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ABSTRACT 
 

The study aimed to determine the effect of workload pressure, and job insecurity on employee 
productivity. The population of the study consist 2187 employees of the fifteen selected 
manufacturing firms Anambra state. The statistical formula devised by Borg and Gall (1973) was 
employed to determine the sample size of 427. The data generated were analysed using descriptive 
statistics and Pearson correlation analysis. The hypotheses formulated were tested using multiple 
regression analysis. The result of the Pearson correlation analysis shows that workload pressure, and 
job insecurity had a significant negative influence on employee productivity. The study therefore 
concludes that workplace stress has a significant negative effect on employee productivity in 
manufacturing firms in Anambra state.  The study recommends that manufacturing firms should put 
in effective stress management strategy that will reduce workload stress so as to improve the 
productivity of their employees.  
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1. INTRODUCTION 
 

In today’s technology driven work environment many employees are lured into accepting multiplicity 
of tasks which ordinarily may not have been accepted. This, they do, with the belief that their roles 
may be limited to coordination and supervision of what machines are doing, especially in the 
manufacturing sector where the use of machine is quite pronounced. Little did they know that they 
would be as involved as they would have worked without machine-aided production activities 
(Mgbemena, 2022). Therefore, in order to get the work done successfully, the organization should 
correctly manage the level of stress. To achieve organizational objective, all the issues which influence 
stress should be correctly recognized and measured (Kamalakumati & Ambika, 2019).  They posit that 
job stress has a vital importance, and has become a key trial for the organizations because of its 
broad-shouldered influence on the performance of an individual as well as the organization.  
 

Employees assist as assets for an organization, but when they are stressed, undesirable conditions 
such as amplified absenteeism; low productivity, low motivation and usually legal financial damages 
(which eventually affect the employee work behavior and leads him/her towards the counter-
productive work behavior) emerge. 
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1.1 Statement Of Problems 
Stressed workers are also more likely to be unhealthy, poorly motivated, less productive and less safe 
at work, and their organizations are less likely to succeed in a competitive market. By some estimates, 
work-related stress costs the national economy a staggering amount in sick pay, lost of productivity, 
health care and litigation costs (Palmer, Cooper and Kate Thomas 2020). Therefore, to enhance the 
inspiring nature of stress, the study seek to examine how stress can be minimized in an organization 
to ensure healthy workers and high organizational productivity.  

 
1.2 Objectives Of The Study 
1. Determine the effect of workload pressure on employee productivity.  
2.   Investigate the effect of job insecurity on employee productivity.  

 
1.3 Research Questions 
The following research questions guided this study: 
1. To what measures does workload pressure affect employee productivity?  
2. To what degree does job insecurity affect employee productivity? 
 

 
1.4 Hypotheses  
The following hypotheses were formulated in line with the objectives and research questions.  
Ho1: Workload pressure has no significant effect on employee productivity.  
Ho2: Job insecurity does not exert significant effect on employee productivity.  

 
2. REVIEW OF RELATED LITERATURE 
 
2.1 Conceptual Review 
 

2.1.1 Stress   
Jayashree (2020) observe stress as a physical, chemical or emotional factor that grounds bodily or 
mental tension, and may be a factor in ailment causation. It is a usual reaction when the brain 
identifies a threat. When the threat is apparent, the human body hormones that trigger its “fight or 
flight” response. Psychologist Richard S. Lazarus labelled stress as “a condition or feeling that a person 
experiences when she observes that the demands exceed the personal and social resources the 
individual is able to mobilize.”  
 

Lazarus (2021) argues that stress is a deal, a lively process that keeps on altering rendering to the 
role played by stress arbiters with the changing external economic and financial setting in different 
societies. Olagunju (2022) defines stress as a chronic complex emotional state with apprehension and 
is characteristic of various nervous and mental disorders. In essence, stress is a manifest response of 
an individual to defiling the basic needs of life in an environment of competing needs. It is a person‘s 
psychological and physiological response to the perception of demand and challenge. Work-related 
stress is a pattern of physiological, emotional, cognitive and behavioural reactions to some extreme 
taxing aspects of work content, work organization and work environment (Topper, 2023).  
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According to Ekienabor (2022) for years stress was labelled and defined in terms of exterior, usually 
physical, forces acting on an individual. Later it was recommended that the individual’s insight of, and 
response to, stimuli or events was a very vital factor in decisive how that individual might react, and 
whether or not an event will be considered stressful. These authors further resisted that most 
researchers recognized that both external and internal factors touch stress. They viewed stress as a 
response to external or internal processes, which reach levels that strain physical and psychological 
capacities beyond their limits. Olagunju (2020) define stress as a long-lasting multifaceted emotional 
state with anxiety and is distinguishing of various nervous and mental disorders. In essence, stress is 
a obvious response to an individual to tainting basic needs of life in an surroundings of competing 
needs.    
 

Any change, either good or bad is stressful, whether it is a positive or negative change, the physiological 
response is same (Colligan & Higgins, 2020). Many other researchers found that work stress ascends 
when an individual experiences a demand that surpasses his/her real or apparent aptitudes to 
successfully cope with the obligation of the job, consequential in disorder to his/her emotional and 
physiological balance. Usman and Muhammad (2020) argue that stress is not the interior attitude of 
a person or his environs, rather it is the communication between them.  According to Robbins (2020), 
stress is a dynamic condition in which an individual is confronted with opportunity, constraint or 
demand related to what he desires and for which the outcome is perceived to be both uncertain and 
important. From this definition one can say that stress is not necessarily bad, and it also has a positive 
value when it offers potential gain.  Alam, Gouhar and Shafiqur (2021) also define stress as any 
adjective demand on an individual caused by physical, emotional or mental factors that requires 
coping behaviour. 

