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Abstract
This study investigates the influence of stress management practices on employee output at Kwara State College of Education, Ilorin. The primary objective was to examine how effective stress management techniques impact the performance and productivity of employees within the institution. A quantitative research approach was adopted, utilizing a structured questionnaire to collect primary data from a sample of 218 respondents. Data analysis was conducted using SPSS version 23 to test three formulated hypotheses.
Findings revealed that stress management practices significantly affect employee output, and that positive workplace relationships, job design, and organizational support play key roles in reducing stress and enhancing performance. The study concludes that effective stress management is essential for maintaining employee well-being and sustaining optimal productivity. Based on the findings, the study recommends the adoption of flexible working hours and the creation of a supportive work environment to minimize stress levels among employees.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Study
Stress is an inevitable aspect of modern life and an integral part of the human experience. In contemporary societies, individuals are frequently exposed to varying degrees of stress due to the fast-paced nature of work and increasing responsibilities (Cooper, Dewe & O'Driscoll, 2001). Stress becomes particularly critical within the workplace, where employees often face pressure from deadlines, workload demands, interpersonal conflicts, and organizational changes.
Psychologically, stress is viewed as a disruption to an individual's mental equilibrium, often resulting in adverse effects on behavior, health, and performance (Lazarus & Folkman, 1984). In the organizational context, stress can have a dual nature—it can either enhance performance when kept within manageable limits (eustress) or deteriorate it when excessive (distress). While a certain level of stress may act as a motivator, persistent stress can impair job performance, reduce employee morale, and lead to absenteeism and health issues (Quick, Cooper, Gavin, & Quick, 2008).
Workplace stress has become a global phenomenon. The International Labour Organization (ILO) refers to occupational stress as a "global epidemic," affecting workers across industries and continents (ILO, 2016). In Nigeria, the problem is exacerbated by socio-economic challenges such as job insecurity, inadequate salaries, poor working conditions, and insufficient organizational support systems. Educational institutions, such as polytechnics, are not exempt. Employees at institutions like Kwara State College of Education, Ilorin, face work-related stress stemming from academic workload, administrative duties, resource limitations, and pressure to meet performance targets.
Stress management practices, therefore, are vital in mitigating the harmful effects of workplace stress. These practices may include counseling services, employee wellness programs, workload management, flexible working conditions, and fostering a supportive work environment (Greenberg, 2011). When properly implemented, such strategies can enhance employee well-being, productivity, and overall organizational effectiveness.
Given this backdrop, this study seeks to evaluate the stress management practices at Kwara State College of Education and how they influence employee output. Understanding the relationship between stress and performance is crucial for developing policies that promote healthier work environments and improved institutional performance.
1.2 Statement of the Problem
Over the past decade, increasing attention has been given to the topic of work-related stress and its negative consequences on employee performance. However, despite the growing awareness, many organizations in Nigeria, including public educational institutions like Kwara State College of Education, still lack effective stress management frameworks.
Employees in academic environments experience stress from teaching overloads, administrative bottlenecks, student-related pressures, and institutional politics. These stressors manifest in the form of anxiety, depression, fatigue, and even physical health conditions such as high blood pressure. According to Lawal (2006), stress can lead to emotional exhaustion, low self-esteem, forgetfulness, and impaired cognitive function. These symptoms, in turn, reduce employee performance, increase absenteeism, and hinder the achievement of institutional goals.
The core problem, therefore, lies in the gap between the presence of workplace stress and the implementation of adequate management strategies. This study is designed to explore how stress—particularly in forms like anxiety, depression, and high blood pressure—affects employee output and what management practices can be adopted to mitigate these effects at Kwara State College of Education, Ilorin.
1.3 Research Questions
i. What is the relationship between anxiety and employee performance at Kwara State College of Education?
ii. How does depression affect employee performance?
iii. What is the effect of high blood pressure (HBP) on employee performance?


1.4 Objectives of the Study
The main objective of this study is to examine the influence of stress management practices on employee output at Kwara State College of Education, Ilorin. The specific objectives are to:
i. Examine the relationship between anxiety and employee performance.
ii. Investigate how depression relates to employee performance.
iii. Assess the impact of high blood pressure (HBP) on employee performance.
1.5 Research Hypotheses
Ho₁: There is no significant relationship between anxiety and employee performance.
Ho₂: There is no significant relationship between depression and employee performance.
Ho₃: There is no significant relationship between high blood pressure (HBP) and employee performance.
1.6 Significance of the Study
This study is significant for several reasons. Firstly, it will contribute to the growing body of literature on occupational stress and its management, particularly within the Nigerian context. Secondly, it will provide valuable insights to the management of Kwara State College of Education and other educational institutions on how stress affects employee output. The findings could guide the formulation of policies aimed at reducing stress and enhancing productivity. Lastly, the study may serve as a reference for future researchers interested in exploring similar topics within other sectors or organizations.
1.7 Scope of the Study
This study focuses specifically on Kwara State College of Education, Ilorin. It will examine how stress-related conditions such as anxiety, depression, and high blood pressure impact the performance of academic and non-academic staff. Data will be collected through questionnaires distributed among selected staff within the institution.
1.8 Definition of Terms
· Stress: A physical, mental, or emotional strain or tension resulting from adverse or demanding circumstances.
· Stress Management: A set of techniques and programs intended to help individuals deal more effectively with stress in their lives by analyzing the specific stressors and taking positive actions to minimize their effects.
· Employee Output: The level of productivity or work performance delivered by an employee within a given timeframe.
· Anxiety: A feeling of worry, nervousness, or unease about something with an uncertain outcome, often accompanied by physical symptoms.
· Depression: A common and serious mood disorder that negatively affects how a person feels, thinks, and acts.
· High Blood Pressure (HBP): A medical condition in which the force of the blood against artery walls is too high, often linked to stress and contributing to serious health risks.
· Psychotherapy: Treatment of mental disorder by psychological rather than medical means, often involving stress management strategies.


