EXPLORING THE IMPACT OF WORK-RELATED STRESS IN THE NIGERIAN
PETROLEUM INDUSTRY

ABSTRACT
Background: For decades, work-related stress has been a global menace impacting workers
and Organizations. Work-related stress also adversely affects workers’ health and productivity.
Organizational leaders face the challenge of eliminating work-related stress to enhance

profitability.

Research Aim: The purpose of this qualitative multiple case study was to explore the impact
of work-related stress in the petroleum industry, Niger Delta region, Nigeria.

Research Methodology: The study methodology was qualitative in nature and adopted
multiple case study design. Participants were six supervisors who have successfully used

strategies to reduce work-related stress in the Nigerian petroleum industry.

Purposive sampling technique in qualitative research was adopted to reach participants. Data
were collected from semi structured interviews and internal company documents relevant to

reducing work-related stress and analyzed using thematic analysis.

Result: The responses of the research participants to the interview questions demonstrated a
strong awareness of the negative impact of work-related stress. Work related stress leads to
fatigue/ burnout, negative workers’ health and reduced profitability. Financial motivation,
reduction of long working hours and excess workload; collaboration among the workers,
supervisors, organizational leaders, and clients or customers and training on work life were

suggested as a way forward.

Keywords: Work-related Stress and Petroleum Industry.
Introduction

For decades, work-related stress has been a global menace impacting workers and
organizations [1]. Yearly, European Union states incur a loss of 185 to 269 billion Euros and
50% to 60% lost workdays due to work-related stress [2]. Organizations globally incur more
than 300billion dollars’ loss yearly due to work-related stresss [3]. The definition of stress



varies among researchers [4]. The origin of the word stress is the Latin word stringi which
means to be drawn tight [2]. When an individual experiences a pressure or strain higher than
what is normal, that the individual is under stress [5]. In medical terms, stress is defined as “a
physical or psychological stimulus that can produce mental tension or physiological reactions
that may lead to illness” [2]. Ref [2] described stress as the feeling a worker experiences when
the worker thinks that “the demands exceed the personal and social resources the individual is
able to mobilize.” Work-related stress, also referred to as workplace stress or occupational
stress, is the harmful physical and emotional responses that occur when the demands of a job
do not match the capabilities, resources, or needs of the worker [6]. According to [7] work-
related stress is the response people have when presented with pressures that do not match their
knowledge and abilities, and that adversely impact their ability to cope. Work-related stress
manifests in various forms among workers [8]. Researchers have identified different symptoms
associated with workers who are under stress [2,9]. The symptoms of Work-related stress are;
physical, psychological, medical, and social [10, 11, 12]. Work stress is the condition in which
a worker feels unpleasant or unhealthy emotional experience toward a job, resulting in a
diversion of interest from assigned responsibilities [13]. Based on the P-E fit theory, the
amount of stress a worker experiences are directly related to the degree of mismatch between
the worker and the workplace factors [14, 15]. The P-E fit theory describes the connection,
link, similarities, or match between a worker and the organizational environment [16]. Factors
like intelligence, skills, knowledge, capabilities, and personal characteristics, such as ambition,
expectations, interests, and value system, can influence the needs or desires of the worker [16].
The environment refers to factors independent of the worker, which include job and the
organizational characteristics [15,16]. Worker behavior can be affected by the interactions
between the worker and the work environment [17, 18]. Work-related stress also adversely
affects workers’ health and productivity (Oyelaran et al., 2017). Although, a small amount of
work-related stress - called positive stress - is a motivator to perform tasks well for increased
productivity [19]. Under such condition, the worker experiences eustress and so responds
positively to stressors resulting in improvement in the worker’s health and organizational
productivity [20]. The negative impact of work-related stress on a worker’s health adversely
affects the worker’s family and dependents [21]. Several studies exist on how work-related
stress adversely impacts workers’ health and organizational profitability. Research shows that
the impact of work-related stress varies across workers and professions [22, 15]. Organizational
leaders need to identify and address the different organizational and environmental factors that

impact work-related stress [23]. Each profession has its risk and buffer factors in relation to



stress [24]. The impacts of work-related stress vary across nations and professions [22]. [25]
noted that 70% of Nigerian workers studied experience work-related stress. There are no
specific studies on how organizational leaders in the petroleum industry in Nigeria manage
work-related stress. Because the major source of revenue to the Nigerian government is
petroleum, any reduction in worker productivity in the petroleum industry would adversely
affect both organizational profitability and government revenue [26]. The Nigerian business
environment is particularly stress inducing due to its socioeconomic structure [15]. Work-
related stress has a major effect on workers’ health and productivity in Nigeria [27]. Seventy
percent of Nigerian workers experience work-related stress and organizations globally incur
losses as high as 300 billion dollars per year because of work-related stress [25]. The general
business problem is that work-related stress negatively affects worker productivity. The
specific business problem is that some supervisors in the petroleum industry in the Nigerian
Niger Delta region lack of understanding of work-related stress associated with the job task of
the workers. Organizational leaders face the task of ensuring high workforce productivity to
achieve organizational profitability [28]. Work-related stress causes increased absenteeism
rates, negative emotions, worker withdrawal, psychological distress, counterproductive work
behaviours, and job dissatisfaction [29, 30]. The petroleum industry of the Niger Delta region
is the major source of revenue for the Nigerian government [31]. Anything that affects the
revenue from the petroleum sector directly influences the Nigerian economy [31]. The
implication is that work-related stress may not only adversely affect worker productivity in the
petroleum industry in Nigeria but also the revenue to the Nigerian government. Understanding
work-related stress will apt putting in place strategies that may enhance not only the leadership
skills of supervisors in the Nigerian petroleum industry but also organizational productivity
and the Nigerian economy. The purpose of this qualitative multiple case study was to explore

the impact of work-related stress in the petroleum industry, Niger Delta region, Nigeria.
Materials and Method

Research Method: There are three research methods a researcher can choose from and they
are qualitative, quantitative, and mixed [32]. The research method a researcher chooses
depends on the research phenomenon under study [33]. Using a qualitative research method, a
researcher can potentially generate an in depth interpretation and understanding of people’s
personal experiences, social and material circumstances, and perspectives [34, 35]. Through
qualitative research, a researcher can identify and explore participants’ views and experiences

on a study phenomenon and social world [34; 36; 33; 37]. Researchers who use the qualitative



method is interpretative, exploratory, or explanatory in approach and the study may result in
the emergence of concepts [38,39; 39; 33]. The qualitative method is suitable for rich

descriptive data and was adopted in this study.

