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Abstract  

Recent developments and changes within the educational structure of higher education 

institutions across the world have had some negative as well as positive effects on Academic 

Employees. The negative effects consist of the mounting pressure of teaching, research 

commitments as well as managing administrative duties which together pose a threat on 

physiological and psychological wellbeing of many academic employees. Coupled with these new 

challenges being associated with the academic career, academic employees in developing 

nations and various African countries such as Nigeria are faced with other primary stressors 

emanating from unfavourable working conditions and dilapidating infrastructural facilities.  

Overall performance within the higher educational sector in Nigeria has declined over the years 

resulting in lower standards both nationally and within the international frontier. However, 

amidst a plethora of challenges present within the African continent, the higher education sector 

in South Africa and Egypt have exhibited a remarkable level of growth and success despite these 

existing challenges. This is evident in their consistent representation in two prominent world 

university ranking bodies over the last decade. Therefore, as well as investigating the impact of 

work stress on employee job performance of academic employees in Nigeria, this study will also 

examine and identify good practices that is operational in these two African countries and how 

these practices can be used in conjunction with other findings in this study to develop an 

employee performance framework in Nigeria higher education.  

To fulfil the aim of the investigation, the methodology employed in this study is a sequential 

exploratory mixed method approach, this would enable the rich contexts to be uncovered as well 

as measures of employee job performance developed. Data was collected using semi structured 

interviews and questionnaires respectively. Whilst the interview phase aimed at investigating the 

primary sources of stress plaguing the Universities in Nigeria, the questionnaire focused on 

investigating the relationship between work stress and employee job performance. Interview 

transcripts were analysed using qualitative content analysis whilst multiple linear regression 

analysis was employed to investigate the relationship between work stress and employee 

performance constructs.  
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The findings indicate that role ambiguity, working conditions and working relationship or 

interpersonal work relationships had the most significant impact on task and contextual 

performance of Nigerian academic employees.   

The thesis concludes with a discussion of results, recommendations, limitations and a suggested 

practical guide which might be useful in the implementation of the proposed employee 

performance framework.   

Keywords: Work Stress, Employee job Performance, Task Performance, Contextual 

performance, Higher Education Institutions, Academic Employees.     
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CHAPTER ONE  

1.1 General Introduction  

The modern day workplace has been seen to be significantly prone to work related stressors 

which can be directly linked to the major changes that is being implemented across various 

organisations as a result of globalisation, technological advancement coupled with economic 

recessions and political changes (Sparks et al., 2001; Faragher et al., 2004; Grunberg et al., 2008; 

Cooper, 2011; Evans-Lacko et al., 2013; Ojala et al., 2018). As a result of the changing nature of 

work and the current fast paced global work environment, organisations are more competitive 

and greater demands are being placed on employees in relation to work flexibility and acquisition 

of new skills to adapt to new ways and methods of executing their job roles (Kowalski and Lorett, 

2017).  

Given the existing evidence, the negative impact of work stress on individuals across various 

sectors and organisations in the world has been identified and there has been a growing 

attention amongst key international bodies such as OECD and the United Nations promoting 

health and well-being policies of employees and employers responsibilities of safe guarding the 

physiological and psychological well-being of employees in the workplace (Kowalski and Lorett, 

2017). Also, a plethora of empirical evidences depicts the negative impact of workplace stress 

amongst employees and how these impacts on a wide range of organisational factors such as 

employee performance, job satisfaction, employee productivity and other organisational 

outcomes (O’Neil and Davis, 2010; Sun and Chiou, 2011; Manzoor, 2012; Mawanza, 2017; Aabel 

and Aasland, 2019; Okechukwu et al., 2019). Work place stress transcends merely impacting 

organisational outcome negatively but also poses a threat on the health of employees and has 

been linked to causing diseases such as cardiovascular heart disease, depression, alcoholism, and 

anxiety amongst others (Melchior et al., 2007; Adeoye and Afolabi, 2011; Sonnentag, 2018; Sara, 

2018).   

It is well recognised that work stress is more prevalent amongst employee working within 

academia and the general teaching profession as compared to employees in other sectors 

(Schonfeld et al., 2017; Mansour and Mohanna, 2018; Stapleton et al., 2020). Some of the most 
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prevalent work stressors to have been observed to plague the work environment are role 

ambiguity, role conflict, role overload and workload (Fichter, 2011; CIPD/SimplyHealth, 2016; 

Richards et al., 2016). Specifically, employees within the present day academic environment are 

experiencing increased pressures relating to workloads, inadequate access to research funds and 

conflicts at work (Keashly and Neuman, 2010; Pignata and Winefield, 2013; Su and Baird, 2015; 

Ahmad et al., 2017; Richards et al., 2018; Kinman and Johnson, 2019). The work demands of 

academic employees have evolved over the years which has in turn increased their work loads 

and commitments. Varying factors such as supervisors support have also been observed to buffer 

against the adverse effect of work stress (Frimpong et al., 2011).   

It is however important to ensure that existing work stressors across various work environments 

are either mitigated or eradicated for the purpose of improving employee well-being as well as 

organisational performance.  

1.2 Statement of the Problem  

Education generally and higher education in particular has been identified as paramount to 

economic growth and development (Schultz, 1961; Alderman et al., 1996; Teferra and Altbach, 

2004; Udida et al., 2009; McGrath, 2010; World Bank, 2011; Otonko, 2012; Khattak, 2012; Barro, 

2013; Malechwanzi et al., 2014; Hallinger, 2014; Oketch et al., 2014; Schwartzman et al., 2015; 

Overton et al., 2020; Buari et al., 2020; Haini, 2020).  

In developing economies, education is seen as a key factor for sustainable economic growth 

(UNESCO, 2015; Johansen and Arano, 2016; Abdulmalik and Aliyu, 2020). Robust, thriving 

economies and a high standard of living are characteristics of countries with a strong educational 

sector; this is because universities in these countries are key agents in the socio-economic growth 

and development process (Deloitte, 2015). No educational system can rise beyond the level of 

the knowledge and expertise of its academic employees and growing evidence has shown that 

the quality of education produced by a country is crucial towards her development. In recent 

times, empirical findings have shown that access to education within developing countries has 

been remarkable but it has also emerged that this accessibility is not sufficient on its own but 

rather the quality of education being provided must also be taken into consideration (Hanushek 
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and Woessmann, 2007). Quality and accessibility must work concurrently to achieve the desired 

result. A good quality of education has been seen to be associated with an increase in income 

and economic growth (Castello-Climent and Hidalgo-Cabrillana, 2012; Schoellman, 2012; 

Hanushek, 2013). This is because investments in education ultimately leads to an increased 

participation rate in the labour market and higher income (Jorgenson and Fraumeni, 1992; 

Sianesi and Reenen 2003; Woessmann, 2016).   

Growth within the Nigerian higher education sector has been impeded by various factors such as 

political instability, ethnic and cultural clashes, strike actions, poor funding, brain drain, resource 

misappropriation and little or no infrastructural facilities (Moja, 2000; Babalola, 2001; Saint et 

al., 2003; Yusuf et al., 2010; Gandi et al., 2011; Adewuyi and Okemakinde, 2013; Agba and 

Ocheni, 2017). This has also brought about a decline in efficiency, effectiveness, level of 

productivity and other measures of performance. The efficient functioning of any educational 

institution is mainly dependent on the human resource(s) but unfortunately, the Higher 

education sector of Nigeria has been experiencing a decline in the level of intellectual output 

(Yusuf and Oluwakemi, 2012). It is therefore highly important that employees are well trained 

and provided with all necessary resources required to carry out their job tasks (Efanga et al., 

2015).  

Several policies have been made by the Nigerian government in recent years but planning and 

the implementation process has been a failed venture (Okoroma, 2006). This persistent failure in 

implementing the necessary policies to foster employee wellbeing and performance has thereby 

resulted in a further decadence and inefficiency of the higher education sector in Nigeria. 

Low performance amongst academic employees could be attributed to a wide range of factors 

to the high stress levels. Employee performance within public HEI’s in Nigeria has been 

consistently poor for decades (Moja, 2000; Aluko and Aluko, 2014) this has however affected and 

contributed to the factors inhibiting the overall growth of the country.   

The graph below depicts the impact of a strong Higher education sector on the economic 

performance of their respective countries.  
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Figure 1: Trend in the growth rate of the GDP as percentage expenditure in R&D increases 

As seen in Figure. 1, investment in research and development reflects a rise in the GDP of each 

of the represented countries. Also, various studies have substantially proven that investing in the 

human capital of an economy is a vital key in eradicating poverty and inequality (Glewwe, 2002; 

Heltberg et al., 2003; Hanushek and Woessmann, 2008; Hanushek and Woessmann, 2012; Sachs 

et al., 2019). Although, evidence from previous studies have shown that an increase in economic 

growth which can be fostered by increasing the cognitive skills of the human capital that is, labour 

force can only be significantly noticeable in the long run. Irrespective of whether a significant 

economic change will be apparent in the short run or long run, it is important to note that a 

vibrant educational sector cannot be overemphasized and recommending ways to achieve this 

within the context of Nigeria is central to this study.   

For this to be achieved, highly skilled human capital is needed which can mainly be established 

through a strong educational sector by a consistent and long-term investment into the sector 

because expenditure on education helps to enhance increase in growth and development 

(Armeanu, 2018). In addition, universities must be of maximum quality and academic employees 

within the sector should be adequately equipped with the necessary resources and 

infrastructures (Hanushek, 2013).  
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Given the problem(s) discussed above, the aim and the research questions of the present study 

are stated below:   

1.3 Research Aim  

The aim of this study is to propose an employee performance framework (informed by research 

findings) that will guide policy makers and practitioners on addressing the problems of work 

stress and enhancing performance amongst academic employees in Nigerian Higher Education 

Institutions (HEI’s).  

 1.4  Research Questions  

In the light of the above aim, this research sought answers to the following specific questions.  

1. What are the present sources of work stress amongst academic employees in Nigeria higher 

education institutions?  

2. What are the impacts of the identified work stressors on academic employee’s task and 

contextual job performance?  

3. What are the views of Nigerian academics on work stress and their suggested stress 

intervention strategies?  

4. How can good practices as regard employee performance be identified within the higher 

education sector of other African countries and how might a proposed employee 

performance framework centred on improving performance amongst Nigerian academic 

employees be implemented?  

1.5 Significance of the Study  

The present study hopes to bridge the gap between theory and practice by developing and 

proposing an employee performance framework to help guide the Nigerian educational policy 

makers. Furthermore, this framework will be instrumental in providing a holistic perspective on 

strategies required to increase performance and minimise sources of work stress amongst 

academic employees in Nigeria Higher Education Institutions. Results from the present study will 

also make a theoretical contribution by either refuting or validating the negative linear theory of 



16  

  

the stress-performance relationship and likewise contribute generally to the existing body of 

knowledge within the work stress and performance literature.    

Some of the drawbacks of the few existing studies conducted amongst academic employees in 

Nigeria higher education institutions is that emphasis has only been made on identifying the 

sources of work stress and their impact on performance (Archibong, 2010; Akinmayowa and 

Kadiri, 2014; Okereke and Oghenetega, 2014). Existing literature has identified the various 

challenges within the HEI sector in Nigeria but till date there has not been any proposed solution 

neither has any framework targeted at enhancing academic employees’ performance been 

suggested. Hence, this research is distinct because of the performance framework it aims to 

propose which would be instrumental to policy makers and the governing bodies of the higher 

education sector in enacting policies centred towards improving employee wellbeing at work and 

enhancing employee performance. This performance framework will combine and incorporate 

the findings in this study and cues on employee policies that has improved performance in 

countries that will be identified to have good practices.  

Another drawback in the work stress performance literature amongst Nigerian academics is that 

majority of the previous studies restricted their research investigation to a certain region in the 

country or a selected university which has made it difficult to make a generalisation and well 

informed conclusion on the factors that genuinely constitutes work stress. In light of this, the 

present study will incorporate public, state and private universities across the six geo-political 

zones (North-Central, North-East, North-West, South-East, South-South and South-West) in the 

country.  
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1.6 The Nigeria Context- An Overview of the Economy  

1.6.1 Brief History of Nigeria   

  

Figure 2: Map of Nigeria  

Source: Emapsworld (2018)  

Nigeria is a West African democratic country, which gained independence from the United 

Kingdom in the year 1960. The present-day Nigeria was created during the British Colonial Era 

between the 19th and 20th century. The country comprises of 36 states and the Federal Capital 

Territory (Abuja), the states in Nigeria are categorized into six geopolitical zones, which are; 

North Central, North East, North West, South East, South West and South-South. Nigeria is a 

developing nation with a population of over 203 million people (United Nations, 2017; Nwajiuba 

et al., 2020) making Nigeria the most populous country in Africa and ranking 7th in the world and 

possessing the highest numbers of youths in the world.   

In a report published by the IMF as regards nominal GDP of countries across the world, Nigeria 

ranked 29th on the list. In a similar document published by the World Bank in 2019 of GDP of 

countries across the world, Nigeria was amongst the first 40 countries with the highest GDP 
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occupying the 39th position. Nigeria is also considered to have the largest economy in Africa 

(Deloitte, 2018).  

Nigeria is a major exporter of oil and gas and is the largest oil exporter within Africa, revenue 

from oil exports accounts for 86% of the country’s exports revenue (OPEC, 2019). However, since 

the global decline of crude oil prices in the year 2014, no significant growth has been measured 

in the economy (World Bank, 2017). Due to this wavering oil prices, some sort of diversification 

has been evident within the country’s other sectors such as service, telecommunication, 

entertainment and agriculture (World Bank, 2014). The GDP of Nigeria slightly increased by 2.7% 

in the year 2015. According to the economic forecast, the economy of Nigeria is expected to 

increase by 1% in 2017 and 2.5% in 2018 this is dependent on an expected increase in oil 

production as well as other infrastructural and social projects which will be conducted by the 

federal government.   

In recent years, Nigeria has been disrupted by political unrest and religious insurgence; “boko 

haram sect” is an Islamic extremist group against westernization and advocating for the 

islamization of Nigeria. This group operate in the northern part of the country bringing forth the 

emergence of crisis within the north-eastern state. The Niger Delta militants also known as the 

(MEND) Movement for the emancipation of Niger Delta are an ethnic militia group in the south 

whom are responsible for destroying pipelines of oil refineries and oil companies, kidnapping oil 

workers and carrying out various atrocities within the region their reason being that the 

government and the companies have neglected the needs and development of their 

communities. Economic developments theorists have stated the importance of national security 

as a key factor in a country’s quest for growth and development (Nwangwu and Ononogbu, 

2014). Therefore, these major issues and many more continue to undermine development within 

the country, which has also impacted the educational sector negatively.   

Amidst the challenges within the country, the country is hopeful for sustainable growth and 

development within the next couple of year(s) this idea kicked off the vision 20:2020 

development plan that was introduced in the year 2009 (Thomas and Brycz, 2014) the purpose 



19  

  

of this is to make Nigeria a major player amongst the economies of the world through the means 

of industrialization as well as focusing on four major tenets within the country namely; primary 

production, exportation of goods, promoting foreign trade/industrialization, and investing in key 

sectors. If the above goal and targets are met, the facilitators of this project believe that Nigeria 

will be catapulted to a new economic dimension which would eventually enable her to be ranked 

amongst the top 20 most industrialized countries in the world (National Planning Commission, 

2009). The goal is also for Nigeria to have a Gross Domestic Product of $900 million and a per 

capita income of at least $4000 annually by the year 2020 (Adenipekun, 2013). Although, there 

has been various criticisms since the project kicked off some people have classified it as being 

unrealistic while some has said its overly ambitious (Ezirim et. al., 2010; Eneh, 2011). 

Nevertheless, the administrators are not deterred by the negative feedbacks and have continued 

with the project. Diverse recommendations have also been proffered towards this vision such as 

the main focus of the government should be on human capital development through the 

provision of quality education at all levels (Adekola, 2014), provision of uninterrupted electricity 

supply (Amakom and Nwogwugwu 2012), the provision of jobs, infrastructural amenities (Sanusi, 

2010; Olaseni and Alade, 2012) and providing security for all Nigerians. In the absence of these 

core elements, experts claim the possibility of the realization of this vision is bleak.   

1.7 Chapter Summary and Conclusion  

This chapter introduced what the present study will entail. The context of the country in which 

it’s being carried out and the participants being focused on. Also, the reason why it is imperative 

to engage in this study of work stress and employee performance at this present time. All these 

has been succinctly covered and the subsequent chapters in this thesis will therefore proceed as 

follows; -   

 1.8  Thesis Outline  

This thesis is organised as follows.  

Chapter 2 gives an overview of the higher education system across the world, in Africa and 

Nigeria. This chapter also discusses the history and development of higher education in Africa 
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and Nigeria till date. Also, the various initiatives that have been established in various regions of 

Africa to enhance the performance of higher education are also discussed in this chapter.  

The 3rd chapter entails a review of the existing literature within the field of work stress and 

employee performance. The various forms of work stress are discussed at length as well as the 

different categories of employee job performance. Likewise, exploring the gaps within Nigeria 

and how this leads to the research questions to be answered.   

Chapter 4 focuses on the research methodology as well as the theoretical underpinnings of the 

present study and the conceptual framework. The justification for the methods and techniques 

employed in this study is also discussed.  

Chapter 5 centres on first phase of the present research which is titled STUDY I and this chapter 

entails the data collection techniques employed and data analysis process of the qualitative 

phase. The chapter concludes on the findings of the first phase of the study and further leads to 

the next chapter.  

The 6th chapter entails the second phase of this research which is titled STUDY II. The 

quantitative data collection approaches employed within the context of this study is discussed in 

this chapter as well as the process of data analysis of the collected quantitative data. A well 

detailed section concludes this chapter describing how the findings relates to existing studies on 

work stress and employee performance amongst academic employees.  

Chapter 7 unveils the proposed employee performance framework. This chapter further gives a 

detailed discussion of the components of the framework and how this framework was developed 

within the context of the present study.  

Lastly, Chapter 8 will focus on conclusions of the research. This will include sections covering the 

overall findings, policy and practical contributions, cross national implications, limitations of the 

study as well as suggestions for future studies.  
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CHAPTER TWO  

2.1 Context of Higher Education across Africa and in Nigeria   

 2.1.1  Introduction   

The purpose of this chapter is to give an overview of the context of higher education and higher 

education institutions across Africa and in Nigeria. This chapter will also discuss the initiatives 

and policies centred at improving higher education standards which have been implemented 

over the years across the continent and likewise in Nigeria.   

 2.2 General Overview of the Higher Education Sector  

According to Castells, (2000) the establishment of Universities was specifically to perform four 

major functions: the production of values, selecting the academic elite, training of the labour 

force and production of new knowledge. This is similar to the three major roles of the higher 

education institutions proposed by Delanty, (2001) which includes provision of education, 

engagement in research and contributing towards the development of their immediate society 

or economy. The higher education sector comprises of all forms of post-secondary education 

with the authority to confer a degree after a specified year of learning or training. The global 

demand for higher education has significantly increased (van der Wende, 2001; OECD, 2009; 

Altbach, 2009; Zaman, 2016) and the enrolment rate of tertiary education across the world has 

also been observed to have increased from 10% in the late 90’s to 32% in 2012 and has 

consistently increased by 1% annually (Kruss et al., 2015; Marginson, 2016), these high demands 

and significant surge in participation rate are as a result of demand for individuals with 

specialized skills, training or qualifications from higher education institutions and the emergence 

of knowledge-based economies and globalization (Altbach et al., 2009; Coete, 2017). Although 

globalization has brought about positive impacts on higher education in the aspect of free 

movement of people as well as free market economies, but this has also brought forth a form of 

commercialization and commoditization of higher education where it is being seen as less of a 

public good and more of a profit-making phenomenon (Altbach, 2004; Kirp, 2004; Tilak, 2008; 

Teferra, 2008). This has given rise to a fierce competition amongst universities across the world 
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most especially in the first world countries such as United States, Australia, United Kingdom and 

other countries in Europe. Whereas poorer countries are unable to compete on this global field 

hence, the depth of inequalities amongst universities is much more revealed because of the 

concept of globalisation (Altbach, 2004).  

Nyangau, (2014) and Mariana, (2015) stated that more studies are showing a positive 

relationship between investment in higher education and economic development. Over the past 

few years, countries such as Brazil, China, Korea, and Taiwan have taken major steps towards 

transforming their higher education sector by ensuring that their education sector is operating 

at its best and investments in their higher education sector have yielded increased numbers of 

skilled workforce and an improved economy (Marginson, 2010; Yang and Welch, 2012).  

 2.3  The context of Higher Education in Africa   

The vital role education plays towards the achievement of sustainable economic growth and 

development cannot be overemphasised most especially within the context of the African 

continent where poverty and underdevelopment has dominated most countries for several 

decades. Universities have been specifically linked to being instrumental in promoting 

socioeconomic growth and development as well as reducing poverty (Zweig and Rosen, 2003; 

Cheng et al., 2014; World Bank, 2017; Valero and Van Reenen; 2018) and a key factor towards 

the realization of the millennium development goals (Sehoole and Knight, 2013; Shulla et al., 

2020). Therefore, promoting quality and development amongst universities within Africa is 

indisputable (Jowi et al., 2013). A few universities existed in Africa during the colonial era. They 

include; AlAzhar University in Egypt established in 972, Fourah Bay College in Sierra Leone 

established in 1827, University of Cape Town in South Africa in 1829, University of Algiers, Algeria 

established in 1909, Makere University in Uganda established in 1922, University of Ibadan 

Nigeria established in 1948. However, since the end of the colonial era during the 1950s and 

1960s there has been a surge in the establishment of new universities across Africa (Sawyerr, 

2004). Admission and Enrolment rates have increased significantly (Okebukola, 2014) which has 

also brought about a state of massification of higher education within the continent whereby the 

increasing demands for higher education exceeds the supply of higher education institutions, 



23  

  

facilities and resources. In a bid to respond to these growing demands, some countries have 

converted their technical institutions into universities whereas countries such as Nigeria, Ghana, 

Kenya, Egypt, and Sierra Leone. Okebukola, (2012) have also encouraged and approved the 

establishments of universities by private individuals and organisations. 

Despite the growing numbers of universities across Africa, majority of the universities have 

neither been able to attain world class status nor compete globally due to challenges relating to 

funding, budget allocation, governance, working conditions and infrastructures amongst others 

(Zeleza, 2007; Aina, 2010; Jowi et al., 2013). However, there are few countries that have 

universities which are internationally recognised such countries include; South Africa, Egypt, 

Algeria, Ghana, Kenya, Morocco, Tanzania, Uganda and Nigeria. Some of the universities in these 

countries have been consistently listed in world class ranking bodies such as Times Higher 

Education and QS ranking.   

Since the establishment of the Association of African Universities in 1967 (Sawyerr, 2004), there 

has been a deliberate attempt to strengthen relationships amongst higher education institutions 

within Africa as well as to increase research and development participation and funding within 

the continent as research output in Africa is remarkably low as compared to developed nations 

(Jowi et al., 2013). There have also been various initiatives and establishment by the African 

Union to advance and foster academic excellence and harmonisation within the continent. The 

two major initiatives established within Africa are discussed below:  

 2.4  The development of Initiatives within Africa’s HEI’s  

1) The Tuning Africa project, modelled on the Tuning methodology established in Europe was 

developed in order to implement the Bologna declaration (also known as the bologna 

process) established at the University of Bologna in 1999 and initially started with 29 

participating countries (Damro and Friedman, 2018). It now has a total of 48 participating 

countries (https://ec.europa.eu, 2018). The bologna process aims to promote harmonisation 

of higher education within Europe, it brings together academics and major stakeholders 

within higher education sector across Europe and the key objectives include enhancing 

teaching, learning and assessment, unrestricted movement of academic staffs, promoting 

https://ec.europa.eu/
https://ec.europa.eu/
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employability of European graduates across European countries by adopting a strategy where 

degrees and qualifications can be comparable, quality assurance promotion and common 

academic systems of credit/accreditation and innovativeness in education. Over the past 20 

years the Bologna Project has had a proven successful track record which has inspired several 

other countries across the world to replicate and implement this strategy within their 

respective HE sector (Crosier and Parveva, 2013; Woldegiorgis, 2017).  

Tuning Africa was launched in 2011 by the Africa-EU strategic partnership with the aim of creating 

and stimulating a similar unified educational landscape similar to the Bologna project in Europe, 

Tuning Africa covers the five sub regions of Africa and 57 countries and the purpose of this 

initiative is for participating countries to collaborate and develop a globally competitive higher 

education space through the harmonisation of programmes as well as focusing on quality 

assurance. Emphasis is placed on development of curriculum, teaching, learning and assessment 

to ensure the creation of outcome-oriented study programmes that prepare graduates to meet 

the various needs of the labour market across the continent. The initiative likewise provides an 

open platform for academic experts within the signatory and participating countries to deliberate 

on the instruments of learning and teaching being used in their respective countries.  

2) Another initiative developed by the African Union is the Pan African University, it was 

established in 2008 with the sole purpose of providing a platform and opportunity through 

administering of full scholarships to best performing African graduate students to undergo 

further post graduate studies and research training via one of the established networks of 

study across the continent. These individual centres also known as ‘‘knowledge hubs’’ 

(Okebukola, 2014, pg.8) are established in a top university within each sub region. This 

initiative is currently operational within the four of the five (Eastern, Western, Central and 

Northern) regions of Africa. This initiative is aimed at promoting research in five key areas 

namely; Water and Energy Sciences, Life and Earth Sciences, Basic Sciences, Governance, 

Humanities and Social Sciences and Space Sciences. Each of this research streams are situated 

across universities within the four regions in Africa. In the northern region, the University of 

Tlemcen, Algeria hosts the (PAU Institute for Water and Energy Sciences), in the Western 



25  

  

region, The University of Ibadan, Nigeria hosts the (PAU Institute for Life and Earth 

SciencesHealth and Agriculture), In the Eastern Region, The Jomo Kenyatta University of 

Agriculture and Technology, Kenya hosts the (PAU Institute for Basic Sciences, Technology 

and Innovation) in Central Africa, The University of Yaounde II, Cameroon, hosts the (PAU 

Institute for Governance, Humanities and Social Sciences) and lastly in the Southern region, 

although this is yet to be in operation but the Cape Peninsula University of Technology, South 

Africa has been commissioned to host the (PAU Institute of Space Sciences).   

 2.4.1  Other initiatives introduced across various regions in Africa  

There have also been other initiatives within sub-regions of Africa established to promote and 

harmonize the higher education sectors within their respective regions. Examples of these 

include;   

i. Protocol on education and training, proposed in 1997 and officially implemented in the year 

2000. This was established within the Southern region by the South African development 

community (SADC) with the sole purpose of harmonizing the higher education institutions 

within the region and to enhance research and development.   

ii. A similar initiative called the East African Common Market Protocol was established in the 

2009 by five countries Burundi, Kenya, Rwanda, Tanzania and Uganda within the eastern 

region (https://www.eac.int). The aim was to develop a common curriculum, examination and 

accreditation processes, to facilitate research in order to eventually promote employability of 

citizens within the region thereby enhancing growth and development.    iii. Economic 

Community of West African States (ECOWAS) education sector policy is an initiative that was 

launched in West Africa in the year 2000. A mutual agreement was made amongst member 

countries to establish a common examinations body (such as WASSCE which stands for West 

African Senior School Certificate Examination), degrees, diplomas and qualifications so as to 

promote academic excellence and mobility for citizens within the region, to enhance 

employability of its citizens as well as to curtail brain drain.   

iv. In northern Africa, a higher education initiative was also launched in the year 2007 which is 

known as the ANQAHE which stands for Arab Network for Quality Assurance in Higher 

https://www.eac.int/
https://www.eac.int/


26  

  

Education. This initiative was developed to promote excellence in the higher education 

institutions amongst member countries. Another focus of the initiative was also on increasing 

the quality standards within higher education in participating countries and to create a 

common mode of qualification measure in the region.    

v. The Arusha convention was established in Arusha, Tanzania in the year 1981 in conjunction 

with UNESCO and the African Union Commission with the objective of uniting academic 

qualification systems, degrees and other higher education qualifications amongst 

participating African countries to foster academic mobility within the region (Shabani, 2013).  

vi. United States-based Partnership for Higher Education in Africa (PHEA) in 2007 launched 

the Higher Education Research and Advocacy Network in Africa (HERANA) which is an 

association of 8 flagship universities across the continent to promote and collaborate on 

research activities. The 8 universities that constitutes this association include; University of 

Botswana, University of Cape Town, University of Dar es Salaam, Eduardo Mondlane 

University, University of Ghana, Makerere University, University of Mauritius, and University 

of Nairobi.  

In conclusion, it is evident that there have been various initiatives to create a globally competitive 

African higher education space and to facilitate excellence within the higher education 

institutions across Africa, However, challenges such as inadequate funding, insufficient 

resources, lack of governance, and poor research and development capacities amongst others 

still persist (Jowi et al., 2013; Onana et al., 2014). This can be attributed to the slow rate at which 

these initiatives are functioning (Nyangau, 2014).   

 2.5  The Higher Education Sector of Nigeria (Historical Overview)  

The Asquith and Elliot commission of 1948 is the foundation and the beginning of the 

establishment of universities in Nigeria. This led to the creation of the first university in Nigeria 

which was in the southern western region of the country and was named University College 

Ibadan (Otonko, 2012; https://www.ui.edu.ng/) at the time was an affiliate of the University 

College London. However, in the year 1962, it became an independent university. In 1960, a 

second university was established in the eastern region of Nigeria, which is the University of 

https://www.ui.edu.ng/
https://www.ui.edu.ng/
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Nigeria, Nsukka. However, the Nigerian government noticed there were certain issues affecting 

the University college Ibadan therefore, the Ashby inquiry was set up to find out how these issues 

could be managed. In an attempt to implement some of the findings from the Ashby inquiry in 

1962, a third university was established by the south western region which is the University of 

Ife and a fourth in the same year by the northern region which is the Ahmadu Bello University 

and a fifth university which is the University of Lagos was commissioned by the Federal 

government in the same year. In 1970, the mid-western region also established their own 

university, university of Benin. Therefore, a total of six universities was established in Nigeria 

within the space of 10 years. A total of seven universities usually referred to as the second 

generation universities were established between the year 1975-1980 and the class of the third 

generation were a total of 11 established between the year 1980 and 1990. The fourth 

generation are those established since the year 1991 and till date (Gberevbie, 2006).  Nigeria has 

the largest university system within Africa (Saint et al., 2003; Adesulu, 2013).   

Presently, the higher education sector in Nigeria comprise of polytechnics, monotechnic, colleges 

of education, vocational colleges and universities (Ogunyinka, 2013). There is a total of 174 

universities in Nigeria, 79 private Universities, 43 Federal Universities and 52 State Universities 

(NUC, 2019). Previously, only the government had the monopoly of providing university 

education however, the idea of private individuals participating in the provision of higher 

education services was initially suggested in the 1960s by a group of private investors but was 

rejected by the government (Omomia et al., 2014). Eventually, in the year 1999 a deregulation 

was introduced into the higher education sector by the federal government which led to the 

granting of  licences to individuals, private investors, religious bodies and private organisation to 

establish universities (Obasi, 2007; Ajayi and Ekundayo 2008; Etim, 2016; Lawal and Viatonu, 

2017).  This was done to meet the excessive and burgeoning demands of admission spaces for 

prospective students across the country as well as other challenges such as the consistent decline 

in educational standards as a result of insufficient funding in some of the government 

universities, a disruption of academic calendar due to frequent strike actions and inefficiency in 

educational provision (Oyebade, 2005; Ajadi, 2010; Dumbili, 2014; Suleiman, 2017). Shaikh et al., 
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(2014) likewise stated that the provision of university or tertiary education as a whole will be 

very difficult to be entirely overseen by the government hence, the intervention of private 

investors in complementing the public institutions is highly crucial.  

There has been an ongoing increase in the establishment of private universities in Nigeria, this 

can be seen from 3 in 1999 to 79 in 2019 (NUC, 2019). According to Amposah  and  Onuoha  

(2013) the involvement of the private sector in the provision of university education has been 

favourable to the higher education sector within the country because it has fostered more 

research output as well as helped in developing a higher number of quality graduates within the 

country. Also, the intervention of private owned universities has also enabled the promotion of 

industrial and international linkages amongst their staff and students which has likewise 

impacted the tertiary education positively (Iruonagbe et al., 2015). However, there are some 

downsides to the deregulation of the higher education and involvement of the private sector in 

the provision of university education such as exorbitant fees being charged by private 

universities, widening of the social gap in the Nigerian society (Adeogun et al., 2009; Ige, 2013; 

Obasi et al., 2014). These private universities have also been seen to be mostly affordable and 

suitable for students who fall within the middle and upper class. They now make up a total of 

45% of the Nigerian University sector.  

 2.5.1  The three main categories of Universities in Nigeria  

The University system in Nigeria can be categorised into 3 main categories (See figure 3) and 

these are;  

 Federal Universities  

 State Universities  

 Private Universities  
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1. Federal Universities  

Ownership- these are universities established by the federal government and 60% of the students 

within the country are enrolled in the Federal universities.   

Administration: within the federal owned institutions, the president of Nigeria is responsible for 

appointing the vice chancellors of the federal universities.  

Financing- A significant portion of the financing of the federal universities are covered by the 

federal government. The federal government contribute 84% towards the total financing while 

the student tuition makes up 9% and internally generated revenue of individual institutions 

makes up 7% (Saint et al., 2003).   

2. State Universities  

Ownership- There are a total of 36 states in Nigeria. Each of these states has a minimum of one 

university which is under the control of the state government.  

  

Figure 3: Categories of Universities in Nigeria   
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Administration- in the state universities, the governor of every respective state where a state 

university is present is responsible for appointing the vice chancellors and other major 

investments are usually channelled through the state government.  

Financing- The state universities depend solely on the state government for financing (Ahmed 

and Adepoju, 2013).  

3. Private Universities  

Ownership- Private Universities in Nigeria are owned and established by either individuals, 

private groups, or religious bodies.   

Administration- all processes within the private institutions are self-governed by the owners. The 

Federal government does not interfere in what goes on in terms of admission policies, number 

of enrolments, income of employees and other factors. The cost of attending private universities 

is quite high compared to the federal and state universities hence, limiting the number of 

prospective students that can attend these universities (Shah and Nair, 2016).   

Financing- the financing of private universities is solely done by those who own them. The 

government contributes nothing to the affairs of these universities. More so, the enrolment rates 

of the private universities are quite low compared to the federal and state universities due to the 

high rate of tuition (Suleiman, 2017).  

The participants for this present study will comprise of academic employees from the university 

categories mentioned above.  

2.6   Regulations within the Nigerian Higher Education Sector and the Role of the NUC  

Prior to independence, the colonial masters established inter university council that was 

responsible for employing academic staff, coordinate inspection and gave administrative and 

academic report to the University College London which at the time oversaw the affairs of the 

only university in Nigeria, University college Ibadan (Olaleye and Oyewole, 2016). Shortly after 
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Nigeria gained her independence in the year 1960, the inter university council was replaced with 

the National Universities Commission (NUC) which was established as an advisory body to the 

federal government on matters relating to the financial needs of the universities as well as to 

oversee the development of University sector (Adeoti, 2015). However, in the year 1974, the 

status of the NUC changed from being an advisory to a statutory body hence expanding the 

functions of the commission to include monitoring quality assurance, granting approval for the 

commissioning of new universities and accreditation of degree programmes within old and new 

universities (Ahunanya and Osakwe, 2012; NUC, 2016). There are 8 additional functions the NUC 

implement in order to maintain quality within already existing and upcoming universities (Okojie,  

2007). 25These include: -  

i. Course Accreditation  

ii. Approval of courses and degree programmes 

iii. University monitoring  

iv. Establishing guidelines for universities  

v. Monitoring of private universities    

vi. Ensuring the non-existence of illegal campus   

vii. Development and Imposition of sanctions to universities   

viii. Ensuring academic standards are maintained  

In addition to the above, various policies were also introduced by the democratic government to 

improve the educational sector of the country, one of such was the Act of 1999 which included 

and clearly stated that all educational policies that would be made henceforth would take the 

following into consideration;  

i. Increased educational opportunities for everyone at all levels that is, primary, secondary 

and higher education levels.  

ii. Promotion of science and technology  
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iii. Eradication of illiteracy by ensuring free primary and secondary education.  

However, over the years there have been several cuts to public spending and in the wake of the 

recent economic crisis, reduction in the purchasing power of the Naira amongst other economic 

factors, the Nigerian government has further reduced the budget for the educational sector. This 

decision has brought about an increase in student’s tuition within federal universities.  During 

the 1960’s and 1970’s the availability of funding for research and teaching was very remarkable 

not until the military took over the control of the government in the 1980’s and 1990, there was 

a significant reduction in the funding allocation directed towards research and teaching and the 

overall higher education sector. The effect of this was that many academic staff looked for 

employment in Universities mainly within Europe and North America. The comeback of the 

civilian rule in 1999 brought about a change and there was improvement in the funding 

channelled into higher education.   

There has been consistent outcry of Federal academic employees regarding the dilapidated state 

of teaching and learning facilities in the schools which poses a threat to the quality of education 

delivery. Other challenges being faced by the educators also include insufficient fund, poor 

management, inadequate support, limited resources, unfavourable working conditions, low and 

irregular salary. These difficulties and many more could be possible stressors for academic staff 

and it is thereby very important to examine how these impacts the performance of employees 

within the Nigerian Higher Education Sector.  

 2.7  Chapter Summary and Conclusion  

This chapter discussed higher education within Nigeria and Africa as a whole. The initiatives that 

have been successfully implemented were discussed as well as some of the initiatives that have 

failed and yielded no result. An historical overview of higher education in Nigeria was also 

discussed and the types of universities present in Nigeria.  