 
2.1.2 Sources of Stress at Work 
Bewell, Yakubu, Owotunse and Ojih (2020) recognize five main sources of work stress as: factors 
intrinsic to the job, role in the organization, relationships at work, career development and 
organizational structure and climate. The factors include: 
 
2.1.3 Work Under-load and Overload: This designates the problem of employees not being adequately 
dared by their jobs. Job under-load is related with boring routine, boring and under- stimulating work 
which causes a lot of stress for employees who find themselves in such situations. This means when 
employees are not given task which trials their abilities and competences they suffer high level of 
stress. Work overload is where the employee has too much work to do because of imposition of 
deadlines which often causes stress in employees. Desseler (2020), role overload was meaningfully 
related with unsafe behaviors. Similarly, other researchers have suggested that as work overload 
increases, workers are likely to adopt more risky work methods. Aasia, Hadia and Sabita (2020) 
highlighted that role overload would be a most common stressor for managers particularly in today’s 
economized organizations. Similarly role underutilization would occur when employees are allowed to 
use only a few of their skills and abilities.  

 
2.1.4 Relationship at Work: Dealing with bosses, peers and subordinates can intensely distress the 
way an employee feels. People, high on the need for relationships, work best in stable work teams 
where they can get to know each other well. It might be widening the measure too far to suggest that 
someone high on this factor would suffer stress if they were working with a large number of others in 
circumstances, which did not allow relationships to form, but it is probable that they will not work as 
well as they might.  
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On the contrary, when an employee experiences poor working relationship with superiors, colleagues 
and subordinates his stress level increases. This is because most employees spend so much time at 
the workplace and thereby poor working relationship can affect them unfavorably. It is more likely that 
they would elude the problem of compulsory familiarity by attractive in as few connections as possible 
with others and by estrangement themselves mentally, it not physically by various means. There are 
many people who do not like the idea that those relationships at work should be anything other than 
formal and severely work related, even to the point of outside life not being debated  

 
2.1.5 Career Development: Organizations have become compliment, meaning that power and 
responsibility now emits throughout the organization. The work force has become more diversified. 
Jobs and careers get rarer. For the person who had been strong-minded to rise through an 
organization, the test had recently become greater. Opportunities to learn new skills are now becoming 
requirements. Career development causes a lot of stress to employees through their working lives. 
Staying the same is rapidly becoming an insufficient method to work. Lack of job security, fear of 
redundancy, obsolescence and numerous performance appraisals can cause pressure and strain. In 
addition, the frustration of having reached one’s career ceiling, or having been over promoted can 
result in stress. 

 
2.1.6 Work -Family Interaction: The rise of families in which both partners are earning and increasing 
female involvement in the compass of employment has distorted the ways in which couples manage 
work and family responsibilities. Work and family integration can result in both negative (work-family 
conflict) and positive (work-family enrichment) interactions. Workfamily conflict and work-family 
enhancement can occur in either direction “work-to-family or family-to-work”. Work demands, family 
demands and work elasticity are renowned to be important bases of the job insecurity (Luo Lu, 2018). 

 
2.1.7 Poor Working Conditions: This borders about the physical environment of the job which include 
high level of noise, high or low lighting, fumes, heat, poor freshening systems, smells and all the stimuli 
which attack a worker’s senses and can affect his moods and overall mental state. Also, the physical 
design of the workplace comes under poor working condition. If an office is poorly designed, with 
personnel who recurrent contact need feast throughout, it creates poor communication networks and 
develops in poor working relationships which can caused stress to employees. 

 
2.1.8 Shift Work 
This is have jobs which require them to work in shifts, some of which involve working stunned hours, 
which touches a worker’s blood temperature, metabolic rate, blood sugar levels, mental efficiency, 
sleep patterns, resulting in hypertension, mild diabetes and peptic ulcers. 
 
2.1.9 Long Hours 
The long working hours mandatory by many jobs seems to take a toll on employees’ health and also 
make them suffer a high rate of stress. This means many individual workers and some physicians who 
may have no sleep for thirty-six (36) hours or more may find that both their excellence of work and they 
themselves suffer. 
 

2.1.10: Risk and Danger 
A job which contains more risk and danger put employees in advanced stress level. This is because 
when an employee is continuously aware of possible danger and he is ready to react instantly. This 
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results in rush, breathing changes and muscles tension which are all seen as potentially threatening 
long-term health. 
 

 
2.1.11: New Technology 
The introduction of new technology into the work surroundings has obligatory workers to adapt 
frequently to new equipment, systems, and ways of working. This is a great source of burden at work 
on the worker. For instance, a boss trained in the latest devices may be extra burden for an employee 
trained in the old ways and this may increase his stress level. Musyoka, Ogutu and Awino (2022) state 
that robotics, computers, faxes, video-displays all have their stresses. Knowledge about these 
machines that carry out work means obtaining skills to run them and repair them. Computers and all 
the new communication technology involve high-speed transmission and dispensation of information. 
Using computers and word processors has even added for many people the stress of looking at a video 
monitor for much of the day. These authors further note that the strong anxiety about technology can 
be incapacitating in many kinds of jobs, from secretarial positions to warehouse management, and 
from assembly line worker to the accountant. 