Research Design: This study adopted multiple case study design. Researchers who adopts a
multiple case study design relies on multiple sources of data to enhance triangulation (Yin,
2014). A multiple case study design has a strong philosophical basis for exploratory study of
real-life issues [33; 37]. The design is appropriate in studying health and safety at workplaces
[40]. The goal of a multiple case study design includes enhancing the acceptability of the forms
of data, the validity of data analysis, the quality of the findings, and the easiness of reporting
the research conclusions [41]. Another reason for using multiple case study design was that the
design is appropriate for collecting sufficient data to describe or understand a concept. A sound
rationale for the choice of a multiple case study design is cost and time [42]. Researchers should
consider timeliness, effectiveness, and efficiency in the selection of the participants in a study
to avoid unnecessary and costly delays in completing a study [43]. The data researchers gather
through case study designs are not abstract but are rich in real-life experiences [33]. The
multiple case study design was the best choice for answering the research question of this study,

which involved gathering data from multiple organizations in the petroleum industry.

Population and Sampling: The population under study was supervisors in petroleum
companies in the Nigeria Niger Delta region who have successfully applied strategies to reduce
work-related stress. Sampling is a central practice in qualitative research [44]. Using the right
sample size ensures good representation of the population under study and validity and
generalization of the research findings and conclusions [33; 44]. If the sample size is too small,
the data collected may not be enough to achieve informational redundancy or theoretical
saturation [45]. In addition, if the sample size is too large, the data collected may hamper deep,
case-oriented analysis a researcher needs for a successful study [46]. In a single case study, a
researcher needs a large sample size to achieve external validity unlike a multiple case study
design that the external validity increases irrespective of the sample size [37]. For a multiple
case study design, a sample size of six to 10 participants with diverse experiences may be
adequate to achieve data saturation [47]. The sample size of six from three selected petroleum
companies was adequate to explore the depth of the research phenomenon. The used purposive
sampling technique to select participants for the study. As noted by [48; 49] researchers widely
use purposive sampling technique in qualitative research to identify individuals or groups of

individuals that are especially knowledgeable about or experienced with a research



phenomenon. Purposive sampling increases the likelihood of accessing rich information and
increases the efficiency in the sampling process by using the most informative candidates to
enhance the value of the collected data [50]. A researcher should select participants that are
knowledgeable in the research phenomenon [51]. In selecting participants, the study only
included supervisors that had knowledge of work-related stress and successfully applied
strategies to reduce work-related stress. When establishing the sample population, it is
important to specify the inclusion or exclusion criteria [52]. The researcher contacted each
organization’s officer in-charge of research to identify the supervisors who had self-reported

as experienced in work-related stress.

Participants: Researchers select participants for a study who are relevant to the phenomenon
of study and fulfil a specific purpose in answering the research question [53]. Supervisors are
part of the social environment that affects work related stress [54]. Supervisors have oversight,
coaching, mentoring, coordinating, or supervisory roles over other workers and can directly
influence the organizational factors that contribute to work-related stress [55]. The eligibility
criteria for the participants in this study was supervisors with knowledge of work-related stress

and work in the petroleum industry in Nigeria Niger Delta region.

Ethical Consideration: Researchers must ensure ethical protection of research participants.
Ethical protection of research participants involves discussion of the informed consent and the
measures to ensure confidentiality of the research participants [56; 57]. Researchers are
required to provide study participants with information about the goal of the study and
voluntary participation [52; 37]. The research participants have the right to withdraw from a
study at any time [37]. Having a written notification of withdrawal from a study may be helpful
during audit verification or peer review [58]. The participants were informed of their right to
abstain from the study at any time without being forced to provide justification or being
questioned on the rationale for their decision. Permission was sought from the participants for
audio recording of the interview session and also discussed their right to review the transcript
of the audio record. No incentives were offered to encourage participation in the study.
Researchers needs to protect the research participants from harm while participating in a study
[37]. We ensured that the participants were not exposed to any form of harm through their
participation in the study. To maintain the confidentiality of the research participants and their
organizations, we used pseudonyms to represent the participants and the organizations. Also
secured the data collected on the media in a locked cabinet in a residence accessible only by

the researchers, with data due to be destroyed after five years through breaking the media and



disposing it in line with the waste management requirements of Akwa Ibom State of Nigeria.
Before the commencement of the study, approval was gotten from Walden University IRB
approval (#02-19-21-0723263) and complied with the IRB’s guidance and the direction
established in the Belmont Report to ensure ethical protection of research participants.

Data Collection, Instrumentation and Data Organization: Data collection is a critical
process in social research [59; 33]. The use of appropriate data collection technique is necessary
in enhancing the quality of a study [60; 61]. In the study, different techniques of data collection
to complement each other and enhance data validity were used. Data was gathering through
face-to-face interviews. As required by the Nigerian government, the COVID-19 guideline of
use of face mask and maintaining social distance of at least two meters was observed during
the interview. Face-to-face interviews are effective in providing the opportunity for compelling
interaction, nonverbal communication, empathy, and connectivity with the research
participants [62]. Additionally, the technique is helpful in gaining the confidence and support
of the research participants [62]. With face-to-face interaction, the researcher is not merely a
passive receiver of information but an active listener and so can validate the data gathered
through non-verbal cues [63]. A disadvantage of face-to-face interaction is that the researcher
may misinterpret the varying non-verbal cues from the different research participants [62]. The
drawback was deciphered through member checking. The member checking process involved
sharing the summary of the responses to the interview questions with the applicable research
participant to confirm the interpretations align with the participants’ views. Semi-structured
interview questions were used to collect the data for the study. During interviews researchers
should be active listeners and collaborating participants [63]. As the primary data collection
instrument, research bias was guarded against and adopted the technique that enhanced the
collection of rich data. In a semi-structured interview, researchers have the flexibility to use
the interview process to gather the required data to create the desired knowledge [63]. Seven
(7) semi-structured questions during the interview. Member checking is an effective means to
ensure the accuracy of the data a researcher collects during semi-structured interviews [64].
The responses to the interview questions were summarized and shared with the applicable
research participant to validate that the interpretations aligned with the participant’s views.
Where the research participant disagreed with the summary of the responses, follow-up
interview was then conducted to clarify any ambiguity. Using multiple data sources is a strategy
a researcher can use to enhance the validity of a study [33; 37]. There are six commonly used

