) believes stress affects the organizational outcomes such as decrease in performance, increase in absenteeism and dissatisfaction. In the same breadth, Desseller (2000) concurred that the consequences of organizational stress are far-reaching leading to reduction in the quality and quantity of job performance. According to Frost (2003) hardworking and valuable employees who experience negative experiences in the workplace, have their hopes dashed, their goals derailed and or their confidence undermined. He asserts that organization should endeavour to identify emotional pain, when it occurs and act to intervene, potentially lethal situations in the work place, can be reversed.
1.3	Objectives Of The Study  
The general objective of this study is to examine the impact of workplace stress on employees’ performance in De-united food industries, Ota. The specific objectives include the following:
i. to assess the impact of  heavy workload on employees performance.
ii. To assess the effect of physical stress on quality of job performance
1.4	Research Questions
The relevant research questions related to this study include the following:
i.     What is the impact of heavy workload on employees’ performance?
ii.     what is the effect of physical stress on quality of job performance
1.5	 Research Hypotheses
H01	Heavy workload has no significant impact on employees’ performance?
H02	Physical stress has no significant effect on quality of job performance?
1.6	Significance Of The Study
This study will be of immense benefit to other researchers who intend to know more on this study and can also be used by non-researchers to build more on their research work. This study contributes to knowledge and could serve as a guide for other study.
1.7	Scope Of The Study 
This study is intended to emphasize The Impact of Workplace Stress on Employees’ Performance in De-United Food Industries
1.8	Definition Of Terms 
Workplace: is a location where someone works, for their employer or themselves, a place of employment. Such a place can range from a home office to a large office building or factory. Stress: can be defined as any type of change that causes physical, emotional or psychological strain. 
[bookmark: _Toc434072618]Employees: a person working for another person or a business firm for pay. 
CHAPTER TWO
[bookmark: _Toc434072619]LITERATURE REVIEW
[bookmark: _Toc434072621]2.0	Conceptual Review     
2.1	Concept Of Workplace Stress
[bookmark: _Toc434072623]There are several definitions of, and much debate about, the meaning of stress. According to Yahaya (2011), Kwaku (2012) and Rahman (2013), stress is defined as a dynamic condition in which the individual is confronted with an opportunity, limitation, or demand related to what he or she wishes for and which the outcome is perceived to be both uncertain and important. Also Bashir (2010) defines stress as the force, pressure, or tension subjected upon an individual who resists these forces and attempts to maintain its true state. For the purpose of this study stress was comprehensively defined as “the harmful physical and emotional responses that occur when the requirements of the job do not match the capabilities, resources, or needs of the worker (Dollard, 2002).
Employee Performance
[bookmark: _Toc408863812]Rizwan, et al. (2014) defines employee performance as an individual level variable, or something a single person does. Bhatia (2006), states that employee performance is how a person does a piece of work. Employee performance is a mix of skills, knowledge, ability, attitude, effort and results; it involves quality and quantity of productivity, attendance at work, helpful nature and timeliness of output (AL-Homayan, et al., 2013).
[bookmark: _Toc434072626]Stress at Workplace
Currently employees use at least not less than eight hours for work (Maharaji, 2011). This does not incorporate travel hours to and from work on a daily basis. People today have to deal with others, not only work related stress but also deal with their personal interactions (Haybatollahi, 2009). Workers experience stress when they are dealing with circumstances where their health is negatively affected by their failure to deal with the demands of their settings (Sibisi, 2012).  
Dimension of Workplace Stress
Sibisi, (2012) argues that work stress has two main dimensions: Physiological stress and psychological stress. Physiological stress is observed as a physiological response of the body to different stressful causes at the workplace (Manning, 1986). This might consist of physiological responses such as: a headache, abdominal pain, heart palpitation and sleep disorder. Psychological stress is seen as an emotional response which has its origin from stimulus in the workplace. This might comprise emotional responses such as: anxiety, depression, burnout, irritability and frustration (Haybatollahi, 2009).
Types of Workplace Stress
