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tres~ '' an all too common part of lite toda). Gro" ing c' idence ,ugge'b that high 
Je-.els of ~tress ad\ersel) affect ph)':-.ical health. p~)chologtcal "ellbeing and general 
performance De pite this evidence, a number of !actor:-. ~ct:m to tnffucncc ho'' -.tress 
"ill affect performance. The purpose of the re-.ean.h "a~ to im e ... tigatc I actor .. that 
inffuem:c the relationship bcmcen stre s and corporate perlorman~,;c. I he ~tud) "as 
guided b)~''- ~~cific objeCII\Cs Jhe stud) emplo}ed a ~.:ro" 'edional '-llr\C) de ... ign 
\\hich con-.i~ted of a sample of 32 companies listc.:d at the N)l I he popul.ttion "a" 
srratified into top management, middle level management and non-managers. ond then 
random sampling \\aS used to -.elect re pondents. Both primal") and sccondal") data 

\\Cre al o u'ed. 1 he secondary data on financial performance '"as collected from the 

' E Hand boo!. of 2007 and 20 I 0. On the other hand. data on ~Me''· stress 
manifestation. stress management, individual characteristics and qualitaii\C 

performance ''as collected using a structured questionnaire. Both descriptive and 
inferential statistics \\ere used to anai)Le data. Contra!") to C:\pcl:latton. the 

relationshtp bc!t"een stress and corporate perfonnanc.c ''as found to be positi' c. I he 
results of the stud> also sho,.,ed that the relationship bet\\cen 'tres-. and stres<> 
manife'itation. and that of stress mantfe":-.tation and corporal\! pcrlurnl.IIKC \\Cre 
positive. I he strength of the relationship between stress manilcstation and corporate 
performance "as found to be moderated b} some of the stress managemc111 indicators 
'"hich include social suppon and corporate approach to stress management There 
were mi:\cd findings on the moderating efTects of indi\ idual characteristic~. on I) le,el 
of education and per onality \\ere critical factors at inffuenc.mg the relationship 

between ..,tress manifestation and corporate rerformance. The study also established 
the jomt effect of the moderator stress management and indi' idual characteristics on 
stress mantfestation and corporate performance w<.~s greater than the tndcrendcnt 
efTect of indi' idual charactcrbtics. The findings of the stud) also re,calcd that non

manager .. "ere more stressed than managers. The.: <.,llJd) C\fll!rtcnced limitattons in 
terms of use of questionnaires only. '"hich arc ..,omctimcs subject to report ing 
inaccumc1cs. It "as also challenging to di":-.tributc questionnatres to \\Orl-.ers in the 
factories and farms as the relc\ant authorities felt it would interfere '"ith thetr duties. 

runher research recommended the use of interviews or focus groups. '"hich arc 
relati\CI) ine:\pensi\e and can provide fairl) dependable data '' ithin a hon time 

\I 



frame. The stud) also recommended that other moderating \ariable~ be included in 

future !>tudie:, to further establish factors that influence the relationship bet\\cen stress 

and corporate perfonnance. The findings and conclu ions of the stud) \\ere discussed 

in vie\\ of implications on polic). practice and theol"}. On theoretical implitations. the 

stud) \\as able to support and extend srudies b) \\ elford (1973) on the relationship 

bet,,een •.tres~ and performance. pecificall) the stud) re,ealcd -;o~•al suppon. 

corporate approach to srress managemenL le,el of education and per<;onaht) as 

important moderators in the stress manifestation and corporau.: performance 

relationship. The study recommended that managers conduct freqw.:nt -;tre!'l-. audits 

among ernplO)CCS in order to ensure stress is maintained at moderate bel\ 1n order to 

enhance pcrfom1ance. The government together with other staJ..eholdcrs "ho include 

fKE and COTU should come up with regulations that take care of the psychological 

health of \\Orkcrs. The study further recommended that stress management 

programmes be put in place, these may include: flexible work schedule and \\Ork life 

programmes such as site daycare center for children, extended maternity ond patcmit) 

leave. 
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H \PTER 01\ C 

li\ TROOL TIO~ 

llti chapter pro\ ides the background of the stud). statement of the probh!m and 
rc~arch objecti\e!i. It also contains ju'>titication of the ~tud). and finall) outline~ the 
tructurc ofthc thesis. 

1.1 Back~round of tbc tud) 

In rec<.:nt )Car') there has been considerable academic and practitioner mtcn:-.t in the 
relationship bet\\een stre~s and corporate perfonnance. I hi') ha-. ~tri-.en mll ol the 
rcalit.ation that ~tress is a threat to the \\ellbeing of indi' iduab and th.tt ul the 
organization (Bloona, 2007). Whereas numerous studies ha'e focu~ed on "trc~s and 
individual perfonnance, researchers have gone further to propose a linJ.. bcmecn 
stress and corporate perfonnance measures such as increased customer ~atisfaction. 
cmpiO)CC turno,er. productivit). efficient use of resources, aclue.,cmcnt or goals and 
qualit) objectives (lvancevich. KonapsJ..e & ~aneson. 2006: lmtia/ & \hmud. 2009). 
According to a)eed (200 I). stress also continue., to jeopard11e the health of 
organizations. Unhealthy organintional climates reduce cmpiO}Ce imolv~o:mcnt anti 
ncgathcl> affect perfonnance at the indi' idual and corporate level. 

'I he experience of work and stress is certain!) not new in Ken) a. Ken)ans continue to 
e'pcriencc stress as a result of poor em iron mental condition'>. political uncertain!). 
poor vvorking conditions and extreme le,els of poverty. Ngcno (2007) concur-. and 
further points out that employees in Ken) a ha\C to contend '' ith low SJiarics. lacJ.. of 
involvement in decision making, hea\) \\Orldoad. and few opportunities lor 
promotion. Rec;earch conducted b) \.1unali (2005) rc\eal., that cmplo)ec.., an: 
reporting increa,.ed le\ els of stress "hich has led to poor health and con-.equentl) 
pcrfonnancc. Globalization has left Ken)an suppliers facing stifl compctltton and 
aggressive cost culling. Information technolog) has accelerated the spct!d at "hkh 
businec;o; transactions can be performed and put pre~sure on the \\Orkf()rcc to learn 
ne'' skills and be more producti"e (Ken)a '-:ational Bureau of )tatistic-.. 2007). 

Recent trends ha\e made it increasing!) difficult for cmplo)ecs to adequ,ltcl) balanc~: 
the rcspons1bilit) of their job~ and their families. as cmplo)ees are "orJ..ing longer 



hour and bringing more \\Ork home at night. lnb ha~ re::.ultcd to mon:: pre:... 1rc being 
placed on the \\Ork famil} relation hip such that coordination ol ''urh.. 'acati\ n 
schedule::. and child care options ha\e become \Cr) _ tre .. ~ful (Ar:ee. Luk & \tlmc. 
1998). :\tore and ~tore \'Oice!> warn about the pos~ible risks that could emerge.: 11 the 
human resource management ignore~ the efTecb of demoti\ated and unproc.Jucthc 
\\Orkforcc a result of increase in stres Je,els (Eam::.ha\\ & \1orrison. 200 I). 
Organilntions therefore need to rc! .. pond to stress e'perienced b) emplo} ee~ in order 
to enhance their legitimacy and obtain the resources neces<.Jr) lor their -.un:i,al. 

Pre..,ious studies (Eiogovan 200 I. Allen: 1-lur::.t. Gruck & utton. 2000: Ko-.')d, & 
0LeJ..a, 1998) ha\e identified low organiLational commitment incrca<;cd ab::.entccism 
and turno,cr as ke> emplo}ee stress aspects that continue to affect corpor.lle 
performance negatively. According to Greenberg and Baron (2007). e:xpcno;c-. 
involved in selecting and training employees to replace those '"ho ha\e re.,igned can 
be considerable ranging from 70 to 200 percent of the empiO)Ce::. annual 
compensation. Even unscheduled absenteeism can be ver) C\.pcnsi\C. Further 
research in stress has examined moderators that have influenced the relationship 
between stress and performance. tress management and indi\idual characteristics urc 
important concepts in understanding how stress affects corporate pcrlorman\,;c 
(Balakrishnamurthy & hankar, 2009; Perry- mith & Blum. 2000). The stud) '"as an 
attempt to establish the influence of stress management and indh idual ch.lr<lctcnsucs 
on the stress and corporate performance relation~hip in the Kcn}an conh!\l. 
Interactions among these variables were expected to allo" tor a much nchcr. 111llrc 
comple' multifaceted and dynamic characteri1ation of the procc-.s b) '' hach ')trc ... ~ 
affects organizations and how they adopt to these challenges. 

J.l.J trc 

tress is an adaptive response mediated b) individual diffe rence-. and psychologkal 
proces~s: that JS a con~quence of an} external action. situation or C\Cnt that pla\.c., 
exccssi\e ph)siological. psychological and behavioral demands on a pcr~.m 
(I vance' ich et al. 2006). Deshpande & Chopra (2007) posit that \ Ires" is ..tn inher\.nt 
characteri stic of human life. It indicates the pressur(! people li!cl. \ sa re ... ult. ~opk 
de\elop symptoms of stress that afTect their perfonnance. It is thcrclorc Important to 
understand situations that rna} lead to \\OrJ.. stres::. and non \\OrJ.. stress and h<l\\ the) 
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lead to ph}siological. ps)chological and bcha\ iorJI con~cqucn~;c~ \\hich ha\C been 
generali1cd as strc s manifestation \\ ork -.tre~~ and non·\\ ork ~trc'>'> arc h >th a rc,ult 
of stressors cauo;ed b) factors '' ithin the organ11ation und oubidc the urganit.mion. 
These factors rna) lead to stress mamfe~tation. "hich ma) m.:gmi,cl) or po.,itiH:I) 
affect performance. The reaction of the indi\:idual ,,j(J depend upon ho'' the~ 
interpret or appraise the situation and determine \\hether it is harmful. threatening. or 
challenging. The list of stressors that lead to ''or" stres~ ts long and range from high 
levels of organizational politics. inadequate career de .. clopmcnt opportunities. ''ork 
O\crload and pressure to complete tasks "ithin limited ume 'ion \\Ork strc.,.,or' arc 
challenges and problems that people encounter during the non-\\Orking hour" ami an 
spill O\Cr to the \\Ork place hence affecting performance (\lc hane. Von <Jhno" & 
~harma. 2008). 

l\ational surve}s consistently sho" that marital difficullic~. childcarc challenge'> and 
economic problems created by indh iduals' O\erc:\tending their financial rc'>mtr~:e' or 
hard economic times can create personal problems that ma) manire.,t thenl' .. clw., .h 

poor performance at the workplace (Robbins, 2003). Therefore.!, the fir~t '>l<.:p in 
understanding stress, is examining how \\Or" stress and non work <.,t ress lead to 
various Mress manifestation, as they are very important in d<.:\ eloping strategic' to 
manage stress. 

1.1.2 trc Manifc tation 

tress manifestations are typically grouped into three general cawgoric.... I hcsc 
include physiologtcal, ps)chological and bcha\ ioral mamft:.,tation Ph} tologt~:al 

manifestation include immune S)stem problems. \\here then.: is lessened abilit) to 
light ofl illnco;s and infccuon. high blood pressure. heart di ca'e and musco.,J..:dc:tal 
s}stcm problems such as tension headaches and bacJ..aches J\ccording to B<h'>on 
(2000). profound ph}siological and endocrine changes that accompan) fatigue and 
stress contribute to a loss of sexua I desire in both men and \\omen. 

tress also produces various ps) chological experiences including, lac" of motivation. 
dcpres ion and IO\\Cr organizational commitment. Job dissausfaction in fact is the 
simplest most ob .. ious efTect of stress. Job burnout and trauma are also e:\treme 
products of strc s (1\ewstroom, 2007). In beha\ ioral manifestation. stress has been 
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identified a~ the fastest gro\\ing rca ... on for unscheduled \\Ork ab ence and emplu~ce 
turnover. Other behavioral aspect-. include change~ m product!\ It). eatmg disorder .... 
increased smoking or consumption of alcohol. violence, fidgeting and sleep disonkr-,. 
Both organizations and indi' iduals are concerned about stre'>s and its enccts and ha\e 
de\i ed different strategies to mange stress as discussed in the ne\t section. 

1.1.3 trc \lanagcment 

Greenberg & Baron (2007) describe stress management as S)Stcmatic programs 
designed to help emplo}'ees reduce or pre\ent stress. The undcrl) ing J!)~umption of 
these programs IS that by minimizing employees' adverse rcacuons to stress. the) ''ill 
be healthier. less likel) to be absent and consequently more productive on the job. 
\\hich in tum has beneficial effects to the corporation. Purpo~eful lh ing and ~cttlng 
goals are important strategies of managing our own stress According to Bloona 
(2007), we can reduce stress by enjoying life more and slowing the pace of our lives. 

tress researchers continue to emphasiLe on the need for providing sports faci lities to 
promote the health of emplo)ees, creating in house catering fac ilitic '> and including 
work life policies such as on-site childcare centers. part-time " orlo.: and paid patcrnH) 
leave in order to encourage work life balance (Allen. 200 I). Empirical research 
conducted b) PelT) - mith & Blum (2000) revealed that \\Ork fam il) polices. ''hich 
mcluded on-site da) care, paid paternal lea\e. elder care had a poslll\e I!ITC\:t on 
corporate performance. Wellness programs and EAP focus on helping individuals 
who are stres'l!d b) prO\ iding free counseling. 

lvnncevich et al. (2006) catcgori;c types of ~ocial support and these include emotional 
support (e,prcs:-.ing concern and boosting self-esteem); appraisal support (pro' idmg 
feedback and affirmation) and informational support (giving advice and pro,iding 
direction). Viable socia l relationships make possible identification and involvement, 
\\hich can be '1ewed as the polar opposite or alienation and anomie. Park.\\ ilson & 
Lee (2004) also found that social support at '"ork had a direct and beneficial enect on 
workers psychological well being and corporate producti\ it). An organ ization that 
acts to reduce stress at work commits itself to the costs invol\ed m order to obtain the 
full benefit!), '"hich can be measured financially as well as in terms of morale. high 
organizational commitment and increased producth ity. Due to the unique per-,onal 



charactcristk,. it is important to unde~tand ho'' people rc~pond to ~tn.:~. and the 
variou~ stre ... s management approache the~ u"e to pre\ cnt and control ~tre~s. I he 
next ... ection locuses on individual characteristic-,. 

1.1 A lndh idual Cha racter istic 

An indi,idual at \\Ork is percei\ed b) others in three pcr~pecti\iCS. I irsll), as a 
ph):,ical per~n ha\ ing age, gender, race and size characteristics econdl). a~ a 
person" ith a range of abilities such as intellectual and social abilities and third I). a1, a 
personality (Cole. 2005). Age is defined as the number of )ears that a person has 
lived. Empirical research conducted b) Dua ( 199-J) sho,,., that younger emplo)ee:, 
e.\.penence more stress unlike their older counterparts who 0\er time have learnt to 
take it eas} '"hen faced with challenging situations. Gender refers to beang male or 
female. Gender issues continue to feature in most debates more so at the '"orkplace. 
\iatud (100-1) reports that even though ''omen scored high I) on chronic strc ... s. the) 
managed to appl} emotional coping skills that \\Cre more helpfuL unlike men \\ho arc 
emotional inhibitors. Marital status is used especially on official forms to idcntif) 
\\hether one is married or single. Re,earch sho"s that married cmplo)ees rcpon 
higher levels of stress espcciall) during the midlife phase of the relationship. '"hich 
also coincide.., ''ith dealing with adolesccnces and paying college fees (Bioona. 2007). 