data sources to enable triangulation [37]. The data sources are interviews, direct observations,



documentation review, archival records, participant-observation, and physical artefacts [37]. It
is important for researchers to track and maintain accurate and comprehensive record of the
different activities involved in the data collection and analysis process [37]. The method a
researcher uses for data organization should be such that the researcher can easily access the
data for use [65]. There are various techniques a researcher can use to organize the data
collected [33]. The techniques may include research logs, reflective journals, and cataloguing
or labelling systems [33]. The data was organized from the different sources in this electronic
format using a computer with password protection to ensure privacy. Using a computer to
organize data enhanced orderliness and easier and simpler access to the data. A locked cabinet
was used to store the hardcopy materials that was collected during the study. The cabinet was
only accessible by the researchers. In accordance with IRB requirement, all records will be
maintained for five years and destroy thereafter.

Data Analysis: Qualitative data analysis is a process and consists of many actions and phases
with differing purposes and results [66]. The process is fluid, non-linear, and sometimes chaotic
[66]. Qualitative data analysis involves (a) compilation of the collected data, (b) dissecting the
data collected into smaller units, (c) regrouping the units in relation to one another, the context,
or conceptual framework to enable exhaustive description, identification of relationships
between analytic units, or testing of certain concepts, and (d) interpretation of the themes in
the context of the study [66; 34; 37]. After collecting the data for the study, data was organized
into a form that enhanced order for creation of a database. The database was in Microsoft Excel
format. Microsoft Excel is effective for data organization and visualization [68]. This is the
compiling process. Disassembling process was used to identify the different types of data to
enhance the identification of themes. During disassembling phase, complied data was sorted
using different labels. During the reassembling phase, the different labels were grouped for
analysis. The essence of reassembling is to enable identification of themes based on similarities
among the data labels or codes to enhance data interpretation [69]. In the interpretation phase,
connection between the different themes were checked and the conceptual framework for the
study. The essence of the interpretation phase was to make sense out of the data to enable
deductions, inferences and conclusions from the research data. An inductive approach was used
to identify new knowledge and evaluate possible connections between the emerging themes
and the conceptual framework for the study. Initial coding was based on the key words from
the participants’ responses. The identified patterns were then grouped into themes that aligned

with existing theories, concepts, and learning from the literature review and then presented the



results in a graphical format. Methodological triangulation was used to validate the results of
the data from the different sources. The data gather was compared through document review
to the findings from the analysis of the interview data to enhance the research quality and
mitigate potential bias. Thematic analysis is an effective technique to identify patterns in a
dataset [66; 33,337]. The technique was appropriate to identify the different themes that
contribute to mismatch between the workers and organizational factors. The method is a means
for logical analysis of data through the identification of order, insights, patterns, pointers,
concepts, and recurring ideas while reviewing and comparing the data from different sources
[33; 37]. Thematic analysis is appropriate for testing the impacts of the different organizational
and environmental factors that cause mismatch with the worker. The deductive approach, a

feature of thematic analysis, aligns with the conceptual framework for the study.

Reliability and Validity: For a multiple case study, achieving reliability and validity requires
availability of the right research data, triangulation, peer debriefing, member checking, audit
trail, and reflexivity [64]. Triangulation involves the combination of two or more
methodological approaches, theoretical perspectives, data sources, investigators, or data
analysis methods to study the same phenomenon [33]. Triangulation is a technique to enhance
a wider and deeper understanding of a research phenomenon [70; 33]. The dependability was
improved on through member checking. A researcher can use member checking to reduce
subjective interpretation of interview responses [64; 71]. After each interview, the member
checking process involved reviewing the summary of the responses with the respondent to
confirm the interpretation was in line with the participant’s viewpoint. Ref [72] identified
technical accuracy in recording and transcribing as another way of improving dependability.
After each interview, | restated the summary for the respondent to confirm accuracy. Document
review was used to verify the authenticity of the data from the interviews. Also, data from

multiple sources was used to enhance credibility through triangulation.
Result and Discussion
Impact of Work-Related Stress in the Petroleum Industry

The respondents identified different ways work-related stress adversely affects organizations
and workers. The responses of the research participants to the interview questions demonstrated
a strong awareness of the negative impact of work-related stress. Similar to the observations of
[73; 74] that the impact of work-related stress varies among workers, the respondents differed

on the specific impact of work-related stress they identified, but they agreed that work-related



stress is a contributor to reduced organizational profitability and lower worker productivity. P1
stated, “Work-related stress creates room for hazard and makes workers prone to injury.” P2
noted “Work-related stress causes fatigue, reduced efficiency, obscured judgment, irrational
decision, unconscious tendency to take shortcut, and is a form of deferred accident.” P4 alluded
that work-related stress causes “low output and stress-related illnesses.” P5 observed that a
mismatch between workers’ needs and organizational factors adversely impacts workers’
health. The mismatch, according to P5, can be in the form of “the worker receiving limited
support from the organization.” Similar to the observation of P4, P6 noted that work-related
stress causes “reduced productivity.” The respondents’ observations aligned with prior findings
that work-related stress is a major workplace challenge that organizational leaders need to
eliminate, hence the need to focus on the strategies for managing the phenomenon [75 & 76].
Figure 1 shows a summary of major themes based on research participants’ perceptions of the

impact of work-related stress on the organizations and workers.
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Figure 1: Impact of Work-Related Stress.