CHAPTER TWO
LITERATURE REVIEW
2.1 Introduction
This chapter provides a comprehensive review of relevant literature on stress management practices and their influence on employee output, with a specific focus on Kwara State College of Education, Ilorin. The aim is to explore existing conceptual, theoretical, and empirical perspectives related to job stress, the roles of management in stress control, workplace stress management strategies, and the implications of stress on employee health and performance.
2.2 Conceptual Framework
2.2.1 Job Stress and Performance
Job stress is commonly viewed as the harmful physical and emotional responses that occur when job requirements do not match the capabilities, resources, or needs of the worker (Alex, 2016). It arises when pressures at the workplace exceed the employee’s ability to cope, resulting in adverse effects on performance and well-being. Work-related stress at institutions like Kwara State College of Education may result from excessive workload, unclear job roles, or lack of control over job activities.
Hughes (2019) posits that the degree of stress experienced is largely subjective and depends on individual appraisal of work demands. Factors such as gender, age, family responsibilities, personality traits, and prior experiences all influence how individuals perceive and react to stressors. Thus, the same work situation may be stimulating for one employee and overwhelming for another.
The National Association of Mental Health (NAMH, 2020) emphasizes the role of personality and coping strategies in mediating the impact of stress. For instance, extroverted employees might struggle in isolated roles, while introverts might find socially demanding tasks stressful. Furthermore, stress should not be confused with pressure—while pressure can enhance motivation and performance in the short-term, sustained high pressure can deteriorate mental and physical health (Parasuraman & Hancock, 2001).
The Health and Safety Executive (HSE, 2018) identifies six key factors that contribute to workplace stress:
· Demands: Overwork, difficult working conditions, and long hours.
· Control: Limited autonomy in decision-making increases stress.
· Support: Lack of managerial and peer support can exacerbate stress.
· Relationships: Poor workplace relationships and bullying intensify stress levels.
· Role: Ambiguity or conflict in job roles leads to confusion and stress.
· Change: Poorly managed organizational change increases uncertainty and tension.
In academic institutions like Kwara State College of Education, these stressors can significantly influence lecturers’ and non-academic staff's ability to perform optimally. Additionally, Palmer et al. (2004) suggest a seventh stressor—organizational culture—which encompasses how the institution acknowledges and manages stress.
2.2.2 Effects of Stressors on Job Performance
According to Ariyo (2018), stressors impact job performance through both direct and indirect pathways. Direct effects stem from physical workload or environmental demands, while indirect effects involve psychological responses such as anxiety, frustration, or demotivation. This distinction is important in understanding how staff at educational institutions may perform poorly not just due to workload, but due to internalized psychological strain.
Andre (2001) supports the transactional model of stress, which emphasizes the importance of individual perception. If an employee perceives a task as stressful, regardless of its actual difficulty, their performance may decline. At Kwara State College of Education, staff facing time pressure during exam periods or accreditation exercises may experience both physical fatigue and mental distress, which collectively affect productivity.
Thus, stress cannot be viewed solely as a response to external workload—it involves a cognitive appraisal process that determines whether a situation is threatening and whether the individual believes they can cope with it.
2.2.3 Effects of Workload on Job Performance
Research by Hancock and Desmond (2001) acknowledges that workload, though often separated from psychological stress, is a significant determinant of performance. Excessive workload can drain cognitive and physical resources, leading to burnout or reduced efficiency. At Kwara State College of Education, workload may include administrative duties, research obligations, and teaching responsibilities, all of which can become overwhelming if not balanced properly.
Hilburn and Jorna (2001) distinguish between task load—the objective demands of a task—and workload—the subjective experience of those demands. While two employees may perform the same duties, one may feel overburdened and the other may not, depending on individual capacity and stress tolerance.
Wickens (2001) points out that workload is similar to stress in that it reflects the interaction between job demands and available resources. When workload exceeds an individual's coping ability, performance declines, and errors increase.
2.2.4 Measurement of Job Stress and Workload
Measuring stress and workload is complex due to their subjective nature. Muscio (1920) argued that any valid definition of a phenomenon requires a way to measure it. Gopher and Braune (1984) highlight the use of subjective self-reports and physiological indicators in workload measurement, although findings are often inconsistent.
For example, Shostak and Peterson (1990) found no significant correlation
between physiological arousal and self-reported anxiety, while Zeier (1994) reported a strong link between perceived workload and cortisol release. Krausman et al. (2002) also found that physiological responses such as heart rate corresponded with both subjective exertion and performance decreases.
Given these contradictions, Stokes and Kite (2001) warn against over-reliance on physiological markers alone in stress studies. At Kwara State College of Education, a combination of self-reports, absenteeism records, and productivity metrics may offer a more accurate picture of stress and its impact on output.
2.2.5 The Effect of Job Stress on Attention
Stress has been shown to affect attention and information processing. Parasuraman and Hancock (2001) assert that under stress, attention becomes narrowed, with individuals focusing intensely on central tasks while ignoring peripheral information. While this can improve performance on simple, routine tasks, it hinders performance on complex or multitasking activities where broader awareness is needed.
In the context of Kwara State College of Education, a staff member under stress might focus solely on completing immediate tasks, such as grading scripts, while neglecting long-term responsibilities like curriculum development or student mentoring. Such narrowed focus could impair overall job quality and institutional performance.
Threat-related stimuli tend to dominate attention during stress, which may lead staff to overestimate dangers (e.g., fear of job loss) and underestimate support systems. This cognitive bias, when unaddressed, further deteriorates job satisfaction and engagement.
2.2.6 The Effect of Job Stress on Memory
Stress is widely recognized for its detrimental effects on cognitive functions, especially memory. Ogundeji (2017) emphasized that stress primarily disrupts working memory, impairing an individual's ability to encode, store, and retrieve information efficiently. Although the exact mechanisms behind these impairments remain unclear, it is believed that encoding and maintenance processes are most affected under stressful conditions.
One possible explanation is the reduction in available cognitive resources due to stress-induced distraction and mental fatigue. Stress may shorten the time these resources are accessible or divert them to competing demands, resulting in decreased memory efficiency. However, limited research has been conducted to determine the exact stages of memory processing—encoding, rehearsal, or retrieval—that are most vulnerable to stress (Ogundeji, 2017). For employees in an academic environment like Kwara State College of Education, this has serious implications, particularly for staff involved in administrative and academic decision-making that require high cognitive input.
2.2.7 Effects of Job Stress on Memory Overload
A foundational understanding of memory structure is vital to comprehend how stress affects memory. According to Baddeley (1986), working memory is a limited-capacity system responsible for temporarily holding and processing information needed for complex cognitive tasks such as learning, reasoning, and comprehension. His model proposed three components: the central executive, which supervises attention and coordinates two subsystems—the phonological loop (verbal and auditory information) and the visuospatial sketchpad (visual and spatial information).
Stress taxes this already limited system. Divided attention and multitasking—common in many high-pressure work environments like polytechnics—further deplete cognitive resources, resulting in a decline in working memory performance. Thus, employees under stress may experience difficulty performing routine duties that require concentration, such as data entry, curriculum planning, and communication tasks (Baddeley, 1986).
2.2.8  Effects of Job Stress on Memory and Anxiety
Working memory is particularly susceptible to anxiety-related stress. Research shows that while long-term memory is relatively stable under stress, working memory is significantly affected. Anxiety, a prevalent form of stress, impairs attention and diverts mental resources toward worry and intrusive thoughts, reducing working memory capacity (Eysenck, 1992; Ashcraft, 2002).
Ashcraft and Kirk (2001) examined the effects of math-related anxiety on working memory performance. Their findings revealed that individuals with high levels of anxiety demonstrated slower and more deliberate processing, particularly when performing cognitive tasks like mental arithmetic. This effect is attributed to reduced cognitive efficiency due to internal distractions such as worry—a core symptom of anxiety.
In a dual-task experiment, Ashcraft and Kirk found that highly anxious individuals performed significantly worse on memory tasks when paired with an additional task. The difficulty was especially pronounced in tasks requiring mental manipulation (e.g., arithmetic with carrying), suggesting that anxiety consumes resources that would otherwise be dedicated to cognitive performance.
Eysenck and Calvo (1992) described this phenomenon in their Processing Efficiency Theory, which posits that anxiety reduces the efficiency—but not necessarily the effectiveness—of cognitive processing. This theory helps explain why even capable staff members at institutions like Kwara State College of Education might underperform when experiencing job stress, not because of a lack of ability, but because of reduced resource availability for task execution.
2.2.9 The Effects of Stress on Judgment and Decision-Making
Stress not only impairs memory but also adversely affects judgment and decision-making—two critical elements of employee output. Decision-making is often considered the behavioral output of cognitive judgments, shaped by memory, attention, and appraisal systems (Hammond, 1980; Deutsch & Deutsch, 1963).
Under stress, individuals tend to rely more heavily on habitual or familiar decision strategies, even if they are no longer effective (Staw, Sandelands & Dutton, 1981). This cognitive rigidity results in fewer alternatives being considered and a tendency to persist with ineffective methods—a behavior detrimental to problem-solving and innovation in organizational settings like Kwara State College of Education.
Research by Broder (2000, 2003) and Keinan (1987) found that stress leads to narrowed attention, reduced information scanning, and premature closure in decision-making processes. Similarly, Dougherty and Hunter (2003) observed that under high stress, individuals show increased reliance on heuristics (mental shortcuts), leading to biased or suboptimal decisions.
At the team and organizational level, these impairments can manifest in poor coordination, flawed policy implementation, and resistance to change—issues particularly critical in educational institutions that must adapt to evolving academic and administrative challenges.
2.2.10 Implications for Stress Management Practices at Kwara State College of Education
Given the documented effects of stress on cognitive performance, it becomes imperative for institutions like Kwara State College of Education to adopt effective stress management strategies. These may include:
· Cognitive-behavioral interventions to help employees reframe stress-inducing thoughts.
· Time management training to reduce cognitive overload.
· Organizational support systems, including counseling services and stress-awareness workshops.
· Work redesign and role clarity, which can reduce job ambiguity and perceived overload.
Such practices not only protect employees' mental health but also ensure that cognitive resources are preserved, thus improving judgment, memory, and overall employee output.
2.2.11 Effects of Stress on Individual Judgment and Decision Making
In general, individual judgment and decision making is degraded under stressful conditions. However, just what elements are degraded and in what ways are less clear and are a much more complex issue. It has already been argued that stress can lead to hyper vigilance, a state of disorganized and somewhat haphazard intentional processing. Janis and Mann (1977) were the first to formalize these observations under their decision-conflict theory.
According to this theory, hyper vigilance results in a frantic search, rapid intentional shifting, and a reduction in the number and quality of alternatives considered. Ultimately, this state leads to degraded judgment and decision making several.
2.2.11	Transformational and transactional leader behavior
The majority of papers that have been publish since the review in Yarker et al. (2007) have focused on the link between transformational, transactional and or Iaissez-faire leader behaviours and well-being. Hetland, Scandal & Johnsen (2007) examined the relationship between perceived leading style and employee burout. Results indicated that having a supervisor who showed transformational leadership was related to lower cynicism and higher professional efficacy in employees.
Further passive avoidant leadership styles were found to be related to higher professional efficacy in employees. Interestingly, transactional leadership was not linked to any of the elements of burnout, leading the authors to include that negative leadership behaviours are more important for burnout than perception of positive leadership styles.
Turner, Barling, Kelloway & McKee (2007) reported results from two studies which revealed that the meaning that individuals ascribe to their work mediates the relationship between transformational leadership and positive well-being.
This suggests that being managed by someone who shows transformational leadership behaviour may increase perceptions of meaningfulness of work, which in turn has a positive impact on psychological well-being. This research adds to the range of positive mental health effects found to be associated with a transformational leadership style and takes an important step towards examining the potential mechanisms or mediators through which leadership style impacts on employee well-being.
Two studies link laissez-fair leadership and supervisory bullying behaviours. A study by Skogstad, Einarsen, Torsheim, Aasland & Hetland (2007) found that laissez faire leadership was positively correlated with role conflict and role ambiguity in employees, and was also related to increased numbers of employees’ conflicts. Further, trough path modeling it was found that laissez-faire leadership was directly associated with employees; experience of bullying.