An individual's abiluies. skills and cogniti\c bases are largel) reflected b) the1r le\el 
of education. E:.ven though little has been \Hillen in this area. research sho'"" that 
individuals with higher levels of education e\.perience more stress. but the~ ha' c the 
abilit) to manage stress better than tho!>e \\hO ha\e no education. I enure rc.!fer~ to the 
average number of ~cars that employees have been with the organi/ation. According 
to chimidit & Hunter (2004) long tenure \\ithm an organi/at1on hao, a po.,ltive Impact 
on corporate performance because emplo}ees team and enhance their sl-.ills a~ the) 
gain experience to handle stressful situations. 

Personality refers to the characteristics pattern of behavior; modes of thinking that 
determine a person's adjustment to the environment. friedman & Rosenman ( 197-l) 
define the ·r} pe A personality as an action emotion compte\. that can be obser. cd in 
an) person who is aggressive!> invohed in chronic, incessant struggle to achieve 
more and more in less and less lime. fhe t~ pe A persona lit) is generall) ' crball) 
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aggres~l\ e. hard drh in g. unable to rela\. 'el) time consciou . ensil) angered and 
hosti le (Luthans. 2008). T> pe B personalities are the oppo-.ite. The) arc genera II) 
relaxed and easy going and therefore. manage stress better ('\e\\stroom, :W07). In the 
foliO\\ ing se~tion the meaning o f corporate pcrfonnam.:c and \anous mea urcs of 
performance arc discussed. 

1.1 .5 Corporate Performance 

Corporate performance is the outcome of the activities or the compan). Whatever 
management decision is made within a corporation is expected to ha\e a rdationship 
'' ith performance. hence its effectiveness. HO\\ever measuring corporate JX!rfonnJnce 
has been a major challenge for scholars and practitioners as well. ta'' ( 1986) 
proposes that performance be staged at the level of the indi' idual. group or 
organization. Dyer & Reeves (1995) proposes four poss ible outcomes. ''hich inc.lude 
human outcomes such as emplo)ee turnover and productivit): organizational 
outcomes such as: producth·ity and ser\ice quality: financ1al accounting outcomes 
such as: return on assets and profitability and finally use of capital market outcomes 
such as Stod, price and market gro" th re ource. 

imilarly, the Kaplan & Norton ( 1996) balanced score card indicates that corporate 
performance not only include financial measures but also cu<,tomer criteria's such a~: 
customer satbfact ion and retention: internal business processc~ such as best practice~ 
and innovativeness. They also argue that employee critena's such as learning and 
grov.th be included as corporate performance measures. fhcrefore, organi1ations need 
to regular!) scan their operating business em ironment and design rele"ant strategies 
to optimize their profitability, achie\e shareholder value and responsible corporate 
citiLens. Emp1rical studies advanced in the e .trca show that '>tress ma) direct!} aflect 
corporate ~rlormance. The studies further report, that strcs'> IS a major contributing 
factor to corporate inefficiency. high starT turnover. ab entceism. decreased qualit} 
and quantity output and mcreased health care cost (Kemery. Mossholder & Bcd1an. 
1987; alami. Ojol..uku & llesnami. 20 10). Robbins (2003) concurs and repom that 
stress cost L A emplo}ers $200 billion annually m absenteeism. reduced 
productivit) . emplo)ee turnover, accidents, worker' s compensation and direct 
medical. legal and insurance fees. 
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1.1.6 Compa nie Li ted at tbe i\a irobi tock EAcba ngc 

The study f<X;u,ed on companies lh.ted at the l\airobi tock Exchange. "hich is 
current I} 1-.nown as the airobi ccurities E\.change ( r) lhe N~C is the fourth 
large t trading \:Oiume across the Alnc:an continent and pla)s a key role 111 the 
economic gro" th of Kenya. It beg.tn its operations in the carl) 1920s and , .. ,!'. an 
informal market place for local stocks and share~. B) 1954. a true stock C\.changc ''a~ 
created'' hen the'\, E \\aS officiall) recogni7ed b} the London tol-l-. hchangc ,,.., an 
O\erscas stoc!... exchange (Kibuthu. 2005). After independence. the stoc!... e\.change 
continued to gro'' and has become a major financial institution. 1 he facilities have 
modernized and the \1 E recently adapted an automated trading system to keep pace 
with other major world stock exchange. 

The E \\US registered as a limited company under the companies· 1\ct in 1991. 
\\ ith the 1994 CMA Act (Amendments). it became mandator) that a stoc!... e\change 
appro,ed b) the CMA \\aS to be a company limited b) guarantee. There an: more 
than 20 licensed stock brokers at the exchange, and at leo~t I 00 million share' are 
traded each month. Current!). there are 52 companies listed 111 '-:SC. "hich ha\c been 
activel} trading in the E for at least five )Cars. The <..:ompanies operate in the 
'arious sector.. of the econom) grouped under three mar!...ct segments name I): 1nin 
inve tment Market egment (MI\1 ). Alternative lm e~tment Mar!...et egment 
(A I\.-1 ) and Fixed Income Security Market egment (FISM). Companies "hose 
shares are traded in the "' C operate as public companies incorporated and regi~tcred 
under the Companies Act Cap 486, La" s of Kenya (CMA handbook 20 I 0). 

The <>tock C\:change pla)S a major rok in the economic dc,elopmcnt of Ken~a b) 
facilitating <tnd pro,iding for a culture of thrift or sa' mg. 1 he \Cr) fac.t that 
institutions c~ist "here savers can safcl) invest their monc) and in addition earn a 
return is an incenti\c to people to consume les' and 53\C more. ccondl). the 'lock 
exchange a'.>~ i sts in the transfer of savings to investment in producth,e enterpri-,c ,,.., an 
altemati"e to 1-.eeping the savings idle. Thirdl). a robust 'loci. marl.et assi'>l'> in the 
rational and efficient allocation of capital. f ourthly, stock mart...ets promote higher 
standards of accounting, resource management and transparency in the managcrm:nt 
of business fifthly, the stock e\change improves the accc<;s to finance of different 
t}pes of users b) pro" iding the nexibilit) for customitation. Last I). and very 
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important the stock exchange pro\ ide im estors '' ith nn efficient mechani m to 
liquidate their im estment in securities (l\SE. 2008). Though listing requiremcnl'o at 
the \J 1-. are' ie\\ed ns strict and inhibiti\e. the) are necessar) to ensure that onl) the 
be~t managed companies find their \\3) to the \, E. In a \\3). this strictness help~ 
create competition among companies, and in the long run motivates them to v .. ork at 
enhancing corporate profitabilit) and ''eahh. 

The \, E ''~l'i specifically targeted for the study as it reprc,cnts ke) sectors of the 
econom), "hich include agriculture, commercial and sen ices sector, financial and 
ln\Cstment 'ector and industrial and allied sector. 1 h~: Ken) an cconom) 1s 
characterized by turbulence in terms of market forces and scarcil) of resources ... uch 
as oil and minerals. The Kenyan economy has traditionally relied on both agricultural 
and manufacturing sectors for its de,elopmcnt (KNBS. 2007). This is hO\\C\-er 
changing towards the service sector. The cost of production has been escalating 
almost to le\cls requiring government intervention measures such as price control: 
infrastructure and other facilities are limited and now oven,hclmed, as 1s reOe~:.tcd b) 
the frequent traffic jams. lnsecurit) continues to impose a huge burden on bus•nc ... ..es 
in the country. '"ith some finns spending up to II percent of the total cost on scc.:urn;. 
infrastructure and personnel (GOK, 2007). rhese constnunts arc c:\pt:rienccd by 
companies listed in the N E. and in turn affect both the emplo)ers and the cmplo;.ce-;. 
\s such. emplo)ees continue to c\penence stress as a rc<,ult of unsuitable "orking 
conditions. job insecurit) due to cutbacks, layoffs. dO\\nSILing and long ''orking 
hours that ha\e resulted to the \\Ork fami ly conflict. A<, the performance of the 
employees dl!clines so does the pcrfonnance of these organitations. 

It is also \\Orth,,hile to note that Kenya has a \iibrant informal sector. but the '>tud) 
focused on the fom1al sector spccificall} the E, since these compan1es ha\c ''ell 
established formal S)Stems. Moreover obtaining the compan} ·s financial performance 
\\as not problematic. since this in fonnation ''as guaranteed b<!cause their repon ... are 
audited regularly by reputable auditing firms. r hcse rcpon., arc also regulated b) the 
Capital Markets Authority (CM ·\). This provided for objecti\ie and rcl1able 
economic financial perfonnance data on the-;c organiLations. 
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1.2 tatcment of the Problem 

The t-.sue of strc~s and its eOect on performance has generated !ltrong t.kbatt! oH:r thc 
}ear~ (Khanka. 2007}. tudics conducted in L A and Paki•.tan b) Kernel') et al. 
( 1987), Rabinowitz & tumpf ( 1987) and lmtta.t & Ahmad (2009) found that strc.,o; 
aflected organtlations negatively through increased acctdents, mistaJ..cs and 
complaint from customers. conflict among emplo}ee:,. ill health leading to htgh r.ues 
of absenteeism, employee turnO\.Cr and ad\erse public rclations. Dc">pite the great 
emphasis on the link between stress and corporate performance. none of the abo\c 
studtcs relates •.tre ~to performance measure'> such as profitabtltt) and ..ales turno,er. 

imilar studies conducted in Pakistan b> Ali. £·arooqui, Amm. Yah}a. ldrees. \ml.td. 
lk.hlang. "-oreen & lrfan (20 II ) on the effect of stress on performance did not suppon 
the negati\ c lmcar relationship and recommended that rn order to under:,tand the 
complexit) of Mrcss future studies shou ld be initiated with a larger sample. 

Research conducted in Ken)a b)' Munali (2005), geno (2007) and 'oaituli (2009) 
have all concentrated on the relationship between stress and individual performance. 
'geno (2007) stud) re\ ealed that there is a negative relationship bet" ecn stress and 
mdtvidual performance. The researcher recommends further studies that ''ould help 
establish burnout or stress management programs. Munal i (2005) stud) focused on the 
eflect of stress on the performance of hotel '' orkers at the Kenyan coast. The '>tUd) 
mtroduced gender as the moderating 'ariable. The study re' caled that the explana11on 
of the eflcct ol stress on individual performance incrcJ'>cd upon the inctu ... ion of 
moderating variables The stud) further recommend-. the inclusion of other 
moderating \ariables in order to understand the relation~hip between stress and 
performance. '\aituli (2008) also imestigated the relationship bet\\een stress .1nd 
leadership practices and concluded that stress negative!} affected the performance of 
managers. he recommended further research on how stress affects the performance 
of the corporation. 

A number of empirical studies conducted on stress and corporate performance and 
stress and indi' tdual performance suppon the tnclusion of other \artables in order to 
understand the complexity of stress. Research conducted tn the U A b> Konrad & 
Mangel (2000) found that organi/ations that included streo,s management programs 
had a direct and beneficial et teet on P'>)Chological "~llbcing .tnd corp(lr;ne 
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producti\ it). l·mpirical studies conducted in Bot ''ana b) Ongori & Agolla (2008) 
re,eal that each indi' idual i unique and future research should focu~ on practical and 
cfli~tcnt intel"\cntions to manage stress in organi1ations. '.>imtlar studies condu<.tcd tn 

\o igt:ria b) alami ct al. (20 I 0) al<,o concur and propose:. tun her n!'>earch mto stn:'s 
management programs that benefit the health of individuals and that of the 
organization. 1 he stud) included a \:ariet) of stress management techniques that "ere 
likel) to ha\C significant influence on the relationship beh,ecn stres and corporate 
performance. 

Re~arch b) \1undell (2002). Golubic, Milosc\ic, Kne7C\ ic. &. MustajbcgO\ ic (2009) 
and V1unali (2005) have onl> focu~ed on one aspect of indl\ tdual characteristics .• 1nd 
all recommend inclusion of other variables in future studies. I hus. the '>tUd) proposed 
that a combination of individual characteristics "hich include age. gender. marital 
status. educational level, tenure and personalit) have a significant influence on the 
relationship bet\\ een stress and corporate performance. 

While all these studies have looked at stress, performance und individual vanables 
such as age, gender. tenure, stress management among others. no kno,,n stud) has 
focused on the moderating effect of both stress management and indi' idual 
characteri stics on the relationship bet\\een stress and corporate perfonnancc. I he 
stud} contributed to the field of stress and corporate perfonnance in companies hstcd 
at the Nairobi rock exchange. More speciticall) the sllld) imestigated the influence 
of stress management and indi' idual characteri .. tics on the n:lationship bct\\Cen '>tress 
and corporate performance of publici) quoted companu.:' in "Cn)a rhe -.tud) 
ans,.,ercd the following broad research question. what b the relationship between 
stre s and corporate performanc..: and ho\\ do stress m.lllJdc!mcnt and indi' tdual 
characteristics influence this relationship? 

1.3 Objccth e ofthc tudy 

rhe main objective of this study was to determine the relationship bel\\een stres'> und 
corporate performance of companies listed at the airobt tock E\change and 
establish ho'" stress management and indi\ idual characteristics influence thi 
relationship. 1 he study \>\as also guided b) the rollowing spcctfic objectives: 

i. Determine the relationship bc.:m·een stress and corporate performance. 
10 



11. Determine the relationship between stress and stress manifestation. 

111. Determine the relationship bemeen stress manifestation and corpor.tte 

perfonnance. 

i'·· Establish the influence of stress management on the relationship bcl\\een 

~tress manifestation and corporate performance. 

'. Establish the influence of individual characteristics on the relationship 

bet\\ ecn stress manifestation and corporate performance. 

vi. Establish the joint effect of the moderating variables <.tress management and 

individual characteristics on the relationship bet\,een stress manifestation and 

corporate perfonnance. 

lA ignificanceofthe tud) 

The purpose of the stud) \\as to determine the relation..,hip bct\\ecn stn.:-. ... and 

corporate performance and establish ho'' this relationship is inOucnccd b) '>trC'>'> 

management and individual characteristic. Understanding thi-. relationship "'Ill en,tbk 

the end user adopt stress management strategies that will enhance corporate 

performance: thus the information from the study would be useful to the following 

categories of people. Firsll), the information will be useful to policy maJ..crs and 

union officials contemplating initiating policies and legislation aimed at helping their 

members to deal '"ith stress. The wor'- - life balance pol it) of 2000. which allo\\s 

emplo)crs to introduce Oe:\ible \\Orking arrangements. ha.., continued to pro' 1dc a 

conducive ''orJ..ing environment that has led to improved corporate performance in 

Britain (PerT)- mith & Blum. 2000). 

e~o.Pndl). managers will u. e it in designing appropriate strategrc-. to control and 

reduce stress in their companies. "ith a 'ie" of enhancing empiO)CC ...ntis faction and 

commitment \\hich will in turn benefit the corporation. 1 hirdl) it "ill assi.,t 

emplo}ces identif} stress in their li\eS and consequent!) seck to establish cfTecli\C 

stre., management techniques. Finall) academicrans ''ill u-.c it as a basis for further 

research in the area of stress, stress manifestation, indh idual characteristic'>. o:,trc ... .., 

management and corporate perfom1ance. 
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l.S tructure of the The i 

lne thesb consists of fhe major chapters. Chapter one pres~nts the introduction and 

background of the stud) 'ariables "hich include. stress. str~ss manife!>lation. stress 

management, individual characteristics and corporate performance. ll further 

highlights the statement ofthe problem, the research objccti\~s and justification ofthc 

tudy. The second chapter presents a theoretical C:\position or the framework around 

''hich this stud) is pegged. The chapter also rcvie,,s empirical literature relating to 

the major \ariables of the stud}. namel.>: stress (\\or!,. strc"s and non-\\or!,. stress). 

tress manifeStation (physiological, ps)'chological and behavioral). str~s., 

management, individual characteristics and corporate performance. ln addition the 

chapter sets out the conceptual frame,,ork and study h) pothcsis. 