Previous researchers have noted how the response to stress changes among workers (3; 19;
77]. Similarly, the respondents in this study differed on the stated impacts of work-related
stress. Despite the differences, Figure 1 indicates that work-related stress impacts both the
organization and the workers. The direct impacts on the workers include fatigue or burnout, ill-
health, impaired judgment, reduced efficiency, and increased workplace injuries. As noted by

some researchers, when there is mismatch between a worker’s desires and the organizational



needs, the worker experiences recurring negative emotions that may manifest in the form of
fatigue, burnout, ill-health, impaired judgment, or reduced efficiency [3; 17; 78]. Such
condition can adversely impact the psychological well-being of a worker [12]. To promote the
psychological well-being of workers, organizational leaders need to encourage the culture of
matching the conditions at the workplace with the workers’ needs to enhance work—life balance
and work—family balance [12, 19; 79, 80]. Based on the P—E fit theory, a poor match between
the characteristics of a worker and the demands of the job is a source of stress [81; 82; 83; 15].
The factors at the workplace that cause or contribute to the mismatch are workplace hazards
[84; 85]. Such a hazard, as noted by P1, “makes workers prone to injury.” Workplace injuries
directly impact the worker but may also be a contributory factor to project delays due to
difficulty in hiring competent replacements for injured workers [86; 87]. Some respondents
identified reduced worker efficiency as a consequence of work-related stress. This observation
aligns with the Inverted-U model that a worker requires some amount of stress to enhance
productivity, but when the stress rises above a certain threshold, workers are demotivated and
become less productive [88]. Many researchers have also noted that a large amount of work-
related stress is detrimental to the physical and psychological well-being of workers and
impacts worker productivity [88, 3; 10; 11]. Respondents identified reduction in efficiency of
workers as an impact of work-related stress, and reduction in worker efficiency is directly
related to reduction in organizational profitability [88; 11; 89; 90]. The respondents also
identified project delays and reduced organizational profitability as organizational
consequences of work-related stress. The respondents’ observations align with the conclusion
of some researchers that project delays and the negative publicity due to workplace injuries
may lead to decreased patronage, shareholder apathy, reduced customer trust to deliver on
commitments, and high worker turnover, thereby adversely impacting organizational
profitability [27; 86; 87]. The observations by the respondents on the impact of work-related
stress align with the conclusions of many researchers that a large amount of work-related stress
is detrimental to workers and the organization [8, 3, 10, 11; 21; 19]. Considering the impacts
of work-related stress, there is the need for both workers and organizational leaders to explore
strategies to enhance a match between workers and organizational factors in line with the P-E
fit theory [88; 91; 92; 93].

Positive Organizational on Image and Reputation: Work-related stress does not only
adversely impact workers but may impact an organization’s ability to support positive

citizenship behavior [27; 94]. Organizational citizenship behaviour enhances effective



interaction among workers and is necessary for improved organizational performance [27; 94].
Such a condition may result in high worker turnover, which has been identified as a

consequence of work-related stress in the Nigerian business environment [88; 94].
Conclusion and Recommendations

Work-related stress is a challenge in the petroleum industry. The phenomenon adversely
impacts workers’ health and productivity and reduces organizational profitability. The purpose
of this qualitative multiple case study was to explore the impact of work-related stress in the
petroleum industry, Niger Delta region, Nigeria. The responses of the research participants to
the interview questions demonstrated a strong awareness of the negative impact of work-related
stress. Work related stress leads to fatigue/ burnout, negative workers’ health and reduced

profitability. Despite the adverse impacts, work-related stress can be managed.
Recommendation

Some strategies for managing work-related stress involve significant or additional financial
investments while others do not require significant or additional monetary commitment.
Financial motivation is an instrumental technique to help reduce the consequence of stress
among workers thus employers in the industry should pay workers appropriate remuneration

for work done and in cases where they work extra time, bonuses should be given.

Employers in the petroleum industry should ensure that the long working hours and excess
workload of employees is reduced and ensure they teach their workers proper time management

strategies to reduce the degree of stress at work.

Effective work-related stress management needs involvement of all the stakeholders in the
petroleum industry. Such approach requires collaboration among the workers, supervisors,
organizational leaders, and clients or customers. Communication is a vital tool that can be used
to reduce stress by encouraging feedback from employees to help provide solutions to their
problems. Accessibility of HRM managers is vital and it is pertinent that corporate business

news is followed up.

Trainings should regularly be conducted to teach employees how to balance worklife and
family life because when both are not properly managed, workers can experience constant

fatigue and ill health.

References



. Rigo, M., Dragano, N., Wahrendorf, M., Siegrist, J., & Lunau, T. (2021). Work
stress on rise? Comparative analysis of trends in work stressors using the
European working conditions survey. International Archives of Occupational
and Environmental Health, 94(3), 459-474. https://doi.org/10.1007/s00420-
02001593-8

. Amarnath, B., & Himabindu, N. (2016). A comparison of stress management

levels in three Corporate Hospitals at Hyderaba. Splint International Journal of
Professionals, 3(1), 48-59.

. Akaniji, B. (2015). Organisational stress: Theoretical reflections and proposed
directions for management research and practice. Economic Insights-Trends &
Challenges, 67(4), 27-36. http://upg-bulletin-se.ro/old _site/archive/2015-
4/3.Babatunde.pdf

. Florea, R., & Florea, R. (2016). Individual and organizational implications of

work related stress. Economy Transdisciplinarity Cognition, 19(1), 28-33.