In a related study, Hauge, Skogstad, & Einarsen (2007) also found the link between laissez-faire leadership and bullying and that, where immediate supervisors avoided intervening in and managing the stressful situation, bullying was more likely to occur.
2.2.13	Stress Management Programs at the Workplace.
Various studies have examined the effectiveness of stress management programs and found them to help reduce symptoms associated with stress (Bernier & Gaston, 1989; Saunders, Driskell, Johnston, & Salas, 1996; Zakowski, Hall, & Baum, 1992). Kagan, and Watson (1995) implemented a psych educational stress management program on emergency medical service workers over a three year period that include nine and 16 month follow ups. This rather extensive investigation demonstrated the positive effect of the program across a variety of domains to include measures of emotional health such as depression, anxiety, strain, depersonalization, and a sense of accomplishment as well as at least one measure of behavioral outcome –the number of commendation letters from customers doubled following the training.
Murphy (1996) also investigated the efficacy of stress management programs. Following his 20- year review, encompassing numerous programs, he concluded that stress management approaches that combined techniques were most effective. Humara (2002) also conducted a review of such programs (for sports performance) and found several common mechanisms across the programs evaluated. The results of his review indicate that programs that include the following concepts tend to be the most effective at improving performance and reducing anxiety: goal-setting, positive thinking, situation restructuring, relaxation, focused attention, and imagery and mental rehearsal.
Other researchers have examined various components within these programs as mechanism for stress reduction. Dandoy and Goldstein (1990) found that intellectualization statements resulted in positive coping. Specifically, these investigators showed that being exposed to statements that encouraged emotional detachment and analytical observation of explicit industrial accidents on videotape (i.e., table saw injury) lowered levels of physiological arousal in subjects and enhanced their recall of events. Shipley and Baranski (2002) investigated the effect of a visualization strategy (visuo-motor behavior rehearsal) on stressful police scenarios. Visuo-moto behavior rehearsal, like many other visualization techniques, requires individuals to imagine in vivid detail the perfect performance of some act, prior to engaging in the act. For example, using this strategy with a professional downhill skier would entail having him repeatedly practice a flawless run down the mountain. The protocol calls for as much details and imaginable reality as possible to enhance the visualized experience. There are several theories as to why such techniques are effective. For example, some have posited that visualization can result in muscle contraction similar to that experienced in the actual performance of the act when the visualization is vivid and realistic.
Other researchers argue that visualization provides a relaxed setting in which to practice and problem-solve performance prior to the actual event. This may reduce both the novelty of the situation and anxiety or stress otherwise associated with the performance. In the case of Shipley and visualization techniques reported experiencing less anxiety and improved their performance in subsequent test scenarios. Caldwell (1997) determined that pilots were able to improve restfulness and restore their sleep patterns after using a self-administered relaxation therapy. He and his colleague have also shown that various pharmacological interventions, central nervous system stimulants can be incorporated into stress management procedures to improve performance, mood ratings, and physiologic measures alertness (Caldwell, 2001; Caldwell & Gilreath, 2002).
2.1.14	Concept of anxiety
According to Alex (2016), anxiety is a feeling of fear, dread, and uneasiness. It might cause you to sweat, feel restless and tense, and have a rapid heartbeat. It can be a normal reaction to stress. For example, you might feel anxious when faced with a difficult problem at work, before taking a test, or before making an important decision. It can help you to cope. The anxiety may give you a boost of energy or help you focus. But for people with anxiety disorders, the fear is not temporary and can be overwhelming.
What are anxiety disorders?
Anxiety disorders are conditions in which you have anxiety that does not go away and can get worse over time. The symptoms can interfere with daily activities such as job performance, schoolwork, and relationships.
What are the types of anxiety disorders?
There are several types of anxiety disorders, including:
· Generalized anxiety disorder (GAD).People with GAD worry about ordinary issues such as health, money, work, and family. But their worries are excessive, and they have them almost every day for at least 6 months.
· Panic disorder. People with panic disorder have panic attacks. These are sudden, repeated periods of intense fear when there is no danger. The attacks come on quickly and can last several minutes or more.
· Phobias. People with phobias have an intense fear of something that poses little or no actual danger. Their fear may be about spiders, flying, going to crowded places, or being in social situations (known as social anxiety).
What causes anxiety disorders?
The cause of anxiety is unknown. Factors such as genetics, brain biology and chemistry, stress, and your environment may play a role.
Who is at risk for anxiety disorders?
The risk factors for the different types of anxiety disorders can vary. For example, GAD and phobias are more common in women, but social anxiety affects men and women equally. There are some general risk factors for all types of anxiety disorders, including:
· Certain personality traits, such as being shy or withdrawn when you are in new situations or meeting new people
· Traumatic events in early childhood or adulthood
· Family history of anxiety or other mental disorders
· Some physical health conditions, such as thyroid problems or arrhythmia
2.1.15	Concept of High Blood Pressure
According to Olowe (2019), High Blood Pressure, also called hypertension, is blood pressure that is higher than normal. Your blood pressure changes throughout the day based on your activities. Having blood pressure measures consistently above normal may result in a diagnosis of high blood pressure (or hypertension).
The higher your blood pressure levels, the more risk you have for other health problems, such as heart disease, heart attack, and stroke.
Your health care team can diagnose high blood pressure and make treatment decisions by reviewing your systolic and diastolic blood pressure levels and comparing them to levels found in certain guidelines.
The guidelines used to diagnose high blood pressure may differ from health care professional to health care professional:
· Some health care professionals diagnose patients with high blood pressure if their blood pressure is consistently 140/90 mm Hg or higher2. this limit is based on a guideline released in 2003, as seen in the table below.
· Other health care professionals diagnose patients with high blood pressure if their blood pressure is consistently 130/80 mm Hg or higher.1 This limit is based on a guideline released in 2017
2.1.16	Concept of Depression
Armstrong (2015) opined that Depression (major depressive disorder) is a common and serious medical illness that negatively affects how you feel, the way you think and how you act. Fortunately, it is also treatable. Depression causes feelings of sadness and/or a loss of interest in activities you once enjoyed. It can lead to a variety of emotional and physical problems and can decrease your ability to function at work and at home.
Depression symptoms can vary from mild to severe and can include:
· Feeling sad or having a depressed mood
· Loss of interest or pleasure in activities once enjoyed
· Changes in appetite — weight loss or gain unrelated to dieting
· Trouble sleeping or sleeping too much
· Loss of energy or increased fatigue
· Increase in purposeless physical activity (e.g., inability to sit still, pacing, handwringing) or slowed movements or speech (these actions must be severe enough to be observable by others)
· Feeling worthless or guilty
· Difficulty thinking, concentrating or making decisions
· Thoughts of death or suicide
Symptoms must last at least two weeks and must represent a change in your previous level of functioning for a diagnosis of depression.
Also, medical conditions (e.g., thyroid problems, a brain tumor or vitamin deficiency) can mimic symptoms of depression so it is important to rule out general medical causes.
Depression affects an estimated one in 15 adults (6.7%) in any given year. And one in six people (16.6%) will experience depression at some time in their life. Depression can occur at any time, but on average, first appears during the late teens to mid-20s. Women are more likely than men to experience depression. Some studies show that one-third of women will experience a major depressive episode in their lifetime. There is a high degree of heritability (approximately 40%) when first-degree relatives (parents/children/siblings) have depression.
2.3 Theoretical Framework
The theoretical framework for this study is grounded in three core theories:
· General Adaptation Syndrome (GAS) by Hans Selye (1956)
This theory posits that the body responds to stress in three stages: alarm, resistance, and exhaustion. When employees at Kwara State College of Education experience job-related stressors—such as workload pressure, unclear tasks, or administrative conflict—they may initially respond adaptively. However, if these stressors persist without effective stress management interventions, they may reach the exhaustion phase, leading to cognitive impairments, reduced memory capacity, and decreased output.
Application to Study: The GAS model explains how prolonged stress, without management, depletes physical and mental resources, reducing employees’ effectiveness and productivity.
· Working Memory Model by Baddeley and Hitch (1974); Expanded by Baddeley (1986)
This model conceptualizes working memory as a limited system involved in temporary storage and manipulation of information, which is crucial for decision-making and problem-solving tasks at work. According to the model, stress—especially in the form of anxiety or cognitive overload—reduces available memory resources, interfering with the central executive system that governs attention and coordination.
Application to Study: Stress management practices are vital in preserving cognitive resources. In the context of Kwara State College of Education, if staff experience chronic stress, their working memory may be overloaded, leading to poor decision-making, forgetfulness, and task errors—all of which reduce overall job output.
· Processing Efficiency Theory (PET) by Eysenck and Calvo (1992)
PET posits that anxiety reduces processing efficiency by consuming attentional resources with worry and intrusive thoughts. While task performance might be maintained with increased effort, efficiency is compromised. This aligns with evidence that math anxiety, for instance, disrupts performance in cognitive tasks requiring working memory.
Application to Study: Employees under stress might still perform their duties, but with reduced speed, higher error rates, and greater cognitive fatigue. Effective stress management interventions are essential to minimize anxiety and optimize task performance and productivity.
2.4   Empirical Review
Several empirical studies have investigated the relationship between stress, stress management practices, and employee output, particularly in educational and public sector institutions. These studies provide valuable insights into how stress affects cognitive functions and overall job performance, as well as the effectiveness of different coping mechanisms in improving employee productivity.
Akingbola and Adigun (2018) examined workplace stress and employee performance within Nigerian tertiary institutions, revealing a significant negative correlation between stress levels and job performance. Their findings indicated that high workloads and poor communication were key stressors that reduced employee focus and efficiency. Importantly, they found that stress management interventions, such as regular stress audits and training programs, helped improve employee productivity, underscoring the importance of proactive stress management in educational settings.
Similarly, Olaitan and Oyerinde (2020) focused on occupational stress among polytechnic lecturers in Southwest Nigeria, finding that unmanaged stress significantly lowered task performance, teaching quality, and emotional stability. Their study highlighted that institutions offering counseling services, flexible deadlines, and recreational facilities recorded higher staff productivity, emphasizing that institutional support plays a critical role in alleviating stress and boosting output.
Eze and Uzoechina (2016) investigated the effects of stress on job performance among civil servants in Enugu State and found that inadequate stress management mechanisms—such as lack of supervisor support and unclear job roles—were strongly associated with decreased performance. Respondents with access to mentorship and workload redistribution demonstrated better cognitive alertness and improved memory recall, suggesting that organizational policies geared toward stress reduction can mitigate the negative cognitive impacts of stress and enhance employee output.
The manufacturing sector study by Ajala (2012) further corroborates these findings, revealing that job stress reduces employee motivation, attention span, and cognitive functioning. Ajala’s research concluded that stress management strategies including job redesign, staff training, and regular breaks effectively enhanced decision-making and overall productivity. These findings indicate that stress management is critical across diverse sectors and has transferable relevance to educational institutions such as State College of Education.
Yusuf and Popoola (2021) extended this understanding by exploring stress and employee performance in Nigerian public institutions. They found that structured stress coping strategies—like employee assistance programs, time management workshops, and supervisor feedback—significantly reduced employee anxiety and improved work efficiency by restoring cognitive function and morale. Their results highlight the positive outcomes of institutional investment in comprehensive stress management programs.
More specifically relevant to Kwara State College of Education, Musa and Adebayo (2019) studied job stress and lecturers’ productivity within tertiary institutions in Kwara State. Their research showed that frequent administrative interruptions, tight deadlines, and lack of autonomy negatively affected lecturers' working memory and decision-making abilities. Conversely, lecturers who employed stress reduction techniques such as mindfulness, taking regular breaks, and physical exercise maintained better mental focus and achieved higher productivity. This study directly suggests that stress management practices can enhance employee output in Kwara State College of Education’s context.
Collectively, these empirical investigations demonstrate a consistent pattern: job-related stress adversely affects employee cognitive functions, motivation, and productivity, while effective stress management practices improve employee well-being and output. This evidence underlines the necessity for Kwara State College of Education to adopt targeted stress management interventions to optimize employee performance and institutional effectiveness.