Chapter three identifies the research design and methodolog) adopted for this stud). It 

also covers the population of stud), the data collection method. It further highlights 

the analytical data models. Chapter four provides both descripth e and inferential data 

anal)sis and discusses the findings of the study. Finally. chapter five presents the 

summary of the findings. conclusion. limitations of the stud). recommendations for 

further research and implication on theory, polic) and practice. 
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Cll PTER TWO 

LJll R \T RE RE IE\\ 

2. 1 Introduction 

Th1s ch<.~pter gi\e an in depth anal)~is of the thcoric:. guiding the ~tud). It al~o 
reviews literature and re. earch pcninent to the variables lkpictcd in the conc.;eplllal 
framework to e:\plain the relationship bet\\een the ..,tud) va riables: 'ltres'>. -.trc'ls 
manifestation. indi\ idual chardc.;teristic . stre-,s manag~:mcnt am.l corporate 
perfonnance. A summary of empirical studies on the \tUd) variables. their findings 
and the gaps to be addressed Jre presented. f· ina II). the chapter outlines the 
conceptual model and the hypotheses to be tested. 

2.2 Theoretical Foundation of tre 

This section re\ iews 'arious theoretical foundation'> upon '' hich streso;, studic.., .1rc 
based. everal scholars have de\ eloped theories on ... tress. which c'plain the 
ph}siological. ps)cholog1cal, beha' ioral basis of stre-.s and finall) g1\C a \\CIIncss 
model of coping. The theories that ''ere integrated include the Response based thcor). 
Welford performance and demand theory. Man e1n ironment tran<;action theor) ami 
tina II}' the Herzberg two factor thcol'). The theories pro\ 1dc a perspecti' e from '' h1ch 
to understand ho\\ stress affects corporate performance. Below is a brief explanation 
of each of the rele\!ant theories. 

2.2. 1 Re ponse lla ed ThCOI") of tre 

l his particular view of stress appears to have rccci' cd its initial impetu '> from ll~ms 

e}'le theory (Co:\ 1980). l ie called his theor} the (Jcncral Adaptation ) ndrome 
(GA ). and it has three distinguishable phases: alarm. resistance and c'hau ... tion. 
rhe e three phases are sequential: that is the .,our(.;c of ~trc '> sound'>. the Jlarm 
initiates the GA . and if the stn! s i not remo\cd or coped "ith. the bod) progrc 'I!~ 
to resistance and e' entuall> e.,haustion. Ho'"e"er rcco .. cr~ is an alternamc outcome 
to C\haustion when the source is euher removed or coped with effective!). 
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Le-.i & Keegan (1971) later cle\eloped elye's \iC\\ or .. tress and introduced the 
85pett of p:,~chological facto~ m the mediation of ph) -.ical d1-.case. The) empha'>itcd 
that.. the e\tcmal influences idcnutied as pS)chosocial stimuli interact "ith genetic 
facton, tu bring nut stre ~. The tres:. e\perience then degrades one:. perfom1ancc. 
Frankhausen ( 1975) points out that since thi theor) e:\plains the pattern of response 
as stres'>. and ghes a better und-.:r tanding of strc ... , v.h-.:n treated a~ a dependent 
\'ariablc tn stress studies. Mcgarth ( 1976) has criticitcd this theory and points out that 
one 1s unable to identif) with surCt) what is strc ...... tul about a part1cular real Ilk 
snuat1on. It al<>o ignores the indi' idual variation of the strl!~~ e\perience Jnd thi.., 
compounds the difficult) in making generalizations. 

2.2.2 Welford Performance and Demand Theory 

This theory was developed b> Welford (1973) and shares much in common with the 
theol') proposed by ei)C (1956) In this theory stress arises \\henever th-.:rc j.., a 
departure from optimum conditions of demand ''hich the person is unable to correc.t 
~lost organisms including man appear to have evol\ cd so that the} function best 
under conditions of moderate demand. An indiv 1dual' s performance is I c-., than 
maximum efficiency if they expcnence too high and too lo" level of demand. 

Margctts ( 1975) offers a similar c.~pproach in terms of stimulu., inpul. I h ing organi'm 
adjust themselves to maintain a rea-.onablc input of' ... timull . If the input of stimuli is 
e\cess1ve or insufficient for the indl\ idual organism the cxce s or insullicicnc) can be 
considered stressful. The organism homeostasis 1s threatened b} stress. and if it 
cannot manage it goes into a state of di equilibrium or hreakdO\\n. This ma) be 
temporary. pending readjustment or rna) proceed to more profound disorder. h.!ading 
to functional or structural patholog). 

This theol"} is credited for using the ill\ crted U "hen C\plaining the relationship 
bet\\CCn demand and performance. ''hich has some biologtcal 'alidit) (Robbins. 
2003 ). Cox ( 1980) argues that just Jil.,e the n:spon'c based theor). the \\ d lord 
performance and demand thCOI) lca,es out indiv1dual characteristics \\hich C'\plain 
why people perform difTcrcntly under the same stre.,.,or. 

14 



2.2.3 Man [0\ironment Tran-.action Thcol) 

Cox & 1a ka) ( 1976) propo ed a more complex theor:. "hich grc'' out of the nl!cd 

to ) tematicall) undc~tand the transaction bct\\CCn the indi' idual und his 

em ironment. 1 he primal') focus of thb theor~ b on 1nd1' 1dual perceptual phenomena 

rooted in p~)chological process. The) e'\plain the role of cogniti' c npprabal of 

potential!) ~tre~sful situation in determining ho'' one ''ill react. If a :-.ituation 

demand" too much of a person but he has not rcalt!cd h1s lunllallon. he ''ill \\Ork on 

'' ithout being stres ed until it become:, obvious to him that he cannot ~.:ope. he then 

e\penenccs stress. It is important to note that "hat rna) be percci,ed a~ strc~sful b) 

one indi' idual rna) not be stressful for another as a result of their difrerl!nt cognitiH: 

a ppm i'ial C\.pcriencc. \ 1cGarth ( 1976) further observes that -.trl!'>~ arises "hen there is 

an imbalance bet\,een perceived demand and the perception of lm capabi lity to meet 

the demand. fhe presence of this perceptual factor allo"., lor operat1ons of a ''ide 

\ariet) of orga mic -.:ariables such as personality ''hich contribute to the cxhtence ol 

mdividual characteristics. This theol) is credited for intwducmg the mdi,idual 

\ariation aspect. ince it consider~ the status ol the indh idual 10 rd.n•on to hi<> 

env ironment and also brings in the andi,idual characteristiC'>'' hich <lrl! oltcn lorgouen 

in laboratol) studies. Critics of this theory argue that it does not account for si tuation., 

that place ps)chological demands "ilhout the immediate 111\0hcmcnt ol other more 

compte' p:-.)chological processes (Cox. 1980). 

2.2.4 llcrLbcrg T" o Factor ThCOr) 

Herzberg l\\0 factor theory has been used to explain occupational ~mess. lie carried 

out his now famous survc> of 200 accountants and engineers from "hich he derived 

his initial frame \\Or~ for his theol) ( teers & Porter. 1987). I he theor) argues that 

JOb satisfaction depends on the moti\ator factor . \\ hich mclude \ariablcs -,uc.h as 

achie\ement. recognition. the work it:-.elf. responsibilit) alhanccmcnt and gro'"th. 

Comcrscl) dissati f} ing C\.perience~ ca lled hygiene factor:-. n.:-.ulted largd) from 

e\.trin ic. non-\\Ork related factor such as compan} policie,. sulal) and -.upen 1sor: 

st) le. Each set of facto~ related to one aspect which identified the human being's 

dual nature regarding the work environment. 
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11m mothation facto~ relate to job sati.,faction nnd h~gicne !actor:. relate to job 

di tbfaction. Thb ''ill in tum reduce stre" and imprO\c perlonnance. llcrlbcrg· 

''ork b credited for its stimulating thought of introducing mothation at the \\Ork 

place and therefore gi\: ing people are better undcr!>tanding of job rt!latcJ 'ltrc-,.., C ntiC'> 

of the theor) argue that it doe::, not ghe sut1iciem auenuon to indi' tdual 

characteristics "hich are vel) important in undcr ... tanding hum<ln bchJ\ ior (Bioona. 

2007). 

2.3 The Concept of tre ~ 

The origin of the concept of stress predate!> antiquit) Dcmcd from the Latin \\Ord 

.. stnngcre·· stress was popularly used in the seven teenth centur} to mean hard..,hip. 

ad' crsity. or a miction. It was used in the eighteenth centuries to denote force. 

pre,.,ure. strain or strong efforts "ith reference to an ob_rect or person (KhanJ..a. 2007). 

The concept of stress ''as first used in medical ~.ciencec; b) endocrinologist llans 

el)e. \ccording to el}e (1974). stress is the "a) one responds to change. It aflccts 

the function of the nervous system. cardiovascular s) .,tern and the bratn. so that if an 

individual is o'en,helmed by over..timulation of the .. e s)stem.., the) end up in a ..,tate 

or chronic stress activation. Co' ( 1980) views ">Ires., as a set or physiological 

adaptations of the body to maintain homcostasb in the lace ofthreat. harm or loss. 

Robbins (2003) define.., stress as a d)namic condition in ''hil.h an indi,idual is 

confronted "ith an opportunity or demand related to "hat he or she desires and lor 

"hich the outcome is perceived to be both uncertain and important. tress is a 

complc' emotion that produces ph}siological changes to prepare us for •·fight or 

night." It consists of an indi' idual's physical. social. spiritual. intellectual and 

en"ironmental \\ellbeing. It takes into account lilcst)'les and circumstances beyond 

single events that rna) trigger a stress response (Bioona. 2007). ll is important to note 

that rcsearche~ ha\e identified good stre::,s also tailed cu-,tre ss \\hich refers to the 

health). posithe. constructive outcome of stressful events and stress re::,pon..,c. It i'> 

also the experience that activates and motivates people to achie\ e their goals and 

succeed in their life' s challenges (Deshpande & Chopra, 2007). In order to 

under!itand stress it is important to look into the c.tuses ol stress. These arc discu-..,cd 

in detail in the next section. 
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1.3.1 \\ ork trc 

\\ ork strc's arises from strcs-.or!) at the "orkplacc. ·r he'c arc the demanding and 
unreasonable situations associated '' ith the organilation ihel t: I he) include high 
le\el of organizational politics. demanding organi1ational <;ultures and poor 
leader hip st) les ''hich can creJtc fnction: heighten d)sfunc.uonal competition 
bct,,cen indi' iduals and increase strc'iS (hance' ich ct ul. 2006) Lack of pcrlormuncc 
feedback. madequate career development, \\or!,. place '1olcnce. sc,ual hara~~mcnt and 
inequalit) in remuneration and inccnti,es have also been c. !led ao., some of the causes 
in the increase of stress among emplo)ees (\1c hanc et al. 2008) Gidarno.Everl) & 
Dusek ( 1990) identified a condition called assembl) line h)-,tena \\hich ''as caused 
b) boredom on the job due to repetitive tasks. lad .. of abllit} to commun1cme and 
converse ''ith other '"orl,.er:~. and led to lo" job satislac.tiOn. [rnptrical n.:-.can:h b) 
I urnage & pielberg (I 99 I) found opportunity for career advancement to be the most 
frequent!) cited "ork stressor. 

Coleman (I 998) has identified role conflict and role ambiguity as some of the major 
sources of stress. Deshpande & Chopra (2007) describe role conflict as the 
simultaneous occurrence of t\\0 or more tasks "hkh arc sets of pres ... urc such that 
compliance "ith one '"ould make it impossible to cumpl) '' ith the other. I he 
emotional cost of role conflict is renected in mcreascd tub tenston. Jo,, lc"cl" of rob 
sati'ifaction and reduced confidence in the emplo) ing organitation. Role ambiguit} 
occur , .. hen an indh idual has inadequate mformation about h1s rok at \\Ork. I h1s 
may reflect on clarit) about \\Ork objecti' cs. colleague'· e:-.pectmion~ .mJ k\cl of 
authority. Individuals may also e:\perience role ambigutl} when the} enter new 
situations such as. joining the organization or taking forctgn assignments (Me hanc ct 
al 2008). Greenberg & Baron (2007) posit that having more responsibility at work 
can lead to greater stress. It is the responsibtht) for people \\hich appc,tr' to carr) 
greater risk to health. alter all managers arc cuught bct\\een the need to satt'il) 
members (gi\ ing rai es) '"hile at the same time maintaining budgets. \\ ork O\crload 
is a situation where employees are assigned more worJ,. than the> can complete in a 
specific time period. A common problem in Japan is that of death from ovemorking 
and has its O\\.n name Karoshi (Khanka.. :W07}. 
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2.3.2 ~on \\ ork ~tr 

Non \\Ork ~tre.,., is a-s a result ol -.trc ... -.ors out ide the organi1ation and 'hould be taken 

into account ''hen tr) ing to under.,tand job related ..,trC\'> -.mce the)- impact on 

employees· performance. C~tremc emironmenb and economic disruption ha\e 

become very stressful ''ith Ken}ans having to deal with drought. floods and inflations 

(~Iunati. 2005) For most people in the recent years. the \\Cal-. financial position has 

forced them to taJ..e a c;econd job (moonlight) or the spouse ha., had to enter the 

\\OriSorce in order to maJ..e ends meet. This satuation reduce .. time lor recreation and 

family acthities. I he 0\erall effect on emplo~ecs h more stress on thear pnmal') joh .... 

Conditions of housing and services such as shopping. tran<,pon and hcalthcarc 

services continue to be very strcssrut. Aspects of' divcr-.it)' such as race. gender and 

culture have also been sighted b) Ken) an manager-. a'> major contnbutors to strc''· as 

they h:ne to deal ''ith empiO)CC'> "ho ha'e diflerent bchct~. 'aluc., and di'>parit) in 

opportunities for economic development (l'.aituli. 2008). Terrorism as an incrca-.ing 

source of environmentally induced stress in the t\\Cnt} first centur). £·lying. ''orking 

an skyscrapers and attending large public e' ents have also become great concern lor 

security and this has led to increase in the stress experienced b) individuals (Robbin-. 

& Judge, 2007). 

Life events such as death of a spouse. di\orce and injury to one's rami I) member hJ\C 

"enous effect on people and can be major ~urc.:c-. of non \\Ork -.trc-.~. \ ... unc) 

conducted b) Havtovic & Keenan (I 991) found th.ll da\ orcc interfere" "ith "urk 

more than an) other trauma in a person's life. I imc ba~ed conOict rders to the 

challenge of balancing the time demanded b) \\Ork and other non "orJ.. acta\ itie-.. 

According to Phillips. Campbell & \1orrison (2000). "hile carr}ing ou t a .,urve) on 

242 married veterans found that the greatest stre~._ emanated from lack of qualit) 

family time and financial constraints. 

According to Me hane et at. (2008). strain based c:onflact occurs "hen ..,trcs~ from one 

domain spills 0\er to the other. For instance man) protcssionals no'' routine!) U'>C 

their cell phone. pagers and BlacJ.. Berry v. ire less device., for worJ.. related tasJ..s '"hilc 

at home or e"en on holidays. The) argue that the u~c of technolog) "hile on holida) 

beats the logic of taking leave to manage stress. 1\,e" rc ... ponsibilitie., such a ... the birth 

of a child and a mortgage are also stressful to mo~t pcople. Accordang to KhanJ...t 
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(2007). "hen stress pe~i l~ and becomes C:\CCSSI\C 'ariou-. S) mptom., harm the 
emplo) ee · job perfonnancc. health and threaten thear abiht) to cope "ith the 
en~ironment Consequent!) the sub,equent 'c~,;tion ft)CU,C!> on ho" ~trcs!> manik-.ts 
it elt: 

2A Stre ~ .l\lanife tation 

The emergence of stress outcomes takes time to identif) and eventual I} C\ idcncc is 
a\ailablc upon "hich to conclude '"hether empiO)CCs are stressed. for example. an 
emplo) cc de' clops uncharacteristiC pattern of Friday and t.londay absence. a sales 
person begins to lose business deals. In another in,tance. an emplo)ce di,pla) ~ 
sudden apparent unprovoked outbu~t of anger. Fach of these indi' iduab is 
e:\periencing the effects. or consequences of stress (lvancc\ICh et al. 2006). Robbms 
(2003) proposes that employee stress manifestation be t) pica II) grouped mto 
ph}siological. ps}chological and behavioral categoric~. 