. Muthusamy, V., & De Silva, G. N. D. (2019). Impact of job stress on job
commitment of finance professionals in Sri Lankan food retail industry. I-
Manager's Journal on Management, 13(4), 18-25.
https://doi.org/10.26634/jmqgt.13.4.15943

. Castner, J. (2020). Professional flourishing: The job Demands—Resources

model and emergency nursing. Journal of Emergency Nursing, 45(6), 607—610.
https://doi.org/10.1016/j.jen.2019.09.008
. World Health  Organization. (2017). Stress at the workplace.

https://www.who.int/occupational helath/topics/stressatwp/en
. Omar, S. A. A. A, Khai, A. B., Shantakumari, N., Abdelmagied, M., & Hadi, K.

M. H. (2020). Perceived sources of stress and stress coping strategies among

junior dental students at Ajman university. Journal of International Dental and
Medical Research, 13(1), 306—314.

. Havermans, B. M., Brouwers, E. P. M., Hoek, R. J. A., Anema, J., Beek, A. B.,
& Boot, C. (2018). Work stress prevention needs of employees and supervisors.
BMC Public Health, 18, 1-14. https://doi.org/10.1186/s12889-018-5535-1

10.Alonso, F., Esteban, C., Gonzalez-Marin, A., Alfaro, E., & Useche, S. A. (2020).

Job stress and emotional exhaustion at work in Spanish workers: Does
unhealthy work affect the decision to drive? PL0S One, 15(1).
https://doi.org/10.1371/journal.pone.0227328


https://doi.org/10.1007/s00420-02001593-8
https://doi.org/10.1007/s00420-02001593-8
http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
https://doi.org/10.26634/jmgt.13.4.15943
https://doi.org/10.1016/j.jen.2019.09.008
https://www.who.int/occupational_helath/topics/stressatwp/en
https://doi.org/10.1186/s12889-018-5535-1

11.Jae-Geum, J., Seung-Wan, K., & Choi, S. B. (2020). Employees’ weekend
activities and psychological well-being via job stress: A moderated mediation
role of recovery experience. International Journal of Environmental Research
and Public Health, 17(5), 1-14. https://doi.org/10.3390/ijerph17051642

12.Zutautiené, R., Radi$auskas, R., Kaliniene, G., & Ustinaviciene, R. (2020). The

prevalence of burnout and its associations with psychosocial work environment

among Kaunas region (Lithuania) hospitals’ physicians. International Journal of
Environmental Research  and Public Health, 17(10), 3739.
https://doi.org/10.3390/ijerph17103739

13.Mirzaei, A., Shahmohammadi, M., Rajabi, F., Mirzaei, R., Zare, A., Bakhshi, E.,

& Kalantari, R. (2019). The impact of workload-related factors on the effort-

reward imbalance in various working groups at a gas refinery complex. Journal
of Human, Environment, and Health Promotion, 5(4), 165-171.
https://doi.org/10.29252/jhehp.5.4.4

14.Jee-Seon, Y., & Kim, H. (2020). Factors related to presenteeism among South

Korean workers exposed to workplace psychological adverse social behavior.
International Journal of Environmental Research and Public Health, 17(10), 1—
https://doi.org/10.3390/ijerph17103472

15.0sibanjo, O. A., Salau, O. P., Falola, H. O., & Oyewunmi, A. E. (2016).
Workplace stress: Implications for organizational performance in a Nigerian

public  university.  Verslas: teorija ir praktika, 17, 261-2609.
https://doi.org/10.3846/btp.2016.668

16.Tang, Z., Chen, L., & Gillenson, M. L. (2018). How to keep brand fan page
followers? the lens of person-environment fit theory. Information Technology &
People, 31(4), 927-947. http://dx.doi.org/10.1108/ITP-04-2016-0076

17.Jugdev, K., Mathur, G., & Cook, C. (2018). Linking workplace burnout theories
to the project management discipline. International Journal of Managing
Projects in Business, 11, 198-221. https://doi.org/10.1108/IJMPB-02-2017-
0020

18.Survival, A. T., Noermijati, N., & Irawanto, D. W. (2019). The effect of job stress

on turnover intention mediated by burnout and demographic characteristics as
160 moderation variable: Acces la success acces la success. Calitatea,
20(171), 163-168.


https://doi.org/10.3390/ijerph17051642
https://doi.org/10.3390/ijerph17103739
https://doi.org/10.29252/jhehp.5.4.4
https://doi.org/10.3390/ijerph17103472
https://doi.org/10.3846/btp.2016.668
http://dx.doi.org/10.1108/ITP-04-2016-0076
https://doi.org/10.1108/IJMPB-02-2017-0020
https://doi.org/10.1108/IJMPB-02-2017-0020

19.Langille, J. (2017). Fight or flight... or fix? Canadian Journal of Medical
Laboratory Science, 79(4), 26—-29.

20. Akaniji, B. (2015). Organisational stress: Theoretical reflections and proposed
directions for management research and practice. Economic Insights-Trends &
Challenges, 67(4), 27-36. http://upg-bulletin-se.ro/old_site/archive/2015-
4/3.Babatunde.pdf

21.Chichra, A., Abhijnhan, A., & Tharyan, P. (2019). Job stress and satisfaction in
faculty of a teaching hospital in South India: A cross-sectional survey. Journal
of Postgraduate Medicine, 65(4), 201-206.
https://doi.org/10.4103/jpam.JPGM 489 18

22.Chaturvedi, R., & Dubey, A. K. (2016). Relationship between person-

organization fit and job satisfaction: Mediating role of need satisfaction.
International Journal of Education and Management Studies, 6, 170-174.

23.Abozaid, R. F. A., Mansoor, R., Nawaz, Z., Abozaid, R. F. A., Mansoor, A., &
Hafedh, M. (2019). Effects of transformational leadership and perceived
fairness on job satisfaction: evidence from Middle East. International Journal of
Information, Business and Management, 11(4), 31-49.

24.Tsareva, N. A., Yakimova, Z. V., & Vlasenko, A. A. (2019). Job crafting role,
staff involvement and work stress. Dilemas Contemporaneos: Educacion,
Politica y Valore, 1(18), 1-18.