There are two main kinds of workplace stress: eustress (good stress) and distress (terrible stress) (Sibisi, 2012). Eustress is a useful stress and is connected with constructive feelings and helpful results. Eustress happens when a person experience low level of stress (Park, 2007). Distress is a harmful stress and is related to negative emotions and negative results. This type of stress happens when a person recurrently experiences high levels of stress (Maharaj, 2011). The occurrence of eustress does not make poorer a person’s capacity to meet up job requirement (Ali et al, 2014). On the other side, a person who experiences distress stress is not capable to complete his/her job demand (Sibisi, 2012).
Mechanisms of Workplace Stress
Manning (1986) portrayed out that workplace stress has three mechanisms. These mechanisms consists of: causes of stress that are coming across the work environment, the insight and assessment of a particular stressor by an individual and the emotional response that are a response to pick out a stressor as intimidating (Sibisi, 2012). Spielberger’s State Trait model of work stress look on the apparent severity and occurrence of two main kinds of stressors: job pressures and lack of support (Spielberger, et al., 2003).
Effects of Workplace Stress
Stress at work is inevitable and, in many cases unwanted (Maharaj, 2011). Kavanagh, (2005) portrayed that at modest levels stress is a motivator, boosts job attention, and has positive effects on job satisfaction and organizational commitment while reducing turnover intention. When it happens to be excessive, it turns into disturbing, demotivating and yet dangerous. For an institution to do well, it is required that its employees work in a stress free atmosphere. Ali, et al. (2014) states that stressed workers are more likely to be unhealthful, poorly motivated, less productive and less safe at work. Likewise their organizations are less likely to do well in a competitive market. Kavanagh, (2005) argues that long term effects of work stress can lead to burnout, exhaustion, feelings of detachment, emotional exhaustion, and increase turnover intentions. It can also lead to physical problems, including muscle pain, stomach and intestinal problems, decreased fertility, and reduced immune system. Long term stress can also lead to feelings of anger, anxiety, fatigue, depression, and sleeping problems.In the healthcare profession, workplace stress has been shown to cause amplified errors in prescribing, limited team working, more patients’ complaints and sickness. It has also been shown to lead into psychological influences and bad lifestyle practices like smoking, over eating, drinking alcohols as well as serious chronic diseases like hypertension and heart disease (Al-Swalhah, 2013). 
Measurement of Work Stress
Zyl, (2002) calls for a proper procedure for measuring stress in the organizational environment.  Zyl, (2002) suggests that, stress level and reasons of stress, should not be linked, but should be measured jointly. A variety of techniques of measuring stress has been identified by (Zyl, 2002).
[bookmark: _Toc434072627]That the most important techniques which can be used to measured stress are the use of physiological dimensions where by responses of a person to stress (as a sign of stress) can be examined. Observation is another technique by which a person can be exposed to stressful circumstances where his or her behavior can then be observed. Self-assessment questionnaire is presented as another means of measuring work stress; questionnaires can be used in a variety of forms. Two frequently used forms are the Semantic scale and the Likert Scale. Through semantic scale, possible stressors inside the work place can be expressed in expressions of a range of feelings. In Likert Scale numeric values provided to items can provide a sign of the amount of stress experienced. Other techniques for measuring stress are non-structured interview and behavioral indicators.
Work Stress and Employees Performance
Much of the theoretical literatures on the relationship between work stress and employee performance focus on the negative performance effects of stress, but not all stress are bad (Kavanagh, 2005). Zyl (2002) underlines that stress is an essential part of life and does not constantly entail negative effects for the person concerned. In truth, certain modest levels of stress can really develop employee performance.
 Yerkes & Dodson (1966) as cited by Kavanagh, (2005) argued that there is inverted U relationship between work stress and employee performance. It was found that employee performance boost  with stress and resulting excitement to the best point and then reduces as stress and stimulation increase beyond this best. Some scholars suggest that there is a linear positive relationship between work stress and employee performance. For example, (Manzoor, et al., 2011; Kula, 2011) argues that at low levels of stress, challenge is absent and performance is poor. Best performance in their model appears at the uppermost level of stress.