Ph)siological manifestation descnbes the cumulative damage that stn.:'s ha-. on the 
human bod). The stress respon<;c huts do"n the immune s)stem "hi~.-h make-. u-. 
more vulnerable to viral and bacterial infection. l\1an) people C:\pericnce tcn-.1on 
headaches, high blood pressure, ulcers, back pain and coronal) heart disease. I hcse 
physiological ailments are attributed to muscle contractions that occur when people 
are e:\poscd to stressful situations. \\ ard\\CII, H}man & Bah son ( 196-l) set out to 
examine consequences of stress. lhe~ found that cardio,ascuiJr disease~. mtgrame~. 
ulcers. accident proneness and h)pcrtension \\hich lead to premalignant tumor.., later 
on in li f~ \\ere h1ghl> correlated to the stress that indi\ iduals c\pcrienccd \1c hJn..: ct 
al. (2008) further observes that cardiovascular disease is one or the mo-.t disturbing 
eOects of stress in modem societ) and. is now among the leading cau ... c or death It 
continues to receive a lot of attention in medical ~cicnces and this ha-. led to the 
inno\ation of pace. etters that help rcgularue the function of the heart. 

Psychological manifestation which include. irrational beliefs. irritabilit}. lack or 
concentration, anger, poor self-esteem an,ict}, low motivatiOn. lo" job sausl~lc.tion 

and organizational commitment are consequences of stress. Oarsky. Thcrom. Warren 
& Kaplan {2004) while conducting empirical research on the negati' c effects of -.trcss 
found that \\Orkplace streS) is negati\el) related to job satisfaction and organiLational 
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commitment 1milar studie::. conducted in Mala) ia b) Ahsan. Abdullah. Fie and 

A lam (2009) found that stress ''as negath el) currclatl!d to job ~atbla~tion . In chronic 

situations the ps)·chological symptoms of stres'i start to become manifest in an\iCt) 

states, phobia<>. obsessions and neurosis (Bioona. :?007). 1 hc!'>e ps)cholog•cal 

manifestations of stress can ha\ c a direct Cl•'t on thl! organitation... Khanka (::?007) 

provide!> anal):,i:. of the detrimental etfects ol '>tre..-, and point-. out that it has been 

estimated that its annual cost C:\cccds I 0 percent or the.: l S gross national product. 

Experts ha\C predicted that if the number of strl!ss rl!lated \\Orl.:cr compen-.ation 

claims continue to grow at the current rates. this increase will bl.! reflected in 

organizations increased expenditure on medical cover and ma) in turn afTect the 

organizations efTcctiveness (Luthans. 2008). 

Behavioral manifestation of strcsc; is characterited by slt!ep disorders. obesit). rapid 

speech. increased drinking, smoking and drug abuse C\eral billion-.. of barbiturates 

and amphetamines are consumed annually in America (Luthans. 2008). Ba-..mg his 

observations on executives in India, Khankha (2007) ghes the lollo" ing statisllc'i: 

that 1 in 4 Indian executives sufTer from obec;it) and 44 percent or the middle level 

c\ecuti\eS repon that job stress drives them to high ICH!I of alcohol consumpt1un. 

Low productivity and missed targets. increased accidents. Internal conll1cts. 

committing more errors than normal and taking longer over task<, arc also beha,ioral 

consequences of stress. In utterly intolerable conditions individuals ma) lea\e the 

organiation and seek work else\\ here or sink to despair at home (Cole. 2005). 

lvance\ ich et at. (2006) reports that it co:,t appro:ximatcly 1.2 million l dollars a 

}Car to empiO) ne\\ per.~onnel to make up for lo~t productivit) as a result or 

absenteeism. alcoholism, substance abuse. sabotage and turno,cr m the U A. lhc 

loss to the organizations all O\Cr the \\Orld resulting from strcs'i related conditions is 

estimated to be substantial (Cole. 2005). Holmes & Rahc ( 1967) conducted a stud) on 

stress and found that the more an indi' idual e,_periencc') sudden tile C\cnts the more 

is stress experienced and in turn the poorer \viii be hb consequent health. It is 

therefore important to identif)· strategies that ''ill help us co~ '' uh stress. Stress 

management as discussed in the subsequent section is Important in ensuring that stress 

does not lead to poor performance both at the indi' idual and corporate leH!I. 
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2.5 . trC'I Management 

hancc\ tch et al. (2006) contend that much of the strc..,~ c~pericnc:cd b~ people in 
indu trialw:d nations ongtn:llc:> in organizations and ~tre that ongtnatc!'> ebe\\hcrc 
atrecb our beha,ior and performan~.:e in the ..,arne organillnion' ~tress management 
imohes de, eloping programs th:lt improH! the O\crull \\cllbcing of cmplo)CCs m the 
long run; theses in tum ha\e a positi\c impact on corpomtc pcrformJnce In an ellon 
to imprO\ c linancial and operational performance. organinttion' are no" including 
stre':> management component as one of their ... mncg I.' choice-.. I his -.tratcg) "ill 
depend upon the :>ize and resources of the organilallon. r he orgamLation ma} locus 
on primal") pre,ention le,el ""hich intendc; to reduce or eliminate the demand causing 
stress. It rna} also take the secondal) prevention level \\hich intends to modi f} the 
tndividuals or organizations' re ponse to stress. The tertia!) pre\ention le-.cl is 
intended to heal the individual or organiLational S}mptoms of distress and strain 
(i"elson & Quid. ... 2009). I vance\ ich el al. (2006) h<l\C identilied a 'ariet) of 
approache for preventing and managing stress. 1 hesc mclude soc1al suppon. 
indi\ idual and corporate approach. 

ocial support can be defined as the comfon. assistance or infonnation llnc rccCI\e.., 
through formal or informal contacts with individuals or groups. cct..ing -.ocial 
support is referred to ~ ... tend and befriend" rcspom.c to stress rather than the 
alternative •·fight or flight option"'. According to O"erholscr. 1\,jorman & \.1 iller ( 1990) 
social suppon is a contributing factor to the development ol an individual's \\ell being 
and lac!... of it can lead to ps}Chological and ph)sical illness ocial suppon operates 
b> providing some kind of buflc r between people and the stres~ caused b) ''ort.. and 
non·\\Ork stress. Both the quanllt) and the qualit) of social relationship that 
indiv iduals have with other!> appear to ha\e a potcntiall) important cflcct on the 
amount of str~ the) e\.perienc:e as \\ell as the ltkl!lthood that strc-.-. '' 111 ha' e 
negative efTects on cmplo)ces' performance as a n:~ult of poor mental .md ph)'ical 
he31th (lvance\ich et al. 2006). 

ocial support sources include famil) members (immcdi.IIC and e~tend~.:d) Fan11llcs 
II) to work at promoting positive relationships among members and allempts '' ith 
\31") ing degrees of success to arrange itself into a functional group so that it enables 
each member to meet thei r goals and objectives. More spccificall) families de,clop 
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their own special St)les or strategies for coping with stress imposed from ouhidc ur 
from \\ilhin the famil) (Bloona, 2007) People nrc faced with perpetual un~ertainty 
about their ''orld and the issues "ithin them. ocial support is consi..,tcntl) cited as an 
e·Jectr\e stres~ coping strategy and reduces the health complaints e\perienccd during 
periods of high stress. Billings & Moos ( 1982) e\amincd the possible buflering 
ellecb ofworl-.. and family resources in a sample of 29-t Jam1he') m the an Francio;~o 
Bay Area The} found that \\Or!... and famil} resources moderated the rcl<nion ... hip 
between stres.,ors and outcomes including deprc\SIOn. .tn:-..iet) and ph).,ICUI 
S)mptoms. Other C\tra organizational support S)'>tem., mclude the neighborhood \\C 

lhe in. the spiritual support group., \\e belong to. health professionals \\C con .. ult Jnd 
selfhelp groups. 

Both teams and groups in organizations provide u structure for the ''ork .md 
interaction of their members. A team ·s work and performance is said to be 'i) nergistic 
or greater than the work and the performance of an individual but its el fcetivencss 
relies on the satisfaction and ''ellbeing of its members It therefore must be able to 
maintain the commitment of its members particular!) during stressful times (Robbin'>. 
2003). upervisor support is the degree to '"hich cmplo)ees percei\e that tht: 
supervisor offers employees '>Upport. encouragement and concern. ~upportr"c 

supervisors will ensure that their staff have access to the resources they need at worl-.. 
h is also important that supcn isor!> allo" time for cmplo)eC!> to de\ clop and nature 
their social support net\\Orks as the> are effective at reducing \\Ork ~trcs:-. (Mc.~hanc 

et at. 2008). 

Individual approach to stress management includes escaping stress b) requesting for 
transfers. finding alternative emplo)ment or even taking earl> retirement. According 
to Robbins (2003). noncompetitive physical c~crcisc such as aerobics. \\all-.ing. 
jogging, sw 1mming and riding a bic> cle have long been recommended b) ph) '>ICJans 
as ''ay of dealing \\ilh excesshe stress Je,cb. Emplo)CC) can aho adopt stress 
reduction techniques such as meditation. h) pnos1s. biolcedbacl-.. and positi"e thinking. 
An understanding and utilization of basic umc management principles can help 
individuals cope better '' ith tension created b) job demand such as constant rushing. 
missed deadlines. \vork overload and the sen'ie or being O\Cr\\ helmed. insunicicnt 
time to rest and indecision. Kreitner & Kinicki (2007) have noted that thc-.c 
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te\:hniqucs onl) relie\e the ")mptom:. rather than eliminate the ~trc ...... or. The 

re~vmmend:nion i~ for empiO) ers to use broader .tppro.tchcs to mar1.1gc -.trcs:.. 

Corporate approach to managing stress is charactcritcd b) organitations pro' bion of 

personal leave. fle\ible work time. telecommuting. chtld care upport sen ice:. and 

redesigning job to help emplo)CC:. experience a better balance bct\\Cen their \\Ork 

and per50nal life. abbatical leaves are programs crc!atcd to encoumgc stre!>:. rclrcl 

and personal education. Newstroom (2007) points out that sabbatica l lea' e add:. to 

corporate fle\ibilit) and raises emplo)ee competence and esteem According to 

hance""ich et al (2006). \\ellness programs also l.no\\ n as health promotion programs 

foc us on the employees overall physical and mental health. 1 he) typrca ll) provtde 

workshops for people to qui t smoking. control alcohol cormrrnpt ion. improve 

nutrition and diet control. imply offering "ell ness program-. doc-. not guarantee 

positive results for either cmplo)ers or the ponsoring organ11attons. ucce .. sful 

programmes need top management and union support "hich ill\ ohes philosophtc.al 

and material support. Luthans (2008) categorical!) states that LAPs have been found 

to consistent!) reduce absenteeism, health care cost and disciplinar) action. Empirical 

research conducted pell & Blum (2005) contend the [AP:. gi'c the organitation <1 

caring nature and knowing these programs e\.ist can actuall) reduce the c;trcc;-. 

experienced by employees. It is also important to note that individual-.· level of strcsc; 

and hO\\ they handle it rna) be determined b> indi\ itlual ch.trm:.t~:rili tics. Thi i-. 

discussed in detail in the ne\.l section. 

2.6 J ndi' idual Cbaractcri \ tic 

According to Robbins (2003). it is important to rccogni.t.e and appr~:ciatc individual 

characteristics. as they ha\C an impact on empiO)CC productivit)'. turnover, absence 

and satisfaction. Worker.; with different characteri stics internet differ~:ntl} "ith their 

managers. supervisors, colleagues. and e"en customers. In a multitude of different 

\\a)S, individual characteristics shape beha\ ior and consequent!) lead to individual 

and corporate success (1\ancc\ich et al. 2006). ~1ore im portant!). some people thri'c 

on stressful situations. \\hile othc~ are O\en,helmed. Researchers ha\e thus focused 

on investigating the different factors that diiTerentiate people in term~ of their abilit) 

to handle stress wh ich in turn afTects their performance (Robhin-. & Judge. 2007). 

fhis is \\ell elaborated in the ne~t paragraph. 
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Educational Je,cl is a reflection of ,,ne·~ ab1lities. skill and cognithe ba~b. •\ more 
educated person e\.hibib a broader and more complex cogn1tl\ c lunctionin~ ~u~h 
andi\ iduab can be e:\.pected to discriminate among a \Briel) ol stimuli and ha\c " 
higher capacit) for infonnation proce,:,ing. Creatl\ it) i un intelleclUal re-.uurce that 
helps us di co"er nev •• innovati\.e \\J)s to percei\e pot~.:ntml .,tressors and cope ''ith 
them. Jong & Hartong (2007) concur and assert that emplo}ecs· le,el of education i-. 
likely to detennine their creativit} and innovati\C bcha\ ior at \\Ork and may lead to 
better corporate perfonnance. According to folkman & I azaru., ( 1993) our cognithe 
abilities allow us to adequate!} appraise the consequences of exposure to the potentwl 
stressor The} also emphasiLe on problem focused coping skills "hich ''ork by 
changing either the em ironment related to the potential '>tressor or doing something to 
change the wa) the stress afTccts the person. Empirical rt:scarch b) Golubic et ul. 
(2009) revealed that nurses with secondary school qualification perceived hatardo., at 
''ork and shifh,ork as being more stressful than nurses'' 1th college degrees. 

The age of employees is one of the factors that distinguish people. 1 he age of 
employees has an important impact on career de.,elopmcnt. performance. labor 
turnover, absenteeism, job sati sfaction and stress experience (Cole. 2005). '-elson & 
Quick {2009) observe that younger emplo>ees a more c'pericnced. stable, reliable 
and make up a healthy workforce. 1 he} further observe that many are well trained 
and educated and their knov.lcdge can ha\ e positi\ c cllcct on corporate pcrfom1ance. 
It is I il.;.el)' that career de\'clopment and promotion for younger employ ec~ "ill be 
slov.er as higher proportions of older employee:, remain at the worl.. force. I mpincal 
studies conducted b)' the Universit) of Michigan (2007) found that older empiO)CC'> 
experience less stress unlike their younger counterparts as a result of developing 
resi lience. According to Newstroom (2007) resilience ln\olve~ <.,pccific competcncie<., 
and beha\iors that dc.,elop overtime in an indi\ldual .tnd help one to rc ... pond and 
adapt more eiTectively to stress. llo, .. ever tudies conducted b) Patrickson & 
Jlartmann (1995) reveal that there is no correlation bet"ecn age and performance. 

Khanka (2007) argues that gender has a profound impact on behavior at \\Or!... It 
arrccts one· s turnover and absenteeism. Research shows that women· s ab-.enteeism 
level's "ill be higher than that of men as a result of their home and famil; 
responsibilil). "hile men \\ill score higher on tumo\er due to their nsk takmg nature 
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and need to explore their entrepreneurial characteristics. According to Robbin., (2003) 
change:. that ha'e taken place in the last 30 )ears ha\c mcn:a-.ed lemale participation 
rate at the \\Orkplace Resolutions su has aflinnati\ c a~:tion m Aln~:an countries and 
esJX-ciall) "cn)a are giving ''omen more opportunitic: ... ut the \\Orkplacc (C•o" 
2007). Furthennore. half of the \\Orking "omen arc single. di,orced. "idt•\\CJ ·>r 
head of families. Key issues such as "'ork famil> conllict. child care .1nd ~\ual 
hara.,sment continue to be major sources of stres'> and ma} reduce organi1allonal 
efficienc}. Despite th is. stress re.,earch conducted by ~larcinkus. \Vhelan-Berr) & 
Gordon (2007) re\'ealed that "omen \\ere able to cope with stre~s since the)' appl) 
better coping methods like seeking social support from other mem~rs of the famil>. 
their friends and colleagues. Whereas men will ignore the 'ltressor or tr) and deal" ith 
11 on their 0\\n, women seek help. 