 
2.1.12: Organization Structure and Climate 
When employees do not have sense of belonging in the organization, they lack acceptable chances to 
partake. This makes them feel insignificant, and lead to strain and job-related stress. Robbins (2020) 
argues that the causes of work stress vary among individuals since they come from different 
upbringings. That is to say, one form and level of stress may affect one person more than another. The 
two divisions are physical and psychological causes. He went further to state that the physical causes 
include physical workload and physical environment – temperature, humidity, vibration etc. The 
psychological causes include mental workload and mental environment. On the other hand, Robbins 
(2020) identifies the following as causes of stress at work: 

 
2.1.13: Job Security/Economic Uncertainties 
When the economy is constricting, people become increasingly nervous about their job security and 
this could lead to an upsurge in their stress level. 
 
2.1.14: Technological Uncertainties 
Revolutions can make worker’s skills and involvement obsolete in a very short time. Computers, 
robotics, automation and similar forms of technological innovation are a threat to many employees 
and therefore could cause stress. 

 
2.1.15: Organizational Leadership 
This signifies the managerial style of the organization’s senior executives. Many senior executives 
generate a culture characterized by tension, fear and anxiety. They establish impractical pressures to 
perform in the short run, impose disproportionately tight controls and regularly dismiss employees 
who do not measure up to standard.  
 

2.1.16: Overview of Productivity  
Productivity mentions the real output per unit of labor. It is a influential driver of international capital 
flows. Productivity heights appear to be the highest in United States as likened to the Euro area, 
because of advanced employment rates in U.S. (Skoczylas & Tissot, 2021). Meneze (2016) define 
productivity as the employee’s capability to produce work or goods and services according to the 
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predictable values set by the employers, or beyond the predictable standards. Productivity is 
calculated by likening total amount of output to the total amount of input used to produce this output 
(Bojke, 2022). 

 
Productivity is defined by Amah (2020) as the measure of how professionally and successfully 
resources (inputs) are conveyed together and exploited for the production of goods and services (out 
puts) of the excellence needed by society in the long term. This suggests that productivity is a mixture 
of performance and economic use of resources. High productivity specifies that resources are 
efficiently and effectively consumed and waste is reduced in the organization. Productivity balances 
the efforts between different economic, social, technical and environmental objectives (Amah, 2020). 
High productivity delivers more profit for investors and indorses the development of the enterprise. 
Productivity size indicates areas for likely improvements and shows how well development efforts are 
faring. It helps in the analysis of efficiency and effectiveness.  

 
Amah, (2020) note that productivity is restrained in terms of outputs per labour hour. However this 
measurement does not guarantee that the firm will make money (for example when extra output is not 
sold but accrues as inventory). To test whether productivity has increased, the following questions 
should be asked: “Has the act taken amplified output or has it reduced inventory? Has the action taken 
reduced operational expenditure? This would then lead to a new definition which is: Productivity is all 
the movements that bring a company closer to its goals.  

 
2.1.17: Effect of Stress on Employee Productivity  
Stress puts radical effects on employees. Employees in stress cannot meet the potentials of their 
organizations because of physical, psychological and organizational burnouts (Khattak, 2021). 
Employees in service organization are exposed to high grade of work connected stress, which is the 
main reason for employees’ unfortunate performance at job (Ismail & Hong, 2021). Job stress 
distresses female employees’ well-being negatively. This creates displeasure and negative emotions 
towards work, and ultimately drops productivity (Tsaur & Tang, 2022).  Most of the employees in 
organizations feel that their jobs are stressful. This in return declines their performance (Shahid, 
2022). The condition of high demand and low control” is extremely related with cardiovascular and 
heart problems, anxiety, demoralization and depression, use of drug (Alcohol) and vulnerability to a 
wide range of communicable diseases.  
 

Employees having no control over their work, lack of financial rewards and uncooperative management 
scheme face serious physical problems, such as heart disease, increase in blood pressure and 
headaches. Thus their pledge towards work declines (Malik, 2021). At job, stress affects the physical, 
psychological and financial balance of the employees. In the event of stress, employees are inattentive 
from organizations and lose working hours (Pediwal, 2021). Stress upsurges the employee turnover 
from job, which influences the employee as well as organizational productivity (Shehzad, 2021). 
 

2.2: Theoretical Framework   
This study is anchored on Transactional Model of Stress theory which states that stress and coping 
discoursed the stress process as an ongoing connection between the individual and the environment, 
where individual perceptions and clarifications of the instant environments play a central role in 
creating psychological stress (Edwards, 1992; Lazarus and Folkman, 1984). Stress occurs when the 
perceived demands in the work environment (stressors) surpass the person’s perceived resources 
over time (Lazarus, 1990).  
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According to transactional theory, the consequences of work stressors will differ between individuals, 
as they are mediated by two subjective elements: appraisals and coping. First, the work environments 
are interpreted and evaluated by the individual, based on values and beliefs. This is called primary 
appraisal, and the results of the appraisal will differ between individuals, as some will interpret the 
work environments as more demanding and negative than others. Second, individuals will search for 
and evaluate personal resources and strengths to cope with the stressful environments. This is called 
the secondary appraisal. Subsequently, based on these appraisals, the individual will choose a 
strategy for coping.  
 