The subsequent chapter will focus on reviewing the existing literature on work stress and 

employee performance amongst academic employees within Nigeria.   
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CHAPTER THREE  

 3.1  Literature Review  

 3.1.1   Introduction   

This chapter will critically review past and current studies for the purpose of examining the links 

between work stress and employee job performance. Existing theories underpinning these two 

constructs are identified and how the sources of stress affect employee job performance are 

discussed. This review will be limited to studies conducted amongst employees within higher 

education institutions.  

The first section provides an overview of the introduction into work stress including the various 

definitions, and how the meaning of this concept has evolved. This section also discusses work 

stress within the context of Higher Education sector.  

The second section delves into the meaning of employee job performance, how this concept is 

measured across organisations including HEI’s and summarises how it will be measured in the 

present study.   

The third section provides an in-depth overview of existing studies centred on the link between 

stress and job performance as well as theories of the work stress-performance relationship. The 

section concludes with an overview of the current empirical findings of the relationship between 

work stress and employee performance.  

The last section discusses the research gaps identified from existing studies on work stress and 

employee job performance within the context of Nigeria HEI’s. The last section further ends with 

a brief summary of the current chapter and conclusion.   

 3.2  Work Stress  

The term ‘Stress’ and overall research on stress was pioneered by a Canadian endocrinologist of  

Austria and Hungarian descent named Hans Selye in the year 1936, he later defined stress as the 

“non-specific response of the body to any demand made upon it” (Selye, 1976, p.137; Selye, 

1978) and also made a distinction between good stress, which he called Eustress and bad stress 
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which he called Distress (Selye, 1974). Lazarus (1966) also defined stress as the inability of an 

individual to cope with the demands placed on them. This occurs when the existing coping 

mechanisms are insufficient in comparison to the responsibilities placed on a person (Cox, 1978) 

and an imbalance between the demands and the resources provided (Lazarus and Folkman, 

1984).  Stress is regarded to be an inevitable aspect of work and life (Costa and McCrae, 1992; 

Kinman, 1998) and has also be known to be a multi-dimensional construct (Cavanaugh et al., 

2000).  

Various countries with a body that regulates health and safety at work have also given their 

definition of stress for instance, in America the National Institute of Occupational safety and 

health (NIOSH, 2004) define work stress to be a phenomenon which arises when the 

requirements of a job does not align with an employees work capabilities or resources, the health 

and safety executive in the United Kingdom defines work stress as the adverse reaction 

employees exhibit as a result of the excessive work demands placed on them (HSE, 2016). While 

the Comcare, (2008) which is the body responsible for regulating occupational health, safety and 

compensation in Australia defines stress as being caused when employees demand and 

responsibilities exceeds their capabilities or coping abilities.   

Occupational stress can be referred to variously as job stress, work stress, organisational stress 

and work-related stress; all these are often used interchangeably in literature (Vokic and 

Bogdanic, 2007). It is a state of not being able to cope with the pressure and demands of a job  

(Ress 1997, Cited Vokic and Bogdanic, 2007) and has been a common health issue in recent times 

(Lu et al., 2003). Employees within every organisation can experience stress irrespective of the 

industry or sector the organisation falls within. Although, previous studies have shown that 

employees within the health, human service and helping professionals such as lecturers who are 

constantly communicating and interacting with people are more likely to experience job stress 

than their counterparts in other sectors (Cole and Walker, 1989; Antoniou et al., 2003). Work 

stress can also be viewed as the stress an individual experience on their job (Ross and Altmaier, 

2000) and an adverse physical and emotional response(s) which happens when there is a 

mismatch between an employee’s resources, capabilities and the requirements of the job 
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(NIOSH, 1999). Stress is likely to occur whenever there is a mismatch between job demands, 

available resources and capabilities of employees (Salem, 2015) as well as when the demands at 

work exceeds the resources at the disposal of employees to meet these work demands (Lazarus 

and Folkman, 1984). Previous studies have shown that the availability of resources could help to 

moderate the impact of stress and reduce the negative relationship between stress and 

outcome. Employees with minimal resources are more affected than those with enough 

resources at their disposal.  

According to WHO (2016), a job can be only considered healthy when the workload of an 

employee is in the same proportion to their abilities and available resources. Losses 

Organisations should take responsibility of protecting the wellbeing of their employees by 

curtailing the causes of stress in their work environments and workplaces and ensuring that 

individual differences are factored in whilst providing intervention (Quick and Henderson, 2016).  

Work stress has become a global organisational challenge this is as a result of changing social, 

economic and political factors across the globe. In the light of these changes, organisations have 

also altered certain factors within their work environments and working conditions which have 

also increased employee’s responsibilities and overall job demands (ILO, 2016). Various sectors 

across the world are also being affected by these changes (Khanna and Maini, 2013). This has 

also been a threat to the health of those affected, concerns have been raised regarding the 

negative impact of work stress on academic employees. In the year 2006, a report published by 

NIOSH revealed that 70% of employees considered their job to be stressful and another 26% 

claimed to be burned out and exhausted as a result of stress at work, in a similar report published 

by the same organisation at a different time saw that 75% of the respondents were convinced 

that the stress they were presently being exposed to were higher at their various jobs were 

definitely higher than counterparts a decade ago. According to American Psychological 

Association (APA, 2018), it was also stated that employers lose a total of $300 billion due to 

employees calling in sick, absenteeism, presenteeism and declining performance and 

productivity. In Europe, Matrix (2013) carried out a survey on the cost of work related stress 

within the European region, and findings showed employees absenteeism cost employers €272 
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billion, declined productivity of employees cost employers €242 billion whilst health care costs 

and social welfare cost employers €63 billion and €39 billion respectively which summed up to a 

total of €617 billion annually.   

Various physical and mental illnesses such as heart attacks, depression, cardiovascular disease, 

hypertension, cancer amongst others have been discovered to be attributed to exposure to job 

stress (Houkes et al., 2001; Ganster and Rosen, 2013; Gazzaniga et al., 2015; Sonnentag, 2018). 

Work stress and responses to stress has also been found to vary based on individual’s perception, 

certain employees might perceive a higher level of workload as a threat whilst others might see 

such workload as a challenge (Chang et al., 2003; Sacramento et al., 2013; Ozer et al., 2014).   

 3.2.1  Work Stress in HEI   

Over the past 30 years there has been an ongoing research and a significant academic interest 

on the concept of stress. Numerous researchers have investigated stress amongst academic 

employees in higher education institutions from both medical and organisational perspective in 

different countries. However, despite the proliferation of research studies on occupational stress 

amongst academics there has not been a significant reduction in the level of stress (Lavicoli et 

al., 2004; Bowen et al., 2016).  

Academia job and the overall higher education sector was previously known to be a stress-free 

sector characterised by flexibility and low levels of pressure (Willie and Stecklein, 1982; Fisher, 

1994; Sliskovic and Sersic, 2011). Unfortunately, gone are those days has there is now a high level 

of stress recorded amongst employees within the higher education institutions sector and 

modern day academia across the world (Cosgroove, 2000; Gillespie et al., 2001; Kinman, 2001; 

Tytherleigh et al., 2005; Watts and Robertson, 2011; Bell et al., 2012; Darabi et al., 2016; Mark 

and Smith, 2018) which poses a threat to mental and physical health (NIOSH, 1999; Thoits, 2010).  

Global economic crisis has also contributed to the enormous changes within the context of higher 

education across the world, some of these changes are pertaining to government policies, 

funding, workloads, employment contracts and so on (Winefield and Jarret, 2001; Kinman, 2008; 

Kaur et al., 2018). Also, one of the most significant developments within the higher education 
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sector in recent times is the emergence of various university ranking bodies and associations 

aimed at measuring the teaching and research performance of higher education institutions. 

With so much importance being attached to this new norm and an up rise in competition 

amongst higher education institutions, universities managerial board are left with no option 

other than to push their staffs to do more to build a reputable status. There is also increased 

pressure on universities to perform exceptionally well both in teaching and research in order to 

boost their chances of acquiring grants and funding (Mwangi, 2014).  

Ensuring that employee wellbeing remains the centre point of focus is of utmost ethical 

importance (Guest, 2017) and work stress if not carefully managed could be detrimental to the 

physical wellbeing of an employee and thereby lead to a more adverse form of job stress which 

is known as job burnout. This occurs as a result of constant chronic exposure to stressors 

(Schaufeli, 1999; Maslach and Jackson, 1981; Maslach et al., 2001; Pines, 2002; Salvagioni et al., 

2017) which is characterised by cynicism, depersonalisation and emotional exhaustion (Maslach 

et al., 2001; ten Brummelhuis et al., 2011). There are certain negative outcomes of job-related 

stress such as absenteeism, staff turnover, reduced organisational productivity, lower levels of 

job satisfaction, ill health, reduction in motivation and commitment (Jones and Bright, 2001;  

Johnson et al., 2005; Podsakoff, 2005; Raiger, 2005; Spector et al., 2005; Jacobs et al., 2007).   

Excessive alcohol intake (Earnshaw and Cooper, 1994), depression and anxiety (Wang and Patten, 

2001) and cardiovascular illness (Karasek, 1979) are also outcomes of occupational stress. It can 

be seen from previous literature that certain demographic factors such as age, gender, academic 

position, employment status could influence stress levels in various employees.   

Higher education institutions and other organisations must ensure that key mechanisms are put 

in place to reduce stress level amongst employees, this would help to promote employee 

engagement and overall organisation performance (Skakon et al., 2010). In order to achieve 

efficiency and effectiveness within the work environment, management team must ensure that 

stress is being minimized as much as possible. Occupational stress could also inhibit good 

interpersonal relationships and foster interpersonal conflicts amongst employees within the 

organisation. A study by Bodenmann et al., (2010) confirms that individuals who are stressed are 
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usually more likely to exhibit aggressive traits. Previous studies have also shown that 

occupational stress can have adverse effect on the physical wellbeing and likewise have a 

negative impact on performance (Wu, 2011) and productivity (Cowen and Adams, 2005). 

Therefore, it is very crucial for employers to implement strategies that would reduce the impact 

of stressors and provide a healthy work environment and by ensuring the provision of a healthy 

workplace that could promote performance and overall employee productivity. In order to derive 

optimal productivity from their employees and also reduce the cost implications of stress 

amongst employees, organisations must take the necessary precautions to reduce the sources 

of stress and their negative impact amongst their employees (Lu et al., 2009; Richardson and 

Rothstein, 2008). According to Donald et al., (2005) and Munz et al., (2001) psychological 

wellbeing is a major predictor of employee productivity.   

Stressors are environmental stimulus that triggers stress (Selye, 1956; Fried et al., 1984), while 

strain is the negative reaction or response of the body to stress (Kahn and Quinn, 1970) and these 

can be physical, psychological or behavioural.  

 

Figure 4: A simple diagram to illustrate the stress process  

Source: Author  
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Blix et al., (1994) carried out a survey on occupational stress amongst lecturers working at 

California State University in America and their result indicated that 84% of the teachers believed 

that their productivity level had somehow reduced as a result of work related stress and another 

48% of them reported stress related health problems. In a similar study conducted on workload 

and stress amongst academic and non-academic staffs in New Zealand Universities Boyd and 

Wylie, (1994) found that 40% of the respondents were experiencing work related stress and a 

significant proportion of the population also felt that their level of job stress would most likely 

increase over the coming years, academic staff experienced higher stress levels as compared to 

non-teaching staffs. The highest source of stressor for lecturers, academic support, technical, 

administrative support, and library staffs, were identified to be workloads, work interruptions, 

meeting deadlines and relief staff time respectively.  

A research conducted by Dick and Wagner (2001) on stress and strain amongst teachers in 

Germany, using the transactional model of stress developed by Lazarus and Folkman (1984) 

showed that excess workload is a potential stressor. Evidence from an online survey conducted 

by Sliskovic and Sersic, (2011) amongst academic employees within four Croatian universities 

showed that lecturers in the middle level positions and female academics experience higher 

levels of stress as compared to other lecturers. Tytherleigh et al., (2005) used a three stage 

questionnaire stress screening instrument known as ASSET (A shortened Stress Evaluation Tool) 

developed by Cartwright and Cooper, (2002) in their study of stress among academic and 

nonacademic staff in 14 higher education institutions across the United Kingdom, a major 

stressor was identified to be job insecurity amongst top level, middle level and lower level 

employees. Evidence from the study also reported lower commitment levels from the staff and 

high stress levels as regards relationship and communication within work but lower stress levels 

was recorded pertaining to work overload, work control and ill health. Meanwhile, the reverse 

was the case in a previous study conducted by Bradley and Eachus (1995) which showed a high 

level of job dissatisfaction and increased cases of ill health amongst academic and non-academic 

staff within a UK higher education.  In another research by Kinman and Wray, (2013) the authors 

found that 75% of their sample stated that they found their job stressful.   
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Catano et al., (2010) in their national survey of occupational stress amongst academic staff in 56 

Canadian Universities found that 30% of the 1,470 respondents were less satisfied with their jobs 

and 28% had a relatively low commitment to their university, Complaints of physical and 

psychological strain were 22% and 24% respectively, while 26% also felt a reduced sense of 

wellbeing as compared to the previous year. A similar research was also conducted by Winefield 

et al., (2003) amongst academic staff in 17 Australian universities using the general health 

questionnaire; the theoretical underpinning of their work was based on 3 prominent stress 

theories Job Demand Control model, Person Environment Fit Model and Effort Reward Imbalance 

model. Results showed that a total of 50% of the 8732 respondents were prone to having a 

psychological illness, the level of job satisfaction of academic staff was relatively low as compared 

to non-academic staff and staffs in older universities were less stressed than those in older ones. 

Employees involved in teaching, research, or both, those in the middle level academic rank and 

those within the school of social sciences and humanities. Sources of strain highlighted by 

respondents were pressure from work, keeping up with teaching and research demands, 

increased job insecurity, reduced autonomy/control and lack of fairness.   

In their research on stressors within universities that are teaching oriented in the UK, Darabi et 

al., (2016) highlighted some significant stressors from their study which include; excess 

workloads, increased administrative work, reduced educational funds, sourcing for research 

grants, government policies that could affect the future of higher education sector and job 

insecurity.   

In a similar vein, El Shikieri and Musa, (2012) in their study on occupational stress in a Sudanese 

university found out that there was a significant level of stress being experienced by the staff and 

some of the stressors complained about were role conflict and ambiguity, low promotion, excess 

workload, unpleasant working conditions. Another study involving measuring of occupational 

stress across 26 various occupations using the ASSET tool, showed that teachers had a very low 

levels of job satisfaction likewise, physical and psychological wellbeing (Johnson et al., 2005). 

Some sources of stress amongst academic employees has been highlighted in previous studies 

to be role stress, life stress task or administrative stress (Harlow, 2008), low salary, inadequate 
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support from government, student assessment, rebellious attitude from some students (Travers 

and Cooper, 2003), role conflict, role ambiguity, management problems (Kyriacou, 2001), 

students behaviour, difficult working conditions, changes within organisation and curriculum 

(Dunham, 1992), Job insecurity (Dua, 1994) and conflicting job expectations (Ress and Redfern, 

2000). According to HSE, (2008) the six most common causes of stress are; Demand (workload), 

Control, Support, Relationships, Role and Change.   

 3.3  Employee Job Performance  

The concept of employee job performance has been regarded as one of the most important and 

widely researched variables within the domain of work and organisational studies (Schmidt and 

Hunter, 1992; Kahya, 2007; Jankingthong and Rurkkhum, 2012; Chao et al., 2015; Díaz-Vilela et 

al., 2015; Omar et al., 2016; Chiaburu, 2017), this can be attributed to the role of employees as 

being imperative to the success of any organisational establishment (Johnson, 2003;Lakhal et al., 

2006; Hameed and Waheed, 2011; Bello, 2012; Steffens et al., 2014; Worlu et al., 2016; Inuwa, 

2016; Alessandri et al., 2017). The desire of every business organisation is to get the best out of 

their employees because of the crucial role employee’s play in the overall success of the 

organisation (Sonnentag and Frese, 2002; Ojokuku, 2013; Inuwa, 2016). Job performance is also 

said to be a multi-dimensional concept (Borman and Motowidlo, 1993; Campbell et al., 1993; 

Conway, 1999; Sonnentag and Frese, 2002; Paauwe, 2004; Campbell and Wiernik, 2015; 

Veldhoven and Peccei, 2015) and “very subjective depending on how, why and for whom it’s 

being measured” (Shields et al., p.3 2016). Several researchers have identified certain factors 

that influence employee job performance such as availability of employee training opportunities 

(Dermol and Cater, 2013; Bhat and Rainayee, 2016), organizational climate (Lepak et al., 2006), 

Managerial support (Armstrong, 2012), dynamic work environment (Crant, 2000), years of 

experience and time, (Schmidt et al., 1986; Sonnentag and Frese, 2012) and presence of job 

control/autonomy (Noe et al., 2006). Performance has also been said to be an unstable concept 

and very prone to changes, these changes could be as a result of both short term and long term 

factors such as acquiring better skills or training related to the job as well as mastery which comes 

from accumulated and increased knowledge. As a result of doing the same thing overtime that is 

the longer an employee works on a job the better they get in most instances but could also 
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decline with time which explains the instability and dynamic characteristics of performance 

(Avolio, et al., 1990; Hofmann et al., 1993; Hough and Oswald, 2001; Sonnentag and Frese, 2002; 

Noe, 2005; Sturman, 2007; Ng and Feldman; 2010; Veldhoven and Peccei, 2015; Kanat-Maymon 

and Reizer, 2017). According to Murphy (1989), the dynamic characteristics of job performance 

can be categorized into two main stages which are; the transition and maintenance stage, the 

transition stage is the stage when employees are new on a job and still familiarising themselves 

with the skills required for their new role and at this stage ‘‘performance is error-prone’’ 

(KanatMaymon and Reizer, p. 470, 2017). On the other hand, the maintenance phase is the stage 

where employees have mastered the art of their jobs and their duties are more like routine 

because of the years of experience gained (Ehrenberg and Smith, 2000) at this phase, employees 

are not too keen on enrolling for training opportunities because some believe they have what it 

takes to adequately fulfil their job duties. According to (Murphy, 1989) performance seems to be 

at its highest at the transition stage because employees are at that learning phase and are 

constantly training so employees are open to gaining more knowledge. Employees 

predominantly use their cognitive skills in the transition stage whilst intrinsic factors such as 

motivation drives employees in the maintenance stage (Hanges et al., 1990; Hunter and Schmidt, 

1996; Sonnentag and Frese, 2002; Zyphur et al., 2008; Diefendorff and Chandler, 2011).  

Employee job performance can likewise be described as the extent to which an employee 

completes their required job roles and executing relevant actions and behaviours that align with 

the set goals of an organisation (Campbell, 1990; Steers, 1991; Petsri, 2014). They are regarded 

as those quantifiable roles and outcomes of an employee that contributes to his or her respective 

organisational goals. It is the totality of the quality and quantity of job outcomes by either an 

individual employee or a team of employees (Viswesvaran, 2000; Schermerhorn et al., 2005). 

NaNan, (2018) in their definition of employee job performance described it within the context of 

“job time, job quality and job quantity” (p. 2437). The time factor looks into measuring and 

comparing the allotted time to the total duration it takes employee’s to produce certain outputs, 

while the quality aspect focuses on the ability of an employee to carry out tasks and their job 

roles according to the set guidelines and standards of their respective organisation, finally the 

https://www.sciencedirect.com/science/article/pii/S0747563218303339#bbib46
https://www.sciencedirect.com/science/article/pii/S0747563218303339#bbib46
https://www.sciencedirect.com/science/article/pii/S0747563218303339#bbib46
https://www.sciencedirect.com/science/article/pii/S0747563218303339#bbib46
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quantity dimension focuses on how much output an employee is able to produce given available 

resources within the workplace such as time, machineries etc.   

A model of job performance was developed by Borman and Motowidlo (1993) which categorises 

employee job performance into task performance and contextual performance.   

i. Task performance is also sometimes referred to as in-role performance. Task performance 

comprises of the behaviours that are directly or specifically related to the job tasks which can 

either contribute directly or indirectly to the core of an organization (Borman and Motowidlo, 

1993; Welbourne et al., 1998; Bing et al., 2011; Schat and Frone, 2011; Bertolino, 2013; 

Hararia et al., 2016). It is the extent at which an employee carries out their job roles as 

specified in their job description (Murphy, 1989; Williams and Anderson, 1991;  

Werner, 2000) and an employee simply doing what they have been ‘‘hired to do’’ (van 

Knippenberg, 2000, p.361). This dimension of performance involves employees performing 

the roles and responsibilities of their job which is aimed at contributing towards the 

attainment of the set goals and responsibilities of their respective firm or organization 

(Campbell, 1990; Campbell et al., 1993). Although task performance is the core 

responsibilities of employees however effectiveness of task performance can be influenced 

by various factors.  

An example of a task performance for an academic employee includes planning and 

preparing lecture notes or slides, delivering lectures, marking of examination scripts, 

conducting student’s assessment, attending faculty meeting, supervising student’s 

dissertations and giving students feedbacks. Variations often exist in task performance 

across jobs (Koopmans et al., 2011; Bakker and Daniels, 2013) which means task 

performances differ within the context of every job because every job comes with its own 

specific job descriptions. Campbell, (1990) proposed eight factors that constitute the 

construct of employee job performance within an organisation, five of these constructs are 

within the task performance and these include; job-specific task proficiency, non-jobspecific 

task proficiency, written and verbal communication proficiency, supervision duties and 

management or administrative duties. Job-specific tasks are the primary duties and roles of 
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the employees while non-job-specific tasks as the name implies are not tailored to a specific 

role or person but often required to be fulfilled by all staff within an organisation. Written 

and oral or verbal communication measures the ability of an employee in organisation to 

communicate effectively either via textual materials or verbal means. Supervision 

proficiency involves adequate overseeing of employees by team leaders or supervisors and 

lastly management procedure ensures the smooth running of managerial and 

administrative duties.   

ii. Contextual performance can also be referred to as organizational citizenship behaviour 

(Organ, 1988; Viswesvaran, 2000), citizenship performance (Borman et al., 2001), 

organizational spontaneity (George and Brief, 1992), extra role performance (Van Dyne et al., 

1995) or prosocial organizational behaviour (Brief & Motowidlo, 1986) although there are few 

different terms and labels used in existing literature to describe this construct but there is still 

a commonality in their definitions which can be summarised as an employee simply going the 

extra-mile for their organisation that is, voluntarily carrying out tasks outside their formal job 

requirements but known to be beneficial to their organisation. It is likewise defined as that 

aspect of an employee’s performance that involves activities which are not directly or formally 

related to job tasks, but which solely contribute to the social and psychological core of an 

organization (Borman and Motowidlo, 1993; Parker et al., 2006; Bowling, 2010; Li et al., 2012). 

Examples of this include an employee working extra hours, making useful suggestions to 

improve one’s organisation, relating with others courteously, offering help to colleagues 

when necessary. According to Bauwens et al., (2017) examples of contextual or extra-role 

duties within the context of Higher education includes giving feedback to a colleague’s 

research paper and using social media platform to promote departmental research 

conference theme. This form of performance has been found to be more prevalent amongst 

employees with a high level of job satisfaction (Edwards et al., 2008) and employees whom 

do not perceive the existence of negative factors such as organisational injustice, conflicts, 

role ambiguity, role conflict, role overload, excess workloads (Noblet et al., 2006; Kaplan et 

al., 2009; Pooja et al., 2016; De Clercq and Belausteguigoitia, 2017a; Eatough et al., 2011) in 

their organisations.  
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Organisational citizenship behaviour can also be described as roles carried out at the discretion 

or free will of an employee (Lin and Peng, 2010; Uçanok and Karabati, 2013; Chinomona and 

Moloi, 2014; Van Scotter, 2018). They are mainly actions undertaken out of the volition of an 

employee and would not bring about sanctions if such employee(s) discontinues such actions 

in the short or long run (Organ, 1988; Chahal and Mehta, 2010) these actions however 

contributes positively to the organisations but they do not attract any form of pay or not 

“recognised by the reward system” (Organ et al., pg, 3, 2006). Activities that constitutes 

contextual performance is much more similar across jobs unlike task performance (Koopmans 

et al., 2011).   

There are various types of OCB which are usually referred to as the dimensions of OCB (Moorman, 

1993) various researchers have categorised these dimensions into two or more groups. Some of 

these include the two dimensions of OCB identified by Williams and Anderson, (1991) which are 

those actions that are directed towards individuals or co-workers within the organisation OCB-I and 

those behaviours directed mainly at the organisation are OCB-O, Borman and Motowidlo, (1993) 

also proposed the five dimensions of OCB which are volunteering, persistence in completing job 

roles, helping and being cooperative, obeying organizational rules and endorsing Supporting 

organizational objective. Coleman and Borman, (2000) further integrated the above five elements 

into three categories namely interpersonal citizenship performance, organizational citizenship 

performance and job citizenship performance. Williams and Anderson’s, (1991) OCB-I has been 

given different labels such as Altruism (Organ, 1988), Helping others (George and Brief 1992), 

interpersonal facilitation (Van Scotter & Motowidlo, 1986), and Interpersonal helping (Graham, 

1989). While the OCB-O have also been named differently by various researchers and some of these 

include generalized compliance (Smith et al., 1983) organizational obedience (Graham, 1991) 

obeying organizational rules and endorsing supporting organizational objective (Borman and 

Motowidlo, 1993).  

However, a further literature search conducted by Podsakoff et al., (2000) revealed that since Smith 

et al., (1983) introduced the concept of OCB, there has been there are at least 30 different types of 
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OCB’s proposed by various researchers, they thereby grouped their findings into seven different 

themes namely; Helping Behaviour, Sportsmanship, Organizational Loyalty, Organizational  

Compliance, Individual Initiative, Civic Virtue, and Self Development (Podsakoff et al., 2000 pg. 516). 

These are further discussed below; -  

Helping behaviour- the definition of this this type of OCB involves two main scopes firstly, it is when 

an employee voluntarily renders a helping hand or a form of support to their colleague secondly, it 

is also when an employee makes conscious effort to avert work related problems (Podsakoff et al., 

2000). This could mean helping to cover excess workload within the organization or assisting new 

employees through the process of familiarising themselves to the organisation. Helping behaviour 

has been named differently by many scholars in this field of research. Organ, (1988) described it as 

an act of Altruism, peace-making and cheerleading Graham, (1989) described it as interpersonal 

helping, Williams and Anderson, (1991) named it as organisational citizenship behaviour directed 

at the individual and the acronym is OCB-I, Van Scotter and Motowidlo, (1986) described it as 

interpersonal facilitation, Borman and Motowidlo’s (1993) described it as helping and cooperating 

dimensions and George and Brief (1992) described it as helping others constructs. The second scope 

of this definition has also been named as notion of courtesy by Organ, (1988).   

Sportsmanship- is the ability of an employee to tolerate their colleagues and other factors within 

their organization. These is when employees do not take things personally and complain less when 

inconvenient situations arise within the workplace. For instance, when an employee suggests an 

idea and for some reasons the idea is not acted on, the employee does not react negatively simply 

put, it is when an employee is able to remain positive even when things do not go the way they 

want (Podaskoff et al., 2000).   

Organizational Loyalty- involves an act of promoting one’s organization (Graham, 1991) and can 

either be unconscious, passive, and reformist (Graham and Keeley, 1992). It involves an employee’s 

fidelity towards their organisation, such employees depict and express their commitments or these 

attitudes through endorsing their organisation, supporting their organisation, standing for their 

organisation, promoting and speaking in favour of their organisation whenever and wherever the 

opportunity arises. Other researchers within this field have conceptualized organizational loyalty 
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differently, examples include; Moorman and Blakely’s (pg. 118, 1995) “Loyalty Boosterism”, George 

and Jones, (1997) spreading goodwill; and Borman and Motowidlo, (1993) endorsing, supporting, 

and defending organizational objectives.  

Organizational compliance- this relates to the adherence of employees to the rules, regulations and 

policies of their organisation. This construct as also been named by different theorists such as 

generalized compliance by Smith et al. (1983); organizational obedience by Graham (1991); OCB-O 

by Williams and Anderson (1991); and following organizational rules and procedures by Borman 

and Motowidlo (1993).  

Individual Initiative- this is when an employee doing above the minimum in their organisation. 

Individual initiative is another type of OCB in which employees carry out their job roles above and 

beyond the actual requirement (Podsakoff et al., 2000).  

Civic Virtue- this involves employees depicting their interest in the overall aspect of their 

organisation and ensuring that they are up to date with the changes within their organisation. It 

can also be termed as organisational participation and it entails being fully involved in all aspect of 

one’s organisation (Graham, 1991). Civic virtue is employees showing a substantial level of 

commitment to their organisation. This construct of OCB has also been named differently by some 

researchers such as Organ (1988) who described it as civic virtue, Graham (1989) described it as 

organizational participation while George and Brief (1992) coined it as an employee protecting their 

organization.    

Self-Development- here is another main dimension of Organisational Citizenship Behaviour, it is 

associated with employees taking responsibility to develop themselves knowing that these 

activities will be beneficial to both themselves and their organisation. This self-development could 

mean personally registering to learn a skill or registering for online and offsite training programmes 

that is suited to one’s job in order to boost group productivity (George and Jones, 1997).  

In conclusion, although OCB’s are not formal responsibilities of employees but various studies have 

proven that these behaviours are known to be of great benefit to organisations (Olowookere and 

Adejuwon, 2015). A wide range of organisation citizenship behaviour exists however the 2 main 
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dimensions still remain those directed at individuals and those directed at the organisation as a 

whole which has also received much more attention in literature than the other types of OCB. These 

attitudes have been said to be encouraged by a supporting organizational climate or work 

environment, a good working relationship between managers and employees (Organ et al., 2006).   

In the context of this present study, it is imperative to investigate what constitutes OCB amongst 

academic employees within the HE sector of Nigeria and how work stress impacts on whether 

employees will depict these behaviours.   

 3.4  Stress-Job Performance Theories  

There are three existing theories of the stress-job performance relationship, developed by Yerkes 

and Dodson, (1908); Muse, (2003)   

1.) The Negative Linear Theory: This theory is the most tested and supported in the stress 

performance literature (Staufenbiel and König, 2010) and it posits that stress in any form 

irrespective of the level will be detrimental to employee’s performance (Kahn and 

Byosiere, 1992). This is because when employees are exposed to work stressors they 

thereby channel their energy towards tackling these stressors finding a means to cope 

with them hence these diversion of energy impacts upon the performance of their job 

functions because they are left with residual energy to execute their job functions (Jex, 

1998). Also, employee’s responses to work stressors produces certain physiological 

reactions which also draw energy from them thereby leaving them with little energy to 

focus on more important work duties and eventually affecting performance negatively 

(Lazarus, 1999). Lastly, when stressors arise, it narrows the thinking capacity of employees 

which thereby increases the possibilities of omission and errors that can eventually lead 

to poor performance (Cohen, 1980; Friedman and Mann, 1993 cited Bruggen, 2015). The 

negative linear theory is also synonymous to the hindrance stressor proposed by 

Cavanaugh et al. (2000) which shares a similar conceptual meaning with the negative 

linear theory. According to them, hindrance stressors such as role ambiguity and job 

insecurity (De Witte, 1999; Cheng and Chang, 2008; Selenko et al., 2017; Shoss, 2017) are 

obstacles that prevent employees from attaining their specific job roles and 
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responsibilities thereby impacting negatively on employee job performance. Work 

outcomes are impacted upon negatively and motivation decreases (Wallace et al., 2009) 

this is because motivation is a prerequisite for optimum performance (LePine et al., 2005). 

However, some other researchers (Staufenbiel and König, 2010; De Cuyper, et al., 2008; 

Probst, 2008; Gilboa et al., 2008) have argued that certain workplace stressor such as job 

insecurity could be categorized simultaneously as both a hindrance and a challenge 

stressor. They further explained that whilst some employees can perceive job insecurity 

as a threat which could produce negative emotions in employees such as anxiety, 

depression and job detachment (Sverke et al., 2002; Rugulies et al. 2010; Huang et al., 

2017) some other employees can perceive this same stressor as a challenge which 

becomes a motivation to put in extra effort in their job so as prevent both immediate and 

future job termination.   

2.) The positive Linear Theory: this is based on the premise that certain forms of stress could 

act as a form of challenge to employees and responding to this challenge enhances job 

performances (LePine et al., 2005; Podsakoff et al., 2007; George and Jones, 2012). This 

theory suggests that when employees are confronted with optimal challenge then this 

brings about improved performance, it further posits that some job stressors triggers 

positive emotions hence leading to the production of certain positive work outcomes such 

as job satisfaction and improved performance (Hon and Chan, 2013). In a meta-analysis 

conducted by Muse et al., (2003) only 13% of the 52 empirical studies reviewed showed 

a positive a relationship between work stress and employee performance. The positive 

linear theory is also synonymous to the challenge stressor proposed by Cavanaugh et al. 

(2000) which are said to be positively related to employee job performance. It also shares 

a similar conceptual meaning with the positive linear theory. According to them, when 

employees are confronted with challenge stressors such as an increase in workload, it 

brings about a feeling of motivation to see that such tasks are accomplished which 

eventually creates a feeling of achievement such employees often tend to learn new skills 

in this process.  
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3.) The inverted U theory: this theory combines both the negative and positive linear theory 

and it suggests that some stress is good to a certain point, which afterwards begins to 

inhibit performance. It is graphically represented and explains that stress along the X-axis 

is average and performance along the Y-axis is at its highest. This theory is highly criticized 

and not as supported as the negative linear theory this could be because of insufficient 

empirical evidence. In fact, there has been call for it to be removed from the 

stressperformance theories (Neiss, 1988, Cited Muse et al., 2003).   

  

Figure 5: Graphical illustration of the Yerkes-Dodson (1908) inverted U theory  

 3.4.1  Linking Work Stress and Employee job Performance  

Findings from research on the relationship between work stress and performance has been quite 

inconsistent over the years (Onyemah, 2008; Su and Baird, 2017). Majority of the studies in the 

stress-performance literature shows support for the negative linear relationship theory (Van 

dyne et al., 2002; Siu, 2003; Fried et al., 2008; Nabirye, 2011; Donaldson-Feilder, 2011; Ahmed 

and Ramzan, 2013) while only a few studies show a support for the other two theories. Employee 

productivity is often affected by employee performance (Khuong and Yen, 2016) and is almost 
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impossible to achieve optimal performance whilst employees are under undue stress therefore, 

it is imperative to either eradicate or minimise the presence of work stressors (Pandey, 2019). 

The happy-worker productive worker theory also posits that employee performance increases 

with their level of wellbeing and vice versa (Wright and Cropanzano, 2000; Neilsen et al., 2007) 

which means that high incidence of stress amongst employees always have a negative impact on 

performance irrespective of the measures employed (Westman and Eden, 1996). Work stressors 

such as role ambiguity and role conflict has been discovered to have a stronger negative impact 

on employee performance compared to other job stressors (Tubre and Collins, 2000; Gilboa et 

al., 2008; Addae, 2008). Gilboa et al., (2008) examined the relationship between 7 work stressors 

(role ambiguity, role conflict role overload, job security, work-family conflict and environmental 

stressors and situational constraints) and their impact on employee job performance amongst 

169 samples. Evidence from this study showed a stronger negative relationship between role 

ambiguity and role overload with performance compared to the other five work stressors 

investigated. This study being a cross sectional study makes it impossible to draw strong 

inferences on the impact of the newly introduced stressor such as environmental uncertainty on 

employee job performance in the long run.   

Another study conducted by Ahmed and Ramzan (2013) investigated the relationship between 

job stress and employee performance within the banking sector in Pakistan and found that a 

significant reduction in performance occurs when an individual is experiencing job stress. 

Another study examined the job stress and performance relationship within the financial sector 

in Taiwan and found a negative relationship between job stress and employee performance (Wu, 

2011). In a similar vein, Yozgart et al., (2013) replicated the same study in turkey amongst 424 

public employees and results showed a negative relationship between job stress and employee 

performance. Findings from a research conducted by Siu, (2003) also revealed the stress 

performance relationship as negatively correlated. Jamal, (2011) carried out a study to 

investigate the impact of four common sources of stress (role ambiguity, role conflict, workload 

and insufficient resources) on Performance and findings from the study showed a negative 

relationship. In another study by Jing, (2008) which investigated the relationship between faculty 

stress and performance, 15 academics were randomly selected each, across five universities and 
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findings from the study showed that the performance of academics decreased when the stress 

level increased from low to average and further increased as stress levels got higher. Some of the 

stressors listed in the work by Ali et al., (2014) as affecting performance are workload, insufficient 

reward and role conflict. Another study conducted by Karunanithy and Ponnampalam (2013) on 

the effect of stress on employees in a commercial bank, result showed that there is a negative 

relationship between stress and performance.   

Furthermore, some studies also use both subjective and objective measures of performance for 

instance, Westman (1991) in their study of the stress-performance link amongst cadets, the 

performance measures used in this study was the supervisor-rating which in this context were 

the physical instructors, each cadet were assessed by their physical instructors based on 5 various 

tasks; using more than one single measure of performance could have enabled a more 

comprehensive conclusion. Another study by Onyemah, (2008) testing the inverted U-theory 

amongst sales people using role ambiguity and role conflict to conceptualize stress, it was seen 

that the stressors were not specifically harmful to the employees in fact, they were quite 

beneficial and did not have a negative impact on performance. Although, this was much evident 

in salespeople who had worked for a longer number of years than for those who had only recently 

started working within the organisation. Drawing a conclusion from this study will be impossible 

as it is a different sector to higher education. A significant number of research studies 

operationalize stress as role ambiguity and role conflict (Onyemah, 2008). Ratnawat and Jha, 

(2014) in their study on a review of job-related stress and employee performance, proposed a 

model to explain the relationship between these two concepts. The model included 7 forms of 

occupational stress indicators such as relating to career, role, and personality, organisational, 

relationship, miscellaneous and contextual.   