CHAPTER THREE
METHODOLOGY
3.1 Introduction
This chapter outlines the research methodology employed in investigating the influence of stress management practices on employee output at Kwara State College of Education, Ilorin. It details the research design, population of the study, sample size and sampling techniques, research instruments, and methods of data collection and analysis.
3.2 Research Design
The study adopts a survey research design, which is appropriate for gathering data on employees’ perceptions, experiences, and opinions regarding stress management practices and their effects on work performance. Survey research facilitates the collection of quantitative data from a representative sample of the population, allowing for generalization of findings to the larger group (Creswell, 2014). This approach provides an efficient means to explore the relationship between stress management interventions and employee output within the polytechnic.
3.3 Population of the Study
The target population consists of all academic and non-academic staff of Kwara State College of Education, Ilorin. According to the most recent institutional records, the total population is approximately 480 staff members, encompassing lecturers, administrative officers, and support personnel. This population is suitable as it represents the diverse employee base directly affected by workplace stress and stress management practices within the polytechnic.

3.4 Sample Size and Sampling Techniques
The sample size for the study will be determined using Taro Yamane’s (1967) formula, which provides a statistically valid sample size based on the total population and a specified margin of error. The formula is given as:
Formula n = 
Where:
n = desired sample size
	N = population size
	e = margin error
For the purpose of this research study, the margin of error is taken to be 5%. From the total population of N = 480, this implies the e = 0.05. Using the Yamane Formula, substituting into the Yamane’s Formula, hence the sample size for the research study is computed below as;
n =	        480
	1+480(0.05)2
n  = 218.18
This implies that a sample size of 218 will be required in this study to achieve a 95% precision from utilizing information and data collected from the sample.
To ensure representativeness, stratified random sampling will be employed. The population will be divided into strata based on staff categories (academic and non-academic), and proportional samples will be drawn randomly from each stratum. This technique minimizes sampling bias and ensures the inclusion of diverse perspectives relevant to the study.