Marital status is characterized b) establishing long term rcbtionships. Bloona (2007) 
points out that it is important to note that an increa.,ing percentage of indl\ idual-. arc 
choosing to remain single as a result of the changing concept of marriage and dc-.m~ 
to n:main single. \\hat people find ''hen the} do marr) is that man) of the 
e\pcctations are unrealistic and cannot be fully reali1cd \lone> and -.e\ual problem'> 
also start to feature in long-term relationships. This leads to higher levels ul stro.:c,o,, us 
couples seek separation and divorce. Sutherland & Cooper ( 1995) undenoo" a survc) 
on the JifeSl} Je and pressure faced by 118 chief C.\ecuti\ CS listed in the "rhc lime·· 
top I 00 European companies and their spouses. 1 he} listed time pressur~ and \\Or" 
family connict as their main stre sors. lienee it appear-. married couples seem to 
e:\perience more stress than those who choose to rem am smgle. 

Tenure refers to the a\'erage number of )ears the cmplo)ees ha\e been "ith an 
organization. There is a positive relationship bet\\CCn lung tenured emplo)ccs and 
producti\ it) Studies b) alami (2008) demon-.tratc that long tenure 1s po-.ttl\ el) 
related to organizational commitmem ''hich translat~s to Jo,,er le\els of ab-.c:ntcc.:i-.m. 
In fact. in tenns of both frequenc1es of abs~nce and total da)s lost at \\Ork. tenure.: 1s 
the single most important explanatory variable. ·1 enure is also a potent variabk in 
explaining turnover (Robbins. 2003). It is assumed that ski lls, knowledge, values and 
aptitude of employees improve "ith time. Employees \\ho have acquired these 
characteristics O\er time are able to identif> sources of stress and appl) cffccti"e 
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coping kil b. Tenure is thus po iti~cl) related to the management of strcs'>. Rloona 
(2007) con ur!) and assen that if,,e ha\e coped effe~.:ti\cl) \\llh stress in the pa ... t. \\C 

can dra'' from that e\.perience to help u manage the stre that \\C face in the future. 

Personal it) is a collection of thoughts. attitudes 'a lues. belief.;. perception. bcha\ iors 
and emotions that define who \\C arc. hO\\ \\C 'IC\\. the \\orld around tb. and ho" 
others perceive us. Bloona (2007) ac""no'' ledges that the lin"" bct\\CCn 1 ) pc \ 
persona lit} and stress as one of the most ''ide I} do~.umcntcd relationship .... An 
empi rical stud) conducted b}' r ncdman & Ro en man ( 1974) found that traditional 
corona') risk facton; such as dietal") and genetics could not totall) e\plain or pn:dict 
coronary hean disease (CHD). Instead the) began to unco\er a pattern of bcha\ ior or 
trait ""hich they eventually ca lled Type A behavior pattern (1 ABP}. They describe 
T}pe A individual as someone who is ah'a}S trying to achieve or acquire more and 
more things in less and less time. 1 heir competitive nature. aggrcssivenc'>s. 
impatience, hostility and obsessive behavior enhance vulnerabilit) to strc ... .,tul 
e:\.periences Friedman & Rosenman (1974) \\ent a step funher and mdenutied a 
second per<>onalit) pattern. T}pe B behav1or pattern io.; main I) free ol t) re t\ 
characteristics and has calmer and more relaxed persona lit) . The t) pe B pcr ... on ha.., a 
considerable drive to want to accomplish things and wort.. hard but he hus a confidcm 
St}le that aiiO\\S him or her to , .. or"" at a stead} pace and not race again..,t the cloc"" 
(hancevich et at. 2006). lndi\ idual characteristic'> influence indi\ idual pcrform:lllce 
which rna} affect corporate pcrfonnance. Different measures for corporate 
performance are \\ell elaborated in the subsequent c;cction. 

2.7 Corporate Performance 

Corporate perfonnance is crucial to the sun ivai of an) organitation. Pcrfornl.lllCe 
measures are needed for decision regarding management compensation pad.age~ and 
rec;ource allocation. Peacoc"" ( 1995) argues that there 1 ~ no correct definition ol 
performance and suggest that conflicts bel\\ccn managerial per .. pc~.th(!.-. he 
recognized. The classical approach to corporate performance is best described b) the 

in"" and futtle model (<;i nk & Tuttle. 1989). 1 he model propose'> that the 
perfo rmance of a corporate S)Stem is a complex interrelationsh ip among c;c,en 
performance criteria: effectiveness. efficienc). qual it) of produc~. producti\ it), 
qualit}' of \\Ork life. innovation and profitability. A such corporate performance can 
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be judl.!ed an terms of ''hethcr or not an organintion nchie\C:o. the \ariou~ ct 
objectl\es. r hec;e objecti\e~ rna) be quantitati\e measures ~uch as mcrea~c 111 O\c:rall 
re\enue anJ qualitative measure such as cu tamer sati..,faction and creation of nc" 
products according to time and rco;ource target. 

2.7. 1 Quantitathe Performance \l ea urc 

The most obJeCtt\e and commonl) cited indicators of performance mea ... urcment .tre 
the financial data. Getting the financial measures ic, an important pan or running J 

growing bu~mess. A fmancial mea ... ure should pro\ 1de the corporat1on '' ith a ..,c:t or 
toob and metrics that help to under~tand the corporauon·~ financial po:o.ition. I hi-. 
information can be used for making business dec1s1ons an a num~r of area-. including 
bu iness profitabilit), pricing, budgeting. cost. 'itrategic planning and inccnti\e 
compensation. Most growing businesses ultimate!) target increased profib, 'iO n's 

important to know how to measure profitabi lit). According to \lturph). 1 railer & llill 
( 1996), profitabilil) measures the extent to "hich a business generates a profit from 
the factor of production: labor, management and capital. 

Profitability anal)sis focuses on the relationship bct"een re,enues and c'\pen c~ and 
on the le\cl of profits relative to the size of the invc!>tmcnt of the busincs:;. I hcsc 
include c;aJcs turnover and profitabilit) measures like return on imestmcnt (ROI). 

return on assets (ROA). return on cquit) (ROC) and earnmgs per share (I P~) "hich 
measure financial succe·s (Parker & Bradle). 2000). l·1nancial el1icienl;) mca ... urc.:~ 
the degree of eflicienC) in using labor. management and capital. I:flicicnc) anal) ... is 
deals "" ith the relationship bct\\Cen inputs and output.... Because mpuh can be 
measured using both physical and financial terms. a large number of eflicicnc) 
measures in addition to financial measures arc usually possible. 1 hcse include 
depreciation expen e ratio. interest C'\pen e ratio and net firm income operation ratio 
(Gra), 1997). 

2.7.2 Qualitathe tea urc 

In the last fev., years financial performance has been incorporated "ith other non
financial performance measures. ince scholars and practitioners ha"c e\prcsscd 
di<o~tisfaction "ith exclusive use of financial measures arguing that it encourages 
shon-terrnness and local optimization and therefore O\erloo"-s the long term 
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impro' ement strateg). ignoring competitor infoml3tion and interaction '' ith 

cu omers. This has forced c:xpcn ... t de ign non - financial pcrlbrmancc mca urc~ 

that focus on 3<ipects of marl..ct <,hare. marl..ct ~ro" th. co ... t marJ..et cfle~.:tl\ cnc''· 

technological enecti\ eness , .. hich ensures faster dclhcry of quaht) produ~.:t-. and 

sen ices. dh-ersification, and product dc,elopment (Kaplan 8. orton. 1996). 

Other measures include human n.:source strategies cspccially the abilit) to retain 

cmpiO) ees O\er a long period of time, leader ·hip 1.!1 lc~.:ti\encss. customer retention. 

grO\\th and brand image and reputation (E,ans. 2005) Corporate eiTecti\ene..,s is the 

measure of ho'' successful organitations achie\c thcar mission through thear c.on.: 

strategies. Corporate effectiveness studies are concerned with the unaquc capabilnae-. 

that organizations develop to assure success (McCann, 200-1). Internal pcrfom1an~.:c i' 

also referred to as the health} S)Slem. "hich is characterized b) focused and goal 

oriented problem solving. balanced po''er relation ... hip,, C\perimentation and ne'' 

beha\ iors, dispersed decision mal..ing processes, top management commitment and 

development of good relationship bel\\een management and emplo)'ee ... ha\e abo 

been adapted as important measures of qualitati\e measures ( a) eed. 200 I). 

2.8 tress and o rpora tc Performance 

J\lthough having undeniable enccts on corporate performance .... tre ...... has been 

understood from the individual per ... pecti\e. \1o t of the research on the effec.t~ ol 

stress has been centered on indi\ idual performance 'C\\!)troom (2007) cites th~o: 

invened U relationship as the mo!!t , ... del} studacd p.lll~:rn. The logic undcrl) ing the 

invcned U is that moderate levels of stres!! 'timulatc the bod) .md enhance 

performance. In contrast, too lo\\ or too high strc'" allcct~ performance nl!gati,cl~. 

I his inverted U pattern ma) also describe the reaction to "ress ovcniml! a~ "'ell a-, to 

changes in stress intensity (Robbins, 2003). 

The notion that stress has detrimental effects on individuals. and subsequent!)' afTec..:ts 

the performance of organiLations is shared b) a c;e, era I rc-.earchers. Lambert. Lam~n 

& Ito (2004) cite stress as a maJOr contributing factor to corporate inefficiency, high 

staff turnover. absenteeism, decreased quality and quantity output and increased 

health care cost fo r staff. According to hance\ ich et al (2006). '' hile organization 

con cquences are man) and varied. the) share one common feature. tre~s cost 
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organiz..ations mone.>. A 'ariet) of estimates and projections from goH~rnment. 

indu trie!) and health groups in L :\ gl\e the estimate at 300 billion dollar:- annuafl). 
Thi huge figure reflects on the co h a~tated ''ith mental nnd ph)sical health. tot 
\\Ork time. turnO\er sabotage medical. legal and insurance cost (Kreitner & 1\.intd:i. 
2007). 

A notable research conducted in the LSA b) Kernel) et al. ( 1987) found that !>tress 
negath el) influenced organizational performance. D<lla collected from 370 
emplo)ces of a South Eastern Unhersit) and analy.tcd u~mg a correlation design to 
examine the relationship between role ambiguil}. role connict and performance found 
that role ambiguity and role conflict resulted to high Je,eh of job dis..,ausfaction 
which in turn influenced turnover intentions. tudics conducted in the L \ by 
Rabino\\itL. & Stumpf (1987) using a sample of I 02 L niH:r.,it} faculty member.., of 
the Texas 1 echnical University. found that role conflict was negative!) related to 
performance. 

lmtiaz & Ahmad (2009) also in,eo,tigated the relationship bct\\een ..,trc'' and 
corporate performance using a correlation design. Data ''as collected from 78 medical 
officers in Pakistan. The study re,caled that the medical oflicers were highl.> stre,.,cd 
by inadequate pay, rigid organizational structure and personal issues. I his in turn 
affected thetr job performance and also reflected negativel} on the organizations 
effc(;tiveness. In a similar stud) on the relationship bc!t\\ccn stress and performance 
carried out on 47 bank managers Ali et al. (2011) reported that their -.tudy did not 
suppon the negathe linear rdationship. Their stud) found a positi'c linear 
relationship between stress and perfonnance. l nlortunatd) their stud} could not be 
generalized due to a limited c;amplc size. r urthermore 111 order to comprehend the 
complc>.il.) of stress further studies should be initiated with o larger sample site. 

Empirical studies conducted in i'\igeria b) alamt. Ojokuku & llesnami (20 I 0) also 
tound that stress was negati\cly correlated to performance. llte slUd) intcrvic,,cd 135 
individuals holding managerial positions in their organi1ations. The} reported long 
office hours and work overload as being most stressful. The} recommended inclusion 
of counseling at the workplace and stress reduction "' orkshops. Research conducted in 
Bots\\ana b) Ongori & Agolla (2008) re,cal that \\Ork O\erload. uncenamt) Jbout 
the future. poor communication in organi1ations. insufficient resources and conllicLS 
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as being the major stressor . The stud) also n:-.:ealed that thc~c strc-.~ors could 
ad\er~CI) al teet the efficienc} of organil3tions, increase cmplo)ec turnoH:r. lo\\er 
mot I\ at1on and increased e\penditurc in health care co:-.t, "hich in turn ha~ a ne~ath c 
effect on corporate performance I he) recommend larger sample~ that "Ill gl\c a 
holistic' ie" of the source and eftect ofstre ... ~. 

1\lgcno (2007) e\3mined the causes of burnout among primar) ~chooltcacher~ "ithin 
Kericho municipal it> in Ken) a and found that burnout had negativ~: unpal:t on 
perfomaancc of teachers. The rc earch also found out that lo" .-.alan~:.... lack of 
imob•ement in decision mal-..ing, hca' > \\Ork load and fe" opportunitico, lor 
promotion ''ere the main contribuung factors to teacher burnout. I Ia-. re carch 
concentrated on individual performance. tudies conducted at the Ken}an coa.,t b) 
\ltunali (2005) also found that strc ·~affected the perform,tnce of hotel '"or"-cn,. DJta 
collected from 300 respondents revealed that there was an increase in the number of 
employees \\ ho absented themsel"es from work ac; re~ult of poor health Naituli 
(2009) also found that stress affected leadership pract1ccs. Data colkc.tcd from 
Vlanagers \vorking in both the pub he and private sector in "-.en) a rc' ealcd that 
occupational stress affected the performance of Manager~ 

According to the University of Michigan studie~. the more signi !kant CO'>ts 
common!) overlooked and therefore under measured consequences of ~trc-. ... b) the 
organization include low staff momle. breakdo'' ns in communication. di-.satisfaction 
and dbruption of \vorking relationships, \\ hile 11 is cas1er to identil} the direct. 
tangible loss associated '' ith stre-.s. research b) the Cur\lpcan A gene) lor a let) at 
Work has indicated that it b the intangible indirect cost \Vhich ma) have more co!'ttl) 
effect on the organi?ation (Luthans. 2008). 

2.9 Ire , Ire Mani~ lalion and orporalc Performance 

According to Robbins (2003), most ofthe carl) concern ''ith stress ''as directed at 

ph}siological symptoms, this '"as predominant!) due to the tact thc topic. \\as 
researched by specialist in health and medical sciences. Research conductcu b} r,crl> 
& Benson ( 1989) found that overtime stress response C:\erts a generaliLcd "ear and 
tear on the body. When the body parts and S)Stems are forced to \\Ork ovenime for 
long periods '' ithout rest and reju,enation. the> begin to malfunction and cventuall) 
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breakdo\\n. 1 he relationship bcmccn !itre:ss and ph)::;ical di case is connected to Ji,c 
bod~ S}Stcms: the endocrine S}~tcm, muscular S}stt.:m, cardiovascular S}.,tcm, 
immune S) tern and digesti\:e S) terns. tudies by Chapman. Mandr)k. f·rommcr. 
Ed)c & Ferguson ( 1990) found that chronic '' ork stre,., \\US associated '' ith high 
blood prcs,ure. Excess strain on the e sy::;tems rc,uhs to ineftic1enc) and gradual 
brcakdO\\n m performance at work. 

Stre~ is a ri.,k factor for psychological problems such "" burnout, anxict) disordcrs 
and mood disorder::;. Chemisscs ( 1992) noted the folio\\ mg S) mptom~ of bunwut 
affected the performance of \\Orke~. lie cited lack of concern for clients. tcndcnc) to 
treat clients in a detached and mechamcal fashion. increasl!d discouragement. 
pessimism and fatalism about work. lie also pointed out that individuals that \\ere 
experiencing burnout lacked motivation and invol\cment in \\Orh: Research 
conducted b> Parslow, Jorrn. Christen. Broom Straadis & D'Souza (2004) revealed 
that both men and '~omen \\ ho reported higher levels of '"ork stress ''ere found to 
have poorer mental health and \\CII being. The intensit) of these ps)chological 
symptoms re:suhs to high stress le\els \\hich may d1srupt normal dail) fun<.lloning 
both at home and at '~ork ( tein. Miller & Trestman. 1991 ). 