2.1.2. [bookmark: _Toc434072625]Concept Of Employee Performance
Employees Performance Management
Performance management is a continuous practice for improving organizational performance by developing the performance of individuals and teams. It begins with the decision to recruitment an employee. It includes setting of performance criteria, monitoring and evaluation, feedback, action setting, learning and development activities (Armstrong, 2006). 
Objectives of Performance Management
Armstrong (2006) points out that the general objective of performance management is to make sure organization and its subsystems as well as individuals are optimally running jointly to attain the consequences preferred by the organization. Performance management has a broad diversity of functions, such as, staff performance, company performance, or in health care, health outcome performance measures. Since performance management attempts to support all the subsystems to attain consequences, the focus of performance management ought also to influence the management of an organization’s performance in general.
Elements of Performance Management 
The most important elements of performance management are agreement, measurement, feedback, positive reinforcement and conversation (Bhatia, 2006). It is concerned with measuring outputs compared with the anticipations spoken as goals. In this admiration, it focuses on targets, standards and performance appraisal or the base of performance management indicators (Gupta, 2007). 
Performance Measurements
Performance must be precisely measured so employees recognize where they can develop. Understanding where to get better should guide the teaching of employees to build up new skills. According to NSW, (2013) to be a precise gauge of performance, the gauge should be suitable and reliable, acceptable and feasible, specific, and based on the operation and aims. Armstrong, (2006) argued that employees performance can be measured trough achievement of objectives, competence, quality, contribution to team, customer care, working relationships, productivity, skills and aligning personal objectives with organizational goals.   
Performance Management Process 
Performance management process is an ongoing procedure of planning, reviewing and renewing the performance of an employee throughout the year. Through the process communication between employee and supervisor includes, clarifying expectations, setting objectives, identifying goals, providing feedback, and reviewing results (Armstrong, 2006).  Bhatia (2006) argues that performance management process focused in yearly performance review, this provides a framework to make sure employees attain results in the course of coaching and mutual feedback.
2.2	Theoretical Review
A variety of studies have identified specific models that they believe played an important role in developing the theoretical background for examining work stress. For the purpose of this study the following two theories are: the job demands-control model (Karasek, 1979) and Role theory (Kahn, et al. 1964). 
[bookmark: _Toc434072629]The Job Demands-Control Theory (JD-C)
According to this theory, work stress occurs when job demands are high and job decision control is low (Hsieh, et al. 2014). The Job Demand-Control(JD-C) model (Karasek, 1979) is based on the proposition that the interaction between job demands and job control is the key to explaining performance outcomes.  According to Karasek, the demand-control theory can effectively anticipate job performance. The theory proposed that when a person is under high work-demand and low work-control, some biological and psychological problems will occur and can lead to low job performance levels. When a person is under high work-demand and high work-control, he/she display more positive job performance levels. The concept of control has been recognised as an important component of the stress process. From the JD-C model it is clear that job demands and job control interact in such a way that it creates different psychological work experiences for a person, depending on the respective amount of job demands and job control (Karasek, 1979). The theory has been used in various studies on effects of job stress on employees’ job performance, for example, Shikieri, et al. (2013) and Ahmed, 2013).       
[bookmark: _Toc434072630]The Role Theory
Role Theory was developed in the 1960s and provides insight into the processes that distress the physical and emotional state of employees which in turn affects their workplace behaviour (Kahn, et al. 1964). As employee behaviour is directly connected to their work performance, understanding the determinants of employee’s behaviour in the workplace can allow organizations to maximize employee performance (Ahmed & Ramzan, 2013). In order to fulfill expected service outcomes “over the last decade human service agencies in most western economies have undergone major organizational restructuring and redefinitions of professional roles” (Layne, 2001). One of the basic buildings the role theory is that various occupational roles that a person engages in which may be stressful in spite of their actual occupation, suggesting that stress originates in a variety of work roles and may affect all workers.  Layne (2001) described six roles that felt were stressful in spite of an individual’s actual occupational choice. These six roles include: (i) role ambiguity; (ii) role insufficiency; (iii) role overload; (iv) role boundary; (v) responsibility; and (vi) physical environment. However, it may also be important to note that the theory was developed in the 1960s in an organizational context that is markedly different and perhaps less complex than that experienced today. This theory has been adopted in such studies as Layne (2001).
 However, Ahmed (2013) argues that while there is an agreement among researchers on the stress related terminologies adopted, it has been difficulty for the scholars to develop a coherent theory on work stress.
2.3.      Empirical Review
Safdar (2012) conducted a study in Pakistan on performance measurement and civil services reforms in public sector organizations. The main objective of the study was to investigate the area of employee performance measurement in the public sector organizations. The researcher employed survey research design. Job performance was measured in two dimensions; working performance and financial performance. Working performance was described in a form of employees’ achievement of organization objectives, employees’ production and objectivity of performance assessment method. Financial performance was measured in a form of monetary and non monetary benefits of the employees.  Job performance was measured with financial item of 6 inventories on a 5 point Likert scale. The researcher found that employees in the public sector organizations demonstrated moderate level of job performance
Kazmi, (2008) conducted a study on occupational stress and its effects on job performance. The main objective of the study was to examine the levels of job performance and the effect of job stress towards job performance in Hospital environment. The study employed a survey research design. Data was collected through questionnaires. Questions asked what employees think on their levels of performance and were describing performance in a form of quantity, quality, and timeliness. A five item Likert scale was used to measure the job performance level. The researcher found that half of the population had modest performance and about half had high performance. 
Azizollah, et al. (2013) and Muazza (2013) conducted an empirical study to assess the relationship between Job stress and performance among the hospitals nurses.  The main objective of their study was to examine stressors, stress level, and the impacts on nurses’ job performance. The research technique in the study was correlational descriptive. Survey questionnaire was used to collect the level of job stress to six sub scales; change, relationship, support, control, demand and role. Questions were based on a five point Likert scale form. The results of the researchers showed that participants agree to the questions differently, where by some respondents strongly perceived that the level of stress was high and a number of respondents reported that the level of stress was low. Thus, respondent experienced high levels of stress.
Shikieri and Musa (2011) conducted an empirical study on the effects of job stress towards employees’ performance in Sudanese universities. The main objective of the study was to determine the factors associated with occupational stress and their relationship with organizational performance. Questions on assessing the level of stress were based on a three point Likert scale form and were grouped into sections according to the job stressor they assessed. There were sections about role ambiguity and role conflict; promotion, development, training opportunity and feedback; participation in decision making and authority; workload; working condition and interpersonal relations. The researchers found that the staff in Sudanese university suffered from high job stress level.
Al-Omar (2003), Azizollah, et al. (2013), Kazmi, et al. (2008), Lutfi (2013) and Muaza (2013) examined the relationship between job stress and employee performance in hospital context. Data were obtained through questionnaire and analyzed using the statistical methods including descriptive statistics, spearman, correlation and multiple regressions. The analysis showed strong support for the hypothesis that there is an inverse relationship between job stress and job performance indicating that job stress in hospital environment result into low job performance.
Another study was carried out by AbuAlRub (2004) on the effects of job stress on job performance among hospital nurses in Jordan. Data was collected using a structured questionnaire after which descriptive statistics, Pearson product moment correlations and hierarchical regression techniques were used to analyze the data. The finding show a curvilinear (U-shaped) relationship between job stress and job performance; nurses who reported moderate levels of job stress performed their jobs less well than those who reported low or high levels of job stress.