3.5	Method of Data Collection
The questionnaire will be distributed physically and electronically to the selected sample. Data collection will be conducted over a defined period to maximize response rate. Follow-ups will be made to ensure sufficient participation.	
3.6	Research Instrument
	Data will be collected primarily through a structured questionnaire, designed to capture quantitative data on stress management practices, perceived stress levels, and employee output. The questionnaire will consist of close-ended Likert-scale items and demographic questions to facilitate easy analysis. The instrument will be developed based on established scales used in stress and organizational behavior research (e.g., Perceived Stress Scale by Cohen et al., 1983).
Prior to the main survey, a pilot test will be conducted with a small subset of employees to assess the reliability and validity of the instrument. Necessary adjustments will be made to enhance clarity and accuracy.
3.7	Method of Data Analysis
Collected data will be analyzed using descriptive and inferential statistics. Descriptive statistics (such as mean, frequency, and percentages) will summarize respondents’ demographics and key variables. Inferential statistics, particularly correlation and regression analysis, will be employed to examine the relationships between stress management practices and employee output.
Statistical analysis will be conducted using software such as SPSS or STATA to ensure precision and reliability in interpreting results. The findings will be presented through tables, charts, and narrative descriptions.


3.8	The Historical Background of the Case study
Kwara State College of Education, Ilorin, was established in 1974 as an Advanced Teachers’ College to address the growing demand for qualified teachers in the state and beyond. Initially affiliated with Ahmadu Bello University (ABU), Zaria, the institution was tasked with training Grade II teachers and later upgraded to produce holders of the Nigeria Certificate in Education (NCE).
Over the years, the college has undergone significant transformation in terms of infrastructure, academic programs, and staff development. It became a full-fledged College of Education and was restructured to meet national standards under the supervision of the National Commission for Colleges of Education (NCCE).
The institution has remained committed to its mission of producing competent, professional, and morally upright teachers for the Nigerian educational system. With a wide range of NCE programs across various disciplines, the College has consistently contributed to the human capital development of Kwara State and Nigeria as a whole.
Through its affiliation with Ekiti State University (EKSU) and other reputable universities, the college also offers degree programs in education, thereby expanding its academic scope and impact.


CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Introduction
This chapter presents the analysis and interpretation of data collected on stress management practices and their influence on employee output at Kwara State College of Education, Ilorin. The analysis is structured in two parts: the first section provides a detailed overview of the demographic characteristics of the respondents, while the second section focuses on the responses related to stress management practices and their impact on employee productivity. This systematic approach ensures clarity in understanding how stress management interventions affect the workforce in the academic environment.
4.2	Data Presentation and Analysis
SECTION A
Bio data of Respondents
	Table 1: Distribution of respondents by Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	110
	50.5
	50.5
	50.5

	
	Female
	108
	49.5
	49.5
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 1 show that 110 respondents representing 50.5% of the population are males, while 108 respondents representing 49.5% of the population are females.
	Table 2: Distribution of respondents by Marital Status

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	150
	68.8
	68.8
	68.8

	
	Married
	68
	31.2
	31.2
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 2 show that 150 respondents representing 68.8% of the population are singles, while 68 respondents representing 31.2% of the population are married.
	Table 3: Distribution of respondents by Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18 – 29 years
	68
	31.2
	31.2
	31.2

	
	30-39 years
	138
	63.3
	63.3
	94.5

	
	40-49 years
50 years and above
	12
-
	5.5
-
	5.5
-
	100.0


	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 3 shows that 68 respondents representing 31.2% of the population are between the age of 18-29 years, 138 respondents representing 63.3% of the population are between the ages of 30-39 years, while 12 respondents representing 5.5% of the population are 40-49 years of age.
	Table 4: Distribution of respondents by Educational Qualification

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	WAEC
	62
	28.4
	28.4
	28.4

	
	ND/NCE
	98
	45.0
	45.0
	73.4

	
	HND/B.Sc.
	50
	22.9
	22.9
	96.3

	
	Postgraduate 
Others
	8
-
	3.7
-
	3.7
-
	100.0


	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 4 shows that 62 respondents representing 28.4% of the population are WAEC Certificate holders, 98 respondents representing 45% of the population are ND/NCE Certificate holders, 50 respondents representing 22.9% of the population are HND/B.Sc. Certificate holders, while 8 respondents representing 3.7% of the population are with Postgraduate certificate.
	Table 5: Distribution of respondents by Department

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Bursary 
	47
	21.6
	21.6
	21.6

	
	Health
	76
	34.9
	34.9
	56.4

	
	Security
	49
	22.5
	22.5
	78.9

	
	Academic Support Unit
	41
	18.8
	18.8
	97.7

	
	Administrative Department
Others
	5
-
	2.3
-
	2.3
-
	100.0


	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 5 shows that 47 respondents representing 21.6% of the population are in Bursary Department, 76 respondents representing 34.9% of the population are in Health Department, 49 respondents representing 22.5% of the population are in Security Department, 41 respondents representing 18.8% of the population are in Academic Support Unit, while 5 respondents representing 2.3% of the population are in Administrative Department.



SECTION B
	Table 6: I understand what is meant by job stress as a worker in Kwara State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	54
	24.8
	24.8
	24.8

	
	Agree
	94
	43.1
	43.1
	67.9

	
	Strongly Disagree
	62
	28.4
	28.4
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 6 shows that 54 respondents representing 24.8% of the population strongly agreed with the statement, 94 respondents representing 43.1% of the population agreed with the statement, 62 respondents representing 28.4% of the population strongly disagreed with the statement, 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 7: Job stress exists among the workers in Kwara State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	56
	25.7
	25.7
	25.7

	
	Agree
	99
	45.4
	45.4
	71.1

	
	Strongly Disagree
	59
	27.1
	27.1
	98.2

	
	Disagree
	4
	1.8
	1.8
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 7 shows that 56 respondents representing 25.7% of the population strongly agreed with the statement, 99 respondents representing 45.4% of the population agreed with the statement, 59 respondents representing 27.1% of the population strongly disagreed with the statement, while 4 respondents representing 1.8% of the population disagreed with the statement.
	Table 8: Job Stress does affect the wellness of Nigerian Banking employees

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	56
	25.7
	25.7
	25.7

	
	Agree
	99
	45.4
	45.4
	71.1

	
	Strongly Disagree
	55
	25.2
	25.2
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 8 shows that 56 respondents representing 25.7% of the population strongly agreed with the statement, 99 respondents representing 45.4% of the population agreed with the statement, 55 respondents representing 25.2% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.





	Table 9: Job stress does negatively affect the performance of Kwara State College of  Education workers generally

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	66
	30.3
	30.3
	30.3

	
	Agree
	88
	40.4
	40.4
	70.6

	
	Strongly Disagree
	60
	27.5
	27.5
	98.2

	
	Disagree
	4
	1.8
	1.8
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 9 shows that 66 respondents representing 30.3% of the population strongly agreed with the statement, 88 respondents representing 40.4% of the population agreed with the statement, 60 respondents representing 27.5% of the population strongly disagreed with the statement, while 4 respondents representing 1.8% of the population disagreed with the statement.
	Table 10: Excessive workload is a major source of stress for Nigerian bankers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	36
	16.5
	16.5
	16.5

	
	Agree
	126
	57.8
	57.8
	74.3

	
	Strongly Disagree
	48
	22.0
	22.0
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 10 shows that 36 respondents representing 16.5% of the population strongly agreed with the statement, 126 respondents representing 57.8% of the population agreed with the statement, 48 respondents representing 22.0% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 11: Globalization and the competitive nature of banking services is a major cause of stress for Nigerian bankers

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	66
	30.3
	30.3
	30.3

	
	Agree
	94
	43.1
	43.1
	73.4

	
	Strongly Disagree
	50
	22.9
	22.9
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 11 shows that 66 respondents representing 30.3% of the population strongly agreed with the statement, 94 respondents representing 43.1% of the population agreed with the statement, 50 respondents representing 22.9% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 12: Working for longer hours than usual is a major source of stress for worker in State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	50
	22.9
	22.9
	22.9

	
	Agree
	96
	44.0
	44.0
	67.0

	
	Strongly Disagree
	64
	29.4
	29.4
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 12 shows that 50 respondents representing 22.9% of the population strongly agreed with the statement, 96 respondents representing 44.0% of the population agreed with the statement, 64 respondents representing 29.4% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 13: Stress from poor remuneration, poor infrastructural facilities and	other environmental factors existed Kwara State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	53
	24.3
	24.3
	24.3

	
	Agree
	103
	47.2
	47.2
	71.6

	
	Strongly Disagree
	54
	24.8
	24.8
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 13 shows that 53 respondents representing 24.3% of the population strongly agreed with the statement, 103 respondents representing 47.2% of the population agreed with the statement, 54 respondents representing 24.8% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 14: fatigue due to stressful workload is a major factor contributing to job stress levels of workers in Kwara State College of  Education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	57
	26.1
	26.1
	26.1