Dunmade et al., (2014) also found a negative relationship between techno stress and job 

performance this was also similar to the study by Chen, (2009) that found similar negative 

relationship between job stress and job performance amongst police officers in Taiwan. In an 

attempt to address the drawbacks of previous studies on work stress and performance, Fried et 

al., (2008) included the dimension of mediators such as job satisfaction and likelihood to leave.  
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In a study of stress and employee performance amongst a para-military body in Nigeria 

conducted by Ojo et al., (2014) used role overload to conceptualize stress and a 20 item 

questionnaire to measure performance and they also studied the impact of demographic 

characteristics of the respondents on performance, their finding aligned with the positive theory 

of stress which postulates that there are scenarios when employees are confronted with 

challenges which motivates them and eventually leads to increased levels of employee 

performance. Although results that favour the positive linear theory of stress are less prevalent 

in existing literature (Muse et al., 2003). On the other hand, the study hypothesised that 

demographic characteristics such as age, gender, and years of work experience would positively 

influence employee performance, but the results refuted their hypothesis.   

Jamal et al., (2016) investigated two dimensions of stress and their impact on performance. The 

first dimension was challenge and hindrance. These categorisations placed the sources of stress 

as those that were within the control of the employee (Challenge) and those stress triggers that 

were beyond the control of the employees (Hindrance). Their conclusions showed that hindrance 

stress was significantly related to job performance and turnover motivation and challenge stress 

was negatively related to job performance and positively related to turnover motivation. Their 

findings result could be because employees are able to cope better when they have control over 

those factors that triggers stress such as role overload and they are less able to cope when the 

stress triggers are beyond their control such as new organisational policies. In another study 

conducted by David (1994) included job insecurity as a measure of work stress in addition to role 

ambiguity and role conflict and performance was measured using the self-rated and supervisor 

rating.  

3.5  Review of the Literature on Stress and Employee job performance amongst HEI’s in 

Africa  

A study conducted in South Africa amongst public sector employees found that factors such as 

teamwork, control latitude, working conditions, skills, and creativity had a significant impact on 

performance (Mafini and Pooe, 2013). Likewise, innovation has also been considered by various 

researchers (Jiménez-Jiménez and SanzValle, 2011; Dauda, 2009; Vincent et al., 2004) as being a 



54  

  

key element in improving performance within public organisations. Another factor which is 

Autonomy is sometimes referred to as the degree of control or control latitude as also been seen 

as a common factor that influences performance amongst employees (Across, 2005). Findings from 

another study carried out amongst academic employees in a university in Kenya revealed that some 

of the elements responsible for enhancing employee performance amongst the employees in the 

university were those relating to the wellbeing and welfare of academic employees available within 

the university and some of them includes maternity leave, accommodation, health benefits and 

pension (Lagat et al., 2014), findings from this study also correlates with that of Aketch et al., (2012) 

which also investigated some of the factors that promotes employee performance, according to 

the findings from their study, majority of the academic employees stated that the state of their 

wellbeing would ultimately affect the level of their overall performance.   

According to findings from a study conducted by Arinanye, (2015) amongst academic employees in 

a higher education institution in Uganda, three organizational elements that were responsible for 

employee performance were communication, commitments and culture. In another study carried 

out amongst academic staff in a different university in Uganda by Odinga, (2010) results from the 

study showed that training opportunities and promotion were the two factors that had the most 

impact on the performance of employees. Another study conducted by Barifaijo, (2009) amongst 

part time academic staff in a public higher education in Uganda found that majority of the 

respondents identified that a key factor that would impact their performance positively was a 

better HR practices within their institution towards them. A plausible explanation for this might be 

a sense of neglect being felt by the part time academic employees because they are not based on 

a full-time contract hence, they were excluded from certain benefits. Another prominent factor 

amongst the respondents was a lack of clarity in their job roles and responsibilities, this is also 

known as role ambiguity. Wilson, (2015) conducted an exploratory study amongst 420 academic 

staffs in Uganda to investigate how the work environment affected academic staff performance. 

The study revealed that factors which employees highlighted to be the most significant and which 

would have the greatest impact upon their performance if provided are; an equipped and 

conducive office space, lecture rooms, rewards and pay and policies within the university, another 

study conducted in Ghana by Afful-Broni (2012) indicated that low salaries was a factor that 
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impinged on the performance of academic employees within the country.  Other studies also have 

shown a positive relationship between work environment which constitutes working conditions 

and employee job performance. Bett, (2018) in a study conducted amongst the part-time academic 

employees of two public universities discovered that pay and compensation, training and 

development were three factors that showed the most significant impact on employee 

performance whilst pay and compensation had the most significant impact. A study conducted by 

Mostert et al., (2008) amongst employees in higher education institutions in south Africa identifies 

that work overload had a significant impact on employee performance and other organisational 

constructs such as organisational commitment. Their finding supports the study by Coetzee and 

Rothmann (2005), which also identified same stressor in their research amongst South Africans 

academic employees. In another South African study conducted by Barkhuizen and Rothmann, 

(2008) amongst higher education intuitions academic employees three additional work stressors 

were identified to be prominent amongst the employees which are pay and benefits, work overload 

and work-life balance.  

According to Ojokuku, (2013) enhancing performance of academic employees should be a major 

goal of the government as well as the university governing body. Improved employee performance 

has also been linked to a higher employee retention rate (Falola et al., 2018).   

3.6 Work stress and employee job performance in Higher Education Institutions in 

Nigeria  

Research on the relationship between work stress and employee performance in the higher 

education sector in Nigeria has received minimal attention (Osibanjo et al., 2016) despite the 

challenges of stagnated growth, poor productivity, low performance amongst others. Existing 

studies amongst academic employees in the three categories of university system that exist in 

Nigeria will be carefully examined.   

Archibong et al., (2010) conducted their study in two universities (Federal owned university and 

State owned university) within the eastern region of the country and investigated the work 

stressors the academic employees were confronted with, their findings showed factors relating 

to teaching, research and interpersonal relationships with students, colleagues and superiors 
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however, evidence from their study also revealed that a larger percentage of the 279 participants 

found factors relating to career progression such as inadequate funds for research, lack of 

professional developments opportunities and low research publication as the major source of 

the stress being confronted with at work. They further investigated whether the male or female 

academics responded more to the work stressors and their result showed that both genders 

responded equally to all the sources of stress highlighted excluding teaching. The female 

academic lecturers found teaching to be more stressful for them than their male colleagues. A 

plausible explanation for this could be because the issue of double burden women undergo that 

is, women are usually responsible for undertaking the chores within the household most 

especially in Nigeria and across Africa. This is because of the culture which sees women as the 

caretaker of the home and are mainly responsible for cooking, cleaning and other home keeping 

activities. A drawback of this study is the geographical restriction thereby hindering the chances 

of having a more robust and holistic view of what academics across the country experience in 

their respective workplaces.  

A comparative study amongst 324 academic employees working in three federal, three states 

and two private universities within the south-western region of the country carried out by 

Omoniyi and Ogunsanmi (2012) showed that demographic variables such as age and their result 

depicted that there was no difference in the responses to stressors by male and female 

academics which also corresponds to the research carried out by Archibong et al., (2010). Also, 

all the participants responded equally to stress irrespective of their years of academic experience 

however the single academics were more stressed than their married colleagues. Although their 

study made use of a self-developed questionnaire, but the study did not clearly identify the 

specific work stressors that were investigated amongst the academic employee’s which could 

have been useful to subsequent studies.      

In another study conducted by Adebiyi, (2013) in a State-owned university within the south-west 

region, the study investigated the occurrence of stress amongst 100 academic employees and 

how demographic factors such as gender, duration of experience and employee’s respective 

faculties influenced their responses to stress. Unlike the evidences from the research by 
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Archibong et al., (2010) findings from the study showed that male and female employees were 

both stressed at the same level and the employees were still stressed irrespective of their 

academic faculty whilst the length of lecturing career also did not influence the response to 

stress, that is, both the lecturers that had been lecturing for longer length of years and those that 

had just recently started their lecturing career were stressed at the same level. Existing research 

on the responses of male and female academics to stress at work has been quite inconsistent, 

some studies have shown that women respond more to stress (Archibong et al., 2010) also seen 

in a study conducted in the UK (Kinman and Wray, 2013) while some studies have maintained 

that both gender responded equally to stress (Darabi et al., 2016). This is also similar for length 

of service and faculty, responses from these demographic factors have been different within 

literature.  

Atsua et al., (2013) also conducted their research in a state-owned university within the northern 

region of the country and it was found that response to stress varied between male and female 

employees which also corresponds to the research by Archibong et al., (2010). The sources of 

stress highlighted in the study were work overload, inadequate support services, inadequate 

funding. Just as in the case of the research conducted by Adebiyi, (2013) although there seems 

to be an adequate number of participants which were 200 however, a lack of variation also exists 

that is, more universities across the six geo-political zones are required to be included in the 

surveys in order to be able to enhance validity and make accurate generalisations.  

In a similar study conducted by Akinmayowa and Kadiri, (2014) amongst 226 academic 

employees in a selected Federal owned university. The researchers discovered that some of the 

most stated sources of stress amongst the academic employees were relating to workload, 

students, administrative demands, research opportunities, career development, relationships 

with colleagues and bosses. Demographic variables such as gender, age, years of teaching 

experience, marital status, and academic cadre were also tested to examine if they had a 

significant impact on stress at work. They concluded that male and female academics responded 

equally to the stressors within their workplace which corresponded to the findings of Adebiyi 

(2013) and Archibong et al., (2010) whilst there was a difference in the stress responses of those 
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that were married, single, separated or divorced. Responses to stress for the single academics 

were higher compared to their married colleagues and this finding was also the same with the 

research by Omoniyi and Ogunsanmi (2012). With respect to age, academic cadre and the years 

of teaching experience, there were no difference in the stress responses.   

Akinyele et al., (2014) in their research on the impact of stress on employees within a private 

institution in the south- western region of the country investigated how workload impacts on 

employees. Asides from role ambiguity and role conflict, workload has also been known to be a 

common work stressor within the field of stress. Workload has been said to be one of the one of 

the most common sources of stress within the workplace. One of the objectives of their study 

amongst others was to examine the effect of workload on performance as well as the quality of 

graduates being produced by the university. Evidence from their study depicted that workload 

had a negative impact on the faculty performance which in turn could affect the quality of 

graduates. The study however did not cover or rather probe other stressors within the 

workplace, identifying and investigating a wider range of stressors would have given a better 

insight into all the possible workplace stressors within the context of their study also the 138 

participants could have been spread across different universities within the chosen region or 

country so as to enable the opportunity for a generalisation of the result.   

Osibanjo et al., (2016) in their survey of 170 academic staff of a Federal owned university 

investigated five triggers of stress namely; role congruence, equity, ergonomics, employee 

recognition, distance and their impact on employee performance, they concluded that four of 

the five variables investigated had a positive significant relationship with performance except 

ergonomics which did not show a positive relationship. As seen in the study by Akinmayowa and 

Kadiri, (2014) this research was also restricted to one Federal owned university within Nigeria 

which hinders the chances of generalising. This result might have been different if more 

universities across the country were included in the survey as this could enhance the degree of 

generalization. Ekienabor, (2016) in his study of 40 academics working in a private university 

highlighted the factors that triggers stress in their workplace and some of them include; low pay, 

personal life issues, little or no control over their work environment and management decisions, 
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the study further showed that the sources of stress being confronted by the employees affected 

their level of productivity and commitment. However, the study was limited by the small sample 

size which also inhibits the chances of generalisation.  

Furthermore, Adewale et al., (2017) in their study on five (three federal and two state) 

government owned or regulated universities in Nigeria, a qualitative approach was used to 

investigate the sources of stress amongst their 10 selected participants. Their findings showed 

that administrative demands, workload, student’s issues and life or personal issues were the 

most mentioned sources of stress for the academic employees. Asides from stressors relating to 

life issues and personal life the other stressors identified in their study were consistent with prior 

findings of Ekienabor, (2016) and Ogunsanwo, (2019).  

In a more recent study, Yahaya et al., (2019) also highlighted factors responsible for work stress 

in a research conducted in a state owned university within the Northern geo-political zone of the 

country and found that insufficient wages, non-existent career development opportunities, 

imbalance in staff-student ratio, inconsistency in payment of wages were amongst the stressors 

plaguing academic employees. Similarities were identified in the respective studies conducted 

by Bako, (2005), Akpochafo, (2009) and Akpan et al., (2010) which showed inadequate funding 

as one of the major sources of stress being confronted within their universities.  

In conclusion, empirical evidence in the work stress and employee job performance literature 

amongst academic employees in Nigeria depicts that a vast majority of stressors being 

confronted by academic staffs are those pertaining to working conditions and renumeration. The 

physiological and psychological impact of work stress is a major cause of the continuous 

depletion in quality of output as well as performance and it is however imperative that 

subsequent studies continue to shed more light on stressors peculiar to academic employees in 

Nigeria. 

3.6.1    Cultural context of Nigeria and its relationship with Work Stress 

The term culture is generally known to be the collective way of life of a group of people (Hofstede, 

1984; Hofstede et al., 2010) characterised by a common belief system, art, religion, language and 
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so on (Hofstede, 1984). Decades of Studies embarked upon by research scholars (Gregg and 

Banks, 1965; Adelman and Morris, 1967; Lynn and Hampson, 1975; Hofstede and Bond, 1988; 

Hofstede, 1991; Minkov, 2007; Hofstede et al., 2010) on culture across the continent over the 

years have enabled the discovery of the various dimensions to the context of culture. These 

studies have thereby given rise to the six dimensions of culture which include; power distance, 

individualism versus collectivism, uncertainty avoidance, indulgence versus restraint, masculinity 

versus femininity, and long term versus short term orientation. 

The power distance dimension will however be focused on and further elaborated as it relates to 

work stress amongst academics in Nigeria.  

Power Distance  

According to Hofstede, (2001) power distance is the degree of inequality that exists amongst 

people within a society which is also generally accepted by the people within such society. Power 

distance is the extent of power disparity amongst a group of people, these disparities could be 

in the area of power, wealth, status and other economic and social factors (Daniels and Greguras, 

2014). Power distance can either be high or low depending on the country that is the degrees of 

these distances in power are country specific. Evidence from existing studies have shown that 

most western countries have a low power distance whilst developing nations as well as countries 

within African and Asian continent have a high power distance (Hofstede, 1980; Umar and 

Hassan, 2014).  

Firms and organisations in developing nations such as Nigeria with a high power distance culture 

will automatically have this culture being operational in their work environments. Existing studies 

show that social inequality within the general society also permeates the work structures in such 

countries and there is inequality in the work place as well (Andreassi et al., 2012; Andreassi et 

al., 2014). 

The power distance culture in the context of Nigeria and its impact on stress at work. 

Since Nigeria is regarded as a society which possess a high power distance (Yange et al., 2016). 

This characteristic can however manifest across various organisations within different sectors in 

the country. Organisations within societies with high power distance will usually not put into 
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consideration the views of their employees but would rather make decisions with little or no 

input from subordinates within the firm. Scenarios such as these where there seems to be 

master-servant relationship will breed work stress as employees are not opportune to question 

new policies and changes to their work at various times. For instance, in the context of an 

academic environment such as Nigeria, junior lecturers given heavy teaching load might be 

unable to contest their workload due to the high power distance culture of the society. This high 

workload or work-overload might result in work stress and in turn impact negatively on their 

performance at work. A Study conducted by Oruh et al., (2018) have also identified that the high 

power distance culture within the organisations which is a reflection of the culture of the 

Nigerian society poses a threat to the well-being of employees within the higher education 

sectors and across various sectors in the country.  

 3.7  Common Work Stressors in the stress-performance literature  

Role ambiguity and Role conflict are regarded to be the two most prevalent forms of work 

stressors as well as the most important components of role stress (Katz and Kahn, 1970; Ilgen 

and Hollenbeck, 1991; Fichter, 2011) and numerous existing studies have discussed them (Brown 

and Peterson, 1994). Both have also been regarded as a source of stress as well as a premise of 

work stress (Motowidlo et al., 1986). Although, role ambiguity has been named as the most 

impactful however both variables remain the most important variables for organizational 

behaviour (House and Rizzo, 1972). Evidence from existing literature (Mohr and Puck, 2007; 

Rigopoulou et al., 2012) have documented that a statistically significant relationship exists 

between these two role stressors and employee job performance.  

1.) Role Ambiguity  

Kahn et al., (1964) proposed the role theory and various studies have proven that the constructs 

of role theory which are role theory, role conflict and role overload negatively impact job 

outcomes such as performance (Tubre and Collins, 2000; Perrewé et al. 2002) In this theory, Kahn 

et al., (1964) defined role ambiguity as a lack of clarity on an employee’s job tasks and roles. This 

lack of clarity is usually as a result of inadequate information from supervisors as regards what 

the employees job roles entails, how these job roles and responsibilities should be executed and 
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the implications of not achieving performance targets (Fisher, 2001). Research has also shown 

that role ambiguity causes anxiety which in turn leads to job dissatisfaction and eventually 

impacts employee job performance negatively. Therefore, it is of utmost importance that 

organisations set up clear roles and targets for employees so as to avoid ambiguousness. Role 

ambiguity has also been said to be a situation whereby job obligations are unclear to an 

employee and it also extends to employees not having sufficient knowledge on various aspects 

of their job such as job evaluation, criteria for promotion, responsibilities, bosses’ expectations 

and so on (Katz and Kahn, 1970; Tubre and Collins, 2000).   

Role ambiguity has been described to be a multi-dimensional concept Chun and Rainey (2005) 

and Bedeian and Armenakis (1981) introduced the four possible components of role ambiguity 

whilst Sawyer (1992), Singh et al., (1996) and Beauchamp et al., (2005) have also contributed to 

this model. The four categories include:  

i. Goal Ambiguity- this is when the role incumbents lacks clarity in their roles and 

responsibilities.  

ii. Process Ambiguity: this occurs when the role incumbent does not have the 

information required to fulfil those roles and responsibilities according to the set 

procedures within the organization.  

iii. Priority Ambiguity: this involves when the focal person or role incumbent does not 

have the knowledge of the order in which their roles should be executed.  insufficient 

information on the criteria required for performance evaluation   

iv. Behaviour Ambiguity: this happens when the role incumbent has no knowledge of the 

consequences or sanctions of unfulfilled job roles.  

Burney and Widener, (2007) further explained role ambiguity will tend to occur whenever there 

is a mismatch between the information required to execute a job role and the information that 

is provided which eventually could aggravate work tension and conflicts amongst employees 

(Rizzo et al., 1970).  
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In addition, Role ambiguity does not just happen when an employee has insufficient knowledge 

about the requirements of their roles but must also have the knowledge about how their roles 

should be executed (Kahn et al., 1964). Hence, it occurs when there is an absence of both the 

knowledge of job requirements and knowledge of how such requirements must be executed.   

2.) Role Conflict  

Role conflict involves employees being involved in multiple roles such that demands and 

responsibilities of one job role affect the performance of the other (Katz and Kahn, 1970; Pandey 

and Kumar, 1997; Beehr et al., 2000; Akgunduz, 2015). The employee’s attention and strengths 

will be divided in between two or more roles thereby leading to employee’s abilities being 

competed for. It also occurs when there is an incompatibility in the various roles or tasks that has 

been assigned to an employee either by their managers, supervisors or even customers and 

whomever the focal person is rendering services to (Arnold et al., 2009; Ackfeldt and Malhotra, 

2013). Role conflict can also be objective or subjective in nature (Fischer, 2010). Kahn et al., 

(1964) further categorised role conflict into four major types; person-role conflict, intra-sender 

conflict, inter-role conflict and inter-sender conflict. The inter-sender role conflict and the 

intrasender role conflict have been categorised under the sent role conflict (Kahn et al., 1964).  

The inter-sender role conflict happens when the focal person or role incumbent experiences 

incongruities of demands and expectations from a specific role sender.   

Intra-sender role conflict usually involves multiple role senders. It occurs when there are 

inharmoniousness and inconsistencies of demands and expectation from these multiple role 

senders.  

Inter-role conflict occurs when an individual or employee is involved in multiple roles that 

demand different requirements that is, a presence of incompatibility in the demands and 

expectations of multiple job roles as well as insufficient resources to fulfil their job 

responsibilities.   
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Person-role conflict occurs when there are incompatibilities between the demands and the 

expectations of a role and the behaviour of the focal person or the individual that has been 

assigned to that role.   

It is “the simultaneous occurrence of two (or more) sets of pressures such that compliance with 

one would make more difficult compliance with the other” (Kahn et al., 1964, p. 19). It has also 

been described as when an employee is faced with inconsistent and different role expectations 

or obligations from different individuals within an organisation (Bacharach et al., 1991). Price, 

(2001) also referred role conflict to inconsistent job obligations. According to Noor (2004) there 

are three major conditions that brings about role conflict within the workplace which are;  

i. When one role takes the entire time that should have been used to accomplish other roles   

ii. The second is when one of the roles is energy consuming hence the employee becomes 

overwhelmed and too exhausted to fulfil other roles.  

iii. The third condition is when the characteristics of a certain role makes it impossible to 

attend to other roles.   

 3.7.1  Other common work stressors in literature  

 Workload  

Workload entails the allocated duties an employee is required to complete usually within a 

designated timeframe. Employees experience workload related stress when the available time is 

insufficient to the task that must be completed. This factor could increase the chances of an 

employee being stressed. The two most prevalent causes of workload identified in research are 

low staff to student ratio and unrealistic demands of students on their lecturers.   

Workload can be in quantitative and qualitative forms (Spector et al., 1998). Workload is quite 

different from role overload which is the third construct in the role theory model. While role 

overload is concerned with an employee having to accomplish multiple job roles at the same 

time with minimal resources (Spector and Jex, 1998; Creary and Gordon, 2016), workload deals 

with the amount of task an employee has to accomplish within a specific time. Pressure has also 
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been a product of role overload, this is because employees when occupied with multiple roles 

try to ensure their deadlines are met which sometimes lead to employees using personal time to 

complete job roles thereby resulting also in job dissatisfaction and reduced performance (Conley 

and Woosley, 2000; Gurbuz et al., 2012). As in the case of workload, role overload also has both 

quantitative and qualitative aspects. According to the categorization of work stressors postulated 

by Cannon-Bowers and Salas, (1998) which are task-related and ambient stressors. In this 

categorization, workload comes under the umbrella of task-related stressors an explanation for 

this could be because task performance involves the degree to which an employee is able to fulfil 

the job roles and responsibilities that he or she has been employed for. Therefore, workload 

stress comes from the employee having excess of these task duties.  

 Working Conditions  

Working conditions of a work environment or a workplace are very crucial to the physical and 

mental wellbeing of employees within it (Lee et al., 2014). It is a factor that is intrinsic to the 

organisation. According to International Labour Organisation (ILO, 2018), working conditions 

comprises of factors such as pay, working hours and physical and mental demands of a job. For 

the purpose of the present study, the operational definition of working conditions will be based 

on that of ILO.   

Stress emanating from working conditions has also been identified as a common stressor within 

the stress-performance literature and this will also be investigated within the context of Nigeria 

academic employees.  

 3.8 Research Gap  

An in-depth study of the existing literature on work stress amongst academic employees in 

Nigeria has brought to light some of the gaps within this field. In view of this, there are two gaps 

that has been identified which this present research aims to cover. Firstly, majority of the existing 

studies have only covered a few universities in Nigeria. Some studies have concentrated on just 

one whilst some have focused on three or four universities. However, there has not been a 

holistic view to this, and no study has been able to investigate the impact of stress on 
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performance of a wide range of universities across the country. Although, the number of 

participants or scale has not been small but the variations (in respect to university coverage) have 

been limited. Hence, this study will endeavour to address this gap by ensuring that universities 

across the six geo-political zones across the countries are represented.   

Secondly, of all the existing literature on academic stress in Nigeria, none of these studies have 

developed a framework in form of a working guide or manual for policy makers which could be 

instrumental in eliminating stressors or perhaps minimising the stressors that are prevalent in 

the work places across federal, state and private universities. In addition, the proposed 

framework will not only be built from the findings of this study but also on best practices that 

will be identified from selected African countries with thriving higher education sectors that has 

remained consistent over the years.   

Thirdly, there is yet to be any study that has been able to clearly distinguish the two forms of 

performance that is, task and contextual performance. Previous empirical studies and past 

researches in the stress-performance literature within the context of Nigeria have primarily 

focused on the impact of stressors on task performance. The contextual aspect of employee 

performance has received no significant attention.  

Thus, in the light of the gaps identified above, this study will help to address these gaps which 

would therefore enable the researcher to eventually draw a meaningful and robust conclusion 

from this study.  

 3.9  Chapter Summary and Conclusion  

Based on existing empirical evidence, there is a vast body of research that has established the 

relationship between job stress and employee job performance. Although majority of the 

existing, empirical evidence favours the negative linear theory over the positive linear and the 

inverted U theory. Hence, the present study will be based on the negative linear theory.  

The inconsistencies of published findings on the stress-performance link could also be as result 

of the different measures of stress being used across literatures in this field. In respect to this 

study, role ambiguity and role conflict will be used to measure and conceptualise stress and all 
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other stressors which are peculiar to academic employees within the Nigerian Higher education 

sector, this will be identified at the interview phase of this study.  
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CHAPTER FOUR  

 4.1  Research Methodology and Design  

 4.1.1  Introduction  

This chapter gives a brief introduction on what research methodology entails. As well as what 

constitutes a research paradigm and the various paradigmatic categories and their distinctions 

that is, ontological, epistemological and methodological philosophies underpinning the present 

study and the rationale for adopting the chosen paradigm. The philosophical stance of the 

researcher is also discussed which influenced the chosen methodology and considered to be the 

best fit for answering the questions posed within the context of this research.  

 4.2  Research methodology (Brief Definition)  

This is concerned with how a research is being carried out. It is also considered to be the plan or 

strategy of a research (Creswell, 2003). Research methods on the other hand is simply all the 

methods adopted during a research, it can be said that research methods are a subset of research 

methodology. The research methodology is broader than research methods; it involves knowing 

and applying the best technique to solve a research problem(s). According to Kothari, (2004) 

research methodology constitutes the purpose of undertaking a research, a statement of the 

research problem, the research questions, how the hypothesis have been formulated, the types 

of data collected and what method of data analysis adopted and why it’s been chosen. There are 

three distinctive approaches which are commonly used in executing a research are quantitative 

approach, qualitative approach and mixed methods approach (Williams, 2007). Numerical data 

are often derived from quantitative approaches while textual data are produced from qualitative 

approaches and mixed methods comprise of both numerical and textual data. Quantitative 

methodology lies within the assumption of empiricism that is, the empiricist paradigm (Creswell, 

2003), this school of thought is of the belief that evidences should be empirically based and they 

often boast of the objective stance of researchers based on the techniques involved.  
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 4.3  Paradigms  

What is a Paradigm?  

A paradigm simply means ‘‘worldview’’ (Guba and Lincoln, 1994, p.107; Mackenzie and Knipe, 

2006; Creswell and Clark 2011; Lincoln et al., 2011) and within the context of a research, it can 

be described as ‘‘accepted model or pattern’’ (Kuhn, 1962, p. 23) and the totality of the structure, 

beliefs, methods and values in which a research is conducted (Neuman, 2000; Denzin and Lincoln, 

2000; Creswell, 2003; Mertens, 2005; Neuman, 2006; Creswell and Plano Clark, 2007; Morgan, 

2007; Denzin and Lincoln, 2008). The worldview indicates how the researcher sees the world 

around him (Lather, 1986) and their perception of this world view influences the choices and 

decision the researcher makes from the beginning to the completion of the research also in 

‘‘ontologically and epistemologically fundamental ways’’ (Guba and Lincoln, 1994, pg. 105). 

There are three specific questions that must be distinctly answered within a research paradigm 

and these are the ontological, epistemological and methodological questions (Guba and Lincoln, 

1994, pg. 108).   

The ontological question focuses on enquiring about the various forms of reality (Richards, 2003), 

it seeks to provide answers to questions such as; what is the nature of reality? What are the 

observers existing knowledge on these realities as well as the actual world? and the position they 

take all through the process of the research (Orlikowski and Baroudi, 1991; Crotty, 1998). The 

ontological paradigm focuses on the study of being and seeks to answer questions about the 

nature of reality and the aspects of reality that can be known (Snape and Spencer, 2003).  

The epistemological term originated from the Greek word ‘‘episteme’’ which means knowledge. 

The epistemological seeks to provide answers to questions such as; what is out there to be known 

and how will this knowledge be accessed? What is the relationship between the observer or 

researcher and what is to be found and known in the research? Will the researcher’s perception 

of reality influence the research and findings, or will the researcher be objective and produce the 

actual reality? (Cohen et al., 2007; Cooksey and McDonald, 2011)  
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The methodological aspect of a paradigm encompasses all the steps, approaches, actions and 

methods that will be embarked upon by the researcher or observer to find what they intend to 

know (Keeves, 1997; Crotty, 1998). These includes the instrument chosen by the researcher to 

collect data, how the collected data will be analysed and how they would interpret the outcome 

of their observations. Every research is peculiar; hence the observer must be able to determine 

the most suitable approach to answer their research questions (Morgan, 1998).   

Various paradigms have been proposed by scholars over the years however the three most 

common research paradigms employed in research till date are positivism, constructivism or 

interpretivism and pragmatism (Guba and Lincoln, 1994; Orlikowski and Baroudi, 1991). 

However, there has been an ongoing debate on the superiority of each of the paradigms most 

especially between positivism and interpretivism purists, the proponents of the positivist 

paradigm believed it to be the most appropriate for research whilst the interpretivist purists also 

believed their paradigm was superior to the positivists (Johnson and Onwuegbuzie, 2004; 

Brierley, 2017). The pragmatist paradigm has been claimed to emerge from those who saw 

themselves in between these conflicts and debates and who realised that although both 

paradigms were important but neither the positivism school of thought nor the interpretivism 

school of thought was absolutely sufficient to undertake their research but rather embracing the 

perspective of the positivist and constructivist paradigms in order to find answers to their 

research questions.  

Each of these will be further discussed below.  

 4.4  Paradigm wars and Paradigm Shift  

The debate on the two major opposing worldviews which are the post-positivism and 

constructivism paradigms brought about the discussion on paradigm wars which was introduced 

by Tashakkori and Teddlie (1998). This further led to the emergence of the pragmatic paradigm 

which is now referred to as the third research paradigm.  
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 4.4.1  The Positivist paradigm  

During the 19th century, a French philosopher by the name Auguste Comte developed the 

positivist philosophy, later in the 20th century it became generally accepted (Richards, 2003). 

The assumption of this school of thought is that research and knowledge should be based on 

experience of human senses that is empirically derived. Empiricism is therefore the belief that 

true knowledge emanates is through the experiences of our senses (Seising, 2007). Empiricists 

hold the view that experimentation, observation and reasoning must be involved in 

understanding the human behaviour and the surrounding reality. The positivist purists refuted 

illogical means of observing reality but rather propagated that real-life events should be analysed 

logically. The positivist paradigm school of thought emphasizes that the truth out there is 

independent of the researcher or observer (Aliyu et al., 2014) and the proponents of the positivist 

ideology focuses on the importance of the researchers objectivity or objective stance all through 

the course of the research, the assumption is that the researcher, participants and the research 

topic are all independent entities and must remain so in order for the observer to maintain 

objectivism and avoid research biases (Ponterotto, 2005). The ontological stance of positivist 

paradigm is realism and the epistemological position is objectivism and the methodological 

position of the positivist paradigm is experimental (Kivunja and Kuyini, 2017).   

Although the positivist paradigm gained profound recognition and acceptance there were some 

of drawbacks and weakness of the positivist paradigm which were identified by some researchers 

such as the inability of the positivist approach to be applied within the context of social 

phenomenon, inability to access the underlining experiences of participants in their own words 

(Yilmaz, 2013). These criticisms gave rise to another paradigm which is the post-positivist 

approach, although it shares the same ontological and epistemological stance as the positivist 

school of thought but the difference is that while the positivist school of thought emphasizes on 

“theory verification” the postpositivist theorists emphasizes on “theory falsification” (Lincoln and 

Guba, 2000, p. 107).   

The positivist paradigm favours quantitative methods approach and is every so often employed 

within this concept (Glesne and Peshkin, 1992; Daymon et al., 2002). Quantitative methods 
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usually generate quantifiable data and makes use of statistical analysis and techniques 

(Ponterotto and Grieger, 1999; Jackson, 2008) which means hypotheses are generated and 

tested, scientific experiments are conducted, as well as surveys and questionnaire before 

observers state their conclusions and proffer recommendations.  

 4.4.2  Interpretivist/Constructivist Paradigm  

The interpretivist-constructivist paradigm are sometimes used interchangeably in research 

(Johnson and Onwuegbuzie, 2004; Ponterotto, 2005). In contrast to positivist paradigm, a major 

characteristic of the interpretivist paradigm is subjectivity (Guba and Lincoln, 1994; Yin, 2003; 

Grix, 2004; Wills, 2007) which explains that there is usually peculiarity and diversity in how two 

or more individuals or participants view their reality. The interpretivists believe that reality is 

relative and proponents and advocates of this paradigm are also of the belief that reality is 

socially constructed (Hansen, 2004; Denzin and Lincoln, 2011) and therefore engages in steps to 

have a deeper understanding of the context being studied and most importantly the participants 

reasoning, interpretations and experiences. Constructivists hold the view that there must be a 

form of interaction and relationship between the researcher and the participants or object of 

study, according to them, it is through this interaction that the researcher is able to understand 

and access more underlying truths or insights therefore, the constructivist school of thought 

believe the researcher and subjects are both important elements and co-creators of truths or 

reality (Ponterotto, 2005).  

This paradigm majorly employs qualitative methods (Daymon et al., 2002; Thomas, 2003; Wills, 

2007; Creswell, 2009) a major feature of this paradigm is its flexible approach in seeking answers 

and knowledge from individual subjects, participants or groups within the context of their 

research (Thanh and Thanh, 2015). The ontological stance of interpretivism is relativism whilst 

the epistemological position is subjectivism. The methodology of the interpretive paradigm 

employs the use of qualitative techniques and methods (Trauth, 2001), there are quite a few of 

them, however four of the most commonly used methods in qualitative studies are: grounded 

theory, case studies, ethnography studies and phenomenology (Petty, et al.,2012; Astalin, 2013) 

and the instruments used includes interviews, observations, open ended questionnaires, case 
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studies, document analysis (Denzin and Lincoln, 1994; Myers and Avison, 2002). Grounded 

theory in research entails the researcher embarking on a study with the purpose of generating a 

new theory by the observations being carried out, the research is not built on an existing theory, 

but the study proposes a new theory at the end of the study (Merriam, 1998). The data gathered 

by the grounded theory researcher is thereby used to develop the theory (Aliyu et al., 2015). 

Case studies often involves an in-depth investigation and study of a single individual or event by 

a researcher for the sole purpose of discovering key insights and understanding certain 

phenomenon over a specific period (Baxter and Jack, 2008; Yin, 2009). Ethnography is used by 

researchers who desire to study the behaviour, attitudes and experiences of a specific group 

(ethnicity) of people or culture over a certain period through observations, face to face 

interviews, focus groups (Reeves, 2013). The researcher gets themselves immersed in their 

subjects’ social environment to be able to see things from their perspective (Hughes, 1992; 

Reeves, 2008) and document these observations or experiences in forms of texts, visuals and 

audio formats (Pink, 2006). Phenomenology is concerned with the study of human experiences 

through the individuals or people that have lived or are still living through these experiences 

(Sokolowski, 2000; Kuper, et al., 2008). The philosophy of phenomenology advocates separating 

the phenomenon being studied from the researchers existing cultural, religious, social beliefs to 

produce unbiased reality and truths which is free from prejudice (Moran, 2000).    

 4.4.3  Pragmatic Paradigm  

This paradigm was borne out of the need of some sort of methodological pluralism in the 

research world and regarded as the new research paradigm. Researchers had gotten to a point 

where neither the positivist approach nor the interpretivist approach was completely sufficient 

to answer the questions their research was posing. Pragmatists embraces methodological 

flexibility and diversity as against methodological rigidity. Hence, this brought about the 

pragmatic paradigm which is considered to be the new and alternative paradigm (Feilzer, 2010) 

where researchers now possess the liberty and the opportunity to use multiple methods and mix 

various techniques to answer the questions their study poses (Salehi and Golafshani, 2010).  
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The pragmatic paradigm remains the predominant philosophical approach associated with the 

mixed methods research design (Bazeley, 2003; Rallis and Rossman, 2003; Johnson and 

Onwuegbuzie, 2004; Denscombe, 2008; Teddlie and Tashakkori, 2009; Johnson and Gray, 2010; 

Cameron, 2011) and has been considered the most appropriate (Tashakkori and Teddlie, 2003; 

Hanson et al., 2005; Scott and Briggs, 2009). In view of this, Johnson et al., 2007 pg. 113, also 

stated that ‘‘the primary philosophy of mixed research is that of pragmatism’’. The perspective 

of a pragmatist purist is that of abduction (Modell, 2009) whilst the positivist researcher makes 

use of deduction and the interpretivist purist makes use of induction (Morgan, 2007). The 

pragmatist paradigm provides researchers the opportunity of adopting the best suited 

approaches to address research questions. Pragmatist researchers are of the belief that finding 

the ideal answers remains the utmost priority and whichever approach can ensure this becomes 

a reality is what will be pursued rather than being methodologically rigid and constrained to a 

certain research method or technique.  

According to Dewey, (1925) who is a major proponent of the pragmatist school of thought, he 

described the pragmatist researcher as often having a multiple view of their reality or world as a 

mixture comprising of both subjective and objective elements and also being open to practical 

ways in which research questions can be answered and new knowledge created.  