[bookmark: _Hlk96677963][bookmark: _Hlk514855031][bookmark: _Hlk51852993][bookmark: _Hlk43998134][bookmark: _Hlk50551917][bookmark: _Hlk43817750][bookmark: _Hlk58000245][bookmark: _Hlk47520763][bookmark: _Hlk47009626][bookmark: _Hlk97035838][bookmark: _Hlk48545697][bookmark: _Hlk92724792][bookmark: _Hlk50018441][bookmark: _Hlk48291480][bookmark: _Hlk92871984][bookmark: _Hlk49949188][bookmark: _Hlk105578097][bookmark: _Hlk97817589][bookmark: _Hlk96345420][bookmark: _Hlk92453924][bookmark: _Hlk92356204][bookmark: _Hlk50391257][bookmark: _Hlk51246790][bookmark: _Hlk107564917][bookmark: _Hlk49763658][bookmark: _Hlk48637135][bookmark: _Hlk52784466][bookmark: _Toc434072666][bookmark: _Hlk195338975]CHAPTER THREE
RESEARCH METHODOLOGY
3.1	Introduction
This chapter covers the description and discussion on the various techniques and procedures used in the study to collect and analyze the data as it is deemed appropriate
3.2	Research Design 
For this study, the survey research design was adopted. The choice of the design was informed by the objectives of the study as outlined in chapter one. This research design provides a quickly efficient and accurate means of assessing information about a population of interest. It intends to study the impact of workplace stress on employees’ performance in de-united food industries. The study will be conducted in Lagos state.
3.3	Population of the Study
[bookmark: _Hlk117627320]The population for this study were staff of de-united food industries in Lagos state, Nigeria. A total of 134 respondents were selected from the population figure out of which the sample size was determined. The reason for choosing Lagos state is because of its proximity to the researcher.
3.4	Sample and Sampling Techniques	
The researcher used Taro Yamane’s formula to determine the sample size from the population.
Taro Yamane’s formula is given as;
	n	 = 	 N
		       1+N (e)2
Where	N = Population of study (134)
		n = Sample size (?)
		e = Level of significance at 5% (0.05)
		1 = Constant 
.:	n	=	134		=		    134		=	               134
		  1 + 134 (0.05)2		       1+134(0.0025)                                1+0.335
n	=		134		=	100
		       1.335
The sample size therefore is 100 respondents.
[bookmark: _Hlk51851290]3.5	Research Instrument and Instrumentation 
[bookmark: _Hlk98750355]Data for this study was collected from primary and secondary sources. The primary source of data collected was mainly the use of a structured questionnaire which was designed to elicit information on the impact of workplace stress on employees performance in de-united food industries. The secondary source of data collections were textbooks, journals and scholarly materials.