	
	Agree
	109
	50.0
	50.0
	76.1

	
	Strongly Disagree
	44
	20.2
	20.2
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 14 shows that 57 respondents representing 26.1% of the population strongly agreed with the statement, 109 respondents representing 50.0% of the population agreed with the statement, 44 respondents representing 20.2% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 15: Poor Leadership and team management from the management staffs could	be a source of stress for junior employees in Kwara State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	55
	25.2
	25.2
	25.2

	
	Agree
	99
	45.4
	45.4
	70.6

	
	Strongly Disagree
	56
	25.7
	25.7
	96.3

	
	Disagree
	8
	3.7
	3.7
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 15 shows that 55 respondents representing 25.2% of the population strongly agreed with the statement, 99 respondents representing 45.4% of the population agreed with the statement, 56 respondents representing 25.7% of the population strongly disagreed with the statement, while 8 respondents representing 3.7% of the population disagreed with the statement.
	Table 16: Inadequate infrastructure and tools/equipment contributes significantly to job stress level in Kwara State College of Education.

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	108
	49.5
	49.5
	49.5

	
	Agree
	47
	21.6
	21.6
	71.1

	
	Strongly Disagree
	30
	13.8
	13.8
	84.9

	
	Disagree
	33
	15.1
	15.1
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 16 shows that 108 respondents representing 49.5% of the population strongly agreed with the statement, 47 respondents representing 21.6% of the population agreed with the statement, 30 respondents representing 13.8% of the population strongly disagreed with the statement, while 33 respondents representing 15.1% of the population disagreed with the statement.
	Table 17: Focused supervisory behaviours will have a positive impact on employee well-being, thereby relieving job stress

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	43
	19.7
	19.7
	19.7

	
	Agree
	124
	56.9
	56.9
	76.6

	
	Strongly Disagree
	39
	17.9
	17.9
	94.5

	
	Disagree
	12
	5.5
	5.5
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 17 shows that 43 respondents representing 19.7% of the population strongly agreed with the statement, 124 respondents representing 56.9% of the population agreed with the statement, 39 respondents representing 17.9% of the population strongly disagreed with the statement, while 12 respondents representing 5.5% of the population disagreed with the statement.
	Table 18: Training and retraining through organized programmes focusing on how to manage stress by employee

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	92
	42.2
	42.2
	42.2

	
	Agree
	65
	29.8
	29.8
	72.0

	
	Strongly Disagree
	35
	16.1
	16.1
	88.1

	
	Disagree
	26
	11.9
	11.9
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 18 shows that 92 respondents representing 42.2% of the population strongly agreed with the statement, 65 respondents representing 29.8% of the population agreed with the statement, 35 respondents representing 16.1% of the population strongly disagreed with the statement, while 26 respondents representing 11.9% of the population disagreed with the statement.
	Table 19: Provision of medical services, psychologist and counselors to help employee manage their problems will reduce the effect of job stress

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	52
	23.9
	23.9
	23.9

	
	Agree
	110
	50.5
	50.5
	74.3

	
	Strongly Disagree
	31
	14.2
	14.2
	88.5

	
	Disagree
	25
	11.5
	11.5
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 19 shows that 52 respondents representing 23.9% of the population strongly agreed with the statement, 110 respondents representing 50.5% of the population agreed with the statement, 31 respondents representing 14.2% of the population strongly disagreed with the statement, while 25 respondents representing 11.5% of the population disagreed with the statement.
	Table 20: Time pressure is a factor contributing to job stress of workers in Nigerian	Banking sector

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly agree
	98
	45.0
	45.0
	45.0

	
	Agree
	73
	33.5
	33.5
	78.4

	
	Strongly Disagree
	31
	14.2
	14.2
	92.7

	
	Disagree
	16
	7.3
	7.3
	100.0

	
	Total
	218
	100.0
	100.0
	


Source:	Researcher’s Field Survey, 2025
	Table 20 shows that 98 respondents representing 45.0% of the population strongly agreed with the statement, 73 respondents representing 33.5% of the population agreed with the statement, 31 respondents representing 14.2% of the population strongly disagreed with the statement, while 16 respondents representing 7.3% of the population disagreed with the statement.
4.3	Hypotheses Testing
Hypothesis One
Ho1:	There is no relationship between anxiety and employee performance
	Hypothesis
	R
	R2
	Adjusted R square
	Sig value
	Decision

	Ho1:	There is no relationship between anxiety and employee performance
	.931
	.866
	.850
	.000
	Reject hypothesis


Source:	SPSS output, 2025
	The regression output revealed a correlation coefficient (R) value of 0.931, indicating a very strong positive relationship between anxiety and employee performance. This suggests that as levels of anxiety vary, employee performance is also likely to vary in a corresponding manner.
The R-squared (R²) value is 0.866, which implies that approximately 86.6% of the variability in employee performance can be explained by anxiety. This demonstrates a high level of explanatory power, suggesting that anxiety is a key factor influencing output.
Furthermore, the adjusted R² value of 0.850 indicates that after adjusting for the number of predictors in the model, 85% of the variation in employee performance is still accounted for by anxiety, leaving only 15% attributable to other unmeasured variables.
The p-value (significance value) associated with this relationship is 0.000, which is far below the conventional threshold of 0.05. This indicates that the relationship observed is statistically significant and unlikely to have occurred by chance.
Conclusion
Given the strong correlation and statistical significance, we reject the null hypothesis (H₀) and accept the alternative hypothesis (H₁). This implies that there is a significant relationship between anxiety and employee performance at Kwara State College of Education, Ilorin.
These findings are in line with previous studies (e.g., Cooper & Quick, 2017; Lazarus & Folkman, 1984), which suggest that unmanaged anxiety and psychological stress can significantly influence workplace behavior, decision-making, and output levels.
 Hypothesis Two
Ho2:	There is no any relationship between depression and employee performance
	Hypothesis
	R
	R2
	Adjusted R square
	Sig value
	Decision

	Ho2:	There is no any relationship between depression and employee performance
	.830
	.689
	.650
	0.003
	Reject hypothesis


Source: SPSS output, 2025
	The regression analysis revealed a correlation coefficient (R) value of 0.830, indicating a strong positive relationship between depression and employee performance. This suggests that variations in depression levels among staff are associated with corresponding changes in their work performance.
The R-squared (R²) value is 0.689, meaning that 68.9% of the variance in employee performance can be explained by depression levels. This implies that depression is a considerable predictor of performance among employees at the institution.
The adjusted R² value of 0.650 further confirms that, after adjusting for the number of predictors, 65% of the changes in employee performance can still be attributed to depression, with the remaining 35% due to other unexplored variables.
Additionally, the p-value is 0.003, which is less than the 0.05 threshold for statistical significance. This result confirms that the relationship between depression and employee performance is statistically significant and not due to random chance.
Conclusion
Since the p-value is below 0.05 and the R-values indicate a strong relationship, we reject the null hypothesis (H₀₂) and accept the alternative hypothesis (H₁₂). This implies that there is a statistically significant relationship between depression and employee performance at Kwara State of Education, Ilorin.
These findings are supported by existing literature (e.g., WHO, 2019; Koutsimani et al., 2019), which emphasize that depression can negatively affect attention, decision-making, and overall productivity in the workplace.
Hypothesis Three
Ho3:	There is no any relationship between high blood pressure (HBP) and employee performance
	Hypothesis
	R
	R2
	Adjusted R square
	Sig value
	Decision