In conclusion, the pragmatic approach and the mixed methods research design has been labelled 

to be ‘‘the new third chair’’ (Johnson and Onwuegbuzie, 2004, pg. 15) with positivist paradigm 

and the interpretivists paradigm on both sides which aims to draw the strengths of both 

approaches. This has somewhat been able to create a solution to the paradigm wars (Hanson, 

2008) between these two school of thought as initially mentioned by one of the founding purists 

of the pragmatic paradigm movements who stated that the pragmatic movement has presented 

itself as being instrumental in ‘‘settling metaphysical dispute’’ (James, 1995, pg. 18). The 

researcher’s rationale for employing this paradigm in the present study will be addressed later 

in this chapter.  
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 4.5  The Present Research  

4.5.1 Mixed Methods research design- Research methodology within the context of this study.  

As mentioned in the previous section, the philosophical underpinning of the mixed methods 

research is pragmatism. The mixed methods research design is highly instrumental in generating 

concrete data and results compared to a mono-method approach (Creswell and Plano Clark, 

2007; Azorin, 2010). Here, the researcher adopts the use of both the quantitative or qualitative 

approach either concurrently or sequentially all through the process of the research or within 

the context of a single study (Creswell, 2002; Teddlie and Tashakkori, 2006; Tashakkori and 

Creswell, 2007; Eaves and Glanfield 2016). It employs the collection and analyses of both 

quantitative and qualitative data in a single research study (Tashakkori and Teddlie, 2003) and 

the integration of both methods within a research (Johnson and Onwuegbuzie, 2004) with the 

aim that the convergence will enhance validity of results (Denzin, 1978; Jack and Raturi, 2006; 

Carter et al., 2014; Johnson and Christensen 2017). This integration of the positivist characteristic 

of the quantitative methods and the constructivist and interpretivist characteristic of the 

qualitative methods gives a more significant validity to the results and conclusions which a 

research study produces. That is, the breadth of quantitative research and depth of qualitative 

research (Greene and Caracelli, 2003). Mixed methods design is helpful in answering research 

questions which have exploratory, confirmatory and explanatory characteristics (Teddlie and 

Tashakkori, 2009; Venkatesh et al., 2013)  

Mixed methods research is dated back to the 1950s (McKim, 2017) and 1960s (Leech and  

Onwuegbuzie, 2007) but the emergence of various conceptualisations began in the 1980’s 

(Molina-Azorin, 2016) and ever since then there has been an increased use and support of this 

approach by research scholars across health sciences, social sciences, sociology, psychology and 

other fields of research (Hanson et al., 2005; Onwuegbuzie and Collins, 2007; Cameron, 2009; 

Denscombe, 2008; Almeida, 2018). The mixed research methods design is usually referred to be 

the third approach to research as stated by (Freeman, 1998; Johnson and Onwuegbuzie, 2004; 

Onwuegbuzie and Leech, 2004a; Brierley, 2017) and further by Johnson et al., (2007, p. 117) “we 

currently are in a three methodological or research paradigm world, with quantitative, 
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qualitative, and mixed methods research all thriving and coexisting”.  Greene et al (1989, p. 259); 

Greene, (2007) identified five purpose of mixed method research design these include; 

triangulation, complementarity, development, initiation and expansion. Mixed methods 

research also gives the researcher or observer the freedom and opportunity to employ various 

approaches in answering their research questions whenever it is required (Johnson and 

Onwuegbuzie, 2004) researchers are thereby not confined to working with a single methodology. 

Asides from the ability of the mixed methods design to create new knowledge (Hurmerinta-

Peltomaki and Nummela, 2006) another key importance of the mixed methods research is the 

ability to integrate the social phenomenon of the quantitative methods and the qualitative 

methods and simply not just replicating results (Sandelowski, et al., 2009). According to Creswell 

and Plano Clark, (2007) there are three main decisions the researcher needs to consider before 

embarking on a mixed research methods, the first is if the quantitative and qualitative techniques 

will be considered sequentially or concurrently, the second is the decision of priority that is if 

either the quantitative will be the major approach whilst the qualitative will act to support the 

verification of result and vice versa and the third decision to be made is for the researcher to 

identify at what point the integration of the methods will be done. They further Creswell and 

Plano Clark, (2007) introduced the four various forms of mixed methods design which are; 

triangulation design, embedded design, explanatory design and exploratory design.  

i. Triangulation design: this is a concurrent design and is one of the most frequently used 

(Creswell, 2003), in this design quantitative and qualitative data are collected 

simultaneously or concurrently and integrates the data during the result interpretation and 

conclusion phase. A major characteristic of the triangulation design is the equality in the 

priority given to both quantitative and qualitative methodologies within the context of the 

research where its being used (Creswell, 2003). The triangulation design is structured such 

that qualitative data collection and quantitative data collection are discussed in two 

separate chapters, also at the data analysis stage, the quantitative data analysis is discussed 

in a separate chapter to the qualitative data analysis. Afterwards, the results of both 

methods are jointly discussed in the interpretation stage or section. However, Creswell and 

Plano Clark (2011) identified four stages or phases at which integration of result can occur 



77  

  

when using a mixed method design approach. These include the design stage, data 

collection phase, data analysis stage or interpretation stage.  The researcher will decide at 

what point it would be most appropriate to implement the integration.  

ii. Embedded design: here is also a concurrent design which either the quantitative method is 

embedded in a qualitative study or either a qualitative method is embedded in a 

quantitative study. One of the two methods is usually the primary method that is given a 

priority whilst the other method acts as a secondary method and usually combined to act 

as validator or to support the findings of the primary method.   

iii. Explanatory design: this is a sequential design, in this mixed methods approach, gathering 

and analysing the quantitative data is conducted first which then helps to inform the 

qualitative study in the second phase. In this design the quantitative methods are 

particularly important and given a higher priority. This method is known to be popularly 

used amongst social science researchers (Shannon-Baker, 2016) and regarded to be the 

easiest to implement in research (Doyle et al., 2009).  

iv. Exploratory design: is also another form of sequential design, it is also referred to as the 

sequential exploratory design, in this exploratory type of mixed methods design, the 

qualitative approach comes before the quantitative approach. The findings from the 

qualitative study are usually used to aid in the development of an hypotheses. This mixed 

methods design is often employed in studies that aim to develop new instruments.  

However, Leech and Onwuegbuzie, (2009) having identified the plethora of typologies of mixed 

methods designs existing in literature and discovering that majority of these typologies were 

either too simplistic or rather overly complex to be implemented in research studies decided to 

conceptualise and create three broad categories based on these existing typologies. Their 

categorisation was based on three major tenets which include:  

i. Fully or partial mixed methods design: this involves how much of the mixing is 

implemented in the research. The researcher should identify if either quantitative or 

qualitative approach is used sparingly.  
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ii. The point at which Mixing is introduced (That is, Time): this indicates when the quantitative 

or qualitative approach is introduced. The research must be able to indicate the time or 

stage when either the quantitative approach or the qualitative approach will be introduced 

in a mixed methods study. Such as if it will be concurrent (simultaneously) or sequential (in 

stages or steps)?   

iii. The Emphasis placed on each approach: lastly, the third typology of mixed methods 

research design involves the study showing which of the approaches is given a priority that 

is if the quantitative or qualitative approach is the dominant approach whilst the other 

approach will be the subservient approach.    

Asides from the importance of mixed methods research design in synchronizing the strengths 

of both the quantitative and qualitative approaches in a single study another added advantage 

is the production of sets of ‘‘informative, complete, balanced, and useful research results’’ 

(Johnson et al., 2007, pg. 129). There have been various justifications and purposes of using the 

mixed methods research, however the five major rationales proposed by Greene et al., (1989, 

pg. 259) which are; ‘‘triangulation, complementarity, development, initiation and expansion’’ 

has been seen to be the most recognized, cited and adopted in subsequent mixed methods 

studies (for example Onwuegbuzie and Collins, 2007; Harwell, 2011).  
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Figure 3: Diagrammatic representation of the mixed methods Typologies (SOURCE: Steckler et al., 

1992 pg. 5).  

However, Johnson et al. (2007) and Bergman (2008) further elaborated the sequential and 

concurrent approaches to encompass six other approaches namely;   

1. Sequential Explanatory Design  

This approach is usually characterized by firstly, gathering and analysing the quantitative data 

and secondly collecting and analysing qualitative data. This is used when the research aims to 

use findings and results from the qualitative stage to interpret the findings from the quantitative 

phase.  

2. Sequential Exploratory Design   

In this design, the qualitative data are collected and analysed first followed by the quantitative 

data collection and analysis. This design is employed to either develop or test a new 
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phenomenon. This could also be done in certain studies with the purpose of using data gathered 

from the qualitative phase to develop questions that would be further investigated in the 

quantitative phase.   

3. Sequential Transformative Design   

This design collects and analyses either the quantitative or qualitative data first. Either of them 

can come first and results are often integrated at the interpretation of result chapter or section 

of the research.  

4. Concurrent Triangulation   

In this design strategy, both the quantitative and qualitative data collection and analysis are done 

concurrently (simultaneously). This is usually done to complement the weakness of the other 

method.   

5. Concurrent Nested Design   

In this approach design either the quantitative or the qualitative approach design is given priority 

over the other. Either of both that is given a lower priority is only used to answer a research 

question that is different from the primary research question. The priority approach is usually 

used to answer the primary research question.   

6. Concurrent Transformative Design  

This design is often employed when the purpose of the research is to develop a theory. This is 

done based on the research.  

 4.5.2  Chosen Mixed methods design Typology- Justification.  

In the context of this study, the mixed methods design adopted is the sequential exploratory 

design which means that the interview phase (qualitative) will precede the questionnaire 

(quantitative) phase and both approaches will have equal priority meaning that there will be 

neither qualitative nor quantitative dominance all through the course of this research. The 

exploratory sequential design has been identified as the most ideal for this study because the 
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researcher aims to use the interview phase to identify and explore into the key work-stressors 

within the higher education institutions in Nigeria from the participants perspective and 

interpretation which would then be instrumental in the development of a more robust 

questionnaire for the subsequent phase. Data analysis will be done in three phases, first is the 

qualitative phase, followed by the quantitative phase and finally at the integration phase. These 

are the three phases of analysis involved in the sequential explanatory design typology (Creswell 

and Plano Clark 2011).  

As stated earlier, the philosophical underpinning of the present study is pragmatism, the 

researcher’s stance is both from an interpretive and a positivist perspective. As it has been 

previously discussed, the primary aim of this study is to inquire into how academic employees in 

Nigeria perceive and interpret stress that is, the major factors within the work environment that 

are regarded as stressors and how these work stressors impacts their task and contextual 

performance on their job roles. In the quantitative stage of this study Existing work-stress and 

employee performance questionnaires in literature will be adopted and used to inform the 

questionnaire as well as some themes identified during the interview phase will also be included 

in the questionnaire that will be used. Therefore, this study will rely on both quantitative and 

qualitative data hence this study involves both deduction and induction processes.  

4.6  Significance of employing a mixed methods research design in the present 

study- Rationale  

The researcher’s decision to implement mixed methods research was fixed rather than emergent, 

meaning that the researcher chose to implement the use of mixed methods approach at the time 

the research topic was chosen and when the research questions were identified and constructed. 

Creswell and Plano Clark, (2007; 2011) provided an explanation to these two forms of stages 

when researchers choose to employ mixed methods approach in their research, they defined 

fixed as when the researcher makes a choice at the beginning of the research whilst the emergent 

occurs when the researcher chooses to employ the mixed methods approach at a later stage 

during the research. The emergent decision usually occurs in cases when the researcher realises 

the inadequacy of a mono-method approach in answering the questions within the context of 

their study (Morse and Niehaus, 2009).   
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The rationale for a mixed method design within the context of this study is based on the nature, 

diversity and peculiarity of the research questions. Taking a pragmatic stance, the researcher 

chose not to be methodologically rigid but rather employ both qualitative and quantitative 

techniques where and when required to achieve the study’s objectives and answer the research 

questions. Cavana et al., (2000) and (Johnson and Onwuegbuzie, 2004) expressed that a 

researcher’s goal is to ensure that they take advantage of all available techniques and 

instruments (either a mono method or mixed method approach) to ensure their proposed 

research questions are answered rather than being restricted by the tenets of a single 

methodology. Hence in the researcher’s quest for deeper insight into the work stress experiences 

of the academic employees as well as to have a closer and broader understanding of their 

meaning of work stress both qualitative techniques and quantitative techniques will be 

employed. Data from the qualitative phase will help to inform the quantitative phase. That is, the 

interviews that will be conducted in the first phase of the research will be used in developing and 

constructing the questionnaire in the second phase.  

Also, existing studies in the work stress-performance literature have predominantly employed 

quantitative techniques (AbuAlRub, 2004; Kraimer, et al., 2005; Netemeyer, 2005; Imtiaz and 

Ahmad, 2009; Wallace, 2009; Hon and Chan, 2013; LePine et al., 2016). Therefore, the use of 

mixed methods design in this study will contribute to the published literature on work-stress and 

performance using mixed methods design as well as uncover new meanings amongst research 

participants through qualitative research instruments.   

Another reason for employing mixed methods design is that quantitative approaches have been 

said to be restrictive and rigid because of its inability to offer profound insights into the 

perceptions and thoughts of the research participants or subjects thereby limiting the depth of 

understanding and richness that could possibly exist within a study. Hence, the adoption of the 

qualitative approach will provide a ‘‘multi-layered view’’ (Hesse-Biber, 2010, pg. 456) of the 

reality of the respondents as well as give more insight into those aspects that are unlikely to be 

covered or reached with the use of quantitative techniques (Green and Thorogood, 2004).  
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Furthermore, compared to using a single approach, the combination and adoption of both 

methods in this research will be the most appropriate action to guarantee a comprehensive and 

valid inference(s). As further reiterated by Johnson et al., (2007, pg. 129) mixed methods design 

brings forth ‘‘informative, complete, balanced, and useful research results’’.  

 4.7  The Point of integration   

Since this study is employing the sequential exploratory mixed methods design which entails that 

the collection and analysis of data will not be done simultaneously but rather sequentially. When 

employing mixed methods design there are usually four various points of integration (Creswell 

and Plano Clark, 2011) where the researcher unites, connects or integrates both the qualitative 

and quantitative approaches (Guest, 2013). The decision regarding when the integration will 

occur is regarded as the most significant aspect of the mixed methods design and perhaps the 

crux of the approach (Schoonenboom and Johnson, 2017).  

Thus, in the context of this study the point of integration will thereby be at the interpretation 

stage.   

  

Figure 4: Sequential exploratory mixed methods design as applied in the present study  

 4.8  Chapter Summary and Conclusion  

This chapter has provided a background account of the various existing research paradigms that 

is ontology (what constitutes reality or truth), epistemology (Meaning of knowledge) and 
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methodology (Actions that will be taken to aid knowledge discovery) as well as the researcher’s 

methodological stance within the context of the present study.  

A recap of the research questions:  

RQ1) What are the present sources of work stress amongst academic employees in Nigeria higher 

education institutions?  

RQ2) What are the impacts of the identified work stressors on academic employee’s task and 

contextual job performance?  

RQ3) What are the views of Nigerian academics on work stress and their suggested stress 

intervention strategies?  

RQ4) How can good practices as regards employee performance be identified within the higher 

education sector of other African countries and how might a proposed employee performance 

framework centred on improving performance amongst Nigerian academic employees be 

implemented?  

In view of the above questions, this PhD research will be categorised into two segments;  

Study (I) will address the first and second research questions by employing semi-structured 

interviews and questionnaires respectively. The questions which will be posed in the interview 

sessions will aim at exploring academic employee’s perception and interpretation of work 

stressors within their work environment and within the context of Nigeria’s Higher education 

institutions at large. Thereafter, the responses from the interviews will be used in the 

development of the questionnaires which will be used in the subsequent phase in addition to 

existing questionnaires in literature.   

While Study (2) will be centred on the development of a performance framework to answer 

research questions 3 and 4. The framework will be as simplified as it can possibly be in order to 

enhance its usefulness and also to ensure that higher educational policy makers find it 

instrumental in dealing with challenges regarding stressors in the work place and promoting 

employee performance..  
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In conclusion, the research methods employed and implemented all through this thesis will 

ultimately provide different perspectives of understanding work stressors which are present and 

prominent within the higher education work environment across Nigeria.  
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CHAPTER FIVE – (STUDY PHASE I)  

 5.1  Data Collection, Analysis and Findings- QUALITATIVE PHASE  

 5.1.1  Introduction  

As mentioned in the previous chapter, this study will be employing the sequential exploratory 

mixed methods design approach that is, qualitative phase will commence before the quantitative 

phase (Creswell and Plano Clark, 2007). The use of qualitative techniques in data collection often 

comprises of gathering relevant information through interviews, document analysis, 

observation, focus groups (Orb et al., 2001; Gill et al., 2008). In the context of this study, 

interviews will be conducted amongst academic employees. Interviews is known to be the major 

and most commonly used instrument of data collection in qualitative research (Tessier, 2012; 

Edwards, 2013) and semi-structured interviews are the most commonly used form of interviews 

in qualitative studies (DiCicco-Bloom and Crabtree, 2006; Alshenqeeti, 2014). Semi-structured 

interviews often involve the interviewer having some set of guiding or already-prepared 

questions prior to the interview however, most of the questions and discussions usually 

emanates from the responses given by the respondents that is, further exploration and probing 

are done through the responses of the interviewees. Semi-structured interview is usually less 

rigid with a loose structure as compared to structured interviews.  

This phase will however be providing relevant answer(s) to the first research question which is:   

RQ1) what are the present sources of work stress amongst academic employees in Nigeria higher 

education institutions?  

This chapter will likewise elaborate on the steps involved in analysing the data using qualitative 

techniques.  

 5.2  Pilot Interviews   

A pilot test was conducted in the United Kingdom using two Nigerian academic employees who 

were visiting the United Kingdom for a short academic course. The researcher reached out to 

them and was able to schedule a one-hour interview session with each of them. The participants 

were eager to share their experiences and gladly answered all questions. Asides from the session 
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equipping with the researcher with the ability to sharpen her interviewing skills, the feedbacks 

received from both participants was helpful in rephrasing and modifying some questions which 

came across as being too ambiguous as described by the pilot study participants. The amended 

interview guide employed in this study can be found in the appendix section.   

 5.3  Procedure and mode of interview participant recruitment  

The researcher travelled to Nigeria on Friday the 11th of August 2017 for the purpose of data 

collection across universities in the country. Unfortunately, the Academic Staff Union of 

Universities (ASUU) embarked on a strike action on Monday the 14th their grievances were based 

on the poor welfare and insufficient funding within the federal universities in the country  

(http://www.nigerianmonitor.com/asuu-strike-2017-nigerians-react/)  

(http://punchng.com/asuu-strike-nans-hopeful-of-resolution/). The strike action gave rise to the 

closure of universities and academic staff offices were shut indefinitely. For this reason, it was 

impossible to meet the potential participants face to face for the interviews however, a personal 

contact who is a senior lecturer and one of the leaders of the ASUU advised the researcher to 

write an introductory letter containing a brief description of the research and the purpose of the 

study which would be sent to the mailing list of the Union. The email was sent out to dozens of 

academic staffs on my behalf across universities in Nigeria, which the researcher was also copied 

in requesting for volunteers for interview sessions for research purposes(s).   

The response was very encouraging, more than 50 academic staff replied to the email 

demonstrating their willingness to participate; the researcher followed up by sending another 

email to each of those who responded to show appreciation and to request for a contact number 

they could be reached on. When the contact numbers were sent across, a text message was later 

sent asking each person the most suitable and convenient time to call for the interview as well 

as informing them about the estimated duration of the interview which was to be 30 minutes. 

Different dates and time were scheduled for each of the participants according to their 

convenience and availability. The researcher placed the calls accordingly on the day and time 

scheduled by each participant and all the calling cost was covered by the researcher. Before the 

commencement of the interview sessions, the researcher had downloaded an app/software 

http://www.nigerianmonitor.com/asuu-strike-2017-nigerians-react/
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called Call Recorder from the Google Play store which automatically recorded the conversations 

during the duration of the calls. An in-app purchase was further made which gave the researcher 

an access to transfer the audio files from the mobile phone to a laptop. In addition to the call 

recorder app which was used, the researcher also took notes whilst the interview was ongoing. 

This was done for the purpose of back-up and to help the researcher remember any important 

or striking statement made by the participant and to watch out for them when the audio will be 

listened during the transcription process.  

 5.3.1  Telephone Interview  

As mentioned in the previous section, the researcher had planned and hoped for a face-to-face 

interview session with the prospective participants. However, because of the availability 

constraint posed by the ongoing strike action an alternative option had to be employed which 

was the use of mobile telephones to carry out the interviews that is, semi structured interviews. 

Semi-structured interviews are instrumental in collecting and generating rich data. Before the 

commencement of the telephone interview, the researcher had a thorough read through of the 

interview guide again and ensured the premises were conducive and quiet so as not to disrupt 

the call session.  

Although the use of telephone interview as an instrument of data collection in qualitative 

research started decades after the use of traditional means of interviewing (face to face). 

Nevertheless, in recent times there has been an extensive use of telephone interviews in 

research as well as a growing literature and support for it use as a viable means of data collection 

in qualitative research (Rahman, 2015; Drabble et al., 2016; Oltmann, 2016). Telephone interview 

as a means of data collection in qualitative research has been considered to be as equally 

accurate and valid as the face to face interview and should never be referred as a less effective 

approach (Novick, 2008; Holt, 2010; Cachia and Millward, 2011; Ward et al., 2015).   

Some of the advantages of the telephone interviews is the ease of accessibility (Fulton, 2009; 

Holt, 2010) as compared to face to face interviews which requires some logistical requirement 

on the side of the interviewer and sometimes on the part of the interviewees as well as protecting 

the privacy of the participant especially for those participants who might not want to be seen or 
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in cases when sensitive questions are asked telephone interviews gives the respondent a better 

opportunity to feel less tensed which could enhance a better response as compared to face to 

face settings (Irvine, 2011; Vogl, 2013; Edwards, 2013), telephone interviews is also not as cost 

intensive as face to face interview because it saves the interviewer having to incur transportation 

cost (Carr and Worth, 2001; Lechuga, 2012). Another added advantage is also the benefit of 

protecting the interviewer from any unforeseen risk (Kazmer and Xie, 2008; Wilson, 2012) and 

time conservation because the interviewer spends less time commuting to meet with 

participants as well as zero cost will be incurred if for any reason interview sessions have to be 

cancelled or rescheduled unexpectedly (Carr and Worth, 2001; Sturges and Hanrahan, 2004; 

Musselwhite et al., 2007; Stephens, 2007; Novick, 2008; Elmir et al., 2011; Cachia and Millward, 

2011). According to Drabble et al., (2016), Vogl, (2013) and Mealer and Jones, (2014) Telephone 

interview is often helpful in breaking or reducing power dynamics and imbalances(s) which could 

exist between the interviewer and interviewee (If it were to be conducted face-to-face). One of 

the most commonly mentioned drawback of the telephone interview is the inability of the 

interviewer to observe the body languages and mannerisms of the respondents which could 

generate some form of information (Opdenakker, 2000) however (Mealer and Jones, 2011) 

suggested that these lapses can be addressed by the interviewer being attentive to signals such 

as changes in the respondents tone of voice, sudden pauses and prolonged silence.  

In conclusion, before each of the interview session commenced, the researcher ensured that all 

materials to be used (mobile phone, writing materials and notepads) were inspected and 

checked to be in good condition. Phone networks in Nigeria operate on pay as you go basis, so 

the researcher ensured that sufficient airtime was bought on the phone line to avoid the line 

going off during the interview. The researcher also ensured that the environment was quiet and 

absent from any form of distraction so as allow for a smooth interview process. The questions to 

be asked were also checked again.  
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 5.4  Sample Size   

A total of 13 participants were interviewed which comprised of Professors, associate professors, 

senior lecturers, Lecturer I, Lecturer II, junior lecturers, assistant lecturers and graduate assistant 

which are the categories that is operational within the higher education system in Nigeria. The 

interviews were carried out using a mobile phone. At the start of each interview session, the 

participants were briefed again of the purpose of the research likewise the importance of their 

participation and were assured of anonymity and confidentiality of every personal information 

that will be conveyed during the process of the interviews. Also, consent was sought from each 

of the academic employee interviewed at the beginning of every interview session regarding the 

audio-recording of their responses all through the duration of the interviewing.   

In addition, prior to the commencement of the interview sessions and after the interview 

sessions, the researcher informed each participant about their right to interrupt or end the 

interview session at any point if they felt a need to or uncomfortable responding to any of the 

questions as well as to request for the withdrawal or cancellation of any information given 

previously.   

Each of the interviews lasted between 30 to 50 minutes and the interview process was conducted 

over a period of 3 weeks.  

5.4.1 Justification of the Sample size 

The target sample size for this qualitative phase is between 10 to 15 academic employees 

depending on when saturation is reached, and this range of participants also falls within the 

bracket that is the ideal number of participants for qualitative studies and mixed methods 

research (Bertaux, 1981, pg.35; Mackenzie, 2002; Lee et al., 2002). Therefore, the 13 participants 

within the qualitative phase of this study is appropriate. 

However, for the quantitative phase in the subsequent chapter, due to the security situation in 

some regions in Nigeria at the time of data collection, snowballing, which is a non-probability 

sampling techniques was opted for by the researcher. The prospective sample size was a total of 

250 participants but only 118 questionnaires were returned back due to constraints outside of 
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the researcher’s control. Although, the sample size in the present study may be considered as 

not being fully representative of the academics within the six geo-political zones of Nigeria, 

because of the geo-political zones with fewer participants (such as North Central and North-East 

zones) however, this is does not diminish the accuracy of the findings or insufficient for valid 

conclusion but a larger sample size may just bring to light more findings. This limitation is an 

avenue for future and further studies to be conducted and this will be discussed more extensively 

in chapter 8.  
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 5.4.1  Demographic Data of the respondents  

The first section of the interview covered the Demographic Details of the Participants.  

Characteristics  Participants  

           Age Group  

25 – 35 years  

  

2  

 

36 – 40 years  

41 – 45 years  

46 – 50 years  

51 – 60 years  

> 60 years  

3  

5  

1  

2  

0  

         Gender  

Male  

Female  

  

4  

9  

           Marital Status   

Single  

Married  

Divorced  

Separated  

  

0  

13  

0  

0  
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Years of Experience  

< 1 year  

1 – 5 years  

6 – 10 years  

11 – 15 years  

16 – 20 years  

> 20 years      

  

  

0  

2  

2  

4  

5  

  

   

Employment Contract   

Full Time       

Part Time  

  

13  

0  

Table 1: Demographic Details of the Participants  

The second section of the interview covered the primary questions. The questions were centred 

on identifying the major work-stressors amongst academic employees in Nigeria Higher 

education institutions. Further questions were asked which was intended to get participants 

subjective perspective on how working conditions and overall job aspects can be improved within 

their workplace, this was especially included to feed into the proposed framework.   

 5.5  Inclusion Criteria employed for recruiting interview participants  

Academic employees within the categories listed below were deemed eligible to participate in 

the study.  

1. Prospective participants must be an academic employee working in either a Federal, state or 

Private University.  



94  

  

2. Prospective participants must be an academic employee who has worked in a university 

either on a part time or full-time basis for at least one academic year.  

 5.6  Saturation  

In comparison to quantitative studies where more data gathering is optimal for accuracy the 

reverse is the case in qualitative studies where more data collection does not necessarily mean 

new information or discoveries because qualitative research is driven by subjective meaning 

rather than hypothetical constructions (Crouch and Mckenzie, 2006). Hence, this leads to a 

concept called saturation which was defined by Guest et al., (2006) as the point where there is 

no additional new information provided in the process of data collection. It is crucial for a 

researcher to reach this stage and identify when no new information is being derived from 

participants (Fusch and Ness, 2015).   

Some researchers have suggested the ideal number of participants required in qualitative 

research, for example, Morse (1994, pg.225) recommended between 30 to 50 participants for 

ethnography studies, Creswell, (1998, pg. 64) suggested between 20 to 30 participants and 

interviews for grounded theory qualitative studies and between 5 to 25 interviews for 

phenomenology studies while Bertaux (1981, pg.35) suggested 15 to be the ideal number for all 

qualitative research. However, for mixed methods research Mackenzie, (2002) and Lee et al., 

(2002) suggested that a fewer number of participants should be used. This recommendation 

influenced choice of the number of participants interviewed in this research.  

Within the context of this study, saturation was achieved after the researcher reviewed the 

response from the 11th participant but for the purpose of further verification the researcher 

decided to conduct two additional interviews. Hence, total interview participants were 13.  

 5.7  The Interview Guide  

As discussed earlier, the approach to content analysis chosen within this study is the directed 

content analysis approach, based on existing literature, four most prevalent work stressors 

(Workload, Support for Research, Working Conditions and Working Relationship) were identified 

from existing studies (Bako, 2005; Akpochafo, 2009; Akpan et al., 2010; Atsua et al., 2013) on 
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work stress amongst academics in Nigeria which were further used as the pre-determined codes 

in which the questions asked were centred around these stressors. The interview guide was 

developed and followed by the researcher to ensure uniformity in the questions being asked 

across all respondents as well as to enable the researcher to remember all that is to be covered 

during the interview sessions. The interview questions can be found in the Appendices.  

 5.8  Ethics  

Access, Ethical Consideration and Informed Consent  

According to Greig et al., (2013) before the commencement of a research, the researcher and all 

those involved directly or indirectly in data collection must ensure that necessary ethical issues 

are adequately addressed. Ethics is simply ensuring that anyone conveying a research is “doing 

good and avoiding harm” (Orb et al., 2001, p. 93) as well as protecting research participants and 

the information or responses they have divulged (Sutton and Austin, 2015).  

In the context of this research, all ethical rules have been strictly adhered to so far in this study 

and will be followed all through the remaining phases of this research. Prior to the collection of 

data, ethical clearance was obtained from the ethical board of the Solent University. Anonymity 

of participants will be ensured all through this research.  

• Brief of the Research and its purpose: Prior to the start of each session with every 

participant, the researcher will give a brief introduction of the research, why it is 

important and the outline and duration of the interview session.   

• Confidentiality: all personal and confidential information about every participant will be 

protected and this was clearly conveyed to each participant before and after the interview 

sessions.  

• Participants Right to Withdraw: before the commencement of the interview sessions, 

participants were informed about their right to withdraw from the process if they felt 

uncomfortable at any point. After the data collection process, all participants were 

informed about their right to call back their data within the next 10 days in case they had 

a change of mind after granting the interview session.      
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Informed consent document could not be signed by the participants because of the telephone 

interview that was being used as the mode of data collection; therefore, the email response was 

used as a substitute for the informed consent form.  

5.9   Data Analysis and Findings  

5.9.1 Introduction  

This chapter will focus on analysing the interview transcripts and discussing the identified themes 

and how this theme can be compared to existing empirical findings.  

5.10 Qualitative Content Analysis  

Qualitative content analysis was used in the analysis of collected data from the telephone 

interview sessions. It is a research technique which involves making “replicable and valid 

inferences from texts to the contexts of their use” (Krippendorff, 2013, pg.24). Content analysis 

is highly flexible (Rose et al., 2015) and can be used in analysing all forms of textual documents 

irrespective of the source(s), it is applicable to data from a broad spectrum of sources such as 

videos, images, focus group interviews, face-to-face interviews, fieldnotes and observations 

(Mayring, 2000; Neuendorf, 2002; Kondracki and Wellman, 2002; Krippendorf, 2013). Content 

analysis can also either be quantitative or qualitative, quantitative content analysis can be traced 

back to research on media studies where it began while qualitative content analysis has its roots 

in social research (Berg, 2001; Krippendorf, 2004; Zhang and Wildemuth, 2009). Qualitative 

content analysis is regarded to be one of the most important research techniques within the field 

of social sciences (Krippendorf, 2013). Over the past years, content analysis has been widely used 

across multiple disciplines such as sociology, education, psychology, etc (Hsieh and Shannon, 

2005; Bogdan and Biklen, 2007; Lune and Berg, 2016) and this is evident by its use in various 

studies including research which involved the use of telephone interviews. Content analysis also 

aids in the identification process of participant’s opinions about a phenomenon and the 

underlying meaning in their words (White and Marsh, 2006; Vaismoradi et al., 2016) as well as 

give an in-depth insight into the phenomenon being studied (Downe-Wamboldt, 1992) hence, it 

was identified as the ideal to explore employee’s responses on stressors at work. A major 
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characteristic of qualitative content analysis is categorisation and description of latent and 

manifest content to develop a meaningful context (Mayring, 2010; Drisko and Maschi, 2016).   

Furthermore, Content analysis can be inductive or deductive, in the inductive form of qualitative 

content analysis, the concept is derived from the data while in the deductive form, the structure 

of the content is derived from a pre-existing theory (Mayring, 2000; Elo and Kyngäs, 2008). The 

difference between both approaches is that the former is often used when developing a new 

phenomenon, idea or theory while the latter is used with the intent of testing an existing theory, 

verifying a model or comparison with findings in literature. Likewise, Hsieh and Shannon, (2005) 

also categorised qualitative content analysis into three various approaches, the first is 

conventional content analysis, whose concept is also synonymous to the inductive approach of 

content analysis, the second is the directed content analysis approach which also shares similar 

concept with the deductive approach whilst the third is the summative content analysis and this 

entails counting and comparing of key contents in the data and interpreting them accordingly. 

The three factors that distinguishes each of the approaches from one another are the ‘‘coding 

schemes, origins of codes, and threats to trustworthiness’’ (Hsieh and Shannon, 2005, pg, 1277).  

Coding process in qualitative content analysis can either be inductively derived, deductively 

derived or a combination of both (Schreier, 2012) and employing both approaches would 

enhance robustness of the findings (Drisko and Maschi, 2016) but whilst doing this, it is 

imperative for the researcher to succinctly identify the source of each of the codes (Drisko, 

2013b).  

Qualitative content analysis stems from the interpretivist philosophy, hence emphasis is placed 

on validity and reliability as compared to credibility and trustworthiness which are focused on 

within the constructivist epistemology (Schreier, 2012).   

5.10.1  Deductive Approach- Directed content analysis - Rationale  

In the context of this study, deductive approach will be implemented otherwise known as the 

directed content analysis (Potter and Levine-Donnerstein, 1999) which is often used when the 

researchers aim is to ‘‘validate or extend conceptually a theoretical framework or theory’’ (Hsieh 
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and Shannon, 2005, pg, 1281). There is a proliferation of theories on work stress hence, the 

researchers aim is thereby not to propose a new theory but rather to understand the meaning 

of work stress from the perspective of a Nigerian higher education employee and to identify the 

major factors responsible for the identified stressors whilst comparing the findings with those in 

literature, which is a feature of deductive content analysis.  

In this approach, the first step which is the initial coding entails that these initial codes will be 

adapted from existing concepts or variables in research (Potter and Levine-Donnerstein, 1999). 

In respect to the present study, the initial coding categories were based on four common work 

stressors identified from literature (Bako, 2005; Akpochafo, 2009; Akpan et al., 2010; Atsua et 

al., 2013) affecting academic employees in Nigeria higher education institutions which includes, 

working conditions, support for research, poor staff-student ratio and office work invades 

personal life. Although these identified stressors were rephrased within the context of this study. 

The interview questions in the deductive approach are usually developed from the pre-existing 

concepts or variables in research (Hsieh and Shannon, 2005), therefore the questions from the 

interview were developed around the above four stressors identified in research.  

In the qualitative content analysis when using the directed approach, the process begins at the 

data collection stage (Zhang and Wildemuth 2009). This is because the pre-determined codes are 

what is used in the development of the interview questions afterwards the contents of the 

transcripts will be matched to the pre-determined codes or categories (Mayring, 2000).   

 5.11  Transcription   

This is a significant aspect of data analysis in qualitative research (Lapadat and Lindsay, 1999; 

Oliver et al., 2005) and it simply entails the conversion and transformation of images, videos, 

audio recordings into textual form, texts or written word (Duranti, 2007). At the commencement 

of the transcription process in the present study, selective protocol was observed, and this 

involves the elimination of extraneous comments during the process of transcription (Duranti, 

2007; Frykholm and Groth, 2011). Hence, comments such as greetings, opening remarks, closing 

remarks, explaining the purpose of the research and the ethical rights of the participants as well 
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as how the research was maintaining confidentiality and anonymity were omitted during 

transcription.   

Majority of transcripts have been said to have a selective characteristic as it is impossible to 

feature and document all aspects of an interview hence, selectivity in transcription is crucial and 

highly relevant for clarity and ease of understanding for the transcriber (Davidson, 2009). Data 

from the interviews were transcribed verbatim after each of the sessions. The content of the 

recorded audio file for each participant was typed out word for word. After this, the audio files 

were listened to several times and the texts were carefully read repeatedly to allow 

familiarisation with the data which allowed for the identification of similar themes in the 

responses of the participants.  

Figure 5: Stages of data analysis employed in the present study using the Directed content approach 

proposed by (Hsieh and Shannon, 2005)  

  

 5.12  Coding Process  

Coding involves organising data or transcripts into specific categories for the sole purpose of 

identifying key concepts, topics, latent codes or themes and condensing large volume of data 

(Gibbs, 2007; Saldaña, 2008; Charmaz, 2014; Sutton and Austin, 2015). The identification of these 

themes by the researcher helps in the development of a concept. Codes were assigned to similar 

themes which were later organised and categorised accordingly. Validity issues were addressed 

using the recommendation of (Slevin, 2002) on ensuring that responses of interview participants 

are shown and quoted verbatim as an evidence to support or enhance findings and discussions. 
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Coding process also facilitates condensation which is helpful in eliminating irrelevant texts and 

focus more on the content of the participant’s narratives that answers the research question(s) 

within the respective study.   