To achieve this, organizations may use psychological support, training and development, job 
redesigning and employee welfare to ease the negative effect of stress on employee commitment to 
their jobs and therefore improve the organizational performance. While psychological support will 
assist the employees change perception of stressors in the work place; training will assist them to 
acquire skills to perform their jobs easily and therefore avoid stress. The transactional model of how 
stress occurs may be applied to explore how stress can be managed and reduced since it reveals how 
people differently perceive stress and how they appraise and cope with it. With this knowledge, a 
management program can be developed taking into account different methods to manage stress in a 
work place.   
 

2.3: Theoretical Exposition  
2.3.1: Effect of Workload Pressure and Employee Productivity 
Workload pressure refers to the intensity of job assignments. Work pressure is the totality of the 
amount of work (workload) and the time set aside to complete the work as related with the employee’s 
ability to cope (Eggemeier 2021). Ability to manage depends on the employee’s personality, and is 
prejudiced by situations in the home and in the workplace. Organizational factors related to the work 
itself (for example the way it is scheduled) and the working environment (for example the atmosphere 
in the workplace and the support provided by coworkers or superiors) also play an important role in 
the overall picture. When an employee is unable to meet the demands of work (within the stipulated 
time), a work pressure problem arises that can lead to work stress (Yang, Edwards and Love, 2020).  
 

Work stress can eventually cause the employee to feel excessively tired, exhausted and depressed, as 
well as to suffer physical ailments. The employee can become overstrained or, if the situation persists 
for a lengthy period of time, start to suffer from burn-out (Yang, Edwards and Love, 2020). Workload 
pressure is a source of mental stress for employees. Stress is an active state of mind in which human 
beings face both an opportunities and constraints (Eggemeier, 2020). There are various ways that 
stress symptoms or outcomes are reflected in the workplace. Stress outcome on an employee is 
generally perceived to be both uncertain and important (Eggemeier, 2020). If outcome of stress activity 
is well known earlier or the employee has no interest to enjoy the fruit of task completion or to avoid 
the consequences of non-accomplishment, the potential stress cannot become actual stress which 
reduces employee productivity. Besides workload pressure, many other variables have their impact on 
the stress level of human beings.  
 

In organizations, reaction of people toward workload is different. Some tackle much better while others 
suffer in destructive consequences (Eggemeier, 2020). Just as workload pressure differs as a function 
of the individual, it also differs as a function of one’s type of occupation. Some occupations are 
inherently more work loaded than others.  
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According to Schultz (2022), stress strain relationships have an apparent impact on employee 
productivity, and  his research on the topic describes that certain individuals in different occupations, 
are increasingly exposed to be under unacceptable level of workload stress (Schultz, 2022).  
 

2.3.2: Job Insecurity and Employee Productivity 
Job insecurity can significantly impact employee productivity and overall organizational performance. 
When employees feel uncertain about the stability of their jobs, their focus and commitment to work 
may diminish. Research has shown that job insecurity is associated with increased stress levels and 
anxiety among employees (Sverke et al., 2022). This psychological strain can lead to decreased job 
satisfaction and lower motivation, ultimately affecting productivity levels within the workplace (De 
Witte, 2019). Furthermore, job insecurity can create a climate of fear and mistrust within an 
organization. Employees may spend more time worrying about their job security rather than 
concentrating on their tasks (Ashford et al., 2019). This distraction can result in reduced efficiency 
and effectiveness in job performance. A study by Vander Elst et al. (2024) highlighted that perceived 
job insecurity was negatively correlated with employees' job engagement, which is crucial for 
maintaining high productivity levels. 
 

Moreover, job insecurity can lead to higher turnover rates as employees may actively seek more stable 
employment elsewhere (Hellgren et al., 2019). This turnover not only disrupts workflow and knowledge 
retention but also incurs costs associated with recruiting and training new employees. Therefore, 
organizations that fail to address job insecurity risk losing valuable talent and may struggle to maintain 
consistent productivity levels (Kalleberg, 2019). To mitigate the negative impact of job insecurity on 
productivity, organizations can take proactive steps. Clear and transparent communication about 
organizational changes and performance expectations can help alleviate uncertainty among 
employees (Greenhalgh and Rosenblatt, 2024). Providing opportunities for skill development and 
career advancement can also boost employee confidence and commitment to the organization (Silla 
et al., 2019).  
 

Job insecurity is a multifaceted issue that significantly influences employee productivity. By 
understanding its implications and implementing strategies to enhance job security and support 
employee well-being, organizations can foster a more productive and stable workforce. 
 

2.4: Empirical Review  
A number of academic studies have examined the relationship between stress and employee 
productivity. For instance,  
 

Ayodele (2020) carried out a theoretical analysis of “occupational stress and employee productivity in 
work place. The study noted that in every organization certain percentage of the working population 
suffers from occupational stress but occupational stress should not be taken as individual problem. 
This study concluded that workplace stress has negative relations with the organizational productivity. 
Therefore, organizations should handle occupational stress positively to increase productivity. 
 