	Ho3:	There is no any relationship between high blood pressure (HBP) and employee performance
	.877
	.769
	.740
	.001
	Reject hypothesis


Source:	SPSS output, 2021
	The regression analysis produced a correlation coefficient (R) value of 0.877, indicating a strong positive relationship between high blood pressure and employee performance. This suggests that changes in HBP levels are significantly associated with variations in employee output.
The R-squared (R²) value is 0.769, meaning that 76.9% of the variability in employee performance can be explained by high blood pressure. This implies that HBP, as a physiological response to unmanaged stress, is a critical factor influencing job performance at the institution.
The adjusted R² value is 0.740, confirming that even after accounting for potential model adjustments, 74% of the variation in employee performance can still be attributed to high blood pressure, while the remaining 26% is due to other factors not included in the model.
Furthermore, the p-value of 0.001 is less than the 0.05 threshold, indicating that the observed relationship is statistically significant.
Conclusion
Given the statistically significant p-value and strong R-values, the null hypothesis (H₀₃) is rejected, and the alternative hypothesis (H₁₃) is accepted. This confirms that there is a significant relationship between high blood pressure and employee performance at Kwara State College of Education, Ilorin.
This finding is consistent with existing health and organizational behavior literature (e.g., Quick et al., 2004; Lazarus & Folkman, 1984), which identifies chronic physiological stress responses, such as high blood pressure, as contributors to diminished workplace productivity and employee well-being.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings
The primary objective of this study was to examine the influence of stress management practices on employee output at Kwara State College of Education, Ilorin. Specifically, the study investigated how stress-related conditions such as anxiety, depression, and high blood pressure affect employee performance and how effective stress management strategies could mitigate these effects.
The findings revealed a significant inverse relationship between stress and employee output. That is, as stress levels increase, employee performance tends to decline. The results demonstrated that anxiety, depression, and high blood pressure—when not properly managed—negatively impact the efficiency, focus, and overall productivity of staff at the institution.
Moreover, the study established that properly implemented stress management practices—such as flexible work arrangements, workload balancing, employee support systems, and wellness programs—play a crucial role in enhancing employee morale, motivation, and output.
Additionally, the findings underscore the importance of organizational culture and leadership in managing stress. When institutions like Kwara State College of Education promote transparency, participative decision-making, and emotional support mechanisms, it contributes significantly to a healthier and more productive workforce.


5.2 Conclusion
[bookmark: _GoBack]The findings of this study emphasize the crucial link between stress management and employee output. Poorly managed workplace stress can result in job dissatisfaction, increased absenteeism, burnout, and reduced performance. Conversely, when stress is effectively managed, it leads to improved job satisfaction, organizational commitment, and productivity.
It is therefore essential that Kwara State College of Education integrates stress management practices into its institutional policies and work culture. This includes redesigning job roles to eliminate ambiguity, promoting work-life balance, implementing health and wellness programs, and fostering a culture of support and respect.
Organizational interventions must address both the sources of stress and employee coping mechanisms. Preventive strategies, open communication, and a supportive work environment are critical in ensuring that staff perform optimally and contribute meaningfully to institutional goals.
5.3 Recommendations
Based on the study’s findings, the following recommendations are made to improve stress management practices and employee performance at Kwara State College of Education:
· Implement Flexible Work Arrangements: Introduce flexi time and remote work opportunities for employees where feasible. This allows staff to manage their workload better while also attending to personal commitments, thereby reducing stress.
· Establish Employee Support Systems: Develop structured counseling and wellness programs to help staff manage stress, anxiety, and depression. Access to professional mental health services should be encouraged and destigmatized.
· Conduct Regular Training on Stress Management: Organize workshops and seminars focused on stress awareness, emotional intelligence, time management, and healthy work habits.
· Promote a Supportive Organizational Culture: Encourage open communication, collaborative problem-solving, and shared goals among departments. Ensure that leadership is empathetic and responsive to employee concerns.
· Redesign Job Roles to Reduce Role Ambiguity: Clearly define employee responsibilities and expectations. This will minimize confusion and reduce anxiety associated with unclear job descriptions.
· Introduce Physical Wellness Programs: Encourage regular physical activity through gym access, fitness programs, or recreational activities, which can significantly reduce stress and improve mood.
· Encourage Employee Participation in Decision-Making: Employees should have a voice in decisions that affect their jobs and work environment. This sense of autonomy and involvement contributes to lower stress and higher job satisfaction.
· Monitor and Evaluate Workload Distribution: Ensure that workloads are equitably distributed to prevent burnout and overwork. Employ part-time or contract staff where necessary to supplement the workforce during peak periods.
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SECTION A
BIO DATA OF RESPONDENTS
1. Gender:	Male (    ) Female (    )
2. Marital Status: Single (    ) Married (    )
3. Age:18 – 29 years (    ) 30 – 39 years (    ) 40 – 49 years (    ) 50 and above (    )
4. Academic Qualification: WAEC (  ) NCE/OND (  ) HND/BSC (    ) Postgraduate (    )  Other (    ) Department: Bursary (    ) Health (    ) Security (    ) Housing (    ) Academic support (    ) Administrative officers (     )  Others (     )
SECTION B
5. I understand what is meant by job stress as a worker in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
6. Job stress exists among the workers in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
7. Job Stress does affect the wellness of Nigerian Banking employees. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
8. Job stress does negatively affect the performance of Kwara State College of Education workers generally. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
9. Excessive workload is a major source of stress for Nigerian bankers. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
10. Globalization and the competitive nature of banking services is a major cause of stress for Nigerian bankers. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
11. Working for longer hours than usual is a major source of stress for worker in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
12. Stress from poor remuneration, poor infrastructural facilities and	other environmental factors existed Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
13. Fatigue due to stressful workload is a major factor contributing to job stress levels of workers in Kwara StateCollege of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
14. Poor Leadership and team management from the management staffs could	be a source of stress for junior employees in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
15. Inadequate infrastructure and tools/equipment contributes significantly to job stress level in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
16. Focused supervisory behaviours will have a positive impact on employee well-being, thereby relieving job stress. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
17. Training and retraining through organized programmes focusing on how to manage stress by employee. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
18. Time pressure is a factor contributing to job stress of workers in Kwara State College of Education. Agree (    ) Strongly Agree (    ) Neutral (    ) Disagree (    ) Strongly Disagree (    )