Hsieh and Shannon, (2005) proposed two different strategies for the coding phase. The second 

strategy has been adopted in this study and the processes include;  

1. Coding using pre-determined codes  

2. Identifying and separating odd or un-coded data   

3. Categorise Odd data into a new category or sub-category of existing codes  

An advantage of the directed approach to content analysis, is its ability to either refute or support 

a theory based on the findings of the current study, when a theory is verified and supported 

across various studies this also enhances its validity stage (Zhang and Wildemuth 2009).  

Deductive approach in coding has been found to be very instrumental at the beginning stages of 

the process (Berg, 2001). Although the directed approach to content analysis are characterised 

by deductive elements but could also have inductive characteristics because odd data when 

categorised generate new findings which could lead to the establishment of new theories.   

5.12.1 The first stage of the coding process using Directed Content Analysis approach.  

Four pre-determined codes were identified from existing literature on work stress within the 

higher education institutions in Nigeria. The four stressors include work overload, Inadequate 

support for research, poor working conditions and poor staff-student ratio (Atsua et al., 2013; 

Bako, 2005; Akpochafo, 2009; Akpan et al., 2010; Archibong et al., 2010; Akinmayowa and Kadiri, 

2014; Adewale et al., 2017; Akinyele et al., 2014) are the most prevalent amongst lecturers in 

Nigeria universities. The transcripts were therefore analysed based on these pre-determined 

codes. This is shown in the table 2.  
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 5.13  Initial Coding Scheme  

5.13.1 Development of the First Coding Scheme using pre-determined codes  

A coding scheme is a tabular format which usually includes either pre-determined or new code 

names, code definition or description, examples, and coding rules within the context of a given 

study (Burla et al., 2008).  

Table 2: Predetermined Codes  

Pre-determined 

Codes/Categories  

Code Definition      In-Text Examples  

 (Participants extracts from transcripts)  

Coding Rules  

C1: Work Overload  Work Overload 

within the context of 

this study is defined 

as an employee 

perception of their 

job demands 

exceeding the 

available resources 

required to fulfil 

them. That is the 

physical and mental 

demands of their job 

exceeds available 

resources.  

Resources includes 

factors such as; time, 

expertise.  

‘‘The work here is a lot’’  

‘‘I am giving my best as far as I know but the work is 

killing’’  

‘‘Too many scripts to grade’’  

“I supervise 10 undergraduate students 

which I believe is too  

much”  

‘‘Sometimes I have to take my work back home. I work 

till the early hours of the morning’’.  

‘‘My workload is always heavy, there are too many 

things to do’’  

‘‘My workload is not that bad but sometimes for 

example, next semester I will be involved in an  

undergraduate course where the students are  

usually up to about 500 or more, when it comes to  

marking their scripts it can be hard’’.    
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  ‘‘The aspect of my work that is heavy is the research 

aspect because I do more of research than teaching’’  

‘‘Well, for me it’s a little bit difficult to determine what 

time of the session on average I will say I get  

more pressured between the period of examination 

and processing of results and getting the result 

approved by the senate of the university’’.  

‘‘Sometimes I cannot really tell if and when I am 

overwhelmed by work because I have worked here for 

long and adapted’’.  

 

C2: Inadequate 

Support for 

research  

This entails a lack of 

research funding 

opportunities within 

respondent’s 

respective university 

to assist them in their 

research activities 

such as, conference 

attendance, journal 

publications, 

research trainings.  

‘‘Funding for research is usually once 

in 3 years. If you get some  

support for research this year, it  

could take another 3 years before  

it gets to your turn again to be  

supported”  

‘‘The management of the university always talk and 

urge us and talk to us about being active in research,  

but all they do is talk, there is no support provided for 

conference fees, travel expenses and  

accommodation’’  

‘‘There is learned conference grant 

that they give sometimes and there is 

also something called trust fund  

but there are too many people for the 

available resources, only 9  
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  people out of the 60 that were  

initially shortlisted got the fund’’.  

“There is no support. You just asked 

if there is enough support.  

That enough word should be removed. 

There is no support!’’  

‘‘I don’t get the support I need therefore 

I am not encouraged to  

conduct research’’.  

“It is very difficult to take out of my personal 

income (which is even not  

sufficient) to fund research when I am 

not done taking care of my  

family’’.  

“We contribute money among ourselves to do 

research and to go to conference(s). If you cannot  

get foreign funds or foreign support, then you might  

have to use your salary or go for a loan to attend  

conference’’  

 

C3: Working 

Conditions and 

work environment  

Within the context of 

this research, 

working conditions 

incorporates the 

physical factors or 

features within the 

work environment 

and the resources 

within the work 

environment of an  

“Working condition is very poor,  

No Public-Address System (PAS),  

Ventilation within the lecture room  

is poor”.  
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 organisation.  

Resources such as 

office space,  

temperature, 

electricity, internet 

facilities, air quality  

(Dalbokova  and  

Krzyzanowski, 2002; 

Dilani, 2004).  

 ‘‘The lecture rooms are certainly too 

small for the number of students I 

teach”  

“The working conditions are totally 

poor, a much more convenient 

office should be provided, and 

constant electricity and there 

should be a more convenient  

office.   

“I am not supported enough with teaching 

aids and equipment’s  

although we have a projector in  

the institute, but we only use it for seminar, 

we don’t use it for  

teaching. There is no support  

actually other than the traditional method 

of teaching”.    

“I need an office that is personal to me 

like we are two in my office, to grant 

this interview now I had to  

enter the toilet (participant laughs)  

so that there could be privacy and no 

noise. So, I would have  

preferred an office that would be for 

me alone so that I can  

concentrate on my work without  

interruptions’’   
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  ‘‘I would have wanted a situation 

where in management will be able to 

listen to me anytime I need  

anything for my teaching, I will just be 

able to mention and it will be  

provided.  There are sometimes I always 

say Oh, I wish I had this  

then I would be able to perform  

better but nobody to listen to me”  

“I work within the Electrical  

Engineering Department, I do really 

want an enabling  

environment to be provided, there  

are no equipped laboratories and innovative 

facilities to embark  

upon experiments and research. An enabling 

environment should be  

provided”.   

“Just few months ago, I had to use part 

of my personal income to  

purchase a projector in order to  

make my lecture delivery easier…. believe 

there should be adequate  

provision of all necessary facilities  

for smooth delivery of lectures”.    

 ‘‘The library is stocked but only with old books I 

recently just got back from the university of Leeds on 

a commonwealth fellowship for three months and  
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  what I saw there cannot be compared to what is  

here’’  

 

C4: Poor Staff- 

Student Ratio  

(SSR)  

Poor SSR occurs 

when full-time 

academic staff 

employed is 

significantly lower 

relative to the 

fulltime student 

enrolment numbers.  

‘‘There are too many students in the 
classroom’’  

‘‘we have a class of about 300 and I am the only one 

handling it’’  

‘‘when you have a class that is more than 350 then 

there should be co-system -another person should 

teach along with you however I’m not enjoying that 

now’’.  

“Too many students at different levels and you must 

teach, grade continuous assessment and lecture notes 

ready to teach’’  

“I supervise 10 undergraduate students 

which I believe is too  

much”  

‘‘For example next semester I will be 

involved in a course, an  

undergraduate course where the  

students can be up to 500 or more  

when it comes to marking their 

scripts, it can be hard but you know 

it is part of our job”.  

‘‘The only improvement I can suggest is for the 

university to employ more hands’’  
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5.13.2 Odd Categories  

Odd Data in Transcript  

  

  

‘‘I take my work home most of the times. It is difficult to account for the number of hours 
I work because often times I work even during off work periods’’.  

 “The only thing one can do given the circumstances to plan, put in extra hours, work 

through the night, almost round the clock, Of course, that’s the implication; the work 

invades my personal life. I need to bring the scripts home to mark”.   

“My work invades my personal life, Sometimes I have to take my work back home. I  

work till the early hours of the morning”.   

‘‘I cater for my family first and wait till everyone goes to sleep then I start doing marking 
from about 11pm till 4am’’.   

‘‘In my department, if there is an impromptu situation and I will not be available someone 
can cover for me and when I am back I can arrange extra classes’’.  

‘‘The support from my HOD is on the average, I will rate it a 5 out of 10’’  

‘‘My relationship with my colleagues is quite cordial of course you cannot get along with everybody’’  

‘‘I report directly to the director of my institute and my relationship with them is supportive because anytime I 

get grant to go out, I am allowed to go and when I apply for grants they usually give me a supporting letter for 

my application’’  

‘‘I have a cordial relationship with my colleagues, we support ourselves’’  
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5.13.3 Newly Emerged Code  

Second Coding Scheme using newly emerged code  

New categories inductively identified                    In-Text Examples  

         (Extracts from transcripts)  

Office work invades personal life (Work-To- 

Family Conflict)  ‘‘I take my work home most of the 

times. It is difficult to account for 

the number of hours I work  

because often times I work even during 

off work periods’’.  

 “The only thing one can do given the 

circumstances to plan, put in extra 

hours, work through the  

night, almost round the clock, Of  

course, that’s the implication; the 

work invades my personal life. I need 

to bring the scripts home to  

mark”.   

“My work invades my personal life, 

Sometimes I have to take my work 

back home. I work till the early 

hours of the morning”.   

‘‘I cater for my family first and wait 

till everyone goes to sleep  

then I start doing marking from about 

11pm till 4am’’.   
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Table 3: Newly Emerged Categories  

 5.14  Discussion of Findings from interviews.  

As highlighted at the beginning of this chapter, the first question this study aims to answer is to 

identify the present sources of work stress amongst academic employees in Nigeria higher education 

institutions. Hence, all interview data were transcribed verbatim and initially coded into the 

predetermined categories identified from existing literature. The identified codes are therefore 

discussed below.  

C1: Work Overload  

Workload occurs when the totality of the task to be completed by an employee is above the 

resources available (Schulz et al., 1998; Gryna, 2004) Workload is often used interchangeably 

with work overload. Work overload has been identified as one amongst many other 

organisational factors that is responsible for work stress (Pithers and Soden, 1998; Gryna, 

2004).  

As listed in the table 2 above and as listed below, majority of the participants indicated that 

their current work responsibilities were beyond the available resources provided to execute 

their tasks. These findings also corroborate the findings by Akinmayowa and Kadiri, (2014) in 

their study of academic employees in a selected Federal owned university in Nigeria as well as 

the findings of a study conducted Akinyele et al., (2014) within a Private owned university in 

Nigeria. A study also conducted by (Pignata and Winefield, 2015) in an Australian university 

also found workload to be a major source of stress amongst academic employees. Hence, work 

overload is a major source of stress amongst academic employees within Nigeria Higher 

education Institutions irrespective of either it’s a Federal, State or Private owned university.   

‘‘The work here is a lot’’   

‘‘I am giving my best as far as I know but the work is killing’’   

‘‘Too many scripts to grade’’  

“I supervise 10 undergraduate students which I believe is too much”  
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‘‘Sometimes I have to take my work back home. I work till the early hours of the morning’’.  

‘‘My workload is always heavy, there are too many things to do’’  

‘‘My workload is not that bad but sometimes for example, next semester I will be involved in an 

undergraduate course where the students are usually up to about 500 or more, when it  

comes to marking their scripts it can be hard’’.  

‘‘The aspect of my work that is heavy is the research aspect because I do more of research  

than teaching’’  

 ‘‘Well, for me it’s a little bit difficult to determine what time of the session on average I will say I get 

more pressured between the period of examination and processing of results and getting  

the result approved by the senate of the university’’.  

The comment from one of the respondents depicted that he had developed a form of coping 

mechanism to the excess demands of his work. Folkman and Lazarus (1984) in their stress and 

theory categorised coping strategies into two major dimensions which are problem-focused and 

emotion-focused. Emotion-focused coping strategy is employed when the individual believes 

that the only remedy is for the current situation to be endured. This form of coping is seen from 

the response given by the participant below; to be employed by in the response of the participant 

below;   

 ‘‘Sometimes I cannot really tell if and when I am overwhelmed by work because I have worked  

here for long and adapted’’.  

Research shows that individuals often engage in multiple forms of coping strategies when 

confronted with stress.  

C2: Inadequate Support for research  

This is the second pre-determined code used in this study as it represents one of the main sources 

of stress amongst academic employees not just in Nigeria but in other developing countries. The 

allocation by the Federal government to educational sector is next to nothing which is a major 

constraint for research activities most especially in the Federal and State Universities. Some of 
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the participants were keen on being research active but were discouraged because of the lack of 

support from their respective university. This is evident in the following comments by 

respondents:  

‘‘Funding for research is usually once in 3 years. If you get some support for 

research this year, it could take another 3 years before it gets to your turn  

again to be supported”  

Some of the statements made by the participants depict that the major reason for not conducting 

research is as a result inadequate support from the university and their unwillingness to use their 

personal income to fund research.     

‘‘The management of the university always talk and urge us and talk to us about 

being active in research, but all they do is talk, there is no support provided for 

conference fees, travel expenses and accommodation’’ so because I don’t get 

the support I need therefore I am not encouraged to  

conduct research’’.  

 ‘‘There is learned conference grant that they give sometimes and there is also 

something called trust fund but there are too many people for the available 

resources, it cannot go round. Recently, over 90 people applied for the trust fund 

conference grant and the academic planning unit cut it down to 60, I could not 

get it and some of my colleagues too in my department. Only 9 people out of 

the 60 that were initially shortlisted got the fund’’.   

“There is no support. You just asked if there is enough support. That enough  

word should be removed. There is no support!’’  

Using personal income to fund research was not an option to some participants and such 

individuals found it impossible to take out of their meagre salary to fund research and other 

research related activities. If it was not coming from the government or other sources, then it 

was definitely not coming from them;  
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“It is very difficult to take out of my personal income (which is even not 

sufficient) to fund research when I am not done taking care of my family’’.  

However, while some academic employees were not interested in using personal income to fund 

research, there were certain groups of lecturers who would not allow the lack of research 

support to deter them from embarking on research or travelling for academic conferences and 

workshops. These group are part of a cooperative association that enables them to access funds 

when travelling for conferences or to pay for a publication. These funds are derived from monthly 

deduction from their salary that has been previously agreed upon.    

 “We contribute money among ourselves to do research and to go to 

conference(s). If you cannot get foreign funds or foreign support then you might 

have to use your salary or go for a loan to attend conference. And appraisal is 

based on the number of foreign publications you have, they call it  

offshore”.   

‘‘I am a member of a cooperative group it helps us because sometimes you want to go on a conference 

and need the money immediately don’t have the cash you can get it from the  

cooperative so when you get paid you can pay it back’’   

This finding is consistent with previous studies (Bako, 2005; Akpochafo, 2009; Akpan et al., 2010) 

carried out amongst tertiary institution employees in Nigeria where it was concluded that the 

primary source for research funding in Nigeria is self-funding.  

C3: Working Conditions and work environment  

Working environment comprises of the features of the physical environment and behavioural 

characteristics of an organisation (Vischer, 2007; Haynes, 2008; Demet, 2012), a poor working 

condition is detrimental to employee productivity, satisfaction, and performance (Dalbokova and 

Krzyzanowski, 2002; Newsham et al., 2004; Chandrasekar, 2011; Akintayo, 2012) and a good 

work environment promotes innovativeness and employee well-being (Huang et al., 2004; 

McGuire and McLaren, 2009; Alpkan et al., 2010).  
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There were various comments that were made about inadequate facilities to make work easier 

within each participant’s respective university. This stressor was also identified in the study by 

Bako, (2014) as one of the major stressor being confronted by Nigerian academics. Insufficient 

facilities were discovered to be the major source of stress in a study amongst academic lecturers 

in Cross River State, Nigeria (Ukwayi et al., 2013).   

While most participants emphasized on the poor state of lecture theatres, libraries and offices 

which is a stressor and a hindrance for standard and effective delivery of lectures;  

“Working condition is very poor, No Public-Address System (PAS), Ventilation  

within the lecture room is poor”.   

‘‘The library is stocked but only with old books I recently just got back from the university of Leeds 

on a commonwealth fellowship for three months and what I saw there cannot be compared to 

what is here’’  

‘‘There is no support other than the traditional method of teaching’’  

‘‘The lecture rooms are certainly too small for the number of students I teach”  

“The working conditions are totally poor, a much more convenient office should 

be provided, and constant electricity and there should be a more  

convenient office.   

“I am not supported enough with teaching equipment’s although we have a 

projector in the institute but we only use it for seminar, we don’t use it for 

teaching. There is no support actually other than the traditional method of  

teaching”.    

“I need an office that is personal to me like we are two in my office, to grant this 

interview now I had to enter the toilet (participant laughs) so that there  

could be privacy and no noise. So I would have preferred an office that would be 

for me alone so that I can concentrate on my work without interruptions.  
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And I would have wanted a situation where in management will be able to listen 

to me anytime I need anything for my teaching, I will just be able to mention, 

and it will be provided.  There are sometimes I always say Oh, I wish I  

had this then I would be able to perform better but nobody to listen to me”  

Some of the participants were concerned about not being able to achieve as much as they would 

like to due to the deteriorating state of facilities within their respective departments and 

universities. Poor working conditions was just not restricted to office and lecture rooms, it also 

involved laboratories where research is being conducted, For instance;  

“I work within the Electrical Engineering Department, I do really want an 

enabling environment to be provided. Although, as an employee I want a good  

pay but I still believe that a lecturer’s greatest satisfaction will come from the 

ability to make contribution. But how can I do such, when there are no  

equipped laboratories and innovative facilities to embark upon experiments and 

research. An enabling environment should be provided”.   

Only one of the participants mentioned that they had to use their money to purchase an 

equipment which they believe would make the delivery of their work much easier and to enhance 

productivity as seen in the statement below;  

“Just few months ago, I had to use part of my personal income to purchase a 

projector in order to make my lecture delivery easier. Not every lecturer is  

willing to use their personal income for such purposes, I believe there should be 

adequate provision of all necessary facilities for smooth delivery of  

lectures”.    

However, only one of the respondents was positive in the aspects of the infrastructure and 

working conditions. The participant felt she had the necessary requirements to carry out her job 

roles, this is seen in the comment below;   

‘‘We have projectors in my department and some other facilities working’’  



116  

  

  

  

C4: Poor Staff-Student Ratio (SSR)  

The definition of SSR according to Quacquarelli Symonds (QS) world ranking is simply the number 

of full-time academic staff employed relative to the full-time student enrollment numbers (QS, 

2013). In higher education, SSR is of utmost importance and has a great impact on teaching, 

students learning experience and overall student satisfaction (Bradley et al., 2008; Mcdonald, 

2013; Ben, 2016). There is a huge rising discrepancy between staff and students numbers in 

Nigeria (Yusuf, 2012). There were statements made by the participants that clearly pointed 

towards the issue of large cohorts. Some of these remarks are discussed below;   

‘’There are too many students in the classroom and too many scripts to  

grade’’  

 ‘‘…here we have a class of about 300 and I am the only one handling it and I 

still have other courses, 3 or 4 that I teach with the same number. So I will be 

marking continuous assessment virtually throughout the semester’’.  

The statement above is consistent with a previous study conducted by Archibong, (2010) 

amongst two public universities in Nigeria where marking of scripts was also highlighted as a 

major stressor amongst the participants. This is mostly likely caused by the lack of balance 

between staff numbers and student numbers which leads to excess workload for academic 

employees and eventually lead to strain.  

“For example, next semester I will be involved in a course, an undergraduate 

course where the students can be up to 500 or more when it comes to marking  

their scripts, it can be hard but you know it is part of our job”.  

 ‘‘It is not okay ideally it should not be more than 4 courses and ideally too when 

you have a class that is more than 350 then there should be co-system another 

person should teach along with you however I’m not enjoying that  

now’’.  
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 “Too many students at different levels and you must teach, grade continuous 

assessment and lecture notes ready to teach. I am giving my best as far as I  

know but the work is killing so when we have breaks (strike action) like this we 

are so happy because we can contribute to our personal development in terms  

of research”.  

Teaching too many units directly results in having to mark lots of scripts. As in the case of Nigeria 

with classrooms of large cohorts. As seen in the statements above the participant identifies the 

issue of being under-staffed within the university and suggested that the only way it could be 

better is if there are more people employed and more hands to help. In their research, 

Akinmayowa and Kadiri, (2014) also concluded that a significant stressor for academic employees 

was students’ number.   

“I supervise 10 undergraduate students which I believe is too much”  

“Staff student ratio is not equal at all and there are too many students in the  

class’’  

As stated above, supervisory issue was also raised during the interview and this was amongst the 

most prevalent sources of stress amongst the participants of 5 public universities in Nigeria as 

seen in the study by Oghenetega et al., (p. 219, 2014) ‘‘too many numbers of students to 

supervise for projects or thesis work’’.   

5.14.1 New Emerged Codes  

NEC1: Office work invades personal life (Work-Family Conflict/ Work-Home Interference)  

Although this was not amongst the pre-determined codes because it is not prevalent amongst 

the stressors being confronted amongst academic employees in Nigeria. However, whilst the 

familiarising and coding of transcribed data into the pre-determined categories was ongoing, the 

researcher identified quite a number of data relating to this category. Work-family Conflict and 

work spilling over to family life is as a result of work overload (Geurts and Demerouti, 2003), 

work family conflict occurs when work demands interferes with family time and vice versa as well 

as an incompatibility between work and family roles (Greenhaus and Beutell, 1985). From the 
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perspective of scarcity of resources theory within the domain of role theory it explains that the 

demands of one role reduces the individual resources required to complete or fulfil the demands 

of the other role (Edwards and Rothbard, 2000; Ollo-López and Goñi-Legaz, 2017; Erdogan et al., 

2019). Work-family conflict or rather work interfering in family life or family duties has been 

observed to be more prevalent than family factor interfering in work duties (Greenhaus and 

Parasuraman, 1999).  

Even though this identified stressor is not a common stressor in existing literature however most 

of the participants mentioned how they always have to do markings at home and they have never 

been able to finish up their work. The increase in workload makes it impossible for academic 

employees to detach themselves from their work which has somewhat affected work-Life 

balance and most employees take their work home to be completed after the scheduled work 

hours or during the weekends (Barnett, 2008). Although demographic characteristics such as 

gender has been seen to impact on work-life balance. For instance, Jarvis et al. (2005) in their 

study observed that work-life conflict was much more experienced by women as compared to 

their men counterparts. Another demographic characteristic that influences work-family conflict 

is marital status, married women have been observed to be more susceptible to work-family 

conflict as compared to single women (Keene and Reynolds, 2005).  This can be seen in the 

following respondents’ comments:   

‘‘I take my work home most of the times. It is difficult to account for the number 

of hours I work because often times I work even during off work  

periods’’.   

“Of course that’s the implication; the work invades my personal life. I need to  

bring the scripts home to mark”.   

“My work invades my personal life, Sometimes I have to take my work back 

home. I work till the early hours of the morning”.  (female respondent 1)  
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In the case of female academics, it is much more difficult because of the issue of double burden 

mostly attributed to women (combining unpaid household responsibilities with paid office work). 

Household chores which include cooking and cleaning are the responsibilities of women within 

most homes in Nigeria. A major contribution to this is the culture, the Nigerian culture 

appropriates gender roles and women/wives are responsible for house chores. Although, times 

are changing, and western influence has brought about awareness and the need to eradicate 

gender roles but nevertheless, things have remained unchanged in most households (Asiyanbola, 

2005)  

‘‘My work invades my personal life, Sometimes I have to take my work back 

home. I work till the early hours of the morning. I cater for my family first and  

wait till everyone goes to sleep then I start doing marking from about 11pm  

till 4am’’.  (female respondent 2)  

As seen in the quote of the respondents above, the effect of work overload brings about the 

spillage of work demands into the family life of employee’s asides from that, the effect of this is 

seen in sleep deprivation which can also impact the well-being of employees and their duties 

towards their families (Higgins et al., 1992; Nohe et al., 2015) and further impact negatively on 

their performance and productivity at work (Kalliath and Brough, 2008). Traditional gender roles 

which attributes family roles and duties to women (Gutek et al., 1991) is much more prevalent 

within the African as well as Nigerian cultural sphere and women generally are much more 

concerned with overseeing family duties (Abeysekera and Gahan, 2017).  

 5.15  Conclusion  

The responses from the telephone interview identified some of the numerous stressors 

confronted by academic employees in Nigeria. Some of these stressors are evident in similar 

studies on work stress amongst academic employees in Nigeria. In a study by Ofoegbu and 

Nwadiani (2006) and Omoniyi, (2013) large student cohort/population was a major stressor for 

lecturers, while a study conducted by (Archibong et al., 2010) reported that many participants’ 

responses on stressors were attributed to students’ numbers.   
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Nigerian academics are confronted with a high workload which is specifically seen in the numbers 

of scripts usually being marked due to enormous number of students. This challenge of excessive 

number of cohorts resulted in lecturers literally marking scripts all through the academic year. 

However, responses from academic employees indicated that they possess a significant level of 

decision latitude which could be responsible for buffering against the negative impacts of stress.  

It was also observed from the new emerged code that work-life balance is a major stressor 

amongst academic employees in Nigeria higher education institutions. This can be attributed to 

the excess workload of majority of these employees. It is therefore imperative that key measures 

are put in place to ensure that work commitments and workloads do not interfere with social 

and family life of academic employees.  

Furthermore, in the 2nd phase of the study, questionnaire will be further used to investigate the 

work stressors amongst employees and how these stressor impacts on both their task and 

contextual performance(s). The stressors identified in the qualitative phase will also be compared 

to those that will be identified in the quantitative phase.  
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CHAPTER SIX – (STUDY PHASE II)   

 6.1  Data Collection, Analysis and Findings- QUANTITATIVE PHASE  

 6.1.1  Introduction  

This chapter begins the second phase of this present research. The data collection process 

employed in this study will be elaborated in the subsequent sections. Questionnaires were used 

to collect the required data from academic employees across Federal, State and Private 

Universities across Nigeria.  

 6.2  Methods  

 6.2.1  Questionnaire design  

According to Isaac and Michael, (1983) and Bartolucci, et al., (2016) surveys and questionnaires 

are known to be two of the most used data collection instruments within the social sciences. 

Interviews, telephone surveys and questionnaires are few of the most frequent instruments used 

when conducting a survey. Questionnaire are defined to be written surveys that contain 

questions that address the aim and purpose of a research study (Goddard and Villanova, 1996).   

The questionnaire being used in the present study are a combination of those adopted from 

previously existing validated questionnaires and few common themes identified by the 

researcher during the first phase of the interview. The questionnaire consists of two sections, 

the first section entails demographic details of participants while the second sections comprise 

of a total of 88 questions. All items in the questionnaire covered the six work stressors being 

investigated as well as employee performance. These include the four identified codes from the 

interview transcripts as well as two additional work stressors (Role Ambiguity and Role Conflict) 

which will be investigated amongst academic employees in Nigeria.  

There are 5 questions in the questionnaire that are open ended. The first page of the 

questionnaire contained a letter that acknowledge and thanked the respondents for accepting 

to participate in the study and assure them of the confidentiality and anonymity of all the 

information provided.   



122  

  

  

Section covered demographic details such age, gender, employment contract, years of academic 

experience, academic cadre, marital status and highest academic qualification achieved.  

The second section captured the relationship between stress and employee performance. In 

addition to conceptualising work stress as the stressors identified in the previous study 

conducted in Nigeria, Role Ambiguity and Role Control will also be tested to see if they do have 

a negative impact on performance in Nigeria. This is because studies have shown that these two 

stressors have been discovered to be the two most common stressors that have the most adverse 

and negative impact of employee job performance (Tubre and Collins, 2000; Gilboa et al., 2008). 

Although in the short study previously conducted by the researcher over the telephone, these 

two stressors did not come up. However, it could be different within a larger sample size. 

Therefore, it will be highly important to see how these stressors impacts on performance in the 

subsequent phase of this study.  

The final section comprise of questions aimed at measuring employee job performance. Both 

task and contextual performance of academic employees in Nigeria higher education institutions.  

 6.2.2  Questionnaire responses scaling  

The response scale used in the questionnaire comprise of a Likert scale ranging from 5 to 1, with 

5 being strongly agree and 1 being strongly disagree.  

The questions were reviewed multiple times to ensure they were specific in addressing the 

research questions.   

 6.2.3  Pilot Study  

In the first step of data collection, a pilot study was conducted involving 15 academic employees 

randomly selected across all higher education institutions in Nigeria. As a result of the pilot study 

conducted, feedbacks from the participants conducted some of the questions were re-worded 

to improve clarity.  
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 6.2.4  Participant’s and procedure  

Demographic variables such as age, gender, marital status, and years of experience will be taken 

into consideration this would enable the researcher to observe if this has any impact in the 

relationship between work stress and performance during the data analysis.  

The sample of the present study comprised of academic participants across Federal, State and  

Private Universities in Nigeria. The academic cadres or position of participants cut across 

Professors, associate professors, senior lecturers, Lecturer I, Lecturer II, junior lecturers, assistant 

lecturers and graduate assistant. Out of the 250 potential participants, a total number of 118 

participants responded to the questionnaire resulting in a 47.2% response rate. Participants age 

ranged from 25–70 years with a mean of the participants fell between the age group of 41-45 

years. The total number of male participants were 78 and 40 female participants with years of 

working experience ranging <1- 30 years with various qualifications ranging from BSc (n=1), MSc 

(n=29), Mphil (n=2), PhD (n=75) and other forms of degrees (n=4).   

Representative of academic staff of university union (ASUU) in each of the participating university 

were contacted prior to the start of the data collection. The researcher introduced herself and 

gave a brief description of the purpose of the research including the aim of the research and 

what the potential participants will be required to do. The representatives attached the letter in 

an introductory email in which I was also copied in and sent to all academic staff of the university, 

interested participants were further admonished to click the link in the bottom end of the email 

to access the questionnaire.  

The sociodemographic data collected were age, gender, employment contract, and years of 

academic experience, academic cadre, marital status and highest academic qualification 

achieved. A total of 118 participants responded to the survey questionnaires as shown in the 

table below:  

The participants comprised of a total of 35% female and 65% male respondents. Majority of the 

male respondents were above the 51 – 60 age bracket and all of them. On the academic cadre the 

Senior lecture position and cadre had the highest number of participants and this showed that 
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the level of the The data showed that a majority of the respondents were married and only one 

percentage of the participants were in the category of separated and divorced. The PhD had the highest 

number of respondents and the other qualifications shared the lower aspects of the 

qualifications.  

Demographic Variables  Frequency  Percentage (%)  

Age  

25 – 35 years                                

36 – 40 years                              

41 – 45 years                              

46 – 50 years                              

51 – 60 years                              

61 - 70 years                                 

       

 29   

14  

25  

13  

32  

 5                                                      

  

24.6  

11.9  

21.2  

11.0  

27.1  

 4.2  

Gender  

Female  

Male  

  

40  

78  

  

33.9  

66.1  

Employment Contract  

Full Time    

Part Time  

  

115  

3  

  

97.5  

2.5  
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Years  of  Academic  

Experience  

0 - 1 year   

1 – 5 years  

6 – 10 years  

11 – 15 years  

  

2  

34  

26  

25  

12  

  

1.7  

28.8  

22.0  

21.2  

10.2  

 

16 – 20 years 21 

- 30 years      

19  16.1  

Academic  

Cadre/position/Level   

Professor  

Associate professor  

Senior lecturer  

Lecturer I  

Lecturer II  

Junior lecturer   

Assistant lecturer  

Graduate assistant  

  

  

15  

18  

25  

21  

18  

0  

17  

4  

  

  

12.7  

15.3  

21.2  

17.8  

15.3  

0  

14.4  

3.4  
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Marital status  

Single  

Married  

Divorced  

Separated   

  

  

18  

98  

1  

1  

  

15.3  

83.1  

0.8  

0.8  

Highest  Academic  

Qualification Achieved  

BSc  

MSc  

MPhil  

PhD  

Others  

  

  

1  

32  

2  

79  

4  

  

  

0.8  

27.1  

1.7  

66.9  

3.4  

Table 4: Demographic Details of Respondents  

 6.3  Measures and Materials  

 6.3.1  Work Stress Measures  

Role Ambiguity was measured using 6 items while Role Conflict was measured using 10 items.  

Both were based partly on the work of Rizzo et al., (1970). Evidence from previous studies 

(Netemeyer et al., 1990; Yousef, 2002; Merida-Lopez et al., 2017; Curran and Prottas, 2017; 

Memili, et al., 2015; Schmidt et al., 2014) have shown the reliability and validity of this scale and 

also majority of the studies on role ambiguity and role conflict have employed this instrument 

(Gregson and Wendell, 1994; Tubre and Collins, 2000). A few of the items were adjusted to fit the 

Nigerian context. Some items were also excluded from the list because they were not relevant to 

the Nigerian context and the 7 Likert scale which was originally used in the RCA questionnaire 
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was amended to a 5 Likert scale in this present study. This is quite common for researchers using 

the RCA questionnaire (Luthans and Rosenkrantz, 1983).  

Workload was measured using 4 items {10-13} from the questionnaire by Price, (2001).  

Support for research, working relationship and working conditions constructs were measured 

using 12, 7 and 6 items respectively. These items were developed by the researcher based on the 

responses generated from the interviews conducted during the qualitative phase.   

6.3.2     Employee Performance measures  

Since task performance involves the extent at which an employee carries out their job roles as 

specified in their job description and an employee simply doing what they have been ‘‘hired to 

do’’ (van Knippenberg, 2000 pg.361). Responses from academic employees in Nigeria indicated 

that the key major roles their job entails are, Teaching, Research, Supervision (undergraduate 

and postgraduate students) and Community services. Therefore, task performance in this study 

is defined as the ability of an employee to fulfil these 4 major roles.   

Items used to measure this construct was developed around these roles and on the responses 

given by the participants during the interviews. The researcher deemed it fit to include them 

amongst the questions to further investigate them. In addition, 5 items (9-13) from the 

questionnaire developed by William and Anderson (1991) was adapted and included amongst 

the items. Evidence from previous studies (Fritz and Sonnentag, 2006) have shown the reliability 

and validity of this scale.  

All items were scored on a 5-point rating scale ranging from 1 (strongly agree) to 5 (strongly 

disagree).  

Items measuring contextual performance were adapted from the work of Motowidlo and Van 

Scotter’s (1994) and Williams and Anderson (1991).  
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 6.4  Brief Description  

Abbreviations and meaning: Role Ambiguity [RA], Role Conflict [RC], Work Overload [WO], 

Support for Research [SFR], Working Conditions [WC], Working Relationship [WR], Task 

Performance [TP] and Contextual Performance [CP].  

Independent Variables: Role Ambiguity, Role Conflict, Work Overload, Support for Research, 

Working Conditions and Working Relationship.  

Two of the work stressors (RA and RC) being investigated in the present study are those that 

have been commonly identified in literature as having the most impact on employee 

performance. Asides from workload, the other stressors identified by the researcher after 

interviewing the participants during the qualitative phase of the study were Support for 

Research, working conditions and Working Relationship. The researcher found these to be 

specific to the context of Nigeria.  

Dependent Variable: Employee job performance  

The two dimensions of employee job performance has been included in the questionnaire, which 

are the task performance (TP) and contextual performance (CP). Task performance comprises of 

the behaviours that are directly or specifically related to the job tasks it’s simply when an 

employee doing what he/she has been hired to do and what is within their job description while 

contextual performance are roles carried out at the discretion or free will of an employee.   

In the qualitative phase, the majority of the academic employees that were interviewed 

acknowledged that their job description entails four major functions, which include:  

1. Teaching,   

2. Research,   

3. Supervision (undergraduate and postgraduate students) and   

4. Community services.   
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Therefore, the extent to which each individual academic employee is able to carry out these four 

primary job roles will translate to be their task performance(s) or in role performance within the 

context of Nigerian HEI’s. Hypotheses – TASK PERFORMANCE Hypothesis 1:  

H0:  There is no significant relationship between Role ambiguity and task performance of 

academic staff.  

H1: There is a significant relationship between Role ambiguity and task performance of academic 

staff.  

Hypothesis 2:  

H0: There is no significant relationship between Role conflict and task performance of academic 

staff.  

H1: There is a significant relationship between Role conflict and task performance of academic 

staff.  

Hypothesis 3:  

H0: There is no significant relationship between workload and task performance of academic 

staff.  

H1: There is a significant relationship between workload and task performance of academic staff.   

Hypothesis 4:  

H0: There is no significant relationship between support for research and task performance of 

academic staff.  

H1: There is a significant relationship between support for research and task performance of 

academic staff.   

Hypothesis 5:  



130  

  

H0: There is no significant relationship between working conditions and task performance of 

academic staff.  

H1: There is a significant relationship between working conditions and task performance of 

academic staff.   

Hypothesis 6:  

H0: There is no significant relationship between working relationship and task performance of 

academic staff.  

H1: There is a significant relationship between working relationship and task performance of 

academic staff.  

Hypotheses – CONTEXTUAL PERFORMANCE Hypothesis 

1:  

H0: There is no significant relationship between role ambiguity and contextual performance of 

academic staff.  

H1: There is a significant relationship between role ambiguity and contextual performance of 

academic staff.  

Hypothesis 2:  

H0: There is no significant relationship between role conflict and contextual performance of 

academic staff.  

H1: There is a significant relationship between role conflict and contextual performance of 

academic staff.  

Hypothesis 3:  

H0: There is no significant relationship between workload and contextual performance of 

academic staff.  
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H1: There is a significant relationship between workload and contextual performance of 

academic staff.  

Hypothesis 4:  

H0: There is no significant relationship between support for research and contextual performance 

of academic staff.  

H1: There is no significant relationship between support for research and contextual 

performance of academic staff.  

Hypothesis 5:  

H0: There is no significant relationship between working conditions and contextual performance 

of academic staff.  

H1: There is no significant relationship between working conditions and contextual performance 

of academic staff.  