Direct bcha-..iors that may accompany high le-..cls of ... trcss include unrrcdictablc 
weight gain or "eight loss, sleeplessness. increa,cd drug and alcohol usc. aggrc'"'"c 
behavior. family disharmon). lad: of skill dc-..clopmcm. ab.,cmeei.,m and h1gh 
tumo-..er rates. According to rc ... carch b) Kennncdy. llomant & Homant (:~004). 

workplace aggression has become a major concern in recent )Car~. Although ccnain 
individuals are more likel> to be aggressive, their behavior is o consequence of 
extreme stress. In particular emplo)ees are more likcl> to engage in aggressive 
behavior if the) believe they arc being treated unfair!). c~perience other fonm of 
stress that are be}ond the1r per::;onal control and \\Ork m ph)sical em ironmenh that 
arc stressful. The most current e-..idence a\ailablc suggc:-.ts that stress C'\Crt~ mainl) 
negative efTeclS on task performance. The greater the stress people encounter in hie: 
the more adverse!> their job performance tends to be. The end result is ncg.Hi'c ellcct 
on performance of organitations (Ongori & Agolla. 2008). 
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2. 10 ~trc , trc Management and orporatc Performance 

Both organizations and indi,.iduals <Ire high I) c:oncemcd about ... tress managem~.:nt .md 
Its impact on the stress, corporate performance relationship. Corporations contmu3ll) 
eek to impro"e managerial communication skill , cmpcmcr emplo)ee',) through 

participation. and redesign jobs to be more fullilling in order to enhance pc!rformance. 
Research studies conducted b} aundlund & orlandcr (2004) revealed that "cnior 
adults '"ho had undergone tai chi. a form of yoga and c:-..ercise noted that there \\tl 

impro,.cment in their 0\erall ps)Chological '"ellbcing "h1ch is as ociated \\llh 
positive effects on perfonnance. I mpirical research conduc:tcd b) Konrad & \1angcl 
(2000) C'\amined the impact of \\Ork life programmes on lirm producll\lt) in a 
national 5ample of 658 U A organi1ations. The) measured ''ork life programmes as a 
composite '"ork life inde:-.., '"hich included onsite da) care. c\tended matcmll) Jca,e 
and sic"- child care programmes. Productivity was mca<:.ured in terms of l ogari thm ~ of 
sales per emplo}eeS. The)' found that organizations that had e:-..tensivc '"or"-: - hli! 
programs reported higher productivit) le\els. 

tudies conducted b> \vang & \Valumb" a (2007) found that l1e'\.1ble "ork schedule 
were positively related to organitational commitment. reduced turnover and incre<l'>ed 
producti\it}. The impact of substance abuse on the '"orklorce plu-; a heightened 
recognition that emplo}ecs' general mental health afTects productivit) ha-; stimulated 
the development of ''ellness programs and "ork life programs. 1\ccorJmg to tole 
(2005). stress management programs are unponant strategies for coping "ith !)tre s. 
and arc like!) to be found in any "ell managed organi1ation that ees 1h emplo~ee ... 3!1 

its biggest single investment as \\Cll as one of its principal stakeholder-:.. 

tudics by Da) & Bedian (1991) reveal that supporti\e \\Ork emironmcnts arc 
associated with improved workplace performance and higher corporate performance. 
Empirical studies conducted in Turke) b) Babin & Boles { 1996) found that increa.,ed 
perception of a supporti\C management team reduces role stress and increa C':l job 
satisfaction. tudies conducted in the U A b)' Philips et al. (2000) also rc\eJI that 
male employees who got more spousal support on their careers perfonncd better. 
Research conducted by Marcinkus et al. (2007) also found that "ork based \Oeial 
support was positive!) associated "ith job c.;atisfacuon and organ11ational 
commitment 
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2. 11 ' tre , Individual ha racteri tic and Coq >orate Perfo rmance 

\\hen looking at tre~ as an aspect that affects emplo}ce proJucth it). it b important 
to focu on indh •dual characteristics o;;uch a emplo} ccs · age. gender. marital 'tatu,, 
le,el ol education. length of SCI'\ tee m the organization und ~r-.onalit> Re .. ~..trch 
conducted b) Iundell (2002) reveals that ;ounger cmplo}ce' c:\perkncc more •.tre'>'> 
than thctr older counterparts. In a suf\e} of L A adults aged bct\\een 25 to 7-1 )Car~. 
onl) 8% of young adults said the; only had one ~tre'>s free da> in a gi\cn ''eck. 
compared ''ith 12°/o of mid-l ife starters and 19~o of those O\er 60. The researchers 
concluded that older people seemed to mellow dov. n and reali1e there ''as no need to 
cet up ct O\er small thing!). tudies conducted b} \.1c.Canh) ( 1995) ha\c found that 
the area of the brain that activates response to stress -.aries among men and "omen 
Women secrete more O'\ytocin from the pituital) gland which helps scale bad. the 
production ofcortisol and adrenaline thus minimizing the harmful eiTects ofstressand 
promoting efTecti-.eness at \\Or"-. 

\sample of 300 workers taken in Australia b; Combs (200-1) rc\ealcd that m.trried 
couples 5eemed to experience more stress unli"-e thcir unmarncd colh:aguc-. I he) 
reported '"ork life balance, and child care as their major source of stress. Philip' et al. 
(2000) also concur and report that time based conflict is usuall> more acute for 
women than for men because house work and child care fall more on the ir shoulders 
as a -.econd shift in most dual career families. The) al<,o found that spou-.al support m 
marriage~ enhanced job satisfaction and organi.rational commitment. Ruderman. 
Oholott. Panzer and King (2002) reported that managerial \\Omen lound juggling 
multiple personal responsibilities promoted eflicacy. focu-. and organitation at \\Or~. 

tress may affect corporate performance difTerentl} dcpendmg on the educatiOn bel 
of those ,..,orking in the organintions. Research comlucted in the U A b} C.rt) \\UC7 

(200-t) rc-.ealed that people \\ ithout high .;chool d1ploma" reported trc ... ~ 30 pcr~cnt 
of the time. '' hile people with college degrees reported strc~s 44 percent of the ttmc. 
The) a lso found that the downward tum in health "as connected with dai l) <>trc .. sor!) 
and the effect on the health is much more de\astating for those without n high school 
diploma. Research conducted in C)'prus b) Karatepe & Karatcpe (20 I 0) revealed that 
long tenured emplo)ees managed stress better. Re-.ulb of a hierarchical moderated 
regre sion anal}sis re,ealed that the positi-.e effect~ of role conflict and emotional 

33 



e'.haustion \\ere \\Caker among frontline cmplo)ecs ''ith longer tenure Fmpiricul 
tudie;; condu~:tcd b)' Balkri..,hnamunh) & hankar (2009) abo found that long 

tenured ofliccrs in the central rescne pollee reponed lo" er tress k\ cis. I he 
researcher are ofthe vie'' that O\er time empiO)ces learn ccnain strc~s coping tacuc ... 
in the cour~e of e\perience at "ork. thcreb) enabling them to deal strc::.s trig.gered b) 
both \\Ork and non-\\Ork stressors. 1 he) recommend that stress programs th: launched 
to help deal with stress and enhance the '"ellbcing of both cmplo) cc" and the 
organization. 

r\ccording to \tcShane et al. (2008). stress afTects corporate pcrfom1ance dilTcrcntl) 
depending on the personalities of those \\Orking in the organitations. IIO\\urd. 
Cunningham & Rechnitzer ( 1976) "hile conducting research on stress found that 60 
percent of the sampled manager::. could be clearl) identified as t)'pc A. '' htlc on I) 12 
percent were classified as type B. Surprisingly. the characteristics that seemed most 
helpful to t)pe A individuals in their rise through managerial ranb (suc.h .1s 
persistence. fanatic obsenance of deadlines and the like) did not aid them m their 
performance records in top management positions. The) conc.ludcd that tolerance lor 
ambiguit)' and the belief that the) \\ere in control of thetr destin). ol the t)pc B 
individuals appeared to give a better perspective on running large organi1ation!> 
(Luthans. 2008). 

From the literature review it is apparent that stress h a gro" ing concern in 
corporations. Growing evidence sugge:o.ts that stress does ha\e substantial ampact on 
corporate performance; such C\ idcn(;e makes a strong CJ\C for understanding stress 
and hov. to manage it (Ongori & ·\golla, 2008). Researchers haH: main I) \tudied the 
relationship between individual variables. No kno\\n stud) has C\plored .tnd 
e\amined the innuence of stress management and individual characteri-;tic'i on the 
relationship be£\\een stress and corporate performance. ul11' an & Bhaghat ( 1992) 
concluded that the complc7-.ity of ~tress is best understood b) casting a "ider \anct~ 
of variables man interdisciplinal') frame\\ork. The conceptual frame"ork pre .. cntcd 
on page 39 thus explains the linkages in the literature rC\ icw. 
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Table 2. l : E mpirical ~ludic\ carried o ut o n ' trcs , tres Manifestation, Individual Differe nces a nd Stress 1\l a nnAcmcnt a nd Corporat e 
Performance 

Rc carcher( ) 

Kcmcl), Mossholder & 
Bed inn 
( 1987) 

Rabi~ &. tumpr 
(1987) 

Ongori & Agolla 
(2008) 