Mark (2022) examined stress and its effects on employee productivity in Ghana Ports and Habours 
Authority, Takoradi. The main aim of the study was to evaluate stress and its effect on employee 
productivity. The study was conducted at Ghana Ports and Harbours Authority (GPHA), Takoradi. 
Descriptive survey was adopted as the research design. Purposive and simple random sampling 
techniques were used in selecting a sample size of 100 out of a population of 326. Questionnaires 
and interview was used as data collection instrument. From the results obtained, it was evident that 
there were many stress factors that the respondents endured, and the enquiry proved that stress had 
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an effect on productivity. Majority of the respondents reported to work under pressure and that they 
felt neglected by the organization.  
 

Ude and Coker (2022) investigated the link between incentive schemes and employee motivation and 
employee productivity in organizations in other to provide useful information to management on how 
best to design and administer incentive schemes. To achieve this objective, the study drew largely 
from past research findings and cases from the United Nations Development Programme (UNDP).  
Cases cited include those from Tanzania, Rwanda and Brazil. The findings were that incentive schemes 
have high significant relationship with employee motivation and productivity in both the organized 
private sector and public sector organizations in Nigeria. 
 

Usman and Muhammad (2021) examined the impact of stress on employees job performance in the 
banking sector. The study tested the purpose model in relation of job stress and its impact on job 
performance by using data of graduate, senior employees including managers and customers services 
officers of well reputed growing bank in Pakistan. The data obtained through questioners was analyzed 
by statistical test correlation and regression and reliabilities were also confirmed. The results are 
significant with negative correlation between job stress and job performances and shows that job 
stress significantly reduce the performance of an individual. The results suggest that organization 
should facilitate supportive culture within the working atmosphere of the organization”. 
 

 Adetayo, Ajani and Olabisi (2024) examined “the effects of job stress on employee’s performance in 
Nigeria tertiary hospitals. The focus of this study was to appraise the cause of stress, the effect on 
employee performance, how workers identify those stress factors and react to the factors. The data of 
study was collected through the use of Primary and Secondary sources by administering questionnaire, 
personal interviews, and information was extracted from relevant journals and statistical bulletins. The 
descriptive method was used to analyze the data with aid of frequency and percentage for the research 
objectives. From the findings, it was discovered that work overload, career development and 
work/family conflict are considered to likely cause a disruptive effect on performance of workers. The 
study reveals that workers, performance were affected by the following factors; tiredness; worry; 
unhappiness; weakness; headache and anger. 
 

Ratnawat and Jha (2024) examined the impact of job related stress on employee performance. This 
article reviews the available literature to understand the phenomenon so as to develop appropriate 
stress management strategies to not only save the employees from variety of health problems but to 
improve their performance and the performance of the organization. 35 Occupational Stress Inducers 
(OSI) were identified through a comprehensive review of articles and reports published in the literature 
of management and allied disciplines between 1990 and 2014. A conceptual model is proposed 
towards the end to study the impact of stress on employee job performance. The study found that 
negative stress affects the physical and mental health of the employees that in turn affects their 
performance on job”. 
 

Warraich, Ahmed, Ahmad and Khoso (2024) carried out “an empirical study on the impact of stress on 
job performance in private sector universities of Karachi. It was based on empirical research 
conducted on 133 employees of private sector universities in Karachi that are providing education in 
the disciplines of Business Administration, Engineering, Medicine, Textile and Fashion. Pertinent data 
was collected through questionnaires based on close-ended questions.  Multiple Linear Regression 
technique was used to test the hypothesis.  
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The results obtained from the data revealed that workload and role conflict, and inadequate monitory 
reward are the prime reasons of causing stress in employees, and this stress reduces their efficiency”. 
Aasia, Hadia and Sabita (2024) investigated “the impact of work stress on job performance in the 
textile sector of Faisalabad. The purpose of this study is to check the impact of this stress on the 
performance of the employees in textile sector. In carrying out the study, random sampling technique 
was used to select 150 employees of different companies from the textile sector. Relevant data was 
collected using structured questionnaire and descriptive and correlation analysis was conducted to 
check the relationship between stress and performance. The findings revealed that job stress does 
not impact employees’ job performance”. Musyoka, Ogutu and Awino (2022) investigated “the 
relationship between employee stress and performance of companies listed in the Nairobi Securities 
Exchange. Data was collected from 32 corporations listed at the NSE, and was analyzed using 
descriptive and multivariate techniques. The empirical results found that stress had positive influence 
on corporate performance. The relationship between stress and physiological, psychological and 
behavioral manifestation was also positive”. 
 

3. METHODOLOGY 
 

The researcher adopted a specific and scientific procedure in carrying out this research – the survey 
method. This approach is a research method that studies people or objects, their attitudes, belief 
system, opinions and other behavioral manifestations.  This study was carried out in Anambra state. 
This study utilized primary and secondary data as the main source of information and was sourced 
from the accounts of the selected manufacturing firms from 2020 to 2024 with total population of two 
thousand one hundred and eighty seven (2187) extracted from fifteen manufacturing firms across the 
three senatorial zones in Anambra State of Nigeria (See Appendix III). 
 