Hypothesis 6:  

H0: There is no significant relationship between working relationship and contextual performance 

of academic staff.  

H1: There is a significant relationship between working relationship and contextual performance 

of academic staff.  
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 6.5  Data Analysis and Result Interpretation  

 6.5.1  Introduction  

Quantitative data analysis usually involves both descriptive and inferential statistics (Zikmund, 

1997). The descriptive statistics simply enables the researcher to describe and summarize the 

data set collected. The descriptions of data are done using tables, graphs etc. Descriptive 

statistics can be subdivided into measures of central tendency and measures of variability. Mean, 

median, mode and sum are statistics used in measuring the measures of central tendency while 

standard deviation, quartiles, skewness and kurtosis and variance are statistics required in 

determining measures of variability or the measure of spread within the data.  

Statistical Analysis conducted  

The following statistical analysis were carried out:  

 Descriptive statistics on the following demographic variables (Age, Gender, Marital status,   

Reliability test using Cronbach alpha coefficients.  

 Multiple regression analysis to investigate the relationship between the dependent variable 

(employee job performance) and the independent variables (Role Ambiguity, Role Conflict, 

Work Overload, Support for Research, Working Conditions and Working Relationship).  

 6.6 Descriptive Statistics  

As mentioned earlier, descriptive statistics simply describes the distribution. The demographic 

variables included in the study include; Age, gender, employment contract, years of academic 

experience, academic cadre, marital status and highest academic qualification achieved. The 

frequencies of each demographic variable is presented in the table below:  
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Table 5: Gender Distribution of participants  

  

Figure 6: A pie chart showing the distribution of respondent’s Gender  

 

  

The highest population of the respondents are male, a reason for this could be because the 

female academic employees are fewer in number compared to their male colleagues within the 

academia and the higher education sector in Nigeria is dominated by men (Adebayo and Akanle, 

2014). This gender inequality has been observed by the Federal Ministry of Education (FME, 

2006; Akinsanya, 2012) but little changes have been made to ensure that women are given equal 

opportunity and privilege as their male counterparts.  

In Nigeria, gender imbalance is prevalent amongst employees in academia, a study conducted by  

Egunjobi, (2009) in a Federal university depicts this disparity with women employees being only 

11.6% whilst their male counterparts were 88.4% of the academic population, these disparities 

  

Male 
66.1 % 

Female 
33.9 % 

Gender 

Male Female 
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were also observed in two similar studies conducted by Nwajiuba, (2011); Adebayo and Akanle, 

(2014) in seven federal and state owned universities in Nigeria and it was shown that the ratio of 

female to male academic employees were significantly low. Although, a report published by 

(World Bank, 2019) reveals that 45.5% of the Nigerian labour force comprise of women 

nevertheless there are still relatively few women working in the higher education sector, 

according to (Egunjobi, 2009) this can be attributed to unfavourable human resource policies 

that is operational in this sector like the inadequate provisions to cater for female employees 

after birth such as insufficient maternity leave and none at all in some cases.   

Another factor is the presence of cultural barriers that mitigates the career growth of female 

academics within the workplace which is evidently deterring the participation and prevalence of 

women in the Higher Education sector in Nigeria (Ogbogu, 2011). Also given that Nigeria is a 

patriarchal society (Allanana, 2013) and the preferential treatment towards the education of the 

male child over the female child (Aderinto, 2017) could be the reason behind the low 

participation of women within the higher education sector in Nigeria. International bodies such 

as the United Nations Educational, Scientific and Cultural Organization, UNESCO, has 

admonished Nigeria and other sub-Saharan African countries to establish and embrace policies 

and intervention programmes that would break the minimise or eradicate the existence of 

gender inequality and disparity thereby increasing the representation, participation and visibility 

of the female gender in higher education institutions (UNESCO, 2015).   
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Table 6: Age distribution of participants  

      
  

Figure 7: A Bar Chart showing the age distribution  

 

  

Table 6 above shows the age group within the distribution and the frequency within each 

category. The age group with the highest number of respondents is 51 – 60 years while the age 
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group with least number of academic employees in the distribution is 61 – 70 years. In Nigeria, 

the retirement age for federal and state employees is 60 years of age or 35 years in active service 

depending on which of the two comes first. However, the retirement age for academic 

employees is 70 years (Adeniji, et al., 2017) although there is the option of voluntary retirement 

when employees choose or decide to embark on retirement before the statutory retirement age 

which is 60 years. This could be the plausible explanation for the huge disparity in the percentage 

of employees in the 51 – 60 years bracket compared to those in the 61 – 70 years age group, as 

seen that the former consisted of 27.1% employees and the latter at only 5%. Some academic 

employees can choose to retire at age 60 which is the statutory retirement age for employees 

within other public sectors rather than having to work until 70 years.  

  

Table 7: Marital Status distribution of participants  
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Figure 8: A pie chart showing the distribution of respondent’s marital status 

 

Majority of the academic employees are married; this category represents 83.1% of the 

population while the single category was the second highest in the distribution with 15.3% and 

the divorced and separated category represented 0.8% and 0.8% respectively.   Table 8: Highest 

Academic Qualification Achieved distribution of participants  
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Figure 9: A bar chart showing highest academic qualification of participants 

 

The Highest Academic Qualification amongst the respondents was explored in table 7.5. The 

respondents who had a Bachelor’s degree were 0.8% of the population which represented the 

smallest category in the distribution. Academic employees who had a Master of Science degree 

as their highest academic qualification at the time this data was collected represented 27.1% of 

the population and those with a Master of Philosophy degree as their highest educational 

attainment were 1.7% while academic employees with a Doctor of Philosophy as their highest 

educational attainment were 66.9% which were the highest category within the distribution. 

Whilst those with degrees outside those listed were in the others category. From the data in the 

table above it can be implied that PhD attainment for academic employees is quite high which is 

beneficial for the HE sector. Although, prior to the year 2009, there were only few academics 

with a doctoral qualification and in 2009 the NUC identified this shortage of academics with PhD 

qualifications across the country (UWN, 2011) and in a bid to address the problem, the National 

Universities Commission declared an ultimatum of three years to academic employees who were 

yet to have a PhD degree to enrol and complete or be at a risk of losing their jobs.   

A response to the ultimatum has thereby increased the number of academic employees with a 

PhD qualification in the country.   
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Table 9: showing distribution of participants Academic cadre/level/position 

  
  

Figure 10: A bar chart showing academic cadre of participants  

 
  

As seen on the table above, the seven categories on the cadre are representative of the academic 

employee’s career stages. This hierarchical ranking structure is operational across all higher 

educational institutions in Nigeria. Academic employees working in either Federal, State or 

Private owned universities all follow this structure. Employees progress form the level of 
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graduate assistant up until the stage of a professor. The Nigerian Universities Commission which 

is the body responsible for regulating and monitoring academic standards as well as granting 

accreditation for degree programmes does not concern itself with the policies of promotion in 

Federal, state and private Universities (NUC, 2019). Hence, each university have been given the 

liberty to establish their respective policies and criteria required for promoting their employees 

through the institutional governing bodies however, majority of the universities in Nigeria usually 

promote their employees based on these following criteria which include, the employees local 

and international journal publications, conference proceedings and attendance, technical report, 

satisfactory report from departmental head and promotion committee heads and other key 

performance indicators (Archibong et al., 2010). The following listed above cut across the various 

academic cadre except from the level of an associate Professor or professor, most universities 

criteria for promotion to a professorial position often require the candidate to have between 15 

to 20 publications in reputable journal and books or books chapter (Ekoro, 2006; Ololube, 2018).  

Table 10: Years of Academic Experience distribution of participants  

  
The above table depicts the years of teaching and research experience of the respondents. The 

respondents within the 21 – 30 years category have the highest number of respondents while 
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the least number of respondents are the academic employees who have only been in the 

academic sector for less than a year.  

  

Figure 11: A bar chart showing years of academic experience distribution of participants  

 

  

Table 11: Employment Contract distribution of participants  
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Figure 12: A pie chart showing the employment contract distribution  

 

Majority of the respondents were full time employees with 97.5% while the part time 

represented only 2.5% of the distribution.  

 6.7  Crosstabulations  

To study and check the relationships between the demographic variables, the contingency table 

also known as the crosstabs will be used to observe these relationships. Therefore, some of the 

variables have been paired in order to see the relationships between them. These tables are 

presented below;  

  

Table 12: showing a crosstab of variables age and highest qualification achieved  

Age * Highest Academic Qualification Achieved Crosstabulation  

% within Age    

  Highest Academic Qualification Achieved  Total  

BSc  MSc  MPhil  PhD  Others  

Age  25 - 35 

years  

3.4%  72.4%    17.2%  6.9%  100.0 

%  

36 - 40 

years  

  21.4%  7.1%  71.4%    100.0 

%  

  

Full Time 
97 % 

Part Time 
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41 - 45 

years  

  12.0%  4.0%  84.0%    100.0 

%  

 46 - 50 

years  

  7.7%    84.6%  7.7%  100.0 

%  

51 - 60 

years  

  6.3%    90.6%  3.1%  100.0 

%  

61 - 70 

years  

  40.0%    60.0%    100.0 

%  

Total  0.8%  27.1%  1.7%  66.9%  3.4%  100.0 

%  

  

From the above table, it can be seen that the oldest age group {51 – 60 years} had the highest 

number of PhD qualifications while the youngest age group {25 – 35 years} had the lowest record 

of BSc qualification. This could imply that academics are more likely to obtain a PhD degree 

between ages 25 and age 59 that is, as academic employees get older, the higher the probability 

embarking on a PhD degree.  

Table 13: showing a crosstab of variables Academic Cadre/level/position and Highest Academic 

Qualification Achieved  

Academic Cadre/level/position * Highest Academic Qualification Achieved  

Crosstabulation  

 

Count     

  Highest Academic Qualification Achieved  Total  

BSc  MSc  MPhil  PhD  Others  

Academic  

Cadre/level/position  

Graduate  

Assistant  

1  2  0  0  1  4  

Assistant  

Lecturer  

0  16  0  1  0  17  

Lecturer 2  0  8  2  8  0  18  

Lecturer 1  0  3  0  18  0  21  

Senior Lecturer  0  2  0  22  1  25  

Associate  

Professor  

0  0  0  17  1  18  
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Professor  0  1  0  13  1  15  

Total  1  32  2  79  4  118  

  

  

Figure 13: A bar chart showing Highest Academic Qualification Achieved amongst respondents  

 
  

  

The chart above shows the highest academic qualification within each of the academic cadre. 

Policies across universities in Nigeria regarding promotion to the associate professor or professor 

position usually demands that the candidate(s) possess a PhD degree amongst other criteria.  

  

Table 14: showing a crosstab of variables Academic cadre and Gender.  

Academic Cadre/level/position * Gender Crosstabulation  

Count    

  Gender  Total  

Male  Female  

Academic  

Cadre/level/position  

Graduate  

Assistant  

1  3  4  

  

0 

5 

10 

15 

20 

25 

Graduate 
Assistant 

Assistant 
Lecturer 

Lecturer 2 Lecturer 1 Senior Lecturer Associate 
Professor 

Professor 

Highest Academic Qualification Achieved 

BSc MSc MPhil PhD Others 



145  

  

Assistant  

Lecturer  

12  5  17  

Lecturer 2  11  7  18  

Lecturer 1  12  9  21  

 Senior Lecturer  17  8  25  

Associate  

Professor  

13  5  18  

Professor  12  3  15  

Total  78  40  118  

  

  

  

Figure 14: A bar chart showing the Gender in the various Academic Cadres  

 

Although there are more male respondents in the data collected. However, from the table, it can 

be observed that male respondents were higher within the category of the senior positions 

compared to female respondents. The absence of gender equity in respect to female academic 

employees being given opportunities to occupy top positions in the university hierarchy is not 

only prevalent in developing countries such as Nigeria but has also been observed in higher 

education institutions across the world (Leberman et al., 2015; Su et al., 2015; Pritchard and 

Morgan, 2017; Maxwell et al., 2018; Walters, 2018; Davies et al., 2019; Diezmann and 

Grieshaber, 2019). For instance, in Europe, Silander, et al., (2012) in their study on Swedish higher 
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education institutions observed that fewer women were senior lecturers and professors 

compared to their male colleagues. Similar under representation and shortage of women in 

senior positions within higher education institutions has also been observed in China (Yinhan, et 

al., 2013; Wang and Kai, 2015; Jiang, 2017), New Zealand (Harris and Leberman, 2012), Australia, 

(Marchant and Wallace, 2013).   

 6.8  Multiple Linear Regression  

Regression simply helps to understand the relationship or association between a dependent 

variable and one or multiple independent variables that is, the extent to which one or multiple 

predictor variables can predict an outcome or dependent variable (Neale et al., 1994). Linear 

regression statistics can either be simple linear regression or multiple linear regression. Multiple 

linear regression is used when the independent (predictor) variable in a model is more than one 

while simple linear regression on the other hand is used when there is a single independent 

(predictor) variable in a model (Mertler and Vannatta, 2002; Bickel, 2007). The use of multiple 

regression analysis spans across various disciplines (Mason and Perreault, 1991; Petrocelli, 2003; 

Schneider et al., 2010) and is known to be one of the most frequently used methods of statistical 

analysis in social science research (Leach and Henson, 2007).   

In the context of this study, there are more than one predictor variables hence, multiple linear 

regression was used to understand the association between the predictor variables (Role 

Ambiguity, Role Conflict, Work Overload, Support for Research, Working Conditions and Working 

Relationship) and the outcome variable (employee job performance). Responses from the 

questionnaire survey were analysed using the statistical Package for Social Sciences (SPSS version 

26) and the research hypotheses were tested using regression.  

 6.9  The assumption test of a regression model.   

Assumption testing in regression is highly important before the commencement of any form of 

regression analysis and crucial to be done by the researcher (Williams et al., 2013) this procedure 

is significant because of its ability to enhance trustworthiness and validity of the regression 

output. Although there are about five to six assumptions of such as; regression normality, 

linearity, homoscedasticity, the independence of errors (that is, autocorrelation), and the 
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absence of multicollinearity (Poole and O’Farrell, 1971; Choi and Lee, 2015) however there are 

four key assumptions of the regression model that is recommended for every researcher to check 

before proceeding with any regression statistical analysis and these assumptions are; linearity, 

homoscedasticity, normality and the absence of multicollinearity (Osborne and Waters, 2002).  

i. Assumption one (Linearity): There must be a linear Relationship between the Independent 

variables and Dependent Variable(s). Non-linearity can be detected from the scatter plots. A 

linear relationship is usually characterised by a straight line.  
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Figure 15: A scatterplot depicting the Linearity Assumption  

  
Figure 10a: Normal Plot depicting linearity assumption  

Residuals Statisticsa  

  Minimum  Maximum  Mean  Std. Deviation  N  

Std. Residual  -2.687  2.161  .000  .974  118  

Cook's Distance  .000  .077  .009  .014  118  
Dependent Variable: EMPLOYEEJOB PERFORMANCE  

  

From the residual statistics table above, linearity can also be checked by ensuring that the 

minimum and maximum values of the standard residual is within the range of -3 and 3 

respectively, as can be seen from the highlighted standard residual row, the minimum value is 

2.687 and the maximum value is 2.161. This values proofs that there is a linear relationship 

between the dependent and independent variables.   

Also, the minimum and maximum value of the Cook’s distance value can also be used to 

determine linearity. In the case of the cook’s distance, the minimum and maximum value should 

not exceed 1 for the linearity assumption to be met. As can be seen from the residual table above, 
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the minimum and maximum value of the cook’s distance is .000 and .077 respectively which are 

both below the value of 1.   

ii. Assumption two (Absence of Multicollinearity): multicollinearity occurs when two or more 

independent variables in a model are highly correlated (Liu-Thompkins and Malthouse, 2017). 

Hence, it must be that there is no high correlation amongst the predictor variables 

(independent variable) and that the variables are not too highly correlated with each other 

for this assumption to be satisfied. Multicollinearity is measured using the variance inflation 

factor (VIF) and Independent variables are considered collinear if the value of VIF exceeds 3 

(Schwarz et al., 2014).  

Table 15: Absence of Multicollinearity  

  

                               Coefficientsa  
Model  Collinearity Statistics  

Tolerance  VIF  

1  (Constant)  
ROLE_AMBIGUITY  
ROLE_CONFLICT  
WORKLOAD  
SUPPORT_FOR_RESEARCH_ACTIVITIES  
WORKING_CONDITIONS  
WORKING_RELATIONSHIP  

  
.902  
.893  
.938  
.832  
.789 .748  
  

  
1.109  
1.120  
1.066  
1.202  
1.268 1.336  
  

Dependent Variable: Employee job performance  

As seen in the coefficients table 15, the VIF values for the explanatory variable’s role ambiguity, 

role conflict, workload, support for research, working conditions and working relationships are 

1.109, 1.120, 1.066, 1.202, 1.268 and 1.336 respectively. Hence, the Multicollinearity assumption 

is met because each of the VIF values of the independent variable is below 3.   

In addition, the tolerance scores should also be above 0.2 for the assumption to be met. From 

the above coefficient table, the tolerance scores are .902, .893, .938, .832, .789, .748 for the 

predictor variables variable’s role ambiguity, role conflict, workload, support for research, 

working conditions and working relationships respectively. Hence, the multicollinearity 

assumption is met.   
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iii. Assumption three (values of the residuals are independent): The third assumption is to 

check that the values of the residuals are independent and uncorrelated. It is likewise 

referred to as the “lack of autocorrelation” (Field, 2016, pg.2) and it is concerned with 

checking for the presence of autocorrelation in the regression. The durbin-watson test is 

used to check for the presence of autocorrelation (Drapper and Smith, 1998; Lee et al., 

2000) and it is known to be one of the most commonly used tests to check for this 

assumption (McCleary and Hay, 1982; Ludlow and Perez, 2018). The durbin Watson value 

usually fall within the range of 0 and 4 (Elzamly and Hussin, 2015; Karadas et al., 2015). If 

the durbin-watson falls within the range of 1.5 and 2.5, this explains that there is no auto-

correlation in the residuals.  

Table 16: Testing for Autocorrelation (Third assumption test)  

   Model Summary    

Model  R  R Square  Adjusted   

R Square  

Std. Error of  

the Estimate  
Durbin- 

Watson  

  

1  .527a  .278  .239  8.47903  2.204  

  

In this study, the model summary above shows the value of Durbin-Watson as 2.204, which is 

within the range of 1.5 and 2.5. This implies that there is no first order autocorrelation in the 

residuals.  

iv. Assumption four (Homoscedasticity)- this assumption helps to test for an even distribution 

or spread of the residuals at each point of the independent variables (predictor variables) 

and checks that the variance of the residuals is constant. To check for this assumption the 

scatter plot is usually used to check for the spread of the dots. A more randomly distributed 

dots indicates that the assumption is met which is seen in the scatter plot below.   

Figure 16: Homoscedasticity Assumption  
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v. Assumption five (Normality) - the fourth assumption requires checking that the data are 

normally distributed this is because non-normality of a data set will bring about invalid and 

unreliable outputs, therefore checking for normality has been considered to be an 

important statistical step that should be taken into account before going forward with other 

statistical analysis (Yap and Sim, 2011; Razali and Wah, 2011; Hazzi and Maldaon, 2015). 

This is usually done using either the Kolmogorov-Smirnov or the Shapiro-Wilk test. For data 

sets and sample size lower than 2000, the Shapiro-Wilk test has been recommended to be 

most ideal while the Kolmogorov-Smirnov test is suitable for larger sample size of 2000 or 

above. However, Warner (2008) suggested that histogram can also be used to check for 

normality for sample sizes between 25 to 30 as well as normal probability plot can also be 

used to check for the normality assumption (Schinka et al., 2003). According to Hazzi and 

Maldaon, (2015) an alternative test of checking for normality is using descriptive statistics 

such as Mean, Median, Mode, and Skewness and Kurtosis. They suggested that a close 

proximity between the mean, median, and mode or equal values of these descriptive 

indicates a normal distribution.   
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The Shapiro-Wilk test is used to check for normality in the present study’s distribution. In 

the Shapiro-Wilk test, if the p-value is 0.05 or less, this indicates that the distribution is not 

normal.  

Figure 17: Histogram showing normality assumption  

  
  

Table 17: Test Normality  

Tests of Normality  

  Kolmogorov-Smirnova   Shapiro-Wilk   

Statistic  df  Sig.  Statisti 

c  
df  Sig.  

EMPLOYEE_JOB_PERF 

ORMANCE  
.086  118  .031  .984  118  .180  

Lilliefors Significance Correction  

  

The p-value as seen in the normality table above is .180 which is above .05 thus, this interprets 

that the present distribution is normal, hence the fifth assumption is met.  
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vi. Assumption six (Checking that there are no influential cases biasing the model)- this sixth 

assumption is checked using the cook’s distance. If the cook’s distance is equal to 1 or more 

than the value of 1, then this indicates a problematic model. The cook distance value for 

this is .000.   

  

Table 18: Descriptive statistics for Cook’s distance  

Residuals Statisticsa  

  Minimum  Maximum  Mean  Std. Deviation  N  

Predicted Value  94.9162  120.5547  108.2797  5.12205  118  
Std. Predicted Value  -2.609  2.397  .000  1.000  118  
Standard Error of Predicted Value  .929  3.683  1.987  .565  118  
Adjusted Predicted Value  97.0677  120.0945  108.2509  5.11853  118  
Residual  -22.78074  18.32504  .00000  8.25876  118  
Std. Residual  -2.687  2.161  .000  .974  118  
Stud. Residual  -2.733  2.271  .002  1.003  118  
Deleted Residual  -23.57850  20.23430  .02874  8.76572  118  
Stud. Deleted Residual  -2.817  2.315  .002  1.011  118  
Mahal. Distance  .413  21.084  5.949  3.960  118  
Cook's Distance  .000  .077  .009  .014  118  
Centered Leverage Value  .004  .180  .051  .034  118  

 Dependent Variable: EMPLOYEE_JOB_PERFORMANCE  

 6.10  Regression Results  

As discussed in chapter two, employee job performance is the dependent variable which 

constitutes both task and contextual performance whilst the independent variables are Role 

Ambiguity, Role Conflict, Work Overload, Support for Research, Working Conditions and Working 

Relationship. Therefore, the linear regression analysis conducted were categorised into three 

stages solely for investigating the impact of each of the work stressors on employee job 

performance, as well as their impact on each respective form of employee job performance (i.e. 

task and contextual).   

The first regression analysis that was ran in the SPSS software used task performance as the 

dependent variable while the second regression that was ran used contextual performance as 

the dependent variable. This distinction was imperative in order to identify how individual work 

stressor impacted on both task and contextual performance of academic employees.   
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Results from running the regression has been categorised into three main sections. Section A 

gives a summary of the result from using employee job performance as the dependent variable, 

section B gives a summary of the result from running the regression using task performance as 

the dependent variable and lastly section C also gives a brief summary of the result from running 

the regression using contextual performance as the dependent variable.  

 6.10.1   Employee job performance as dependent variable   

Table 19: Model Summary  

 Model Summary    

Model  R  R Square  Adjusted   

R Square  

Std. Error of  

the Estimate  
  

1  .527a  .278  .239  8.47903  
a. Predictors: (Constant), WORKING RELATIONSHIP, ROLE CONFLICT, WORKLOAD, ROLE AMBIGUITY,  
SUPPORT FOR RESEARCH ACTIVITIES, WORKING CONDITIONS  
b. Dependent Variable: EMPLOYEE JOB PERFORMANCE  

From the model summary table 19 above the R2 and the adjusted R2 will be examined. Although, 

the adjusted R2 has been said to be the most accurate measure of the variance.  

In a regression model, the R2 which is also referred to as the co-efficient of determination (Finch 

et al., 2014) simply explains the proportion of the variance in the dependent variable (employee 

job performance) that can be predicted or explained by one or more independent variables 

(working relationship, role conflict, workload, role ambiguity, support for research activities and 

working conditions) (Miles, 2014). The also enables the researcher to measure the goodness of 

fit of the regression model. From table 19, the value of regression model indicates 27.8% of the 

variance in employee job performance can be predicted from the variables working relationship, 

role conflict, workload, role ambiguity, support for research activities and working conditions. 

Taken as a set, the predictors Role Ambiguity, Role Conflict, Workload, Support for Research, 

Working Conditions and Working Relationships account for 27.8% of the variance in Employee 

Job Performance.  
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In multiple linear regression, the adjusted R2 value is very crucial and often known to be the most 

reported and preferred value in the model summary (Saunders et al., 2012) because of its ability 

to reduce and eliminate biases present in the R2 (Harel, 2009). For every additional independent 

variable in a regression model, the adjusted R2 increases however, this increase only occurs when 

the added independent variable makes a significant effect in the model. From the model 

summary table 19, the value of the adjusted R square is .239 meaning that 23.9% of the variance 

in employee job performance is explained by the independent variables working relationship, 

role conflict, workload, role ambiguity, support for research activities and working conditions.  

Also, as seen on table 19, it can be observed that the p value also known as the significance value 

is at 0.000 which is less than 0.05 hence the model can be said to be statistically significant. The 

Durbin-Watson value although not included in table 19 is 2.204. This indicates that there is no 

evidence of auto correlation detected in the sample. According to Kryeziu and Durguti (2019), a 

durbin-watson value within the interval of 1.5 and 2.5 likewise implies no auto correlation 

between the residual values.  

Table 20: One-way analysis of variance  

  

Model  Sum of Squares  df  Mean Square  F  Sig.  

1  Regression  

Residual  

Total  

3069.539  

7980.232  

11049.771  

6 

111  

117  

511.590 

71.894  
7.116  .000b  

  

The ANOVA also known as one-way analysis of variance is a statistical test that helps to check for 

the existence of statistically significant difference amongst the mean of the independent 

variables or groups. The ANOVA test simply helps in comparing the means of two or more groups 

simultaneously (Kao and Green, 2008). The column F or F statistics in the table above represents 

the ANOVA coefficient. This is simply derived by dividing the mean square between groups by 

mean square within groups. A value closer to 1 indicates and implies that no true variance exists 

amongst the variables or groups. The higher the F score then the lower the significance level.   
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The significance column in the ANOVA table above which is known as the p-value shows a value 

of 0.000 which is less than 0.05. The significance level on the table shows 0.000 which indicates 

a statistically significant model. This interprets that the predictors (role ambiguity, role conflict, 

workload, support for research, working conditions and working relationships) are able to 

account for a significant amount of variance in the dependent variable employee job 

performance.   

Hence, there was a statistically significant difference between groups as evident from the oneway 

ANOVA,  

F (6, 111) = 7.116, p = 0.000 (Significant)  

 Table 21: Coefficients  

  Coefficientsa  
Model  Unstandardized 

Coefficients  
Standardized 

Coefficients  
t  Sig.  

B  Std. 

Error  
Beta  

1  (Constant)  
ROLE_AMBIGUITY  
ROLE_CONFLICT  
WORKLOAD  
SUPPORT_FOR_RESEARCH_ACTIVITIES  
WORKING_CONDITIONS  
WORKING_RELATIONSHIP  
  

38.098  
1.118  

.028  

.038  

.432  

.130  
1.059  

18.485  
.311  
.255  
.188  
.271  
.258  
.288  

  
.306  
.010  
.017  
.141  
.046  
.343  

2.061  
3.600  
.111  
.205  
1.593  
.504  
3.673  

.042  

.000  

.912  

.838  

.114  

.615  

.000  

Dependent Variable: Employee job performance  

From the coefficient table 21 above, the p value (the sig column) will be observed to investigate 

the predictive value of each of the independent variable on the dependent variable. The p-value 

of the first variable which is role ambiguity is 0.000 which is below 0.05 and explains that it is 

statistically significant. The second independent variable, role conflict is at 0.912 which is above 

0.05 and therefore not significant, the next three independent variables (workload, support for 

research activities and working conditions) on the table also shows no significance in the model 

because all their p-values are above 0.05 hence they are not all significant. The final independent 

variable which is working relationship is however statistically significant with a p-value of 0.000 

which is below 0.05. Therefore, of all the six independent variables in the regression model, only 
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role ambiguity and working relationship are statistically significant thereby have a unique 

predictive impact on the employee job performance.   

Furthermore, this output interprets that of all the six work stressors investigated amongst 

academic employees in Nigeria, the two work stressors that mainly influences the job 

performance of academic employees are role ambiguity and working relationship. This result also 

explains that if the roles and responsibility of academic employees in Nigeria are much clearer 

and well understood, then this would increase the performance of academic employees in 

Nigeria. Likewise, the result also shows that the presence of a good working relationship within 

higher education institutions will also increase the performance of employees. A work 

environment where the working relationship between bosses (for instance, head of 

departments) and their subordinates (junior and mid-level lecturers) is void of partiality and 

which every employee is treated with respect and the voices and opinions of everyone is 

respected will be conducive for optimal performance of every employee.   

SECTION B:   

6.10.2    Task performance as dependent variable  

As discussed in chapter two, task performance is one of the two forms of employee job 

performance and its sometimes referred to as in-role performance. Task performance involves 

specific roles, activities, duties and responsibilities employees are required to execute as defined 

in their job description (Frone, 2011; Bertolino, 2013).  

Table 22: Model Summary  

                                               Model Summary    

Model  R  R Square  Adjusted  

R Square  
Std. Error of  

the Estimate  
1  .495a  .245  .204  4.75525  

  
a. Predictors: (Constant), WORKING RELATIONSHIP, ROLE CONFLICT, WORKLOAD, ROLE AMBIGUITY,  

SUPPORT FOR RESEARCH ACTIVITIES, WORKING CONDITIONS  
b. Dependent Variable: TASK PERFORMANCE  

Table 22 shows the multiple linear regression model summary and overall fit statistics and it can 

be seen from the table that the value of R2 in the regression model is .245 and this explains that 
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24.5% of the variance in employee job performance can be predicted from the variables working 

relationship, role conflict, workload, role ambiguity, support for research activities and working 

conditions. Taken as a set, the independent variables or predictors Role Ambiguity, Role Conflict, 

Workload, Support for Research, Working Conditions and Working Relationships account for 

24.5% of the variance in task Performance. As stated in the previous section, the adjusted R2 is 

the most reported and preferred value in the model summary (Saunders et al., 2012). From the 

model summary table, .204 is the value of the adjusted R2 which interprets that 20.4% of the 

variance in task performance is explained by the independent variables working relationship, role 

conflict, workload, role ambiguity, support for research activities and working conditions. Also, 

from table 22 it can be observed that the p value also known as the significance value is at 0.000 

which is less than 0.05 hence the model can be said to be statistically significant. The 

DurbinWatson value although not included in table 22 is 2.158. This indicates that there is no 

evidence of auto correlation detected in the sample. According to Kryeziu and Durguti (2019), a 

durbinwatson value within the interval of 1.5 and 2.5 likewise implies no auto correlation 

between the residual values.  

Table 23: One-way analysis of variance  

     ANOVAa  

Model  Sum of Squares  df  Mean Square  F  Sig  

Regression  

Residual  

 Total  

814.639  

2509.980  

3324.619  

6  

111  

117  

135.773 

22.612  
6.004  .000b  

      

      

From the ANOVA table above, significance value is .000 that is, (p = .000) which is lower than 0.05 

hence, there is a statistically significance difference between the groups. The column F or F 

statistics in the table above represents the ANOVA coefficient. This is simply derived by dividing 

the mean square between groups by mean square within groups. A value closer to 1 indicates 

and implies that no true variance exists amongst the variables or groups. The higher the F score 

then the lower the significance level.   
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The significance value is .000 that is, (p = .000) which is lower than 0.05 hence, there is a 

statistically significance difference between the groups. This interprets that the predictors (role 

ambiguity, role conflict, workload, support for research, working conditions and working 

relationships) are able to account for a significant amount of variance in the dependent variable 

task performance. Therefore, there was a statistically significant difference between groups as 

evident from the one-way ANOVA, F (6, 111) = 6.004, p = 0.000 (Significant).  

  

  

Table 24: Coefficients  

Coefficientsa  
Model  Unstandardized 

Coefficients  
Standardized 

Coefficients  
t  Sig.  

B  Std. Error  Beta  
(Constant)  
ROLE_AMBIGUITY  
ROLE_CONFLICT  
WORKLOAD  
SUPPORT_FOR_RESEARCH_ACTIVITIES  
WORKING_CONDITIONS  
WORKING_RELATIONSHIP  

11.125  
.597  
.075  

-.012  
.319  
.061  
.442  

10.367  
.174  
.143  
.105  
.152  
.145  
.162  

  
.298  
.046  

-.010 
.190  

.039  

.260  

1.073  
3.426  

.523  
-.113  

2.099  
.422  

2.732  

.286  

.001  

.602  

.910  

.038  

.674  

.007  

Dependent Variable: TASK PERFORMANCE  

For each independent variable using Task Performance as the dependent variable. From the 

coefficient table 24, the p value (the sig column) will be observed to investigate the predictive 

value of each of the independent variable on the dependent variable. The p-value of the first 

variable which is role ambiguity is 0.001 which is less than 0.05 and explains that it is statistically 

significant. The second independent variable, role conflict is at 0.602 which is above 0.05 and 

therefore not significant, workload which is the third independent variable, with a p value of 

0.910, above 0.05 is not statistically significant, however, the fourth independent variable which 

is support for research role is statistically significant at a value of 0.038 whilst working conditions 
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is not statistically significant in this model at a value of 0.674 and lastly the sixth independent 

variable which is working relationship is statistically significant at a p-value of 0.007.  

Hence, the output of the regression model depicted in the coefficient table above explains that 

of all the six independent variables in the model the statistically significant independent variables 

are role ambiguity, support for research and working relationship and explains that these 

variables have a unique predictive impact on employee task performance.   

In addition, this output interprets that of all the six work stressors investigated amongst academic 

employees in Nigeria higher education institutions, the three work stressors that mainly 

influences the task performance of academic employees are role ambiguity, support for research 

and working relationship.  

6.10.3   Contextual performance as dependent variable  

In chapter two, the concept of contextual performance was discussed and described as one of 

the components of employee job performance. It is likewise referred to as extra-role 

performance or organisational citizenship behaviour (Van Dyne et al., 1995; Borman et al., 2001) 

and it simply entails an employee engaging in activities and executing tasks that are not part of 

their job description but have a positive impact on the organisation (Bowling, 2010; Li et al., 

2012).  

Table 25: Model Summary  

 Model Summary    

Model  R  R Square  Adjusted   

R Square  

Std. Error of  

the Estimate  
  

1  .478a  .229  .187  4.81725  
a. Predictors: (Constant), WORKING RELATIONSHIP, ROLE CONFLICT, WORKLOAD, ROLE  

AMBIGUITY, SUPPORT FOR RESEARCH ACTIVITIES, WORKING CONDITIONS  
b. Dependent Variable: CONTEXTUAL PERFORMANCE  
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The multiple linear regression model summary table 26 shows that the value of R2 in the 

regression model is .229 and this means that 22.9% of the variance in contextual performance 

can be predicted from the variables working relationship, role conflict, workload, role ambiguity, 

support for research activities and working conditions. Taken as a set, the independent variables 

or predictors Role Ambiguity, Role Conflict, Workload, Support for Research, Working Conditions 

and Working Relationships account for 22.9% of the variance in contextual Performance. As seen 

on table 26, the value of the adjusted R2 is .187 which interprets that 18.7% of the variance in 

contextual performance is explained by the independent variables working relationship, role 

conflict, workload, role ambiguity, support for research activities and working conditions. The p 

value also known as the significance value is at 0.000 which is less than 0.05 hence, the model 

can be said to be statistically significant. The Durbin-Watson value although not included in table 

26 is 2.176. This indicates that there is no evidence of auto correlation detected in the sample. 

According to Kryeziu and Durguti (2019), a durbin-watson value within the interval of 1.5 and 2.5 

likewise implies no auto correlation between the residual values.  

Table 26: ANOVA  

ANOVAa  

Model  Sum of Squares  Df  Mean Square  F  Sig.  

1  Regression  

Residual  

Total  

762.956 

2575.857  

3338.814  

6 

111  

117  

127.159 

23.206  
5.480  .000b  

  

The column F or F statistics in the table 27 represents the ANOVA coefficient. This is simply 

derived by dividing the mean square between groups by mean square within groups. A value 

closer to 1 indicates and implies that no true variance exists amongst the variables or groups. 

The higher the F score then the lower the significance level. As shown on table 26, the significance 

value is .000 that is, (p = .000) which is lower than 0.05 hence, there is a statistically significance 

difference between the groups. This interprets that the predictors (role ambiguity, role conflict, 

workload, support for research, working conditions and working relationships) are able to 

account for a significant amount of variance in the dependent variable contextual performance.   
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Therefore, there was a statistically significant difference between groups as evident from the 

one-way ANOVA,  

 F (6, 111) = 5.480, p = 0.000 (Significant)    

Table 27: Coefficients  

  Coefficientsa    
Model  Unstandardized 

Coefficients  
Standardized 

Coefficients  
t  Sig.  

B  Std. 

Error  
Beta  

1  (Constant)  
ROLE_AMBIGUITY  
ROLE_CONFLICT  
WORKLOAD  
SUPPORT_FOR_RESEARCH_ACTIVITIES  
WORKING_CONDITIONS  
WORKING_RELATIONSHIP  
  

26.973  
.522  

-.046  
.050  
.113  
.069  
.618  

10.502  
.176  
.145  
.107  
.154  
.147  
.164  

  
.259  

-.028  
.041  
.067  
.044  
.363  

2.568  
2.955  
-.320  
.473  
.732  
.471  
3.769  

.012  

.004  

.750  

.637  

.466  

.639  

.000  

Dependent Variable: Contextual performance  
  

  

Table 28 shows the importance and significance of each predictor variable on the dependent 

variable. The output shows that certain predictor variables are highly significant in predicting 

contextual performance. From the coefficient table above, the p value (the sig column) will be 

observed to investigate the predictive value of each of the independent variable on the 

dependent variable. The p-value of the first independent variable which is role ambiguity is 0.004 

which is less than 0.05 and explains that it is statistically significant. The second independent 

variable, role conflict is at 0.750 which is above 0.05 and therefore not significant, workload 

which is the third independent variable, with a p value of 0.637, above 0.05 is not statistically 

significant, the fourth independent variable which is support for research at a significance level 

of 0.466 which is statistically not significant whilst working conditions is also not statistically 

significant in this model at a value of 0.639 and lastly the sixth independent variable which is 

working relationship is statistically significant at a p-value of 0.000.  