25.0lukayode, L. (2017). Work stress factors and employee job performance in a
Nigerian manufacturing firm: An empirical assessment. Ife Psychologia, 25(2),
218-233.

26.Akorede, M. F., Ibrahim, O., Amuda, S. A., Otuoze, A. O., & Olufeagba, B. J.
(2017). Current status and outlook of renewable energy development in Nigeria.
Nigerian Journal of Technology, 36(1), 196-212.
https://doi.org/10.4314/njt.v36i1.25

27.Aderibigbe, J. K., & Mjoli, T. Q. (2019a). Correlates of psychological capital,
emotional intelligence and occupational stress among Nigerian graduate
employees. Gender & Behaviour, 17(2), 12960-12970.

28.Akbari, J., Akbari, R., Shakerian, M., & Mahaki, B. (2017). Job demand-control
and job stress at work: A cross-sectional study among prison staff. Journal of
Education and Health Promotion, 6(15), 1-6.
https://doi.org/10.4103/jehp.jehp 68 14



http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
https://doi.org/10.4103/jpgm.JPGM_489_18
https://doi.org/10.4103/jehp.jehp_68_14

29.Pekince, H., & Aslan, H. (2020). Determining the work-related strain levels of
nurses and influencing factors. International Journal of Caring Sciences, 13(1),
135-142.

30.Zhang, H., Meng-Meng Shao, Xian-Da Lin, Li-Jun Cheng, Ovlyakulov, B., Bo-

Bei Chen, & Ke-Yang Chen. (2021). A cross-sectional survey on occupational

stress and associated dyslipidemia among medical staff in tertiary public
hospitals in Wenzg, China. Brain and Behavior, 11(3), 1-8.
https://doi.org/10.1002/brb3.201

31.Elum, Z. A., Mopipi, K., & Henri-Ukoha, A. (2016). Oil exploitation and its
socioeconomic effects on the Niger Delta region of Nigeria. Environmental
Science and Pollution Research, 23, 12880-12889.
https://doi.org/10.1007/s11356-016-6864-1

32.Venkatesh, V., Brown, S. A., & Sullivan, Y. W. (2016). Guidelines for conducting
mixed-methods research: An extension and illustration. Journal of the

Association for Information Systems, 17, 435-494.
https://doi.org/10.17705/1jais.00433

33.Saunders, M. N. K., Lewis, P., & Thornhill, A. (2015). Research methods for
business students (7th ed.). Pearson Education Limited.

34.McDermott, M. J., & Jackson, J. (2020). A qualitative study: Military veterans
and franchise ownership. The Qualitative Report, 25(3), 769—-784.

35.Roller, M. R. (2019). A quality approach to qualitative content analysis:

Similarities and differences compared to other qualitative methods. Forum:
Qualitative Social Research, 20(3). https://doi.org/10.17169/fgs-20.3.3385

36.Nigar, N. (2020). Hermeneutic phenomenological narrative enquiry: A

gualitative study design. Theory and Practice in Language Studies, 10(1), 10—
18. https://doi.org/10.17507/tpls.1001.02

37.Yin, R. K. (2014). Case study research: Design and methods (5th ed.). Sage.

38.Miles, M. B., Huberman, A. M., & Saldana, J. (2014). Qualitative data analysis.
SAGE Publications.

39.Morgan, D. L. (2015). From themes to hypotheses: Following up with

guantitative methods. Qualitative Health Research, 25, 789-793.
https://doi.org/10.1177/1049732315580110
40.Bolin, M., & Olofsdotter, G. (2019). Bringing organizations back in: Going from



https://doi.org/10.1002/brb3.201
https://doi.org/10.1007/s11356-016-6864-1
https://doi.org/10.17705/1jais.00433
https://doi.org/10.17169/fqs-20.3.3385
https://doi.org/10.17507/tpls.1001.02
https://doi.org/10.1177/1049732315580110

healthy work to healthy Workplaces. Nordic Journal of Working Life Studies,
9(4), 3-17.

41.Harland, T. (2014). Learning about case study methodology to research higher
education. Higher Education Research & Development, 33, 1113-1122.
https://doi.org/10.1080/07294360.2014.91125

42.Cronin, C. (2014). Using case study research as a rigorous form of inquiry.
Nurse Researcher, 21(5), 19-27. https://doi.org/10.7748/nr.21.5.19.e1240

43.Lamb, K. A., Backhouse, M. R., & Adderley, U. J. (2016). Basic research: A

gualitative study of factors impacting upon the recruitment of participants to

research studies in wound care — The community nurses' perspective. Journal
of Tissue Viability, 2, 185-188. https://doi.org/10.1016/}.jtv.2016.03.004
44.Sharma, S. K., Mudgal, S. K., Thakur, K., & Gaur, R. (2020). How to calculate

sample size for observational and experimental nursing research studies?

National Journal of Physiology, Pharmacy and Pharmacology, 10(1), 1-8.
https://doi.org/10.5455/njppp2020.10.0930717102019

45.Fusch, P., & Ness, L. (2015). Are we there yet? Data saturation in qualitative
research. The Qualitative Report, 20, 1408-1416.

46.Kindsiko, E., & Poltimae, H. (2019). The poor and embarrassing cousin to the

gentrified quantitative academics: What determines the sample size in
gualitative interview- based organization studies? Forum: Qualitative Social
Research, 20(3). https://doi.org/10.17169/fgs-20.3.3200

47.Malterud, K., Siersma, V. D., & Guassora, A. D. (2016). Sample size in

gualitative interview studies: Guided by information power. Qualitative Health
Research, 26, 1753-1760. https://doi.org/10.1177/1049732315617444
48.Benoot, C., Hannes, K., & Bilsen, J. (2016). The use of purposeful sampling in

a qualitative evidence synthesis: A worked example on sexual adjustment to a
cancer trajectory. BMC Medical Research Methodology, 16, 21.
https://doi.org/10.1186/s12874-016-0114-6