Table 1: Manufacturing, Location and Number of Employtees 
S/N MANUFACTURING FIRMS LOCATION  NUMBER OF 

EMPLOYEES 
 Name of Firm Anambra South    
1. Innoson Motor Assemble Company  Nnewi 365 
2. Chikason Group  Nnewi 180 
3. Ibeto Group  Nnewi 290 
4. Louis Certer Group  Nnewi 140 
5. Coschris Group Nnewi 300 
 Name of Firm Anambra Central    
6. Millennium Plastics limited      Awka 132 
7. Goodwill Bakeries Limited Awka 105 
8. Ben  Lovers  Bottle  Water Company Limited Awka 102 
9. Jueil Pharmaceuticals  Awka 125 
10. Winco Foam Awka 260 
 Name of Firm Anambra North   
11. Alo Aluminum Onitsha 87 
12. Cometstar Manufacturing Company Ltd Onitsha 71 
13. Eastern Distilleries And Food Industries Onitsha 43 
14. Intafact Beverages Ltd Onitsha 65 
15. Anizon Paper Mill Onitsha 102 
 Total   2187 

Source: Human Resources Department of the Respective Firms 
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The need to enhance easy comprehension and analysis prompted the use of the frequency distribution 
table to present the data gathered. The tools that used in analyzing the data collected include simple 
percentages, descriptive statistics and correlation analysis.  The study also employed Multiple 
Regression Analysis (MRA) method to determine the effect of stress on employee productivity.  
 

The regression model is represented as:  
 

Y = α + β1X1 + β2X2 + β3X3 + β4X4+ βnXn + ẹ  
 

Where:  
Y = Employee Productivity (EP) 

 

α =  Constant Term  
β=  Beta coefficients  
X1=  Workload pressure (WP) 
X2=  Role conflict (RC) 
X3=  Job Insecurity (JI) 
X4=  Organizational Climate (OC) 
ẹ =  Error Term  
 

 
4. ANALYSIS OF DATA RELEVANT TO RESEARCH QUESTIONS 
 

Table 1: To what measures does workload pressure affect employee productivity? 
 

Table 1.1:Respondents’ Opinion on Whether they Being Asked to do More than My Ability Permits  
   causes stress. 

  Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly Disagree 

Disagree 

Undecided 

Agree 

30 

40 

16 

170 

7.5 

10.0 

4.0 

42.5 

7.5 

10.0 

4.0 

42.5 

7.5 

10.0 

4.0 

42.5 

 Strongly Agree 140 35.0 35.0 35.0 

 Total 396 98.9 100.0 100.0 

Missing System 4 1.1   

Total  400 100.0   

Source: Field Survey, 2024/SPSS 
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Greater percentages 42.5% of respondents agree that they being asked to do more than my ability 
permits, 35% strongly agree, 4 % are undecided, 10% disagree while 7.5% of respondents strongly 
disagree. 
 
 

 Table 1.2: Respondents’ View on Whether Imposition of deadlines for jobs by my superiors causes  
     stress. 

  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly agree 

Agree  

Undecided 

Disagree 

109 

195 

15 

48 

27.2 

48.7 

4.2 

12.0 

27.2 

48.7 

4.2 

12.0 

27.2 

48.7 

4.2 

12.0 

 Strongly Disagree 33 8.2 8.2 8.2 

 Total 396 98.9 100.0 100.0 

Missing System 4 1.1   

Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

Also 27.2% of the respondents strongly agree that imposition of deadlines for jobs by my superiors 
causes stress. 48.7% agree, 4.2% are undecided, 12.0% disagree while 8.2% of respondents strongly 
disagree. 
  

Table 1.3: Respondents’ View on Whether Stress at job occurs due to clash between the capabilities  
     of employee and demands of job 

  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly agree 

Agree 

Neutral 

Disagree 

116 

200 

26 

10 

29.0 

50.0 

19.2 

2.5 

29.0 

50.0 

19.2 

2.5 

29.0 

50.0 

19.2 

2.5 

 Strongly Disagree  44 11.2 11.2 11.2 

 Total 396 98.9 100.0 100.0 

Missing System 4 1.1   

Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 



 
                                                                                                                                                Vol 11, No 1, March, 2025 Series  

     
 
 

13 

Table 1.3 shows that 29 %of the respondents strongly agree that stress at job occurs due to clash 
between the capabilities of employee and demands of job. 50% agree, 19.2% are neutral, 2.5% 
disagree while 11.2%of respondents strongly disagree. 
 
 

Table 1.4: Respondents’ View on Whether Excessive Work Load and Working Overtime Causes  
        Serious Stress to the Employees 
  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly agree 
Agree 
Neutral 
Disagree 

109 
191 

15 
48 

27.2 
47.7 

3.7 
12.0 

27.2 
47.7 

3.7 
12.0 

27.2 
47.7 

3.7 
12.0 

 Strongly  33 8.3 8.3 8.3 
 Total 396 98.9 100.0 100.0 
Missing System 4 1.1   
Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

The above table reveals that 27.2%of the respondents strongly agree that excessive work load and 
working overtime causes serious stress to the employees. 47.7% agree, 3.7% are neutral, 12% 
disagree while 8.3% of respondents strongly disagree. 
 
 
 
 
 
 

Table 1.5: Respondents’ View on Whether employee Productivity has Gain Importance Due to Influence  
    of Organizational Climate 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

Strongly Disagree 
Disagree 
Neutral 
Agree 

20 
32 
40 

184 

5.0 
8.0 

10.0 
46.0 

5.0 
8.0 

10.0 
46.0 

5.0 
8.0 

10.0 
46.0 

 Strongly Disagree 120 30.0 30.0 30.0 
 Total 396 98.9 100.0 100.0 
Missing System 4 1.1   
Total  400 100.0   
Source: Field Survey, 2024 /SPSS 

 

 
30% of the respondents strongly agree that employee productivity has gain importance due to 
influence of organizational climate. 46.0% agree, 10.0% are neutral, 8% disagree while 5% of 
respondents strongly disagree. 
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 Question 2: To what degree does job Insecurity adversely affect employee productivity? 
 