3.6	Validity of Instrument
[bookmark: page36]The instrument of this study was subjected to face validation. Face validation tests the appropriateness of the questionnaire items. This is because face validation is often used to indicate whether an instrument on the face of it appears to measures what it contains. Face validations therefore aims at determining the extent to which the questionnaire is relevant to the objectives of the study. In subjecting the instrument for face validation, copies of the initial draft of the questionnaire will be validated by supervisor. The supervisor is expected to critically examine the items of the instrument with specific objectives of the study and make useful suggestions to improve the quality of the instrument. Based on his recommendations the instrument will be adjusted and re-adjusted before being administered for the study.
3.7	Reliability of Instrument
The coefficient of 0.81 was considered a reliability coefficient because according to Etuk (1990), a test-retest coefficient of 0.5 will be enough to justify the use of a research instrument.
[bookmark: _Hlk98767343]3.8	Method of Data Analysis
[bookmark: _Hlk102401566]Data collected will be analyzed using frequency table, percentage and mean score analysis while the nonparametric statistical test (Chi- square) was used to test the formulated hypothesis using SPSS (statistical package for social sciences). Haven gathered the data through the administration of questionnaire, the collected data will be coded, tabulated and analyzed using SPSS statistical software according to the research question and hypothesis.  In order to effectively analyze the data collected for easy management and accuracy, the chi square method will be used for test of independence. Chi square is given as 
                             X2 =    ∑ (o-e)2
			          e
Where		X2 = chi square 
		o = observed frequency
		e = expected frequency 
Level of confidence / degree of freedom
When employing the chi – square test, a certain level of confidence or margin of error has to be assumed. More also, the degree of freedom in the table has to be determined in simple variable, row and column distribution, degree of freedom is: df = (r-1) (c-1)
Where; df = degree of freedom 
             r = number of rows
             c = number of columns.
In determining the critical chi _ square value, the value of confidence is assumed to be at 95% or 0.95. a margin of 5% or 0.05 is allowed for judgment error.
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DATA ANALYSIS AND INTERPRETATION
0. Introduction 
This chapter deals with the presentation and analysis of the result obtained from questionnaires. The data gathered were presented according to the order in which they were arranged in the research questions and simple percentage were used to analyze the demographic information of the respondents while the chi square test was adopted to test the research hypothesis.
0. Analysis of Demographic Data of Respondents
Table 1: Gender of Respondents
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Male
	65
	65.0
	65.0