Hence, the output of the regression model depicted in the coefficient table above explains that 

of all the six independent variables in the model the statistically significant independent variables 
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are role ambiguity and working relationship and explains that these variables have a unique 

predictive impact on employee contextual performance.   

In addition, this output interprets that of all the six work stressors investigated amongst academic 

employees in Nigeria higher education institutions, the three work stressors that mainly 

influences the contextual performance of academic employees are role ambiguity and working 

relationship.  

 6.11  Further Discussion of Results.  

This chapter presents a discussion of the key findings from the statistical analysis conducted, 

highlighting the impact of each of the work stressors examined and their respective effect on 

employee job performance. Also, the findings from both the quantitative and qualitative phase 

are incorporated and presented in this section.   

Overall, the results presented in this study depicted that of all the six work stressors investigated, 

the work stressors identified to have significant impact on employee job performance of 

academic employees within higher education institutions in Nigeria are role ambiguity, support 

for research and working relationship. The work stressors identified to have significant impact of 

task performance are role ambiguity, support for research and working relationship whilst those 

identified to have the most significant impact on contextual performance are role ambiguity and 

working relationship. On the other hand, the two work stressors that are common to both task 

and contextual performance of academic employees in higher education institutions in Nigeria 

are role ambiguity and working relationship while support for research solely impacts task 

performance but not contextual performance.  

As discussed in previous chapters, task performance entails those job duties that are in the job 

description or contract of an employee (Motowidlo and Schmit, 1999). In the case of Nigeria 

academics, the job roles that constitutes task performance are teaching, research and 

community services whilst contextual performance also known as extra-role behaviour are 

simply known as duties that employees are not mandated to execute but voluntarily embark on 

them out of their own volition or free will (Borman, 1978; Katz and Kahn, 1978; Arvey and 
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Murphy, 1998; Motowidlo, 2000; Vigoda-Gadot, 2006). Although employers are not obliged to 

reward extra-role activities or contextual performance however these activities have been are 

said to be beneficial to the respective organisations of the employees.   

The outputs of the regression analysis carried out within the present study are further discussed 

in the subsequent sections.  

  

Hypotheses testing – TASK PERFORMANCE  

Table 28: Results of hypotheses accepted and refuted.  

Research Hypotheses- Task Performance  Result   

Hypothesis 1   

There is a significant relationship between Role ambiguity and task performance 

of academic staff.    

Accepted   

Hypothesis 2   

There is a significant relationship between Role conflict and task performance of 

academic staff.   

Rejected  

Hypothesis 3   

There is a significant relationship between workload and task performance of 

academic staff.  

Rejected  

Hypothesis 4   

There is a significant relationship between support for research and task 

performance of academic staff.  

Accepted  

Hypothesis 5   

There is a significant relationship between working conditions and task 

performance of academic staff.   

Rejected  

Hypothesis 6   

There is a significant relationship between working relationship and task 

performance of academic staff.  

Accepted  
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H1: There is a significant relationship between Role ambiguity and task performance of academic 

staff.  

Role ambiguity as described in chapter two is a construct of role theory and it occurs when there 

is there is a lack of clarity in the tasks and roles that an employee is expected to execute. This 

happens because of inadequate information from supervisors about what the employees job 

roles entails, how these job roles and responsibilities should be executed and the implications of 

not achieving performance targets (Fisher, 2001).   

In the context of academic employees in Nigeria, this study revealed that role ambiguity had a 

positive significant impact on the task performance of academic staff. As previously stated, task 

performance is simply when employees do what they have been solely employed to do that is, 

the roles that has been stated in their job description. Existing studies shows that the job 

description of academic staff in Nigeria are centred around three major roles which are teaching, 

research and community services (Archibong et al., 2010; Abdulkareem and Oyeniran, 2011; 

Ebuara et al., 2009) which were also confirmed during the interview phase as all the participants 

mentioned these three roles.   

Hence, the output from the statistical analysis indicates that role ambiguity and lack of clarity in 

the roles and expectations of the Head of Department and other key members within the 

department will impact the teaching, research and community development activities of 

academic employees in Nigeria higher education institutions.   

Although, research shows there are many causes of stress at work. Role ambiguity and role 

conflict were chosen to be investigated as there were no studies identified to have investigated 

the impact of the two constructs of role theory on employee performance amongst academic 

employees in Nigeria HEI’s.   

Therefore, H1 is accepted.   

H2: There is a significant relationship between Role conflict and task performance of academic 

staff.   
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From table 6.15, it can be seen that there is no significant relationship between Role conflict and 

task performance of academic staff. Therefore, for this the null hypothesis is accepted.   

H3: There is a significant relationship between workload and task performance of academic staff.   

Result from the statistical test conducted showed that there is no significant relationship between 

workload and task performance of academic staff. Hence, the null hypothesis is accepted.  

H4: There is a significant relationship between support for research and task performance of 

academic staff.  

The test result obtained from the regression analysis showed a significant relationship between 

the two variables. This explains that support for research has a significant impact on the 

performance of academic employees because a lack of support towards the research activities 

of employees in the aspect of provision of funds or grants, covering travel costs towards 

conference attendance or workshops and so on would become a stressor for employees.   

A plausible explanation for this variable being a stressor for academic employees is because 

research is a major criterion for being considered for promotion within the Nigerian higher 

education institutions. Due to the importance of research productivity when considerations for 

promotions are being made, it is however given a greater weighting as compared to teaching and 

other academic staff job expectations such as community services (Owuamanam and 

Owuamanam, 2008). Even as research is often made a priority for promotion within universities 

it is however ironic that such universities policies that makes research so important creates little 

or no support to enhance academic employees’ participation in research activities. This is no fault 

of these respective universities governing bodies but rather the low fund allocation of the 

government to the higher education sector in Nigeria. The underfunding of the overall education 

sector has been persistent over the last few decades (Bamiro and Adedeji, 2010; Dimunah, 2017; 

Isi and Aleru, 2020).  

Hence, a lack of competency or insufficient productivity in the aspect of research and research 

output for an employee can make him or her stressed because they are aware that research 

productivity is one of the major criteria being checked when employees are assessed for 
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promotion or appraisal. Therefore, since the level of support for research is highly significant to 

employee’s performance, the higher education policy makers in Nigeria must thereby ensure 

that there are more services provided to foster and encourage research participation amongst 

academic employees. When there are readily available and accessible funds to support research, 

employees can take advantage of this services and thereby engage in research which would 

eventually increase their success when promotion assessments are due.   

Availability of research enabling environment and research supporting services would increase 

research productivity and enhance success rates during promotion which would give employees 

a sense of job fulfilment and happiness and eventually impacting positively on employee’s task 

performance. This evidence also corroborates with the findings of Mustaffa and Kamis (2007) 

that showed a positive correlation between employees’ promotion and performance. Using 

promotion as one of the constructs of performance evaluation practices Tessema and Soeters, 

(2006) also observed a statistically significant relationship between promotion and employee 

performance. Several empirical findings (Chen et al., 2009; Khan, 2010; Alfes et al., 2013b; Amin 

et al., 2014; Sarboini, 2016; Osibanjo et al., 2016) have also substantiated and corroborated the 

relationship between promotion and performance.  

In conclusion, the Nigerian government must ensure that facilities and support relating to 

research activities are established, available and accessible for all academic employees which 

would in turn encourage active research engagements and eventually impact positively on 

promotion outcomes when performance evaluations are being coordinated in their respective 

universities. Since individual employee performance eventually culminates into organisational 

performance (Osabiya, 2015) so an increased performance from academic employees will also 

impact positively on the bottom line and general performance of the universities at large within 

Nigeria, this would also halt the declining higher education institution sector and thereby 

contribute towards the overall growth and development of the Nigerian economy.  

H5: There is a significant relationship between working conditions and task performance of 

academic staff.  
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The null hypothesis is accepted because evidence from the statistical test conducted showed that 

there is no significant relationship between working conditions and task performance of 

academic staff.   

H6: There is a significant relationship between working relationship and task performance of 

academic staff.  

Evidence from the regression output has shown a significant relationship between Working 

relationships and employee task performance. Working relationship is also the same as 

workplace interpersonal relationships and this simply entails the relationships employees have 

with both their colleagues and bosses within the confines of an organisation. The statistical 

investigation conducted has revealed that this stressor could impact employees task 

performance depending on how an employee perceives and appraises their work environment 

and relationship with the members of their organisation. Archibong et al., (2010) in their study 

of academic employees in two universities (a federal owned university and a state-owned 

university) in Nigeria also identified interpersonal relationship as a source of stress amongst 

academic employees, their findings also corroborates with the findings from the study conducted 

by Akinmayowa and Kadiri, (2014) on investigating the sources of stress in a Federal owned 

university in the Southern region of Nigeria which identified interpersonal stressor as one of the 

stressors academic employees complained about. Although these studies only identified the 

sources of stress however the present study has further revealed the significant impact working 

relationship or interpersonal work relationships can have on task performance of employees.  

Working relationship has been considered to be one of the dimensions of organisational climate  

(Jones and James, 1979; Davidson et al., 2001; Cilliers and Kossuth, 2002; Datta and Singh, 2018). 

Organisational climate is described as how employees perceive their immediate work 

environment in respect to how they are treated and managed as well as their subjective 

perception of other employees within their organisation (Rousseau, 1988; Brunet and Savoie, 

1999; Litwin, 2001; Gray, 2008). Various work outcomes such as turnover intentions, job 

satisfaction, innovation, employee job performance and organisational performance been 

observed to be influenced by organisational climate (James and Jones, 1980; Rousseau, 1988; 
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Brown and Leigh, 1996; Schneider, 2000; Baltes, 2001; Patterson et al., 2004; Tidd and Bessant, 

2009; Kusluvan et al., 2010; Myers, 2011).  

Finally, ensuring the organisational climate is free from unfairness and carries along all 

employees will enhance working relationships. The ministry of education in Nigeria through the 

governing bodies of the universities must ensure that strategies are put in place to foster healthy 

interpersonal relationships across all academic cadres within each university. Encouraging work 

related social support amongst colleagues and supervisors such as informational and appraisal 

support (House, 1971) could also be essential in improving cordial relationships and eliminate or 

reduce the stressor emanating from working relationships amongst academic employees.   

Hypotheses testing – CONTEXTUAL PERFORMANCE  

Table 29: Table showing the results of hypotheses accepted and refuted.  

Research Hypotheses- Contextual Performance  Result   

Hypothesis 1   

There is a significant relationship between Role ambiguity and contextual 

performance of academic staff.  

Accepted   

Hypothesis 2   

There is a significant relationship between role conflict and contextual 

performance of academic staff.  

Rejected  

Hypothesis 3   

There is a significant relationship between workload and employee contextual 

performance of academic staff.   

Rejected  

Hypothesis 4   

There is no significant relationship between support for research and contextual 

performance of academic staff.  

Accepted  
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Hypothesis 5   

There is no significant relationship between working conditions and contextual 

performance of academic staff.  

Accepted  

Hypothesis 6   

There is a significant relationship between working relationship and contextual 

performance of academic staff.  

Accepted  

  

H1: There is a significant relationship between Role ambiguity and contextual performance of 

academic staff.  

Results from the regression analysis depicted that role ambiguity has a significant impact on 

contextual performance of academics. As earlier discussed, contextual performance is also 

usually referred to as organizational citizenship behaviour and they are those work-related 

activities that employees engage in voluntarily and are usually not part of the job description of 

an employee. These roles are known to contribute to the organization indirectly. Therefore, a 

lack of clarity in the job roles and responsibility of an employee will influence their ability to 

perform and engage in other responsibilities outside their job description. Lack of clarity in job 

roles and expectation is likely to drain an employee’s time and cognitive resources as well as 

other aspect of an employee such as their psychological and physiological capabilities. Therefore, 

there is little or no time for such employee(s) to engage in extra-roles but when an employee is 

clear on what their roles entail and what their job responsibilities are then it is more likely for 

them to swiftly complete their roles and find ways to contribute to their organisations by 

voluntarily engaging in roles outside their job description such as lending a helping hand to 

struggling colleagues, promoting their organisation’s brand, volunteering to assist when there 

are multiple targets to be met.   

H2: There is a significant relationship between role conflict and contextual performance of 

academic staff.  

The alternate hypothesis was rejected which means that the null hypothesis was accepted.  
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Role conflict entails when an employee is confronted with competing expectations either from 

multiple managers or within their own specific job roles. Results from the regression analysis 

showed that role conflict does not have a significant impact on contextual performance of 

academics in Nigeria. This explains that academics who are confronted with competing job 

expectations can still contribute to other aspects of their respective universities. The data further 

explains that role conflict does not have a significant impact on the contextual performance of 

academic employees.   

The result from the regression analysis is incongruent with the propositions of the researcher.   

H3: There is a significant relationship between workload and employee contextual performance 

of academic staff.   

The alternate hypothesis was rejected.   

The present study hypothesised that an excess workload would have a significant impact on an 

employee’s contextual or extra role performance. That is, excess workload will be a hindrance to 

academic employees’ ability to engage in other roles within their organization that can contribute 

indirectly but positively to their organisation.   

However, the results show that workload will not have a significant impact on the extra-role 

performances of academic employee’s in Nigeria.  

H4: There is no significant relationship between support for research and contextual 

performance of academic staff.  

The alternate hypothesis was accepted.  

The researcher hypothesized that support for research will only impact on task performance 

rather than contextual performance. Since research is included in the job roles and 

responsibilities of academic employees in Nigeria, it is therefore more likely that the availability 

of research enhancing platforms will enable academic employees to fulfil one of the purposes of 

being employed. Hence, the variable support for research is most likely to impact on academic 

employee’s task performance than their contextual performance. As mentioned previously, task 
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performance is simply an employee doing what they have been employed to do. In the case of 

Nigerian academics, their task performance is the ability to fulfil these three main roles which 

are teaching, research and community engagement.   

H5: There is no significant relationship between working conditions and contextual performance 

of academic staff.  

The alternate hypothesis was accepted.  

Evidence from the regression analysis show that working conditions do not have a significant 

impact on contextual performance. The researcher’s proposition was based on the premise that 

working conditions or the work environment majorly impacts on the task performance of 

employees and not contextual performance. This is so because the task performance will be 

affected by academic employees work environment and working conditions. An unfavourable 

working condition will most likely affect the delivery of employee’s specified job roles and 

responsibilities.   

H6: There is a significant relationship between working relationship and contextual performance 

of academic staff.   

Since Contextual performance is when an employee is voluntarily engaging in roles outside their 

job responsibilities. It usually engages employees helping or assisting a colleague or team 

member. This aspect of citizenship behaviour is known as OCB-I meaning organizational 

citizenship behaviour targeted at individuals within the organization. This means an employee 

performing an extra-role activity is doing so for the purpose of helping a colleague. Therefore, 

when there is an absence of cordial relationship amongst employees then the chances in 

engaging in an extra-role duty to support a colleague or team member will be low. Evidence from 

the regression output suggests that Academic employees in Nigeria will be more likely to embark 

on extra-role activities if there is a healthy relationship amongst academic’s co-workers or 

supervisors. An hostile and unhealthy work environment where there is bullying, harassment and 

strife will impact on employees performance. Kostova and Roth, (2003) in their study also 

concluded that hostile work environment will impact negatively on employee performance and 
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other job outcomes. Findings across various organizational sectors have identified that 

organizational citizenship behaviour is negatively affected by unhealthy and aggressive 

workplace relationships (Smith et al., 1983; Bettencourt and Brown, 1997; Kim et al., 2017; Li et 

al., 2017). These findings corroborate with the findings in this present study.   
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CHAPTER SEVEN  

 7.1  The employee performance framework  

 7.1.1  Introduction  

The third phase of this study will involve the development of the employee job performance 

framework. The framework aims at helping to enhance job performance amongst academic 

employees in Nigeria. It will be used as a working template to offer intervention in the aspect of 

work stress reduction and employee job performance which can ultimately lead to a better 

Higher Education sector thereby impacting economic growth and development in Nigeria.  

This chapter likewise incorporate the final phase of the mixed methods research which is the 

integration phase to inform the development of the employee job performance framework.   

7.2     What is a framework?  

A framework can be defined as a simplified and structured overview or outline of items which 

gives support or serves as a guideline towards attaining certain key objectives. The framework 

that will be developed in this research is aimed at being a vehicle for enhancing employee 

performance amongst academic employees within the higher education sector in Nigeria.  

In order to develop this framework, the conclusions drawn from the quantitative and qualitative 

phase (that is the mixed methods study) will be incorporated into the framework as well as some 

of the best practices identified across two specific countries within Africa. Findings from relevant 

literature will also be instrumental in the framework development. Secondary data will be 

collected on these countries where best practices will be identified. Some of the sources where 

these secondary data will be sourced from includes governmental websites, published reports, 

refereed journal articles, articles, newspapers and any other relevant materials.   

7.3    Good Practice Approach  

Good practices and Best practices are often used synonymously (Servin and Brun, 2005; Sekerka, 

2009). A major benefit of identifying good practices or evidence-based practice is for the purpose 

of enhancing performance or for improvement purposes (Serrat, 2017). The concept of best 
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practice is said to have originated from the manufacturing industry when the need for 

benchmarking was at its peak. This process of benchmarking started between the 1970’s and 

1980’s, at that time there was an increase in performance comparison amongst manufacturing 

companies and these companies were keen to know how they rated amongst their counterparts 

and what the best companies were doing right that made them better off (Druery et al., 2013). 

Bench marking is however defined as the process of identifying best practices within and outside 

of a specific sector with the purpose of making comparison so as to improve the practice within 

a certain organisation.  

Good practices can be defined as sets of actions or processes that have been put in place which 

has resulted in attaining optimum performance within an institution, sector or country and can 

be replicated in another sector (Serrat, 2017). For an approach to be considered as good practice 

it has to fulfil 4 conditions namely; effectiveness, efficiency, relevance and ethical soundness 

(WHO, 2017). However, WHO, (2017) further stated that all four criteria listed above need not to 

be fulfilled before an approach can be identified to be a best practice. Skyrme (2002) also 

proposed six various approaches that can be followed in order to identify and adopt good 

practice and these steps include; Identifying the improvement(s) required within the 

organisation, discovering or locating good practices within or outside one’s field, documenting 

identified good practices, validating the best practices, adopting, incorporating and applying the 

chosen good practice within one’s firm or organisation and the sixth step is set up a supporting 

structure. 

Boxal and Purcel, (2003) also stated that;   

“Generally, best practice models emphasise three factors. Firstly, they usually put emphasis on 

enhancing employee abilities or knowledge and skills through effective recruitment and strong 

training. Secondly, best practice models contain an emphasis on motivating desired behaviour 

through strong incentives. Finally, best practice models promote opportunities for better trained 

and motivated workers to contribute to their knowledge and skills through work redesign and 

indirect forms of employee participation’’.  
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Good practices can also be referred to as empirical based practice that have been tested in 

various geographical settings which has brought forth excellent and desired results (Osburn et 

al., 2011) It is simply anything that works effectively in some way with evidence to back this up. 

A key characteristics good practices must possess is the ability to be replicated in a different 

environment or setting (Serrat, 2017).   

 7.3.1  Methods for identifying countries with Good practice(s)  

The previous section has given a description of the concept of best practice as being an approach 

of doing things by a certain organisation which has produced desirable outcomes.  Since the 

previous field study conducted by the researcher has depicted that some of the work stressors 

university academic employees in Nigeria are confronted with are also similar to those that has 

been identified in previous research studies amongst academic employees in other developed 

and developing nations. Asides from those work stressors relating to the working conditions and 

work environment such as dilapidated offices, lack of internet connection and poor learning 

facilities which are somewhat specific to developing nations however the other work stressors 

such as role ambiguity, role conflict, workload or work overload have been seen to be quite 

predominant amongst their fellow academic employees in other countries including developed 

and industrialised nations such as Australia (Winefield, et al., 2003; Bentley et al., 2013), Canada 

(Biron et al., 2008; Catano et al., 2010) United Kingdom (Kinman and Jones, 2008; Schulz, 2013)  

United States of America (Astin and Astin, 1999; Hogan et al., 2002; Reevy and Deason, 2014), 

Czech Republic (Mudrak et al., 2017; Zabrodska et al., 2017), Germany (Teichler, 2013).   

It is therefore important to investigate and explore what makes these universities excellent and 

leading institutions despite the work stressors being confronted by their academic employees as 

this will also provide a useful insight in the development of the employee performance 

framework. Although there are usually quite a few factors responsible for organisational 

performance however employee performance has been identified to be a key factor in attaining 

improved organisational performance (Mastrangelo et al., 2014).  
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7.4     Justification for identifying good practices from only African Countries  

The identification of good practices was restricted to the continent of Africa because of some of 

the commonalities they share as a continent. Previous studies on good practice have 

recommended that sharing of good practices and adopting best practices across nations with 

similar cultural, socio-economic characteristics are usually much ideal than adopting good 

practices from dissimilar countries. For instance, a developing nation implementing similar 

policies being practiced in a developed country might not be very instrumental and could be error 

bound because both countries are at different economic phases. Country-specific differences 

must be put into consideration before any good practices are borrowed or incorporated into 

another country. It is much practical and reasonable to adopt strategies from countries within 

similar region sharing similar cultures, values and other key elements.   

Also, just as in the case of comparative studies, some of the challenges and drawbacks of this 

stream of research is sometimes usually a lack of compatibility between countries being 

compared as a result of differences in certain key concepts (Azarian, 2011). There should be a 

common basis of comparison (Reinhard et al., 2016). This can also be related to the identification 

and implementation of best practices.  

Nevertheless, the organisation for economic cooperation and development (OECD) proposed 

that in the cases when a country wishes to implement best practices identified from another 

country with dissimilar characteristics, then in such cases, the identified practices and 

frameworks should be amended to fit the context of the country where it is going to be 

implemented (OECD, 2002). It is also advised that respective policy makers and practitioners 

should be actively engaged from the start up until the completion phase of the implementation 

process.   

In light of the above, identifying good practices in higher education institutions within the context 

of this study has been limited to countries within the same continent as Nigeria which is Africa 

as there are less disparities in culture, economy and social values.   
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7.5       Work Stress and Employee performance Framework Design Process  

The development of the proposed employee performance framework is based on the findings 

from the qualitative interviews and quantitative surveys as well as the identified best practices 

from African countries with best and world class higher education system evidence by their 

consistent representation on World University ranking league tables. Three core processes will 

be followed in developing the framework.  

Figure 18: The process of framework development.  

 

  
Stage 1- Identifying African Countries that have been consistently represented over the last ten 

years on the Times higher education and QS ranking bodies.                                                                                                                           

7.5.1 University Rankings  

In recent times, there has been an up rise in the importance attached to university rankings 

across the world which has brought about a new dimension within the global higher education 

market. The race to be listed amongst the top players in teaching, research and other key 

segments has intensified rapidly amongst universities over the years and up till date. Rankings 

are now considered as the ‘‘worldwide battle of excellence’’ (Hazelkorn, 2011, p. 6). Various 

countries and economies have also discovered the need for internalization within their 
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educational sector for the purpose of attracting the best students and academics from around 

the world thereby boosting economic growth and development.   

According to Robert and Thompson, (2007) University rankings can be defined to be a set of 

quantitative evidences which are used to compare quality and performance amongst a range of 

institutions. Asides from the ranking being used to compare quality and performance it is also 

used in assessing the individual status of universities and measuring their international 

reputation and standards (Hazelkorn, 2015). Although the initial purpose for the establishment 

of various ranking bodies were to be an informative tool for academic bodies, stakeholders and 

governmental agencies but in recent times, ranking bodies can now be seen as a major consumer 

tool especially for potential students (Hazelkorn, 2008). Leiden, HEEACT, Webometrics, ARWU, 

QS and the Times higher education university ranking are known to be the six major ranking 

bodies across the world (Huang, 2012) however, the three most prominent and recognised are 

the Times Higher Education World University Ranking, QS world ranking and the academic 

ranking of world universities (ARWU) (Hazelkorn, 2007b; Altbach, 2010; Dobrota et al., 2016; 

Downing et al., 2016; Hou and Jacob, 2017). For the purpose of the present study, Universities 

within Africa that have been consistently represented on the times higher education and the QS 

world ranking for a duration of 10 years will be identified.  

7.5.2 Times Higher Education World University Rankings  

The times higher ranking body was established in 2004 (Hanafi and Boucherie, 2018), a joint 

collaboration existed between the times higher and QS world league which facilitated a joint 

collaboration between both bodies, this collaboration started in the year 2004 and ended in the 

year 2009 (Liu and Cheng, 2011). However, between the year 2010 to 2013 the times higher 

collaborated with Thomson Reuters and later proceeded with a new collaboration with Elsevier 

in the year 2014 and which is still active till date.  

The methodology employed by the times higher education centres around five major criteria 

which are Research, Teaching, Citations, International outlook (as regards to students and staff) 

and industry income (pertaining to industry sponsored research). The weighting given to each of 

these criteria also differs as research, teaching and citations all account for 30% individually while 
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international outlook and industry income both account for 7.5% and 2.5% respectively 

(Kaycheng, 2015).  

7.5.3 QS World University Ranking  

The QS ranking was founded in the year 1990 and times higher university ranking, and the QS 

ranking had co-published university rankings from 2004 up until the year 2009. After the end of 

the collaboration each of this ranking bodies became independent and developed their 

respective indicators for assessing universities (QS, 2020).   

The QS World University Ranking usually employs four major criteria as their methodology in 

assessing universities across the world. These four main criteria are centred around research, 

teaching, degree of internalisation and employability of graduates. The four indicators are 

further sub-divided into six main performance indicators which are employer reputation, 

academic reputation, student-to-faculty ratio, citations per faculty, ratio of international 

students and ratio of international staff. The weighting of each of the indicators also vary as 

academic reputation accounts for the highest at 40% while the next highest weighting is at 20% 

individually for both citations per faculty and student-to-faculty ratio while the weights assigned 

to ratio of international students accounts for 5% and likewise the ratio of international staff 

(Hou and Jacob, 2017).    

  



181  

  

Table 30: African Universities included in the QS world league table and times higher league table 

over the last decade.   

                                    Years and Number of Universities represented per Country    

Ranking  

Bodies  

2010  2011  2012  2013  2014  2015  2016  2017  2018  2019  2020  

Times  

Higher  

Education  

n.a  Egypt-  

1 Uni  

South  

Africa  

–  1  

Uni  

  

Egypt-  

1 Uni  

South  

Africa  

–  3  

Unis  

  

South  

Africa  

–  4  

Unis  

  

South  

Africa  

–  3  

Unis  

  

Egypt- 3  

South  

Africa – 

3  

Ghana- 1  

Kenya- 2  

Nigeria-  

1  

Uganda-  

1  

Egypt- 3  

South  

Africa – 

6  

Ghana- 1  

Kenya- 2  

Nigeria-  

1  

Uganda-  

1  

Algeria- 1  

Egypt- 8  

South  

Africa – 8  

Ghana- 1  

Kenya- 1  

Nigeria- 2  

Uganda- 1  

Morocco- 

3  

  

Algeria- 1  

Egypt- 9  

South  

Africa – 8  

Ghana- 1  

Kenya- 1  

Nigeria- 1  

Uganda- 1  

Morocco- 

3  

  

Algeria- 6  

Egypt- 19  

South  

Africa – 8  

Ghana- 1  

Kenya- 1  

Nigeria- 3  

Uganda- 1  

Morocco- 

4  

  

Algeria- 8  

Egypt- 20  

South  

Africa – 10  

Ghana- 1  

Kenya- 1  

Nigeria- 4  

Uganda- 1  

Morocco- 

5  

  

QS   Egypt-  

1 Uni  

South  

Africa  

–  3  

Unis  

  

South  

Africa  

–  3  

Unis  

  

Egypt-  

1 Uni  

South  

Africa  

–  3  

Unis  

  

  

Egypt-  

1 Uni  

South  

Africa  

–  4  

Unis  

  

n.a  Egypt- 2  

South  

Africa –  

7  

Egypt- 5  

South  

Africa – 

9  

Ghana- 1  

Kenya- 1  

Uganda-  

1  

Egypt- 5  

South  

Africa – 9  

Ghana- 1  

Kenya- 1  

Uganda- 1  

  

Egypt- 5  

South  

Africa – 9  

Ghana- 1  

Kenya- 1  

Morocco- 

1  

Uganda- 1  

  

Egypt- 6  

South  

Africa – 9  

Morocco- 

1  

Kenya- 1  

  

Egypt- 5  

South  

Africa – 8  

  



182  

  

The table above shows Universities in Africa on the Times and QS ranking table. Data in the table 

was abstracted from www.timeshighereducation.com and www.topuniversities.com   

The countries that were most represented in the league table across the span of ten years are 

South Africa and Egypt. Hence, the higher education sectors of both countries will be examined 

in order to see what best practices can be adopted and adjusted to fit the context of Nigeria so 

as to enhance performance of academic employees and improve the higher education sector as 

well.  

 7.6  Higher Education Sector of South Africa  

South Africa is the second largest economy in Africa and the fifth most populous country in Africa 

with a population of 57,398,421 (United Nations, 2018). During the apartheid era, the 

educational system in South Africa was discriminatory (Jansen, 2001; Morrow, 2008; Mzangwa, 

2019) however, after south Africa gained her independence in the year 1994 various policies 

were enacted to promote inclusivity of education (Malangeni and Phiri, 2018). This policy 

brought about the of the 36 existing universities into 26 in the year 2001 in order to eradicate 

the imprint of racial division amongst universities, which was in practice during the apartheid 

era. Initially, the department of education regulated the entire higher educational system 

however in 2009, it was subdivided into two separate departments, the first into basic education 

and the second into higher education and training.  The former was mainly to oversee the running 

of colleges while the latter became responsible for regulating the universities. There are three 

categories of universities within the country namely; traditional-research focused, technical and 

comprehensive. The universities in South Africa source their funds from three major sources, 

which are the governments in forms of grants, student tuition and donations. A third of the 

income of universities are generated form tuition. This has brought about student demonstration 

over the years and most especially in the year 2016 when the movement called the attention of 

government using the phrase #feesmustfall in order to bring about a reduction in tuition fees. 

Nevertheless, the higher education sector in South Africa has experienced a structural and 

positive transformation over the years (UNESCO, 2016).  

  

http://www.timeshighereducation.com/
http://www.timeshighereducation.com/
http://www.topuniversities.com/
http://www.topuniversities.com/
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Figure 19: Expenditure on education in South Africa, % of GDP. Data Source: (World Bank, 2019)  

The table depicts the total percentage of the government expenditure on 

education in South Africa. The annual total allocation to education has can be 

seen from the table has been between the range of 5 to 6 % although there 

was a decline by about 1.2% between 2006 to 2008. A plausible reason for the 

sudden decline in the educational budget in the year 2008 could be the global 

economic crisis which affected virtually all the nations of the world. However, 

after the year, 2008 the expenditure on education started to increase yet 

again although there was about 1% decline in the fiscal year 2015 and 2016. 

In the year 2017, the expenditure on education further increased by 0.2% and 

by 0.1% in the year 2018. After about 17 years South Africa’s expenditure on 

spending was the highest in the year 2018. It is also important to note that 

the years when expenditure on education was the   highest in South Africa, 

the numbers of South African universities on the league table also increased 

significantly. Times higher university ranking  

listed 8 universities in South Africa in the year 2017 and 2018 respectively. 

There was an increase by two in between the year 2016 and 2018. This 

increase can also be seen in the QS university ranking table.  
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 7.7  Higher Education in Egypt   

Egypt is the second largest economy in Africa after Nigeria and it is the largest North African 

country with a population of 90 million (Giesing and Musić, 2009). Cairo University is the first 

public university to be established in Egypt, which was in the year 1908. For a long time, only 

three universities existed in Egypt and university education were mainly for the elite in the 

society however, in the year 1971 a new bill was passed into law which was aimed at providing 

university education for every citizen who desired to pursue a university education irrespective 

of class or social status (Emira, 2014). This new policy brought about the establishment of 

universities across the country to promote access and inclusivity and there has been an increase 

in enrolment rate as well as an expansion and growth in the number of universities ever since 

then (Cupito and Langsten, 2011). To manage the influx and high rate of enrolment, the 

government began issuing licences to private investors who were interested in establishing 

universities, this new policy brought about the establishment of private universities in Egypt since 

the year 1992 (Buckner, 2013).   

Private universities have been criticised for their exorbitant tuition (Fahim and Sami, 2011), high 

tuition might be the reason why enrolment rate is higher within the public higher education 

institutions, for instance, 94% of higher education student admissions between 2016 and 2017 

were into public universities. Presently, there are a total of 22 public universities and 24 private 

universities in Egypt. The public non-university institutions such as technical schools and colleges 

are a total of 51 (MOHE, 2010). Between 85 to 95% of the running budget for the public 

universities are provided by the government of Egypt whilst each respective higher education 

institutions will self-fund the rest of the budget through a range of channels such as research, 

partnering with firms and organisations amongst others (CAPMAS, 2018). The demand for 

education as well as the higher education participation rate in Egypt remains very high this is as 

a result of better employment opportunities attributed to having a degree within the country 

(Kirdar, 2017).   
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Figure 20: Expenditure on education in Egypt, % of GDP. Data Source: (World Bank, 2019).  

The data on the percentage of GDP on expenditure on education in Egypt 

were only available from year 2003 to the year 2008. It can be deduced from 

the available data that the investment in education in Egypt has been within 

the range of 4% to 5.1% over a period of six years.  

The absence of data for the years after 2008 makes it impossible to monitor  

and examine the trends. However, having carefully observed the ranking 

tables from 2009 to 2020 the number of Egyptian universities represented on the tables 

increased significantly. For instance, times higher education university ranking listed 3 Egyptian 

universities on their 2015 league table and this has further soared to 20 in the year 2020. This 

remarkable increase can be as a result of a consistent substantial investment in the educational 

sector by the Egyptian government. The second league table being used in this study is the QS 

university ranking table and it can also be observed on the table that the number of Egyptian 

universities increased from 2 in 2015 to 5 in the year 2020. A plausible explanation for the wide 

gap in the numbers of universities represented by both league table in the year 2020 for the case 

of Egypt is most likely because of the difference in methodologies being used in assessing the 

performance of  

Universities.   
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Figure 21: Comparison of GDP PER CAPITA IN South Africa, Egypt and Nigeria- Data sourced from 

(World Bank, 2019) Graphical illustration by researcher.  

As can be seen in the graph above, the Gross Domestic Product of Nigeria, Egypt and South Africa 

are represented in the graph above. Nigeria recorded the highest GDP over the last eleven years 

followed by South Africa and Egypt. Despite the increasing GDP of Nigeria over the last decade, 

Nigeria’s educational sector is under-funded and extremely undeveloped. This can be traced to 

both misappropriation of funds and an insufficient allocation of funds into the educational sector. 

Nigeria’s percentage allocation of GDP on expenditure is the least amongst the other two 

countries.   

Investment in educational sector is significant towards the growth and development of her 

educational sector. As it can be seen in the case of South Africa over a period of two years when 

investment in their education was increased by 1.2% this reflected in the performance of the 

sector as 3 additional higher education institutions were represented on the league table and 

this also enabled them to compete globally.   
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Stage 2 of the framework development: Reviewing academic employee’s responses to the 

open-ended question included in the questionnaire about the aspect of their job they 

considered to be most stressful.  

Rationale for Including Open ended questions at the final section of the questionnaire.  

The responses depicted in the bar chart below were derived from the open-ended questions 

which were included at the end of the questionnaire. The open-ended questions were added to 

give participants ample opportunity to include more information about the most stressful aspect 

of their job using their own words and to explore new stressors that could possibly arise. The 

inclusion of few open-ended questions at the end of a structured or quantitative survey have 

been recommended by various quantitative researchers (Streiner and Norman, 2008; Singer and 

Couper, 2017) which has been used across various disciplines (O’Cathain and Thomas, 2004; 

Lloyd and Devine, 2015).    

Figure 22: Bar Chart showing aspects of job found to be most stressful by academic employees  
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Based on the responses from the participants, the researcher identified the most common 

responses and grouped them accordingly. It was observed that majority of the academic 

employees documented script marking as the most stressful aspects of their job.  

Figure 23: A pie chart showing percentages of academic employees four highest sources of stress  

 

  

In order to give a better outlook on the main sources of stress amongst academic employees in 

Nigeria higher education institutions, the responses have been represented on a pie chart. The 

responses on the pie chart above shows four most mentioned sources of stress amongst 

academic employees and their percentages respectively. Script marking is 40% accounts for the 

highest percentage amongst other triggers of stress mentioned by academic employees. The next 

most mentioned is 14% which is Administrative duties, while 11% accounts for Script grading and 

9% is research activities is the fourth highest reason for academic employee’s stress.  The 

evidence seen from the pie chart above is also consistent with previous studies worldwide which 

have identified script marking as the most common and highest sources of stress amongst 
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academic employees in both developed (Pignata and Winefield, 2015) and developing countries 

(Akinmayowa and Kadiri, 2014).  

Stage 3 of the framework development: Reviewing academic employee’s responses to 

suggested stress performance enhancers.  