Table 2.1: Respondents’ View on Whether job Insecurity adversely affect Productivity 
  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Disagree 

Disagree 

Natural  

Agree 

15 

28 

23 

239 

3.7 

7.0 

5.7 

50.7 

3.7 

7.0 

5.7 

50.7 

3.7 7.0 

5.7 

50.7 

 Strongly Agree 91 22.7 22.7 22.7 

 Total 396 98.9 100.0 100.0 

Missing System 4 1.1   

Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

Greater percentage 50.7% of respondents agreed thatjob insecurity adversely affects productivity, 
22.7% strongly agree, 5.7% are neutral, 7.0% disagree while 3.7% of respondents strongly disagree.  
 

 
Table 2.2: Respondents’ Opinion Whether Lack of job security reduces motivation to perform well at 
work 
  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 

Agree 

Natural  

Disagree 

121 

172 

32 

42 

30.2 

43.0 

8.0 

10.5 

30.2 

43.0 

8.0 

10.5 

30.2 

43.0 

8.0 

10.5 

 Strongly Disagree 29 7.2 7.2 7.2 

 Total 396 98.9 100.0 100.0 

Missing System 4 1.1   

Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

43.0% of the respondent agree that lack of job security reduces motivation to perform well, which 
leads to unproductivity, 30.0 % strongly agree, 8.0% are neutral, 10.5% disagree while 7.2% of 
respondents strongly disagree. 
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Table 2.3: Respondents’ View on Whether Job insecurity makes employees less inclined to invest 
effort in their work 
  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Agree 
Agree 
Natural  
Disagree 

128 
180 

36 
31 

32.0 
45.0 

18.0 
7.7 

32.0 
45.0 

18.0 
7.7 

32.0 
45.0 

18.0 
7.7 

 Strongly Disagree 21 5.2 5.2 5.2 
 Total 396 98.9 100.0 100.0 
Missing System 4 1.1   
Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

The table above shows that 45% of the respondents agreed that employees invests less effort to work 
due to job insecurity, 18.0% strongly agree, 10.3%are neutral, 7.7% disagree while 5.2% of 
respondents strongly disagree. 
 
Table 2.4: Respondents’ View on Whether job insecurity leads to rushed and lower quality output of 
Employees Productivity 
  Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Strongly Disagree 
Disagree 
Natural  
Agree 

25 
39 
27 

191 

6.0 
9.7 

6.7 
47.7 

6.0 
9.7 

6.7 
47.7 

6.0 9.7 
6.7 

47.7 

 Strongly Disagree 114 28.5 28.5 28.5 
 Total 396 98.9 100.0 100.0 
Missing System 4 1.1   
Total  400 100.0   

Source: Field Survey, 2024/SPSS 
 

The above table reveals that 28.0% of the respondents strongly agreed that lack of job security leads 
to employees laissez affair attitude to work, 47.7% agree, 6.7% are neutral, 9.7% disagree while 6%of 
respondents strongly disagree. 
 

Descriptive Analysis  
This section presents the descriptive statistics on the stress and employee productivity. The aim of the 
analysis is to examine the performance of the stress variables in relation to employee productivity. The 
analysis of the individual characteristics of these variables is presented in the table below:  
 

Table 2.5: Descriptive Characteristics of the Variables  
Variables Mean Standard Deviation 

Workload pressure  20.26 3.332 
Job insecurity 17.89 3.751 

Source: Author’s Compilation From SPSS Version 21.0 
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This table present the summary of statistics used in the analysis. It provides information about the 
mean and standard deviation of the variables used in the study. The mean value for employee 
productivity is 20.26 while the standard deviation is 3.332.  Job insecurity recorded a mean value of 
17.89 and 18.74 with a standard deviation of 3.751 and 4.070 respectively.   
 

Correlation Analysis    
Here, Pearson correlation was employed to measure the strength and relationship between 
independent variables. The Pearson correlation coefficient is a measure of the strength of a linear 
association between two variables and is denoted by r. Table  below shows the summary of correlation 
coefficient.  

 
 
 

Table 2:6 Correlation Matrix  
  EP OC WFI RC WP 

Employee 
Productivity 

Pearson 
Correlation 
Sig. (2-tailed) 

1 .654** .005 .039 
.558 

-.394** 

.003 
.498** 

.004 
.536* 

.038 

 N  300 332 300 300 300 300 

Job insecurity 

Pearson 
Correlation 
Sig. (2-tailed) 

-
.394** 

.003 

222 
-.057 

.002 

.981 
1 .081 

.220 
-.062 
.345 

 N 300 .775 300 300 300 300 
Source: Author’s Compilation From SPSS Version 21.0 
 

The table above shows the extent of association between the dependent and independent variables 
used in the study. The correlation between organizational climate and employee productivity shows 
the value of 0.039, which indicates that organizational climate has a positive weak effect on employee 
productivity. Job insecurity recorded a correlation coefficient of -0.394 with employee productivity 
which shows that Job insecurity has a negative moderate effect on employee productivity.  
Furthermore, the correlation between work load and employee productivity recorded a correlation 
coefficient of -0.498. This indicates that work load has a negative moderate effect on employee 
productivity. Also, workload pressure recorded a correlation coefficient of -0.536 with employee 
productivity. This shows that workload pressure has a negative strong effect on employee productivity.  
 