	
	Female
	35
	35.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).

Table 1 above shows the gender distribution of the respondents used for this study. Out of the total number of 100 respondents, 65respondents which represent 65.0percent of the population are male. 35 which represent 35.0 percent of the population are female.
Table 2: Age range of Respondents
	[bookmark: _Hlk57203702]
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	20-30years
	15
	15.0
	15.0

	
	31-40years
	10
	10.0
	25.0

	
	41-50years
	25
	25.0
	50.0

	
	51-60years
	20
	20.0
	70.0

	
	above 60years
	30
	30.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 2 above shows the age grade of the respondents used for this study. Out of the total number of 100 respondents, 15 respondents which represent 15.0percent of the population are between 20-30years. 10respondents which represent 10.0percent of the population are between 31-40years. 25respondents which represent 25.0percent of the population are between 41-50years. 20respondents which represent 20.0percent of the population are between 51-60years. 30respondents which represent 30.0percent of the population are above 60years.
Table 3: Educational Background of Respondents
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	FSLC
	20
	20.0
	20.0

	
	WASSCE/GCE/NECO
	25
	25.0
	45.0

	
	OND/HND/BSC
	35
	35.0
	80.0

	
	MSC/PGD/PHD
	15
	15.0
	95.0

	
	OTHERS
	5
	5.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 3 above shows the educational background of the respondents used for this study. Out of the total number of 100 respondents, 20 respondents which represent 20.0percent of the population are FSLC holders. 25 which represent 25.0percent of the population are SSCE/GCE/WASSCE holders. 35 which represent 35.0percent of the population are OND/HND/BSC holders. 15 which represent 15.0percent of the population are MSC/PGD/PHD holders. 5 which represent 5.0percent of the population had other type of educational qualifications.
[bookmark: _Hlk102483930]Table 4: Marital Status
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Single
	30
	30.0
	30.0

	
	Married
	55
	15.0
	45.0

	
	Divorced
	5
	20.0
	65.0

	
	Widowed
	10
	15.0
	80.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025). 
Table 4 above shows the marital status of the respondents used for this study. 30 which represent 30.0percent of the population are single. 55 which represent 55.0percent of the population are married. 5 which represent 5.0percent of the population are divorced. 10 which represent 10.0percent of the population are widowed.


4.3	Analysis of Psychographic Data
Table 5: The workload in my position is excessive
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	30
	30.0
	30.0

	
	Agree
	42
	42.0
	72.0

	
	Undecided
	10
	10.0
	82.0

	
	Disagree
	10
	10.0
	92.0

	
	Strongly disagree
	8
	8.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 5 shows the responses of respondents if the workload in their position is excessive. 30 respondents representing 30.0percent strongly agreed that the workload in their position is excessive. 42 respondents representing 42.0percent agreed that the workload in their position is excessive. 10 respondents representing 10.0 percent were undecided. 10 respondents representing 10.0percent disagreed that the workload in their position is excessive. 8 respondents representing 8.0percent strongly disagreed that the workload in their position is excessive.
Table 6: There is clear communication and direction from management
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	60
	60.0
	60.0

	
	Agree
	25
	25.0
	85.0

	
	Undecided
	10
	10.0
	95.0

	
	Disagree
	5
	5.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 6 show the responses of respondents if there is clear communication and direction from management. 60 of the respondents representing 60.0percent strongly agree there is clear communication and direction from management. 25 of the respondents representing 25.0percent agree there is clear communication and direction from management. 10 of them representing 10.0percent were undecided. 5 of the respondents representing 5.0percent disagree that there is clear communication and direction from management.
Table 7: I have sufficient control over my work tasks and decision-making
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	25
	25.0
	25.0