49.Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., &

Hoagwood, K. (2015). Purposeful sampling for qualitative data collection and

analysis in mixed method implementation research. Administration and Policy
in Mental Health and Mental Health Services Research, 42, 533-544.
https://doi.org/10.1007/s10488- 013-0528-y

50. Griffith, D. A., Morris, E. S., & Thakar, V. (2016). Spatial autocorrelation and


https://doi.org/10.1080/07294360.2014.91125
https://doi.org/10.7748/nr.21.5.19.e1240
https://doi.org/10.1016/j.jtv.2016.03.004
https://doi.org/10.5455/njppp2020.10.0930717102019
https://doi.org/10.17169/fqs-20.3.3200
https://doi.org/10.1177/1049732315617444
https://doi.org/10.1186/s12874-016-0114-6

gualitative sampling: The case of snowball type sampling designs. Annals of
the  American  Association  of  Geographers, 106, 773-787.
https://doi.org/10.1080/24694452.2016.1164580

51.Bell, R. (2017). Strategies to reduce stress in the insurance industry
(Publication No. 10622867) [Doctoral dissertation, Walden University].

ProQuest Dissertations and Theses Global

52.Robinson, O. C. (2014). Sampling in interview-based qualitative research: A
theoretical and practical guide. Qualitative Research in Psychology, 11(1), 25—
41. https://doi.org/10.1080/14780887.2013.801543

53.Peticca-Harris, A., deGama, N., & Elias, S. A. (2016). A dynamic process model
for finding informants and gaining access in qualitative research. Organizational
Research Methods, 19, 376—-401. https://doi.org/10.1177/1094428116629218

54.0Oyelaran, O. A., Tudunwada, Y. Y., Abidoye, J. K., & Sanusi, O. M. (2017). A
study on impact of work stress among mat factory workers in Kano—Nigeria in
2015. Iranian Journal of Health, Safety and Environment, 4, 746—751.

55.Wong, P., Bandar, N. F. A., & Saili, J. (2017). Workplace factors and work-life
balance among employees in selected services sector. International Journal of
Business and Society, 18, 677-684.

56.Curry, L. A, Ayedun, A. A, Cherlin, E. J., Allen, N. H., & Linnander, E. L. (2020).
Leadership development in complex health systems: A qualitative study. BMJ
Open, 10(4). https://doi.org/10.1136/bmjopen-2019-035797

57.Tilley, L. (2015). Review of essentials of thinking ethically in qualitative
research. Qualitative Research, 15, 270-272.
https://doi.org/10.1177/1468794114535042

58.Chatfield, S. L. (2020). Recommendations for secondary analysis of qualitative
data. The Qualitative Report, 25(3), 833—842.

59.Rimando, M., Brace, A., Namageyo-Funa, A., Parr, T. L., Sealy, D., Davis, T.
L., Martinez, L. M., & Christiana, R. W. (2015). Data collection challenges and
recommendations for early career researchers. The Qualitative Report, 20,
2025— 2036. https://doi.org/10.46743/2160-3715/2015.2428

60.Heale, R., & Twycross, A. (2015). Validity and reliability in quantitative studies.
Evidence-based nursing, 18(3), 66-67. https://doi.org/10.1136/eb-2015-
102129

61.Rimando, M., Brace, A., Namageyo-Funa, A., Parr, T. L., Sealy, D., Davis, T.



https://doi.org/10.1080/24694452.2016.1164580
https://doi.org/10.1136/eb-2015-102129
https://doi.org/10.1136/eb-2015-102129

L., Martinez, L. M., & Christiana, R. W. (2015). Data collection challenges and
recommendations for early career researchers. The Qualitative Report, 20,
2025— 2036. https://doi.org/10.46743/2160-3715/2015.2428

62.Hilgert, L., Kroh, M., & Richter, D. (2016). The effect of face-to-face interviewing

on personality measurement. Journal of Research in Personality, 63, 133—-136.
https://doi.org/10.1016/.jrp.2016.05.006
63.Subramaniam, K. (2017). Strategies for Reducing Employee Stress and

Increasing Employee Engagement (Publication No. 10641854) [Doctoral
dissertation, Walden University]. ProQuest Dissertations and Theses Global
64.Houghton, C., Casey, D., Shaw, D., & Murphy, K. (2013). Rigour in qualitative
casestudy research. Nurse Researcher, 20(4), 12-7.
https://doi.org/10.7748/nr2013.03.20.4.12.e326

65.Patel, D. (2016). Research data management: A conceptual framework. Library
Review, 65(4), 226—241. https://doi.org/10.1108/LR-01-2016-0001

66.Evers, J. C. (2016). Elaborating on thick analysis: About thoroughness and
creativity in qualitative analysis. Forum: Qualitative Social Research, 17(1).

67.Ventresca, M., Schinemann, H., Macbeth, F., Clarke, M., Thabane, L., Griffiths,
G., Noble, S., Garcia, D., Marcucci, M., lorio, A., Zhou, Q., Crowther, M., Ak, E.
A., Lyman, G. H., Gloy, V., & Dinisio, M. (2020). Obtaining and managing data
sets for individual participant data meta-analysis: Scoping review and practical
guide. BMC Medical Research Methodology, 20, 1-18.
http://dx.doi.org/10.1186/s12874-020-00964-6

68.LaPolla, F. W. Z. (2020). Excel for data visualization in academic health

sciences libraries: A qualitative case study. Journal of the Medical Library
Association, 108(1), 67-75. https://doi.org/10.5195/jmla.2020.749

69.Rudisill, T. M., Baus, A. D., & Jarrett, T. (2019). Challenges of enforcing cell
phone use while driving laws among police: A qualitative study. Injury
Prevention, 25(6),

70.Marshall, C., & Rossman, G. B. (2016). Designing qualitative research. Sage
Publications.

71.Tilley, L. (2015). Review of essentials of thinking ethically in qualitative
research. Qualitative Research, 15, 270-272.


https://doi.org/10.46743/2160-3715/2015.2428
https://doi.org/10.1016/j.jrp.2016.05.006
http://dx.doi.org/10.1186/s12874-020-00964-6

https://doi.org/10.1177/1468794114535042
72. Roberts, P., Priest, H., & Traynor, M. (2006). Reliability and validity in
research.Nursing standard, 20(44), 41-45.