Multiple Regression Analysis   
Multiple regression result was employed to test the effect of independent or explanatory variables on 
the dependent variables. The result of the multiple regression analysis is presented in the tables 
below. 
 

Table 2.7:  Summary of the Regression Result  
The result of the multiple regression formulated in chapter three is presented in the tables below.   
Model R R 

Square 
Adjusted 
R Square 

Std. Error 
of the 

Estimate 

Durbin-Watson  

1 .265a .690 .504 3.241  1.879 
a. Predictors: (Constant), Workload Pressure, Role Conflict, Job insecurity , Organizational climate  
b. Dependent Variable: Employee Productivity 
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Table 2 shows that R2 which measures the strength of the effect of independent variable on the 
dependent variable have the value of 0.690. This implies that 69% of the variation in employee 
productivity is explained by variations in workload pressure, and Job insecurity. This was supported by 
adjusted R2 of 0.504. 
 

In order to check for autocorrelation in the model, Durbin-Watson statistics was employed. Durbin-
Watson statistics of 1.879 in table 4.4 shows that the variables in the model are not auto correlated 
and that the model is reliable for predications. 
 

Table 2.8: ANOVA Result  
ANOVAa 

Model  Sum of Squares Df Mean Square F Sig. 

1 
Regression 
Residual 

179.546 
2384.937 

4 
227 

44.886 
10.506 

4.272 .002b 

 Total 2564.483 231    
a. Dependent Variable: Employee Productivity 
b. Predictors: (Constant), Workload Pressure, Role Conflict, Job insecurity , Organizational climate  

 

The f-statistics value of 4.272 in table 4.5 with f-statistics probability of 0.002 shows that the 
independent variables has significant effect on dependent. This shows that workload pressure and 
Job insecurity, can collectively explain the variations in employee productivity in the selected banks.   
   
Table 2.9: Coefficients of the Model  
Source: SPSS 21.0 Model Unstandardized Coefficients Standardized 

Coefficients 
T Sig. 

B Std. Error Beta 
(Constant) 
Organizational 
climate 

1 
Job insecurity 

18.311
.074

-.159

2.121
.059
.053

. 
.083

-.194

8.632
1.251

-3.014

.000

.212

.003

Table Role Conflict 2.6 shows 
the co 

Workload Pressure  

efficient of -
.091th 

-.110

e individual 
.054v .052

ariables and their -

.128 
-.140

probability -

2.112 
-2.674

values. .026 

.036

 
Organizational climate has regression coefficient of 0.074 with a probability value of 0.212. This 
implies that stress associated with organizational climate has a positive but insignificant effect on 
employee productivity. Job insecurity has a regression coefficient of -0.159 with a probability value of 
0.003 implying that Job insecurity has a negative and significant effect on employee productivity.  
Furthermore, role conflict has a regression coefficient of -0.091 with a probability value of 0.026. This 
implies that role conflict has a negative and significant effect on employee productivity. On a similar 
note, workload pressure has a coefficient value of -0.110 and a probability value of 0.036. This shows 
that workload pressure has a negative and significant effect on employee productivity.  
 



 
                                                                                                                                                Vol 11, No 1, March, 2025 Series  

     
 
 

18 

4.1 Test of Hypotheses  
Here, the four hypotheses formulated in chapter one were tested using t-statistics and significance 
value of the individual variables in the regression result. The essence of this is to ascertain how 
significant are the effect of individual independent or explanatory variables on the dependent 
variables. The summary of the result is presented in the table below. 
 

Table 2.10: T-Statistics and Probability Value from the Regression Result  
Model T Sig. 

(Constant) 
Organizational Climate  

1          Job insecurity  

8.632 
1.251 

-3.014 

.000 
. 

.212 

.003 
Workload Pressure  -2.674 .036 
   

Source: Authors Compilation from the Regression Result   
 

4.2 Summary Of Findings  
The result of the correlation shows that workload pressure and job Insecurity has significant negative 
correlation with employee productivity. The result shows that: 
1. Workload pressure has a significant negative influence on employee productivity.   
2. Job insecurity exerts significant negative influence on employee productivity. 
 

 
5. CONCLUSION  
 
The study found that work overload; role conflict and work family related stress has a significant 
negative effect on employee productivity. While organizational climate and role ambiguity has a 
significant positive influence on employee productivity. Due to these sources of stress, employee 
engagement to work decreases and ultimately it negatively affects the productivity of employees. 
 

It is understandable that in every organization certain percentage of the working population suffers 
from job related stress but stress should not be taken as individual problem. If organizational 
management considers stress as individual problem and not management problem, then they have to 
face loss due to absenteeism, quitting of jobs, total cost of work-related accidents and low quality 
work.  
 

6. RECOMMENDATIONS  
 
Based on the findings of this study, it is recommended that: 

1. Manufacturing firms should put in effective stress management strategy that will reduce 
workload stress so as to improve the productivity of their employees.  

2. Management should encouraged employees to spend time with their family and they should 
be allowed to go home at a reasonable time to meet their family in other to avoid work family 
related stress. 
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