	
	Agree
	32
	32.0
	57.0

	
	Undecided
	13
	13.0
	70.0

	
	Disagree
	15
	15.0
	85.0

	
	Strongly disagree
	15
	15.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 7 shows the responses of respondents if they have sufficient control over their work tasks and decision-making. 25 of the respondents representing 25.0percent strongly agree that they have sufficient control over their work tasks and decision-making. 32 of the respondents representing 32.0percent agree that they have sufficient control over their work tasks and decision-making. 13 of the respondents representing 13.0percent were undecided. 15 of the respondents representing 15.0percent disagree that they have sufficient control over their work tasks and decision-making. 15 of the respondents representing 15.0percent strongly disagree that they have sufficient control over their work tasks and decision-making.
.Table 8: I receive adequate support and resources to perform my job effectively
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	65
	65.0
	65.0

	
	Agree
	30
	30.0
	95.0

	
	Disagree
	3
	3.0
	98.0

	
	Strongly disagree
	2
	2.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 8 show the responses of respondents if they receive adequate support and resources to perform their job effectively. 65 of the respondents representing 65.0percent strongly agree that they receive adequate support and resources to perform their job effectively. 30 of the respondents representing 30.0percent agree that they receive adequate support and resources to perform their job effectively. 3 respondents representing 3.0percent were undecided. 3 of the respondents representing 3.0percent disagree that they receive adequate support and resources to perform their job effectively. 2 of the respondents representing 2.0percent strongly disagree that they receive adequate support and resources to perform their job effectively.
Table 9: I consistently meet the performance expectations set by my supervisor
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	30
	30.0
	30.0

	
	Agree
	42
	42.0
	72.0

	
	Undecided
	10
	10.0
	82.0

	
	Disagree
	10
	10.0
	92.0

	
	Strongly disagree
	8
	8.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).
Table 9 shows the responses of respondents if they consistently meet the performance expectations set by their supervisor. 30 respondents representing 30.0percent strongly agreed that they consistently meet the performance expectations set by their supervisor. 42 respondents representing 42.0percent agreed that they consistently meet the performance expectations set by their supervisor. 10 respondents representing 10.0 percent were undecided. 10 respondents representing 10.0percent disagreed that they consistently meet the performance expectations set by their supervisor. 8 respondents representing 8.0percent strongly disagreed that they consistently meet the performance expectations set by their supervisor.
Table 10: I believe that workplace stress affects my ability to perform at my best
	
	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Strongly agree
	25
	25.0
	25.0

	
	Agree
	32
	32.0
	57.0

	
	Undecided
	13
	13.0
	70.0

	
	Disagree
	15
	15.0
	85.0

	
	Strongly disagree
	15
	15.0
	100.0

	
	Total
	100
	100.0
	


Source: Field Survey (2025).

Table 10 shows the responses of respondents if they believe that workplace stress affects their ability to perform at their best. 25 of the respondents representing 25.0percent strongly agree that workplace stress affects their ability to perform at their best. 32 of the respondents representing 32.0percent agree that workplace stress affects their ability to perform at their best. 13 of the respondents representing 13.0percent were undecided. 15 of the respondents representing 15.0percent disagree that workplace stress affects their ability to perform at their best. 15 of the respondents representing 15.0percent strongly disagree that workplace stress affects their ability to perform at their best.
4.3 Test of Hypothesis  
Ho1: There is no significant social and environmental policies on organizational performance.
Decision rule: Reject the null hypothesis if the Asymp level of significant is less than 0.05. Otherwise, do not reject the null hypothesis.

Table 4.8 Test of hypothesis table one
	Test Statistics

	

	There is no significant social and environmental policies on organizational performance

	Chi-Square
	                                                                                                     23.876a

	Df
	                                                                                                               3

	Asymp. Sig.
	                                                                                                         .030

	a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 25.0.