73.Akanji, B. (2015). Organisational stress: Theoretical reflections and proposed

directions for management research and practice. Economic Insights-Trends &
Challenges, 67(4), 27-36. http://upg-bulletin-se.ro/old_site/archive/2015-
4/3.Babatunde.pdf

74.Langille, J. (2017). Fight or flight... or fix? Canadian Journal of Medical
Laboratory Science, 79(4), 26—-29.

75.Aderibigbe, J. K., & Mjoli, T. Q. (2019b). Relationship between occupational

stress, organisational citizenship behaviour, psychological capital and

emotional intelligence among Nigerian employees. African Journal of Business
and Economic Research, 14(1), 85-111. https://doi.org/10.31920/1750-
4562/2019/v14nlab

76.Lecca, L. |, Finstad, G. L., Traversini, V., Lulli, L. G., Gualco, B., & Taddei, G.
(2020). The role of job support as a target for the management of work-related
stress: The state of art: Acces la success acces la success. Calitatea, 21(174),
152-158.

77.Tan, X., Ruppanner, L., Maume, D., & Hewitt, B. (2021). Do managers sleep
well? The role of gender, gender empowerment and economic development.
PLoS:z#Dne, 16(3), 1-18. https://doi.org/10.1371/journal.pone.0247515

78.Weil3, E., & SuB, S. (2016). The relationship between transformational
leadership and effort-reward imbalance. Leadership & Organization
Development Journal, 37, 450-466. https://doi.org/10.1108/LODJ-08-2014-
0146

79.Dixon, J., Banwell, C., Strazdins, L., Corr, L., & Burgess, J. (2019). Flexible
employment policies, temporal control and health promoting practices: A
qualitative study in Health, 17(8), 2839.10.3390/ijerph17082839two Australian
worksites. PLoS One, 14(12). https://doi.org/10.1371/journal.pone.0224542

80.Chang, X., Zhou, Y., Wang, C., & Heredero, C. d. P. (2017). How do work-
family balance practices affect work-family conflict? the differential roles of work
stress. Frontiers of Business Research in China, 11, 242-268.
https://doi.org/10.1186/s11782-017-0008-4

81.Chen, P., Sparrow, P., & Cooper, C. (2016). The relationship between person-



https://doi.org/10.1177/1468794114535042
http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
http://upg-bulletin-se.ro/old_site/archive/2015-4/3.Babatunde.pdf
https://doi.org/10.1186/s11782-017-0008-4

organization fit and job satisfaction. Journal of Managerial Psychology, 31,
946— 959. https://doi.org/10.1108/IJMP-08-2014-0236

82.Dar, N., & Rahman, W. (2020). Two angles of overqualification-the deviant
behavior and creative performance: The role of career and survival job. PLoS
One, 15(1). https://doi.org/10.1371/journal.pone.0226677

83.Jee-Seon, Y., & Kim, H. (2020). Factors related to presenteeism among South
Korean workers exposed to workplace psychological adverse social behavior.
International Journal of Environmental Research and Public Health, 17(10), 1—

84.Castner, J. (2020). Professional flourishing: The job Demands—Resources
model and emergency nursing. Journal of Emergency Nursing, 45(6), 607—610.
https://doi.org/10.1016/j.jen.2019.09.008

85.Effiong, E. S., & Philip, K. J. (2018). Work load, librarians output and satisfaction
in select academic institutions in South-South Zone, Nigeria. Library Philosophy
and Practice, 2018, 1-14.

86.Cao, Y., & Li, C. (2020). The influence mechanism of reputation information on
the formation of safety trust in Chinese infant milk powder. Healthcare, 8(2), 1-
16. https://doi.org/10.3390/healthcare8020138

87.Mapa, N. C., de Oliveira, L. C., & Neto, M. T. R. (2019). Sustain and legitimize
reputation. Management of Environmental Quality, 30(1), 47-60.
https://doi.org/10.1108/MEQ-05-2017-0042

88.Adaramola, S. S. (2012). Job stress and productivity increase. Work, 41, 2955—
2958. https://doi.org/10.3233/WOR-2012-054-2955

89.Kong, W., Yang, Y., Zhang, F., Wang, H., & Feng, D. (2020). Mediating role of

occupational stress and job satisfaction on the relationship between

neuroticism and quality of life among Chinese civil servants: A structural
equation model. Health and Quality of Life Outcomes, 18, 1-9.
https://doi.org/10.1186/s12955- 020-01295-2

90.Railade, S. S., Rosane Harter Griep, M. J., Chor, D., de Souza, S., I., & Enirtes
Caetano, P. M. (2020). Combined use of job stress models and the incidence
of glycemic alterations (prediabetes and diabetes): Results from ELSA-Brasil
study. International Journal of Environmental Research and Public Health,
17(5), 1-17. https://doi.org/10.3390/ijerph17051539

91.Isfianadewi, D., & Noordyani, A. (2020). Implementation of coping strategy in

work- family conflict on job stress and job satisfaction: Social support as


https://doi.org/10.1108/MEQ-05-2017-0042

moderation variable. Review of Integrative Business and Economics Research,
9, 223-239.

92.Thakur, M. B. (2017). Relationship between perceived job stress, work-family
conflict, and organizational commitment in the Indian context: A preliminary
investigation. International Journal of Education and Management Studies, 7,
417-421.

93.Zajc, J. C., & Kohont, A. (2017). Impacts of work intensity on employees' quality
of work, life and health. Teorija in Praksa, 54, 209-223.

94. Aderibigbe, J. K., & Mjoli, T. Q. (2019b). Relationship between occupational
stress, organisational citizenship behaviour, psychological capital and
emotional intelligence among Nigerian employees. African Journal of Business
and Economic Research, 14(1), 85-111. https://doi.org/10.31920/1750-
4562/2019/v14nlab