\ ariablc~ tUd) 
o ulotion 

~~~~~------~~ Role Amoiguit). 370 emplo)ee:-. 
Role Ctmnict '"'d of math 
Performance fastcrn 

Unh cr.>ity in 
U A 

Role Contlact an_d ____ 10:! uni\cr.>ity 
Performance I faculty 

Member of the 
Texas 
1cchnacal 

I Finding -- ~ 
Role conn act and Role ambiguity re ulted 
to higher levels of dissatisfaction \\ hich in 
tum innucnced turnover intentions. 

Role connact \\as negati\cl) correlated to 
perfonnance. 

l ni"e~it . ~~------~~~ ~~---4~----Strc::.s. Productavity 78 medical tress was negative!)' correlated to 
Performance and officer" in performance with doctor.> citing inadequate 
l'umo,cr Pakistan a and rsonol assues as most stressful. --~-----+~~~~----+L~~~~ trc::.~ and Job 47 respondents tress was positive!) correlated to 
Pcrfom1ance of management performance. 

le,el in 

Gap in Kno" lcd~e 

Need for funhcr rc carch in other nr~a.., of 
stress and ho\\ they allcct pcrlorrnancc. 

(. oncentrated on Olll! component of Stress. 

hplore stress management issues such as 
counseling. 

Recommended n larger snmplc for 
purpose of generalization. 

--.....,..----1- Pakistan ban~k.:,:..s -+~--:--:------:--:-----:----:::::-----+ Job trcs:-. and 135 mdividual found that c.trcsc: had a ncgati' c effect on Recom;-cnded strc,s rc.:Juction Pcrfonnance holding pcrfonnancc. Respondents cited work '~orl..shop::. and encouraging stress managerial overload and long ''orl...ing hours as most rcductton activitic such as exercise. diet positions in stressful. and rela.,ataon. 
N!.gcrion banJ..s 

Occupational . tress 75 respondents tress \\as ne~:-tati\CI) correlated to 
and Organiational from fi,e organi7ntaonal pcrfom1ance. 111C) cited 
Performance public. I \\Orl..load poor communic-Jtion. insufficacnt 

The) recommended the u"e a larger 
sample site for purpose of generalization. 

1 orgnni1ations re-.ource-. and contl1cb in the organization '---------- --------------l--------~~ be~ most stre:.s.:.:f.::u:.:I.~-----------L---------------------..1 
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The swdi~:' r~:vcalcd thatthl: c'\planation 1 ont, cd on indi\ idu.ll p.·rlorm.mcc. -
ol ~tress on P'!rlorman\:c l>iglllticantly Re\:ommendcd the uKhNunul uthe1 

,\lunali \tn.'"· lndi\ idual JOO lwtcl 
t~005) Pctlormancc and "orl..crs ~It the 

G"•ndcr Kcn)nn t:oast increased upon the inclusion of other L' .lfi.thlcs in order to understand the 
--------+=--------k~---:---:--+-::van:;=-:-a::;b7l~t!!>::.:·-:-o:--:-::":":'::-:-:-:-:-:--:-;----:----- comple:\tt} of stress. - -------i 

Found that burnout was on the increase l ocu..,cd on indi' idusl rcrfonnanoe. Ngeno Burnout, Wor~ I :!0 teJchcr., in 
(2007) 

Nnituli 
(2008) 

Parsto, .. , Jorm. 
Christen. en. Broom, 
~traadins & D' ouz.n. 
(200·l) 

Mundell (2002) 

1atud (2004) 

Gr\\) wacz (2004-) -

c.otubic. MiloSc\iC, 
Knc7cvic. and 
\ lustajbegovic (200Q) 

I 

tress 
and Pcrfonnance 

"itrc~s and Leadership 
Practices 

Kcncho. Kenya 

Manager., in 
Both private 
and public 

where teacher., C\perienced stress as a Recommended further re~arch in the area 
result of hea\) ''or~ load, lo\\ salaries and of stress management 
few opportunities lor advancement among 
others. 
Found that leadership practices were 
negatively influenced by stress. 

- - . . Need to exammc how strc:.'>allccts 
pcrfonnancc of aJI stat f and the 
OJ1:anization itself 

ector in Ken a 
\\ori mess ---~8~0:.::6=- ·~.;,t..;;.+-::F~o-un-d":"'"":'th-a-1-:-both ''omen and men '"ho Recommended reducing the impact of 

\\Or~ stres~ on it~ "orkforce bccau cit 
benefits both the indi,idu.11 cmpiO)CC and 
the productivit) of the organi1.1tion ns 

and !ental Health go,cmmcnt reponed higher h!\Cis of stress were found 

Age 
Stress L eve! and 
Perfonn.111ce 

Gender Difference:. 
and trcs" 

employees in to ha'e poorer mental health and 
\u.,tmlia wellbcmg. 

Adulls in the 
U~A aged 
Oct\\een :!5 and 
74 \COT'> ..... 
2816l 
citizen~ 
I 5 16 "omen 

8 percent of young adults said they had 
even ont.: strt.:ss fret.: day in a wee" 
compan:d "ith l2°o of mid-lifers and of 
those over 60. _ 
Women scorl"d highl) on chronic stress. 
The} also o;cored highl) on the emotional 
coping skills \\herca:. the men \\Crc found 

\\ell _ _ 
Recommends loo"ing .11 other moderatos 
that help under.,tnntl the strcs., cwcnence. 

Recommend further rc~arch to identifY 
the arc:t of the brain that nctivmes strc sin 
tx,th men and \\Omen 

,~I .;:;.J.;:;,OO.;;..;.;n~lc:;..;.'n:,-_-+-7'o:::....::.sc::..::o:;..;.r.;;.e.;.;h~i ~hi) till emotional inhibiti!!o!!n:... - -1--------..,.-....,..-..,...--..,...--:------1 
~tn.!" and Educmioo I OJ I \\Orl..ers Less cducatc.!d P'!Ople suffer fe"er stressful Recommended incJu,ion of other 
1 t.:vcl in the U~A days but \\ht.:n the) do suffer stress it is \ilriablcs such as the pcrs<1nalitics of the 

\tress. Education and 
\\ ork obi lit) 

1392 
cmplo) ees of 
tour unher!'it) 
hthpitaJ, in 
Cn,,uia 

more seven.: und had n lnrgc impact on \VOr"crs. 
their health 

----~ --
\lurses "ith s~.·condal') school qualificatron Recommended hospital mangers develop 
percehcd h.11ard~ at \\Or" and shift as strah.!!!IC'> for managing trc und 
being 'tati ~tkall) signilkam more ''r~sful ' tmpro'c \\Orking condition Ji,1r nurses in 
than nurse "ith college degrees. L rwtia 
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f Cornh-; (:~0() ll l \l,tr 1t.ll ~t.ltus and 
~Ire ss 

Karatepe & "'"aratepe · Role tress. 
tiona I (2010) £ mo 

E\h:t ustion and 

BnloJ...risnamurthy & 
Shankor (2009) 

Philips. Campbell & 
Morrison 
(2000) 

Park, \\ ilson & Lee 
(200-t) 

Tun 10\Cr 

• I evcl of Age 
hpc ricnce and 

lbction 
sand 

\atts 
5trcs 
SpOl 1c;:\l ~uppon 

~OCI 
Dcpr 

.tl ~upport. 
es~10n and 
nitational 
ucti,·ity 

Marcinl-.us. Whelan- !-.oci~ 11 Suppor1. 

tress 

------+~?;~1 
Berry & Gordon \\or ~ I amil.> Balance 
(2007) .1nd \ \ orl-. Outcomes 

-

1100 ''orker.; 
--

Married couple-; rer<mcd more stress th.lll lle<unnncnd, fnnhc< "''"""hun h<>Q 
Australia thc1r single countcrpam •. stnglc mdividuals who arc divorced or 

Results sho" that the positive effect of role 
\\idm .. cd ,.,.ith children d.·.tl w1th .trcs' 

Frontline hotel Future research to fbcus on s tress 
cmplo) ecs m conflict and emotional e\haustion on mnnagcment programme lor cmplo.>~s 
Cypms tumo,er intentions was weaker among the "ith shorter tenure. 

front line emplo)eCs with longer tenure. 

163 Employees with grcutcr e\pcrience e\hibit Recommend that inlormat1on obtained 
respondents lower levels of stress. from the research tx u'>cd to prepare 
from the suitable stress management progrums. 
central police 
reserve force in 
India 

12.t2 m.trried Both genders reported that income and l"\amine the interact he cffl'Ct among 
veterans in the time required for worJ... "as the greatest combinations of stressor' that arc 
USA dissatisfaction commonl} found in the \\Orld of\\orl.:. 

Males rcpo1 ted more spousal support on 
their careers. which enhanced job 
satisfaction and organi.t..ational 
commitment 

240 \\Orkc~ in Social support at '' ork had a direct and Gi,en that no single \'ariablc can explain 
publu.: ho~pitah beneficial cllect on psychological the relation..,hip it's important to include 
in \outhca<aem ,.,.elltlt!ing and organi7ational productivity. other variables. 
l nncd States 

---tocial support was positively associated -I 089 women Need to C:\amine \\hich personality types 
between the with job sati-. lactiOn and organizational benefit from soc1al support 
age of 35-'iO commitment . 
across sc\ era I 
orgon;,.,;on; j_ 
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l 
"-~lm,td .'\:. ~t.mgd 
(2000) l \\m\,. ltk 16SR cmpiO)l'C 

Pro~·rammc~ :uH.l of di flcrl!nt 

I 
I trm ProJu~.:th:it) Org.uutattOtl\ 

_ in the L SA 
Perry· \mtth & Blum _ _.__W_ork"i~mii} Polic..,.ies--5~2:-:7 "orJ...cr') of 
(2000) and Pcrcci,cd diflcrcnt firms 

in the l i\A Or!!nnizatiorwl 
------+-=--Pcrlormancc 

nyccd Org;uiitattonal \lanal•cr'!> 
(2001) Commitment. Job acros~ different 

Involvement. Conflict organizations 
and Or~:antzational in India 

--:-:------+ Hcalt-h~-~__,----L-1-
aunderland & emor adult~ in 

Norlander (2000) dtiTcrcnt ~tate-. 

Organll<ll lllll'> tiMt h,td c"CII!.IVC \\otl.. I tiel Nl..'l'd lor mon: rc.,c.udtth.llt.tl\c-. intn 
programmes enjoyed pmductivit) benefits. .ll'l'ount other orguniz.ttton.ll \'ill iahk-.. 

round that famil) poltctcs \\Crc positi\.CI) . Need 10 C\Uminc indi\idtt:ll 
correlated to pcrcci\cd organizational characteristics tutd ho\\ the) afl~ctthc 
pcrfonnancc. \\orl.cr's choice of\\ork policies. 

Increase in pcrcci .. cd organizational health 
results in increase in job involvement 
through which the organiallion bcncfitled. 

fai Chi and l'\crcise enhanced 
P~>chological \\ellbcing of senior adults. 

further n:~arch to lind nut the benefit:. of 
organizational commitment tor the 
individual as well as for the orgamzation. 

\tudy limucd to l\\-0 strcs management 
1ntcncntion technique' Rc~:ommcndeJ 
loot\ in at other moderator., of stre.<;s. ----------------~~~~~ 
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2. 12 0\ fPT AL FR \\II \\ ORK 

Figure 2: l '\lodcl of the relation bip beh' ccn l., tre~~ and Corpuratc 

Performance 

\l odtnumg \ ariablr 

TRE'>'> 

• \\ ork trcs. 

• Non work '>tres~ 

trc 

tr Management 

• ocial uppon 

• lndi' idual Approach 

• Corporate Approach 

1anifestation 

• Physiological 

lndh idua l 

• Lducat10n k' 1!1 

• Ag-: 

• Gend-:r 

• Marita ~tatu) 

• Tenure 

• PcrM>n.rlit) 

Corpor:Hc 

Pcrformnncc 

• Net Profit 

• P~ychological • ale' T urno \l!r 

·• 
• Behavioral • ~h 1rcholdcr Value 

Independent nriablc • Qualit) ol p roducb '-

Intervening Variable 
• Mar~ct ~hu rc 

• C u'tomcr 

'ati,f<tctiun 

J 
ourcc: l~c~earch er (2011 ) l>ctwrulcnl \ ariable 

The schematic diagram presented in figure 2.1 shows the rdationshrp bct\\ecn lhc 

'ariables under tud). strcs • stress manifestation, stre~s management. tndi' idual 

charactcri tics and corporate perfonnance. tress is the independent 'ariable. "hilc 

corporate pcrfom1ancc i the dependent variable. tress manill.:station (ph) siologkal. 

p~)chological and bt!ha' ioral) is the intervening variable. lndi' idual difference (lcH:I 

of education. age. gender. marital status. tenure and pcrsonaln~) and strc,.., 

management (social support, individual approach and corporate approach) are the 

moderating vuriables \'.hich affect the relationship bet\\cen o,tn!s\ manifestation and 

corporate performance of publicly quoted companies in Kcn)a. 
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2.13 II) pot he e of the . tud) 

H1: There is a relationship bct\\Cen ~tre:,5 and corporate performance 

U2: There is a relationship bct\\CCn stress and stress manifestation . 
. 

ll3: 1 here is n relationship between stress manifestation and corrorutc 
performance. 

H4: The strength of the relationship between stress manifestation and corporate 
performance depends on stress management. 

1-l.;a: The strength of the relationship bet\\een stre:,s manifestation :md 
corporate performance depends on c;ocial suppon. 

1-l.ab: The strength of the relationship bemeen ">tress mani fcstation and 
corporate performance depends on individual approach to ~tres.., 
management. 

ll.~c: The strength of the relationship bet\\CCn stress manifestation and 
corporate performance depends on corporate approach to strcs'> 
management. 

lis: The strength of the relationship bet\,een stress manifestation and corpomtc 
performance depends on individual characteristics. 

ll ~a: The strength of the relationship between stress manifestation and 
corporate performance depends on educational level. 

Hsb: The strength of the relationship between stress manifestation and 
corporate performance depends on age. 

ll ,c: The strength of the relationship bet\\CCn stress manifestation and 
corporate performance depends on gender. 

llsd: The strength of the relationship bet\\Ccn stre'>S manifestation and 
corporate performance depends on marital status. . 

I he: The strength of the relationship between stress manifestation and 
corporate performance depends on tenure. 

115f: The trength of the relationship bemecn strc ... s manifestation and 
corporate performance depends on pcrsonalit) . 

116: The joint effect of the moderating variables. stress management and individual 
characten tic on the relationship bet\veen stress manifestation and corporate 
performance is greater than the independent moderating effects on the same 
variable~. 
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2.14 haptcr ummary 

This chapter rc' ie,,ed exiting theoretical and empirical literature on ke) \Uriablcs 
''hich include stress. stress manifestation. stress management. indh idual 
characteri tic and corporate performance. The theoretical perspect,,e., of strc.,.., "hich 
include the Rc.,ponse baed theory. \\ elford performance and demand theory. \1an 
environment transaction theory and llerzberg two factor theor} were cri tically 

re"ie\\ed. 

The literature rc\ ie'' al o identified the kno'' ledge gaps that ought to be addressed. 
From the conclusion a conceptual frame,,ork indicating the linkages bemecn the 

factor:, that influence stress and corporate performance "as de' eloped. The research 
hypotheses were clearly stated. The next chapter describe~ the methodology that was 

used to carr} out the research. 
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II \PTER T HREE 

R£ E R II METIIOOOLQ(, \ 

3.1 lnlroduclioo 

This chapter discusses the re~carch methodology that ''a used m the 'ttUd). In 
particular. the section discu!>scs the re earch philosoph). the re earch dc')ign. 

populat ion of the stud}. data collection. validit) and reliabdit) of the instrumt.:nl. and 

data ana l} 'is. 

3.2 R c ca rch Phi lo oph) 

The philo ·ophical foundation of the stud) was positivism. Positivism is founded on 

the assumption that social world is hard. concrete, real thing ''ith human beings 

being seen as responding to e\.tcrnall} engineered stimuli in the net"ork of structural 

rdations within \\hich behavior is directed in a rule-governed manner (Kuada. 199--1 ). 

Based on this assumption. the '>tud} of human behavior 'thould be condu<.:tt.:d in the 

same ''a) as studie~ conducted in the natural science~ Jnd is e:\pcctcd to lx 

determinate and predictable (l lussc) & Husse}. 1997). A~.:wrding to J...ing. J...t.:oh..tnc 

& V crba ( 199..J ). positivism is ba.,ed on quantitative research "h ich uses numbt.:r.., and 
<;Ullisucal methods. It seeks mca .. urement and analysis tlhlt .tre easil) rcplt~.:ablc b) 

other rc-.carchers. 

Positi' ism attempts to be highly objective in nature and b.N:d on the hi! lid that the 

researcher is indeJll!ndcnt from that ''hich is being rcsearch..:d Positi,ists i.llso bclie\e 

that onl) phenomena, ''hich arc observable and measurable. can be validly regarded 

as kno\\ ledge. The) argue that real it) is precisel) dctcnnincd through rcductionist and 

detennmastic mea~urc \\llhout consaderation of \arious dillerences such as cultural. 

'ocial. ethnic and t:<::onomic (Eu~tcr- mith. Thorpe & LO\\C. 2000). 

fhc '>lliU) \\Cl5 therefore guided b) the positi\iSt paradigm. \\here cientilic pnKc ~e-. 
\\ere folJo,,ed in hypothesizing fundamental la\\s then deducing the ob~cnJIIOfl!) ~o 

a-. to dctcm1ine the truth or falsif) the said h)pothcsis. The ... wdy also ~ought to veri!) 

the propositions through empirical tests b) opcrat1on.tl11ing variable., in tht: 

conceptual frame\\ork to alto'' tbr measurement and enough samples \\ere ..,.:Jected 

for purposes of generalizing the results. 
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A re,«!arch de~ign is the plan and structure of in'e'tic;ation concei,cd b) the 

re~archcr ~ lb to obtain ans,,crs to research question:.. Inc plan is the o\crall 

scheme or program of the resean.hcr. h includes the outline of" hat the im e:-.tigator 

"ill do from formulating h)pothcscs, operationaliling the '-tUJ) -.ariable<,; to the final 

anal}sts of data (Cooper & chindlcr, 2008). A research dc ... ign also seeJ...s to pro, ide 

confidence that the finding derived from the design capture' n.:alit) and pos'e'' high 
le,els of reliabilit} and \alidity Considering the purpo ... e of the stud} and the 

philo'>ophical orientation adopted. the research design cmpiO)Cd \\3!> a cro!'>-.-,cdional 

SUr\ e) of ll'>ted companie!) In the 'J<IlrObi toe!. [xchange. 

Zikmund (2003) notes that survc}s provide quicl. and a~.:curatc means of a-. ... es-.ing 

information if proper!) conducted. A surYey also attempts to quantif) social 

phenomena on particular issue .... conditions or problem., that are prevalent in the 

societ). It assists the researcher to establish whether significant association!'. among 

\ariablcs e:xist at one pomt m time depending on the resource.:' J\ailable and the target 

population. 

The cho.,cn design was able to offer the researcher the upportunit) to cstablbh the 
relationship bet\\een stress and corporate performance. and also dctermme the 

influence of stress management and individual charactcn.,tics on this relauonsh•r in 