Conclusion
Since the Asymp Sig. level of this the test is 0.030 which is far much lower than the 0.05 acceptance region, we therefore reject the null hypothesis and conclude that there is a significant social and environmental policies on organizational performance.  
Ho2: physical stress has no significant effect on quality of job performance
Decision rule: Reject the null hypothesis if the Asymp level of significant is less than 0.05. Otherwise, do not reject the null hypothesis.





Table 4.8 Test of hypothesis table one
	Test Statistics

	

	There is no significant social and environmental policies on organizational performance

	Chi-Square
	                                                                                                     23.876a

	Df
	                                                                                                               3

	Asymp. Sig.
	                                                                                                         .030

	a. 0 cells (0.0%) have expected frequencies less than 5. The minimum expected cell frequency is 25.0.


Conclusion
Since the Asymp Sig. level of this the test is 0.030 which is far much lower than the 0.05 acceptance region, we therefore reject the null hypothesis and conclude that physical stress has no significant effect on quality of job performance.


CHAPTER FIVE
[bookmark: _Toc434072667]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Introduction
This chapter draw the conclusion, summary, and recommendations for the findings obtained from this study in chapter four. Therefore, the chapter has the following subsections; summary, conclusion, recommendations, and recommendation for future research.  
[bookmark: _Toc434072669]5.1	Summary of the Finding
The study planned to cover three (2) specific objectives from which the researcher extracted respective research questions. Firstly, the researcher sought to find out how employees at De-united food industries, ota; the results from this study indicated that employees at De-united food industries, ota have high performance. Secondly, the researcher wanted to find out stress levels among employees at De-united food industries Otta. According to study findings, the majority of employees indicated that they experience moderate level of work stress whereby heavy workload and role responsibility found to be the most contributor to work role stressors to the levels of work stress compared to physical environment.
Thirdly, the study sought to determine whether employees’ quality of job performance is affected by physical stress. The findings of this study reveal that there is a significant positive relationship between physical stress and employees’ quality of job.  Work place stress affects the performance of employees negatively 
[bookmark: _Toc434072670]5.2	Conclusion
It can be concluded that (i) work place stress significantly negatively affects performance of De-united food industries, ota; (ii) from the low adjusted R-square statistics, either employee performance at De-united food industries, ota  is predicted by a whole bunch of factors other than work place stress, or the relationship may not be linear.
[bookmark: _Toc434072671]5.3	Recommendations
The results of this study give information for stakeholders at De-united food industries, ota, with a variety of programmes for managing for example, stakeholders at De-united food industries employees should create training programs for on how to handle stress resulted from their daily activities at the organisation. 
Moreover, the De-united food industries, management can create social or cultural activity that can facilitate to gather employees, making seminars for open dialogue to share feelings, perspectives, and experiences, or scheduling of social events where employees  involve in culturally relevant activities together.
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APPENDIX I
QUESTIONNAIRE
INSTRUCTION: Please endeavor to complete the questionnaire by ticking the correct answer (s) from the options or supply the information where necessary.
1. Gender
a. Male
b. Female
2. Age range
a. 20-30
b. 31-40
c. 41-50
d. 51-60
e. Above 60
3. Educational qualification
a. FSLC
b. WASSCE/GCE/NECO
c. OND/HND/BSC
d. MSC/PGD/MBA/PHD
e. Others
4. Marital Status
a. Single
b. Married
c. Divorced
d. Widowed
SECTION B
QUESTIONS ON THE IMPACT OF WORKPLACE STRESS ON EMPLOYEES PERFORMANCE IN DE-UNITED FOOD INDUSTRIES
5. The workload in my position is excessive
a. [bookmark: _Hlk516210317]Strongly agreed
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed
6. There is clear communication and direction from management
a. Strongly agreed
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed
7. I have sufficient control over my work tasks and decision-making
a. Strongly agreed
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed
8. I receive adequate support and resources to perform my job effectively
a. Strongly agreed
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed
9. I consistently meet the performance expectations set by my supervisor
a. Strongly agreed
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed
10. I believe that workplace stress affects my ability to perform at my best
a. Strongly agreed			
b. Agreed
c. Undecided
d. Disagreed
e. Strongly disagreed