Figure 24: Bar Chart showing academic employee’s responses to suggested job performance enhancers  

  

 

  

The second open question that was asked from the participants was to list any factor that they 

know would help to enhance their performance at work. Various factors were listed and these 

factors were grouped according to the frequency and how many times each factor was 

mentioned. Majority of the respondents identified electricity and internet as a major factor and 

resource if provided would enhance their performance. The second most listed factor was 

provision of research funding and grants whilst the third factor was remuneration and the fourth 

most listed was provision of modern working facilities and equipment’s. The regression analysis 

also confirmed that support for research had a significant impact on employee performance. 
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Hence, this proves that academic employees desire to embark on research activities but are 

unable to successfully engage in research activities because of the inadequacy of funds to 

support research. As it can be seen from the chart above, the availability of grants and funds will 

enhance the performance of academic employees.  

Figure 25: A pie chart showing percentages of academic employees six highest suggested performance 

enhancers  
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7.8 The Employee Performance Framework  

  

Figure 26: The Employee Performance Framework 
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7.8.1  Discussion of the employee performance framework  

According to UNESCO, (2018) any country who desires to have a quality national education that 

is inclusive and long lasting then such country must ensure that between 4 to 6 percent of its 

Gross Domestic Product is allocated to Education or between 15 to 20 percent of the total public 

expenditure of such country must be used to finance its educational sector.  

Education has been identified as a major driver for the attainment and sustenance of economic 

development this is because any investment in education has a multiplying force which 

eventually increases a nation’s economic growth as well as enhancing national peace and 

prosperity (UNESCO, 2018).  

The framework is wrapped around a major factor and tenet which is the aspect monetary and 

financial investment into the higher education sector of Nigeria. Optimal allocation of the 

percentage recommended by UNESCO is highly imperative. The Nigerian government must also 

ensure that this is practiced overtime and not merely for few years in order to see remarkable 

changes within the higher education sector and growth in the performance of academic 

employees.  

It is evident from the findings in this study coupled with the responses received from the open 

ended questions included in the question that employees will only be able to experience 

substantial growth in their performance if the government and policymakers facilitate a 

restructuring of the physical resources in higher education institutions in the country. This factor 

cannot be over emphasised as it has resurfaced virtually all through this study. Ensuring that 

dilapidated infrastructures and working resources are replaced with modern and world class 

facilities cannot be over emphasised.  

Due to this, the framework has been centred and based majorly on the tenets of long term robust 

monetary investment into the higher education sector of Nigeria. This financial investment 

should be evident in both the physical and human resources present within the higher education 

sector of Nigeria. Extending the investment to the physical and human resources (Infrastructural 
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Modification specifically on Internet and Electricity, Employee Welfare, Increased Staffing and 

Provision of Research Funds) which are highlighted in the framework is of utmost importance.  

Until this is implemented, the higher education sector of the country will continue to experience 

a stunted growth and the identified stressors will remain a challenge and task and contextual 

performances of academic employees in Nigeria will remain below par.  

Hence, the proposed framework is hereby seen as a vehicle that will be instrumental in the 

advancement of Nigeria’s higher education institution.  

7.8.2 The framework should be seen as a tool for employee wellbeing enhancement rather than a 

performance management model. 

It is imperative to mention that the proposed work stress and employee performance framework is a framework 

that is centred on enhancing employee wellbeing by eliminating the identified sources of stress amongst 

academic employees which ultimately increases their performance. The happy-worker productive worker theory 

posits that employee performance increases with their level of wellbeing and vice versa (Wright and Cropanzano, 

2000; Neilsen et al., 2007). Hence, the implementation of the proposed framework will be instrumental at 

minimising stress thereby improving employee wellbeing which in turn increases employee performance. 

Therefore, the focus here is on employee wellbeing ng a tool to measure performance. 

7.8.3  Simplicity of the proposed employee performance Framework  

As seen in figure 29, it is evident that the framework is clear, straight forward, relatable and easy 

to understand. Technicality and ambiguity have been avoided in the development of the 

employee performance framework because it will most likely be used by policy makers who are 

non-academics. It was thereby imperative that clear and concise vocabulary were used. With 

these criteria put in place, the researcher is hopeful that the proposed framework will be a useful 

guide to the relevant individuals and officials at the ministry of education in Nigeria.   

 7.9  What good practice(s) has been identified from the selected African countries?  

Data from South Africa and Egypt has vividly depicted the substantial financial investment in their 

higher education system which is presently absent within Nigeria as a country. Responses from 

the open-ended questions shown on the pie chart in Figure 21 which were answered by the 
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participants on factors they believe if provided could improve their work performance can all be 

traced to challenges regarding adequate funding.  

If the Nigeria government can make education a priority and consistently increase the annual 

budget of the higher education system, then there will certainly be an improvement in employee 

performance. This will also enhance the representation of the Nigeria higher education system 

in the international frontier as well as promote internalisation of higher education. For instance, 

South Africa attracts the highest percentage of international students enrolment within the 

continent (Louw and Mayer, 2008; du Plessis and Fourie, 2011; Mello, 2013; Ngobeni, 2018) as a 

result of their remarkable and reputable academic excellence both within Africa as a continent 

and in the world as well. The country is known to be the number one study destination for African 

students seeking tertiary or post graduate education as well as a few other students from other 

continents (Rouhani; 2002; Sehoole 2011). This high mobility of students from other African 

nations to South Africa Universities can be attributed to a working higher education system which 

is backed up by a substantial long-term financial investment in the sector as well as the presence 

of political and economic stability within the country (Carrim and Wangenge-Ouma 2012). Also, 

African international students particularly those from countries that are a member of the 

Southern Africa Development Community (which is an organization comprising of 16 countries 

in southern Africa which aims to foster economic growth and development amongst themselves) 

are privileged and opportune to pay the same tuition as home students. This low tuition can 

likewise be attributed as a pull factor for African international students from the SADC countries.  

Evidence from literature has shown that research and innovation is paramount to the growth and 

development of any nation (Oketch et al., 2014; Schwartzman et al., 2015; Johansen and Arano, 

2016) and the birthplace of research and innovation is usually within the educational and 

academic space. A deteriorating and dilapidated higher education system as such as is present in 

Nigeria will be unable to produce world class research hence, inhibiting growth within the higher 

education space as well as overall growth of the economy. 

Aside from South Africa having the highest number of international student enrolment within 

Africa, Egypt has also been seen to attract quite a number of international students especially 
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those from MENA- Middle East and Northern African countries. This student mobility has been 

attributed to a relatively low tuition as compared to other Arab countries such as the Saudi Arabia 

and the United Arab Emirates. Egypt has also taken on a strategy of hosting foreign branch 

campuses within their country. Universities from the United Kingdom, United States of America, 

Canada, and Sweden all have branches in Egypt which deliver the same curriculum and award 

degrees that are both internationally recognised and recognised in the university home country 

as well (Mohamed et al., 2019).  

The findings in this study indicate that Nigeria as a country may be able to enhance the state of 

her Higher education system by taking a cue from their neighbouring African nation such as South 

Africa and Egypt. This enhancement can be done by strategically investing in the higher education 

system as well as developing the sector to an international standard thus, attracting international 

students both from within and outside the African continent. Also, the practice being operated 

by South African higher education sector of enabling students within the southern region pay the 

same tuition as the home students is also a strategy that can be adopted in Nigeria higher 

education system. Nigeria may likewise adopt this practice and make students from the ECOWAS 

region pay the same tuition as home students. This approach would further attract students 

within the western region of the continent.  
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CHAPTER EIGHT   

8.1     Research Conclusion, Limitations and Suggestions for Future Research.  

 8.1.1  Introduction  

The present study aimed to answer centred around identifying the current work stressors of 

academic employees in Higher education institutions in Nigeria and how these work stressors 

impact upon their task and contextual employee job performance. In addition to the above, the 

present study also aimed at developing an employee performance framework by incorporating 

the findings in this research in conjunction with best practices identified from countries with a 

record of successful higher education systems in Africa.  

This thereby provides an in depth and succinct discussion on the overall findings as well as the 

limitations of the study, suggestions for future research and lastly the recommendations for 

educational policy makers within Nigeria.   

8.2     Reiterating the Research Questions  

In the light of the above aim, this research sought answers to the following specific questions.  

1. What are the present sources of work stress amongst academic employees in Nigeria higher 

education institutions?  

2. What are the impacts of the identified work stressors on academic employee’s task and 

contextual job performance?  

3. What are the views of Nigerian academics on work stress and their suggested stress 

intervention strategies?  

4. How can best practices as regard employee performance be identified within the higher 

education sector of other African countries and how might a proposed employee 

performance framework centred on improving performance amongst Nigerian academic 

employees be implemented?  



197  

  

8.3     Overall Research Conclusions – Summary of Findings  

This research aimed at investigating the relationship between work stress and employee job 

performance. There are few studies that have been conducted on work stress amongst academic 

employees in Nigeria. However, these prior studies were predominantly centred on identifying 

the sources of stress. Hence, this study has gone further by addressing the research gap by 

investigating the impact of these stressors on employee performance. None of the studies 

conducted amongst academic employees in Nigeria has been able to distinguish the impact of 

work stress on the two different forms of performance and the current study is the first to include 

the two dimensions of performance into the literature of work stress and employee job 

performance within the context of Nigeria. It was crucial to examine the impact of work stress 

on both task and contextual performance. This has been covered in the present study for the 

purpose of giving a much better clarification and understanding on the various aspects of 

employee job performance and which of this aspect is most impacted by work stress. Also, an 

employee performance framework has been proposed which will serve as a working template 

towards the implementation and enactment of better employee policies targeted at academic 

employees within Nigeria.   

Role ambiguity, support for research and working relationship has been found to be the three 

work stressors which have the most significant impact on task performance of academic 

employees. It is important to remember that the elements that constitutes task performance as 

an academic employee in Nigeria are teaching, research and community development. Hence, 

before an improvement in employee performance and eventually a better higher education 

sector can emerge then there must be key strategies that must be initiated by both university 

administrators and the ministry of education which will be instrumental in ensuring academic job 

roles are clearer and specific. Since research is a key aspect of the job roles of an academic 

employee in Nigeria and research output is a significant factor for promotion appraisal then there 

must be provision made to support research engagements. This will help to mitigate the negative 

impact of stress from low research productivity or lack of research engagements as a result of 

inadequate support for research. Employees who have minimum participation in research will be 

unable to fulfil the research aspect of their job roles which would lead to a low performance and 



198  

  

impede their promotional chances and career progression. A lack of support for research is 

thereby imposing a strain on academic employees which is a plausible reason why this is a 

significant work stressor. Working relationship also known as interpersonal work relationship 

was identified from the findings as having a significant impact on the task performance of 

academic employees. Interpersonal relationship is crucial both within the formal and informal 

environment and various research have found relationships as being able to increase morale as 

well as act otherwise. Since academic employees in Nigeria have identified working relationship 

as a major stressor which also negates their job performance. It is important academic 

administrators, Head of Department and other academic governing bodies put necessary laws in 

place to promote mutual respect as well as fairness between academic employees and their 

bosses. Perceived fairness and justice at work have been broadly investigated in research and 

has been seen to be instrumental in promoting employee job performance, employee 

engagements and other job outcomes.   

The job roles that constitute contextual performance are not defined since contextual 

performance of an employee is simply done out of volition and are tasks outside their job 

description which indirectly contributes positively to the organisation but there is no formal 

reward system for. The findings in the present study shows that the two work stressors amongst 

academic employees that impact negatively on contextual performance of academics in Nigeria 

are role ambiguity and working relationship. This further explains that the presence of role clarity 

will influence academic employee’s citizenship behaviour. It is therefore imperative to promote 

and ensure that academic employees across Nigerian higher education institutions are clear on 

what their job roles entails and if there are new changes to these roles then the academic 

employees should be informed. Role ambiguity as be seen to be detrimental to both task and 

contextual performance of academic employees.   

Furthermore, the second work stressor identified in this study as being significant to employee 

contextual performance was working relationship. Evidence from the findings in this present 

study depicts that interpersonal relationship at work is both significant to the task and contextual 

performance of academic employees. As discussed earlier, the work environment and 
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organisational climate can either boost the morale of employees or have a negative impact on 

their morale based on how the relationship within the work environment is perceived.   

Therefore, in order to improve employee job performance within the higher education sector of 

Nigeria, prompt and definite measures must be taken to address the identified stressors within 

the context of this study. Also, constant and uninterrupted electricity and internet facilities must 

also be a major objective to be achieved it was predominantly mentioned by academic 

employees as a major factor that would enhance their performance if made available. Hence, for 

the higher education sector to attain an excellent and world class status then there is a lot to be 

done by the government and better investment should be channelled into the higher education 

sector which would also contribute to the economic growth of the country in the long run.   

In conclusion, research shows that employee performance at individual level will eventually lead 

to performance at organisational level (DeNisi and Murphy, 2017). Hence, recommendations 

have been made based on the empirical results of this study and the proposed framework on key 

strategies to employ in order to enhance employee job performance as well as refine the 

standard of higher education institutions in Nigeria.   

 8.4   Contribution to Knowledge  

 Previous studies on work stress within the Nigeria academia space have been able to shed 

light on the various sources of work stress within the higher education institutions 

however, practical ways of minimising these stressors and increasing employee job 

performance has not been thoroughly considered. Hence, this makes this present study 

of utmost relevance because asides from investigating the most prevalent stressors, 

practical steps of enhancing performance and minimising stress has been developed and 

proffered in the performance framework unveiled in section 7.8. This framework if 

adopted by the relevant government parastatal in Nigeria can be instrumental in 

mitigating the impact of the stressors academic employees in Nigeria universities are 

confronted with. This framework can also serve as a long term foundational blue print for 

the government in meeting the demands of the academic employees and enhancing 

performance which can continually be revised in the coming years. 
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 This study adds to the existing literature by examining the relationship between work 

stress and employee performance amongst academic employees. The present study 

examines this relationship within the context of Nigeria and therefore adds to the existing 

empirical literature in this academic field such as (Akpan et al., 2010; Archibong et al., 

2010, Omoniyi and Ogunsanmi, 2012; Atsua et al., 2013; Omoniyi, 2013; Adebiyi, 2013; 

Akinmayowa and Kadiri, 2014; Ekienabor, 2016; Osibanjo et al., 2016; Ogunsanwo, 2019). 

There are quite a few studies that have investigated existing work stressors amongst 

academic employees in Nigeria, but mostly conducted within one university or a 

comparison of two to three universities. This thesis contributes to the stream of research 

examining the relationship between work stress and employee performance in that it 

investigated work stressors amongst a wide range of academics in universities scattered 

across the six geo-political zones of Nigeria and also proposed an employee performance 

framework.  
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 Another significant contribution of this study to the existing literature on work stress 

amongst academic employees in Nigeria is the categorization of the two forms of 

employee performance and how stressors impact on each of this forms of employee job 

performance. Based on the researcher’s literature search, there was no literature which 

individually highlighted the impact of task and contextual performance on work stress. 

Employee job performance was focused on as a whole entity hence in all the existing 

literature on work stress in Nigeria HEI’s, this study contributed to the body of knowledge 

by highlighting the distinction between these two forms of employee job performance 

and how each of them independently impact on the work stressors discussed in this 

thesis. 

8.5    Policy and Practical contributions   

There are few studies that have identified work stressors within the context of Nigeria academic 

employees however, no substantial solution has been proffered. The present study distinguished 

itself by developing a performance framework which can easily be implemented by the policy 

makers and government officials within the higher education sector in Nigeria. Since work stress 

has been constantly on the increase over the last few decades in developed and developing 

nations which has negative implications on both the performance of academic employees and 

the quality of educational services being rendered to students (Kinman, 2014) it is therefore 

imperative for frameworks such as the one proposed in this study to be implemented and also 

improved upon by further studies. The current findings are thereby useful for policy makers 

within the higher education sector in Nigeria as well as University Administrators.   

For policy makers, the current findings might be used to develop new policies centred on 

providing the required resources for effective performance of academic employees. One of the 

major areas that should be promptly addressed are the areas of financing. Adequate policies 

should be established that ensure a substantial percentage, between 15 to 20 percent as 

suggested by (UNESCO, 2018) of the total public expenditure of Nigeria is allocated to the 

educational sector and most especially the higher education sector. This policy should be put in 

place such that it remains irrespective of the political party that is elected into government.   
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University administrators such as the vice chancellors and other key administrative heads will 

find the present study both informative and instrumental. Informative in the sense that they are 

aware of the current work-related challenges being faced by academic employees and how these 

stressors impact their performance. For example, since empirical findings in the present study 

demonstrates that role ambiguity is significant to both task and contextual performance of 

academic staff. Therefore, for the purpose of minimising ambiguity in the roles and 

responsibilities of academic staff, clear guidelines and documents must be put in place within 

every department of university to ensure that every staff is informed on what their duties and 

roles entail at every point in time. Also, working relationships was identified as impacting on both 

task and contextual employee performance, university administrators through the help of the 

human resources department must ensure that key provisions are made to resolve work related 

conflicts and ensure that junior colleagues are not bullied by their senior counterparts.    

8.6     Limitations of the study and Suggestions for future research  

Certain limitations were identified during the present study and they will be highlighted and 

further discussed below.  

Firstly, although telephone interviews have been demonstrated to be as effective and accurate 

as face to face interviews (Block and Erskine, 2012; Rahman, 2015; Ward et al., 2015) however 

their use might have obstructed the opportunity of access to non-verbal data or responses which 

could increase the richness of findings. The researcher had no opportunity of watching out for 

visual cues or gestures while the participants were answering questions. Face-to-face interview 

would have created an opportunity for the researcher to probe more on certain questions where 

participants conveyed an unusual body language. The researcher made effort to compensate for 

this limitation by paying attention to pauses, sudden silences and variation in tones of 

participants, when this occurred, such questions were carefully probed further. Also, conducting 

a focus group discussion as compared to telephone interview might have uncovered underlying 

group opinions, experiences and insights on work stress in their respective universities. Hence, 

future studies can employ focus group rather than face to face or telephone interview to increase 

multiplicity and a diverse set of observations and responses.   
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Secondly, the employee performance measurement in the present study was based on a self-

ratings of job performance. One of drawback of this approach is employees over scoring and over 

appraising themselves and empirical literature have confirmed the presence of bias in self-ratings 

of job performance measurement (Williams and Levy, 1992; Korsgaard et al., 2004; Randall and 

Sharples, (2012) and Heidemeier and Moser, (2009) concluded from their findings that 

employees over scored themselves in contextual performance as compared to task performance. 

Despite this shortcoming, there is a wide support for the self-ratings measure of employee job 

performance primarily because of its ability to promote fairness and leniency in the employee 

appraisal process (Hannum, 2007) nevertheless, it will be recommended that future studies 

employ other approaches of measuring employee job performance such as the supervisor-

ratings of job performance. For example, in the context of Nigeria the Heads of Department also 

known as HOD which represent the line manager and immediate supervisors can be asked to 

rate the performance of those academic employees being managed by them in their respective 

universities. Better still, to eliminate the biases involved in both the self and supervisor ratings 

of job performance, further studies can concurrently employ both ratings of performance and 

compare the findings from both approaches. Also, it is recommended that future studies should 

likewise include peer ratings and subordinate ratings of job performance, this multi-rater 

approach might bring about a much more holistic and balanced representation of the task and 

contextual performance of each respective academic employee.  

Thirdly, the researcher’s initial approach was to ensure the sample population will be fully 

representative of the academics within the higher education institutions in Nigeria, however due 

to factors beyond the control of the researcher such as incessant academic employee strike 

actions as well as time and resources constraints hence the researcher opted for snowballing 

approach of sampling. Although, at least one university within the six geo-political zones (North-

Central, North-East, North-West, South-East, South-South and South-West) of the country is 

represented in the sample however, there were not enough participants represented in some of 

the zones such as the North Central and the North East geo-political zones. However, the findings 

may not capture the views and experiences of the wider population since it was only few 

participants that were selected within each zone. Therefore, the number of participants within 
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each geo-political region can be increased for the purpose of having a broader understanding on 

work stress and employee performance and also to have a sample that is generally 

representative of the wider population of academic employees in the Nigerian University sector. 

Also, the questionnaire comprised of a total of 88 questions which is quite a large number and 

may have dissuaded some potential participants from responding and impacted the response 

rate.  

Fourthly, the sample in this study comprises 33.9% females which is lower than the male 

participants and future studies can ensure that a more equal ratio is included in the study which 

can increase the robustness of the findings and also bring about new findings.   

Despite these limitations, current findings highlight the work stressors present within the context 

of Nigeria and how these impacts on both the task and contextual performance of Nigeria 

academics.  

 8.6.1  Cross-National Implications (Further Suggestions for future studies)  

Although this research investigated the relationship between work stress and employee job 

performance amongst academic employees in Nigeria and the framework proposed was peculiar 

to Nigeria. However, it would be interesting to see how this framework can be implemented in 

countries that share similar characteristics with Nigeria most especially developing economies 

within Africa. The policy makers within these countries have a major role to play in ensuring that 

their respective countries emulate the best practices in other similar countries so as to attain 

optimal performance in their Higher education sector both nationally and internationally.   
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Appendices 

Appendix 1 – Questions for semi-structured interviews  

Research Question 1: What are the sources of stress amongst academic employees across all career 

stages in Nigeria?  

Interview Questions  Pre-determined Codes  

1.) What is your current workload like? {What 

is your current job? What does that job 

entail? What is your typical week like?}  

Probes:   

 How many hours/days do you work 

each week?   

 Do you work excessive overtime hours?  

 Please, could you describe a scenario(s) 

when your workload was heavy?  

 How did you manage it?  

Work Overload  

2.) How would you describe the available 

support for research activities and 

engagements within your university?  

Probes:  

 Are there available platforms for 

research sponsoring?  

 If yes, are they easily accessible?  

Inadequate Support for Research  

3.) What is your opinion of the general 

Working Conditions and work 

environment within your university?   

 Probes:  

Working Conditions and Work Environment  
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 Do you find your work environment 

conducive?  

 Are you pleased with the available 

facilities provided by your university? I 

mean your office spaces, classrooms, 

lecture theatres and laboratories.   

 

4.) Do you ever feel overwhelmed by the 

number of cohorts in your classroom or 

would you say it’s within your control?   

Poor Staff-Student Ratio  

  

Appendix 2 – Quantitative Survey Questions  

Dear Sir/Ma,  

RESEARCH QUESTIONNAIRE ON WORK STRESS AND EMPLOYEE PERFORMANCE   

Thank you for volunteering to participate in this survey.   

The aim of this research project is to explore how workplace stressors within higher education 

institutions in Nigeria impact on overall employee performance.   

There are two sections in the attached questionnaire. The first part involves completing a few 

demographic details while the second part focuses on the detail of the study. In the second 

section kindly, tick the box that best describes your response to each statement.   

As an academic staff member, providing information about your personal workplace experiences 

within your university is needed to further this research project. Answers to all questions in the 

attached questionnaire will be treated with utmost confidentiality and only be used for research 

purposes.  

Your responses will make a significant contribution towards the success of this study. I am 

grateful for your assistance.  

The questionnaire will take approximately 30 minutes to be completed.   
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Yours Sincerely,  

  

Oluwaseyi J. Awotinde.  

PART I- Demographic Data  

Gender  □ Female         □ Male  

Age Group  □ 25 – 35 years  

□ 36 – 40 years  

□ 41 – 45 years  

□ 46 – 50 years  

□ 51 – 60 years  

□ > 60 years  

Employment Contract  □ Full Time          □ Part Time  

Years of Academic Experience  □ < 1 year  

□ 1 – 5 years  

□ 6 – 10 years  

□ 11 – 15 years  

□ 16 – 20 years  
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 □ > 20 years      

Academic Cadre/position/Level  □ Professor  

□ Associate professor  

□ Senior lecturer  

□ Lecturer I  

□ Lecturer II  

□ Junior lecturer   

□ Assistant lecturer  

□ Graduate assistant  

Marital status  □ Single       □ Married      □ Divorced □Separated   

  

Highest Academic Qualification Achieved  □ BSc      □ MSc        □ PhD □ Mphil  □ Others  

  

University Affiliation and Department   
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PART II  

  

        Questions  STRONGLY  

AGREE  

  

  

AGREE  

  

NEITHER  

AGREE OR  

DISAGREE  

  

DISAGREE  

  

STRONGLY  

DISAGREE  

  

1.   I know exactly what I 

should be doing at any 

given time.  

          

2.  My line manager/Head Of  

Department (HOD) 

sometimes designates 

tasks without adequate 

information on how they 

should be carried out.  

          

3.  My job roles and 

responsibilities are very 

clear.  

          

4.  Directives  and 

instructions given within 

the  department  are 

vague.  

          

5.  No Information is 

provided on how I am 

being appraised for 

promotion.  
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6.  I have access to the criteria 

and requirements  

     

 

 being  used  for 

 salary increases.  

          

7.  The tasks assigned to me 

are enormous.  

          

8.  I receive assignments that 

are within my training and 

capability.  

          

9.  My job role does not 

involve too many 

administrative duties. 

(YES OR NO QUESTION)  

          

10.  I have adequate time to 

devote to my academic 

responsibilities.  

          

11.  My skills and abilities 

match all the roles that 

have been assigned to me.  

          

12.  I find it challenging 

managing administrative 

and academic duties.  
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13.  I report to more than one 

manager with  

contradictory 

expectations.  

     

          

14.  I receive incompatible 

orders from two or more 

people.  

          

15.  I am directly answerable to 

one manager.  

          

16.  I am involved in various 

job activities which are 

carried out differently.  

          

17.  The classes I teach are 

overcrowded.  

          

18.  My job demands interfere 

with my personal/family 

life.  

          

19.  I bring most of my work 

back home with me.  

          

20.  I feel overwhelmed by the 

marking load.  
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21.  I currently have too many 

undergraduate students 

to supervise.  

          

22.  I do not supervise 

postgraduate students. 

(YES OR NO QUESTION)  

          

23.  There are fixed contact 

times which helps to  

     

 

 manage 

 interruptions from 

students.  
          

24.  I have few administrative 

duties.  

          

25.  My administrative duties 

do not interfere with my 

academic responsibilities.   

          

26.  I have enough time to get 

everything done in my job.  

          

27.  My workload is not heavy 

on my job.  

          

28.  I have to work very hard in 

my job.  

          

29.  I have to work very fast in 

my job.  
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30.  The university provides 

various platform to 

develop my skills and 

abilities.  

          

31.  My  continuous 

professional development 

is not enabled.  

          

32.  Adequate financial 

support is provided by the 

university to support my  

     

 

 research activities such as 

conference  attendance 

etc.  

          

33.  The university emphasizes 

the need for active 

involvement in research.  

          

34.  I am keen on using my 

personal income to fund 

my research engagements 

if I am not able to get 

support from the  

University or an external 

source.  
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35.  There is no motivation for 

research involvement 

within the university.  

          

36.  The research output of my 

colleagues is poor.  

          

37.  Embarking on research 

gives me a sense of 

fulfilment in my career.  

          

38.  I do not have to engage in 

research to be relevant in 

my department.  

     

 

39.  I would rather focus on 

teaching than do 

research.  

          

40  I make time every year to 

attend one or more 

academic conferences.  

          

41.  I am given a lecture-free 

day weekly to focus on 

research activities.   

          

42.  I have the resources 

required to meet my job 

demands.  
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43.   My employer provides all 

the relevant resources to 

ensure that my 

performance is at its best.  

          

44.  My office space is 

adequately equipped and 

conducive to enable me to 

do my job well.  

          

45.  The internet facilities are 

not reliable.  

          

46.  Electricity disruptions 

inhibit my job 

performance.  

     

 

47.  I always use books from 

the university library 

when preparing my 

lecture notes.  

          

48.  The university library is 

highly functional and 

stocked with relevant and 

up to date books.  
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49.  My line manager/(HOD) 

gives me a chance to 

express suggestions and 

ideas relating to my work.  

          

50.  I cooperate with my 

colleagues to achieve the 

common goals of the 

department.  

          

51.  My colleagues do not 

offer help and support 

when asked.  

          

52.  My HOD sometimes gives 

me feedback on my 

performance.  

          

53.   I  often  receive 

constructive  feedback 

from my HOD.  

     

 

54.  My colleagues are very 

difficult to work with.  

          

55.  I am not keen on 

contributing towards the 

empowerment of the local 

community.  
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56.  The university as a whole 

frequently organises 

programmes aimed at 

reaching out to the local 

community.  

          

57.  My job description does 

not include Community 

services.  

          

58.  I give a lot of time to 

prepare for my lectures.  

          

59.  The content of my lecture 

notes are always up to 

date.  

          

60.  I endeavour to provide my 

students with all the 

relevant information 

regarding their 

programme of study.  

     

 

61.  I publish a minimum of one 

research paper yearly.  

          

62.  I ensure duties assigned to 

me  are  adequately 

completed.  
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63.  Fulfil responsibilities 

specified in the job 

description.  

          

64.  Perform tasks that are 

expected of me.  

          

65.  Meet formal performance 

requirements of the job.  

          

66.  Engage in activities that 

will directly affect my 

performance evaluation.  

          

67.  I promote my university 

wherever I find myself.  

          

68.  I willingly take on extra 

roles when needed within 

my department.  

          

69.  I make suggestions to my 

Line manager/HOD, which 

I think could be beneficial 

to my department.  

     

 

70.  I take on certain roles 

even if it is not 

convenient.  
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71.  I comply with all rules and 

procedures even when my 

boss is absent.  

          

72.  I cooperate with everyone 

within my team.  

          

73.  I Persist in overcoming 

obstacles to complete 

given tasks.  

          

74.  Display proper company 

appearance and manner.  

          

75.  Conserves and protects 

the  universities 

properties.  

          

76.  I give sufficient notice 

when I am unable to be at 

work.  

          

77.  I make a lot of personal 

telephone conversations 

when at work.  

          

78.  I  complain 

 about insignificant 

things within the 

university.  

     

79.  I take undeserved work 

breaks.  
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80.  My attendance at work is 

above the norm.  

     

  

81. On a Scale of 0 to 10, with 0 being the Worst performance and 10 as the best 

performance, how would you rate your performance at work over the past three years? 

Please indicate the number which best describes your level of performance. (Circle the 

number)  

  

 
WORST                                                                                                                                            BEST           

                     

PERFORMANCE                                                                                                                             PERFORMANCE  

  

82. Would you say your performance level has declined over the years?      

□ Yes    

□ No   

□ Maybe  

  

83. How often do you undergo a performance appraisal?  

  

Annually  

Bi-Annually  

0   1   2   3   4   5   6   7   8   9   10   
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Quarterly   

  

84. How would you describe the outcome of your most recent performance review?  

Excellent  

Average  

Below Average  

  

85. What aspect of your job do you consider to be most stressful?  

  

86. What factor(s) do you think could enhance your performance at work, if provided?  

  

87. Are there any elements within your workplace that makes working conditions poor? If 

yes, what are they?  

  

88. If you would like to be further contacted for an interview, kindly type in your contact 

number below.  

  

  

  

  

Regression Results- Full Tables  
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Employee job performance as dependent variable  

Model Summaryb  

Model  R  R 

Square  
Adjusted  

R Square  

Std.  

Error of 

the  

Estimate  

Change Statistics  Durbin- 

Watson  R  

Square  

Change  

F  

Change  

df1  df2  Sig. F  

Change  

1  .527a  .278  .239  8.47903  .278  7.116  6  111  .000  2.204  

a. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, ROLE_AMBIGUITY,  

SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  

b. Dependent Variable: EMPLOYEE_JOB_PERFORMANCE  

  

ANOVAa   

Model  Sum of Squares  df  Mean Square  F  Sig.  

1  Regression  3069.539  6  511.590  7.116  .000b  

Residual  7980.232  111  71.894      

Total  11049.771  117        

a. Dependent Variable: EMPLOYEE_JOB_PERFORMANCE   

b. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, 

ROLE_AMBIGUITY, SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  
 

  

  

  

  

  

  

  

  

  



301  

  

Coefficientsa    

Model  Unstandardized 

Coefficients  
Standard 
ized  
Coefficie 

nts  

t  Sig.  95.0%  
Confidence  

Interval for B  

Correlations  Collinearity 

Statistics  

B  Std. 

Error  
Beta  Low 

er  
Bou 

nd  

Upp 
er  
Bou 

nd  

Zer 
o- 
ord 

er  

Part 

ial  
Part  Tole 

ran 

ce  

VIF  

1  (Constant)  38.098  18.48 

5  
  2.061  .042  1.46 

9  
74.7 

27  
          

ROLE_AM 
BIGUITY  

1.118  .311  .306  3.600  .000  .503  1.73 

4  
.350  .323  .290  .902  1.109  

ROLE_CO 
NFLICT  

.028  .255  .010  .111  .912  - 
.476  

.533  .081  .011  .009  .893  1.120  

WORKLO 
AD  

.038  .188  .017  .205  .838  - 
.333  

.410  .001  .019  .017  .938  1.066  

SUPPORT 
_FOR_RE 
SEARCH_ 
ACTIVITIE 
S  

.432  .271  .141  1.593  .114  - 
.105  

.970  .256  .150  .128  .832  1.202  

WORKING 
_CONDITI 
ONS  

.130  .258  .046  .504  .615  - 
.381  

.641  - 
.173  

.048  .041  .789  1.268  

WORKING 
_RELATIO 
NSHIP  

1.059  .288  .343  3.673  .000  .488  1.63 

1  
.414  .329  .296  .748  1.336  

a. Dependent Variable: EMPLOYEE_JOB_PERFORMANCE    

  

Task performance as dependent variable  

Model Summaryb  

Model  R  R 

Square  
Adjusted  

R  

Square  

Std.  

Error of 

the  

Estimate  

Change Statistics  Durbin- 

Watson  
R  

Square  

Change  

F  

Change  

df1  df2  Sig. F  

Change  

1  .495a  .245  .204  4.75525  .245  6.004  6  111  .000  2.158  

a. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, ROLE_AMBIGUITY,  

SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  

b. Dependent Variable: TASK_PERFORMANCE  
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ANOVAa   

Model  Sum of Squares  df  Mean Square  F  Sig.  
1  

Regression  814.639  6  135.773  6.004  .000b  

Residual  2509.980  111  22.612      

Total  3324.619  117        

a. Dependent Variable: TASK_PERFORMANCE  
 

b. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, 

ROLE_AMBIGUITY, SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  

 

  

Coefficientsa    

Model  Unstandardized  

Coefficients  Standa 

rdized  

Coeffic 

ients  

t  Sig.  Correlations  Collinearity  

Statistics  

B  Std. Error  Beta  
Zer 

o- 

ord 

er  

Part 

ial  
Part  Toler 

ance  
VIF  

1  (Constant)  
11.12 

5  

10.367    
1.07 

3  

.286            

ROLE_AMBIG 

UITY  

.597  .174  .298  
3.42 

6  

.001  .341  .309  .283  .902  1.109  

ROLE_CONFLI 

CT  

.075  .143  .046  .523  .602  .121  .050  .043  .893  1.120  

WORKLOAD  -.012  .105  -.010  
- 

.113  

.910  
- 

.013  

- 

.011  

- 

.009  

.938  1.066  

SUPPORT_FO 

R_RESEARCH 

_ACTIVITIES  

.319  .152  .190  2.09 

9  
.038  .277  .195  .173  .832  1.202  

WORKING_CO 

NDITIONS  

.061  .145  .039  .422  .674  
- 

.169  

.040  .035  .789  1.268  

WORKING_RE 

LATIONSHIP  

.442  .162  .260  
2.73 

2  

.007  .353  .251  .225  .748  1.336  
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a. Dependent Variable: TASK_PERFORMANCE  
  

  

  

  
Contextual performance as dependent variable  

Model Summaryb  

Model  R  R 

Square  
Adjusted  

R  

Square  

Std.  

Error of 

the  

Estimate  

Change Statistics  Durbin- 

Watson  
R  

Square  

Change  

F  

Change  

df1  df2  Sig. F  

Change  

1  .478a  .229  .187  4.81725  .229  5.480  6  111  .000  2.176  

a. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, ROLE_AMBIGUITY,  

SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  

b. Dependent Variable: CONTEXTUAL_PERFORMANCE  

  

ANOVAa   

Model  Sum of Squares  df  Mean Square  F  Sig.  
1  

Regression  762.956  6  127.159  5.480  .000b  

Residual  2575.857  111  23.206      

Total  3338.814  117        

a. Dependent Variable: CONTEXTUAL_PERFORMANCE  
 

b. Predictors: (Constant), WORKING_RELATIONSHIP, ROLE_CONFLICT, WORKLOAD, 

ROLE_AMBIGUITY, SUPPORT_FOR_RESEARCH_ACTIVITIES, WORKING_CONDITIONS  
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Coefficientsa    

Model  Unstandardized  

Coefficients  Stand 

ardiz 

ed  

Coeffi 

cient 

s  

T  Sig.  Correlations  Collinearity  

Statistics  

B  
Std. 

Error  

Beta  

Zeroorder  
Part 

ial  

Part  
Toleran 

ce  

VIF  

1  
(Constant)  26.973  10.502    2.568  .012            

ROLE_AMBI 

GUITY  

.522  .176  .259  2.955  .004  .297  .270  .246  .902  
1.10 

9  

ROLE_CONF 

LICT  

-.046  .145  -.028  -.320  .750  .026  
- 

.030  

- 

.027  

.893  
1.12 

0  
WORKLOAD  .050  .107  .041  .473  .637  .014  .045  .039  .938  

1.06 

6  

SUPPORT_F 

OR_RESEAR 

CH_ACTIVITI 

ES  

.113  .154  .067  .732  .466  .190  .069  .061  .832  1.20 

2  

WORKING_C 

ONDITIONS  

.069  .147  .044  .471  .639  -.147  .045  .039  .789  
1.26 

8  

WORKING_R 

ELATIONSHI 

P  

.618  .164  .363  3.769  .000  .400  .337  .314  .748  1.33 

6  

a. Dependent Variable: CONTEXTUAL_PERFORMANCE  
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