companies listed at the ~airobi lock Exchange. inc.c ,, cross-sectional ... une) 

ensured unbiased rl.!pre~nlation of the population ol interest con-.cqucntl) the 

researcher had no control of the variables in the sense or being able to manipulate 

them and reported on ly the results or the research. 

3A Population of the Cud) 

This "·a~ a census study of all publicly quoted companies in the Natrobi ~toe!. 

E\changc (1\ E) and tncluded both foreign and local orgamzations op~rating in 

k.cnya (Appendi:\ II and Ill ). As at December, 2010 there \\ere fifty t\\U (52) 

comp<.~nics listed at the N F:. lhcsc organizations were sreci licall) targeted l(>r the 

... urvc) as the) represented the various sectors of the Ken) un ceo nom) "hich include 

agriculture. commercial and scr\lces. finance and im estment. and indu.,tnal and 

allied "-I.!Ctor. 
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l'he Companic Act (Cap 486) pro~ides that companic ,hould publi'h audited 

financial tah:mcnh (compl) ing "ith international accounting ~tandard~) lor e'er~ 

accounting period u is in operation. Consistenc} in the reporting requircmcm~ fl>r 

publiCI) traded linns offer~ the ad, anlage of compari'>on and CHlluation aero,., fimh 

"ilhin the same: indusn: and the aero!) different industric (Murra). 1989). For the 

purposes of the study, objecti\ c and reliable economic/financial performance data on 

these organi1ations was prO\ ided as a result of their conformity to stocl-. mar"ct and 

other legal rt!qu1rcments. 

3.5 Da ta ollcc tion 

Both primary and secondal') data ''ere used in the stud) Primar} data was collected 

on stress, stress manifestation. indi"idual characteristics. strt!ss management and 

qualitative performance. The researcher used a quc'>tionnairc (Appendi' I) li.1r 

collecting data. It contained both structured and unstruclUred question.... I he 

questionnaire method \\as preferred for the study because of the nature of the 

respondents and size of the sample. The researcher used '>!ratified random sampling 

technique to categories emplo)ecs in evel) organization imo a meaningful stratu; the 

stratification chosen ''as ba-;cd on the position held in the organintion (top 

management. middle le\el managers and non manager-;) .. imple random ..amphng 

method '"as used to select the top managers. middle level managers and non managers 

'' ithin their rcc;pecti\e strata. ~uch a method of idcntif) ing rc<spondents for stud) ha-. 

been u ed in the pre' ious re-.carches '' ith linle bias reported ( el-.cran. 2003 ). 

All rcspondcnb \\ere e\pectcd to ans,,er quec;tions on -.tress. -;tress rnunlfc~t.nion. 

individual characteristics, c;trc'is management und qualitative pcrformam:e. \ 

modified \Cr!)IOn of the llolmcs & Rahe readjustment rnting sca le ( 1967) \\US used to 

measure stres... Kirkman & Ro-.cnman ( 1999) perceptual measure of pcrfonnance 

'' hich had a reliabilit) coenicient of 0.94 was used. 1 he measure for organi1ational 

commitment \\as adopted from the Allen & Mc)Cr (1991) and had a rcliab1lit) 

coefficient ol 0.84. Information on personality t)pe A or B ''a'i tcc;tcd u-;ing the 

(. aplan. Cobb. French & !Iarrison scale of 1985. The measure for social support was 

adopted from the \\ inefield. \' inefield & Tiggerman ( 1992) and had a reliabilit) 

coenicient of0.75. 
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c\:ondal') data ''as obtained on corporate financial perfonnancc. 1 his in ludcd data 

on net prolit. a\erage ales tumO\cr and shareholder \aiUI.: \\hich "as obtamcJ from 

the published records found in the ~~ handbook (20 I 0). 

T able 3. 1: tud) Variable a nd their Opcra tiona li7alion 

a riablc Indicator 1Cthurc 

tress \vork stress I -Fhe Pomt l aJ..en-

Item 

Question 2 
(Independent) Type ~ale 

• Too many 
res pons ibi I it ies 

• Unrea onable deadlines 
• Office politics 
• Job insecurity 
• Difficult coworkers 
• Demanding customers 
• L acJ.. of control O\er 

''ork load. 

Non \\Ork stress-

• Concern about one's 
general health 

• Death of "ignificant 
person 

• Davorce or separation 
• ( inancaal ~.;On trnints 
• Problems" ith child care 
• Concern over insecurit} 

Stress I) Physiological lanifestation Fh e Pomt l iken - I Question J ( i) 

~Jan i fcstation 1 ype ~calc 

• lleadac:hcc; 

(Intervening • Ulcers 
• lligh blood pressu re 

\ariable) • Heart problems 
• e'.ua I difficulties 
• Constipation 
• I teart disease 
• "''ausea 
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ii) P::.)chological Mamfestation ()uc-.tion 3 tii) 

• Anger 
• Anxiet) 
• 0\!prc~~ion 

• Gu1h) 
• trauma . 
• Lo'" scI f-csteem 
• LO\\ tnlst 
• Lack of commitment 
• Low mothation 
• LO\\ job satisfaction 

iii) Behavioral Manifestation- Question 3 (iii) 

• Violent behavior 
• ub lance abuse 
• famil) disharmon) 
• Lo c creatl\it) 
• A\oid responsibility 
• Poor time management 
• 1 ac" of respect for others 
• Poor communication 
• A \Oid change 
• I ov. delegation 
• Unable to complete tasks 
• Poor skill developments 
• Poor sleeping patterns 
• Unprcdittable ''eight 

gain or "eight loss 
• Opting to lea\e \\Ork 

~tress lndh idual approach Fh c Point Likert - Question 7 
\tanagement • Diet und nutrition T)pC ~calc 

• Ph}sical exercise 
(\loderating 

• piritual support \ ariablc) 
• Relaxation 
• lmancial management 
• r imc management 
• A..,scrti\eness 
• raking action 
• C hallcnge stressful 

thinking 

• llumor 
• piritual ''ellbeing 
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Individual 
characteristics 

( \loderating 
\ ariablc) 

Corporate 

Performance 

(Dependent 

Variable} 

l::ICh Corporate appn. 

• Job rcde signing 
• Job rcloc at ion 
• Flexible \\ ork -;chedule 
• LCJ\C sc. hcdule 
• Counsel lin r programme, 
• Onsitc d a) care center 
• Wellncs s programs 

calth and fitness • Usc of h 
centers p 
organi:t.a 

ro\ ided by the 
tion 

• Use of l ~AP~ 

ocial support 

• Family 
• friends 
• Colleag ues 

in authority such • People 
as supc 
commu 
church 

n i:>ors. 
nit) elders. and 
leader 

• Gender ' 
• Marital tatus Tenure 
• fcnurc 
• Age 
• Educa( tonalle\el 
• Persona lit) 

-Qualitati\e per fommnce 

oduct • 'cw pr 
de\ clop mcnt 

• Custom cr satisfaction 
• Good p ublic image 
• Product reliabilit} 
• faster d cli\cries 

C'>S in service • I imcltn 
Provisio n 

• lncrcas cd outputs 
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Question 8 

Quc~tion 9 

-
Dirl!cl ~1cusurc Quc:,uun l(b) 

Quc'>tion I (d) 
Question l(c) 
Qu~-..tion I (I) 

Quc!>tion I (g) 
Fi\c Pomt Liken- Qu~stion 6 
T)pe ~.ale 

--r i\C Pomt Lil...en · Quc~llllll I 0 

Type ~.ale 



• Qual it) produ t~ and 
-.en icc 

• Qllick decision making 
• Emplo)ee tumo\er 
• Response to customer 

needs 
• Market share 

QualitJti\C Performance 

• Annual net profit . econdary data Pan B 

• ales tumo\er. from the l 
()uc-.tion 4-6 

• harcholder Value handbooJ.. of 2007 

and 2010 

3.6 Data Anal) i 

Dcscripti\'e statistics such as mean scores, standard de\t.ltJOns. percentage-.. mdc\. 

cross tabulation and frcquenc} distribution were computed to Jcsc.nbe the 

characteristics of the variables of interest in the stud) . I o establish the nature and 

magnitude or the relationships between the variables and to test the hypothc-.itcd 

relationships, the n:scarchcr used inferential statistic<.,. J he uppropriate test~ applied 

''ere Pearson's Product \-1omcnt Coefficient Correlnlll10 (r) and multl\anatc 

technique-. such a multiple regression anal}~is and hier.trchical regresc.,ton anal)~i-.. 

In order to facilitate multivariate anal)sis including correlation and rcgrc-.-.ion. a 

composite inde\ for performance ''as computed. The compo'>tte indc\ ''a'> computed 

b) aggregating the \arious items, dividing them by the ma\imum rating and 

computing a percentage (Gupta. 2008). 

I he relationship bcmcen stress and corporate performance ''as investigated b) 

te-.ting 11 1. 'Jhe rdationship bcl\\een stress and stres manifc~tation ''·lS abo 

in\CStigatcd b) testing I b 1 he relationship between -;tress manifestation and 

corporate performance \\as investigated b> testing I h I o test hypothe~b 11 1• I J, and 

II Pl.!orson·s Product \1omcnt Coefficient (r) \ .. as comr>Utcd. This determined the 

n.tture and the strength of the relationship among the Hlrlahlc-.. "ith r rangtng from -I 

to +I. 
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The e.\preHiou cif the ~·ariable \ i\ indicated below: 

p = orporatc Performance 

X trc !) 

p = Beta Coefficient 

& = Frror term 

a C onstant term 

r = ~(\ ~) (Y- Y) 

II~. and l k and, involved a combination of variables thus mtcractions '"ere computet.! 

and multiple regression analysis was used. H6 focused on dctcrm ining the JOint eflcct 

of the moderating variables individual characteristics and stress management on th~.: 

relationship bct,,een stre.,s and corporate performance. and was '"' cc;tigated u~lllg 

multivariate regression anal)sis. Hierarchical regression anal)sis "as u~cd to 

calculate for the independent c flcct of each moderating \anable and the results \\ere 

compared. 

A summa!) of tests of hypothesis and related research objecth es arc prc~cnt~.:ll in 

table 3.2 

Table 3.2: Rc earcb Objecth cs, II~ potbese and Oattl \ nal~ tica l ~1 odcls 

Objecthe( ) 

I ro determine 

relauonshtp bet,.,ecn bl!t\\.CCn sire~:. and corporate 

:.tre-.s and corporate performance. 

performance. 

Data nal~ tical 1\1echod' 

\\here!: a • intercept 

P Corporate Performance 

-

f31• and P2 arc beta col!nictcnts 
for 111 
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>. and X2 represent dimension\ 
of tress 

c is the error term 



To determine the H~: Th re is a relationship · ~ \1 ;- 13 X · 132.>..._ • c 
relationship between between stress and stress I . 

\\'here: a = mtcr~.;cpt 
'-Ire and stress mani tc tat ion. 

manifestation. 

To determine the H3: There is a relationship 

relationship bet" ecn bet\\ecn str~>ss manifestation 

stress manifestation and and corporate performance. 

corporate performance. 

~ establish the H4 : The strength of the 

mfluence of stress relationship bet\\een stress 

management on the manifestation and corporate 

relationship between performance depends on st~"C:>s 

stre ., and corporate management. 

performance 

I La: 'J he strength of the 

relationship bet\\een stress 

manil\.'5.tation and corporate 

performance depends on 

'iOCial suppon. 
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\\I Stress \1anllc tat ion 

~ •. and 13~ are beta cocflicicnh 
for I I, 

X and X:! reprc..,ent dim~nsions 
of ... tress 

c is the error term 

Where: a - intercept 

P Corporate Performance 

n. n., n.3 are beta cocftkients JJI 1'. , 1-' 

for ll1 

\ X2 and X n:pn:..,cnt 
Jum!n'>IOns 
man 1 testation 

t j., the error term 

ot 
{ 

Multivariate Reg• C">siun Analysis 

Model I 

P= a+ f3 1X ..-p~ ·X · li1 \ 1>... · c 
Where· a = intercept 
P Corporate Performance 
r3. rh and ri,, arc beta 
cocflicients tor 11 4a 
>. represent strc!>s mantfeswtion 
>...represent social ~uppon 
X I x2 represent the interaction 
term 
t is the error term 



l 1o establish 

H,b: llle strength of the 

relation hip bet,\een strc::.s 

manifestation and corporate 

Mode12 
P a· p X · J3. · >.. · J3 • \ \ ·1: 

\\here: a intercept 
P Corporate Performance 
f\. 13.. and P1~ arc beta 
cocllicienb for H"b 

pertommnce depend::. on \. represent ~trc::.::. manifc:-.tation 
indh:idual approach to stress ).. rcpre-.ent inJi\idual 

approach to stress management 
management. ).. X 1 represent the interaction 

term 

H~c: fhe strength of the 

relationship bet\,een stre-,s 

and corporate performance 

depend-, on corporate 

approach to stress 

management 

E'. 1s the error tcnn 

I ~lodcl 3 
P a .. J3 1X -1J3-l·>..-l-- f31\ ~~ 
c 
\~ here: a - intercept 
P Corporate Pcrfom1ancc 
f3 13~ ................... 0 arc 
beta coeffictents for I to~c 
).. represent '>In!.,., 
mamfestauon 
>,. . represent corporate to 
stn!<;s management 
>.. \J represent inter.tction term 
e 1s the error term 

the 11 5: 1he strength of the Multivariate regression <lna l)"i" 
mnuence individual relationship between stress 

characteristiCs on the manifestation and corporate 

relationshtp bet,,een perfonnance depends on 

strC')s and corporate individual characteristic. 

1 performancl! 
~todel4 

p a+ p,x, +f}-! X,+ r~ Jx X I& 
H5a: n,e strength of the \\here· a intercept 
relationship bet\\een strcs::. I P Corpor.ue Pcrfonnancc 
manifestation and corporate n 13~ and ri j are hcta 

coefficients lor ll ,a 
performance depends on level ).. represent strc'i'> manifi:.,tation 
of education. X represents lc\ c I ol cducat iun 

~ x ~ repre ... cnt the inter<ll.llllll 
term 
c is the error term 
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H,b: The strength of the 1 ~todd 5 

relationship between strc:.s P .1: Jl1X +J3,. ·X. · ~1sX 1Xc, +c 
. . \\ here: a = intercept 

mamfestauon and corporate p Corporate Perfonnancc 
performnnce depends on age. I ~1 r'· and ~ arc beta 

I he: The Slrength of the 

relationship between stress 

mani fe::.tation and corporate 

cocnicients for H b 
X represent stres-. manilc-.wtion 
\ r~:prcsents age 
\. \. represent the interaction 
term 
c b the error term 

~1 odel 6 
P a~ Jl1X1 +I31+X ·-1 ~tt \ X ·c 
\v here: a = intercept 
P Corporate Performance 
~ Jl1 and P :1 arc beta 

performance 

gender. 

depends on codlicients for 11 5c 

ll,d: The strength of the 

relationship between stress 

mani fcstation and corporate 

pl!rformance depends on 

marital status. 
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X represent stress maniti:-.talion 
X, represents gender 
X X· represent the intcrat.:tlon 
term 
t~ ic, the error term 

~hxlel 7 
P a~ 13 X -13. · \.. · ~1 \ \. • & 

\\ here: a = intercept 
P Corporate Perlonnancc 
131 Ps and r3" arc beta 
cocnicients for ll ~d 
).. represent stres" manili:'otation 
\. represents manta I swtu-. 
X X. represent the interaction 
tl:nn 

c i-. the error teml 



II e: I he srrength of the ~ 1 odd 8 
P a+ J31X ·J39+X9+ I>.\ \ . ··c rehuionship bet\\een stre!>~ 
\\here a intercept 

manifestation and corporate p Corporate Pcrlomtan e 

performance depends on I P1• ~ and Pu nrc beta 
coefficients for l ise 

tenure. X rcpre ent stres~ manifestation 

11 \f: The !>Lrength of the 

relationship between stress 

manifestation and corporate 

\ represents tenure 
\ \l represent the tntcraction 
term 
r. '" the error term 

\1txlcl 9 
P ·•+ J3 x, +Pu · >., ,. ~~ ,.>.. , .:-..,, 
ft 

\\ hcre: a intercept 
P C.orporatc Performance 

performance 

personal it) . 

depends 
p . p c and PP arc beta 

on cucnicients for I I c 
\ represent stress manilc-.tation 
.>.. represents pcr~onalit} 
}.. \ represent the interaction 
tcnn 
c i-. the error term 

fo establish the joint H
6

: The joint effect of the . . 
1\luhharintc Regrc:-.ston ,n,tl) ..,,.., 

stre~s moderating variables stress effect of 

and management and individual I ( orporate performance management 

individual chamcteristics on the ( )tress Management 
Char.tctcristics on the relat1·on•ht·p between stress 1 h · · ) 

" indl\ idua c aractcnsttcs 
relation hip between manifestation and corporate 

· tress and corporate performance 1s greater than 

performance. the indi\'idual moderating 

variable on the same 
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3. C hapter ummal") 

This chapter introduced the philo~ophical foundation of tht! re-.earch It dc-.cnbed the 

research de!>ign adopted for the ~tud). The population of stud) '"as also pro' ided. I he 

chapter also de!>Cnbed the data collection method. The operationali1ation of the 

research variables has also been presented. This chapter also presented a tabulated 

summary of the objectives, corresponding hypotheses, and analytical models. 
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II \ PTER FO R 

DATA NALY~ I~, FINDING l) 0 1~ S IO"~ 

~ . I Introd uction 

I h~:. thapter present::. the re~uhs of the reliabilit) and 'alidit) tc't~. the pro tile of the 

ll'mpanie::. studied and that of rc~pondents. Both des~ript \C and inkrcntlal ~lathtic<t l 

analyses are presented herein and the findings are discu::.::.cd. "ithin the rrame,,ork or 

the research questions, objecti\cs and h)potheses. 

~.2: R eliabilit) a nd \'alidit) Tc t 

1\ pi lot stud) was conducted to find out if the respondents cou ld answer the questions 

"1thout difficult) Respondents in the pretest ''ere dra'' n from three corporations 

ll'>ted at the ' airobi tock [xchange. They \\ere asked tl e\aluate the questions lor 

relevance. comprehension, mcanmg and clarit}. The mstr 1mc:mt "·"'modi lied on the 

basis of the pilot test before administering it to the stud) respondents. ben though 

man:;. of the ~cales were adopted from pre\ ious researd1er:-. ' ' ho haH! ~tudied the 

relationship bet\\cen stress and corporate performance. 1 was ncce.,-;ary to asse::.::. the 

psychometric properties of the construct. Cronbanch Alpha was therefore used to test 

reliabi lity of the instrument. A summary of the scores of the variables on the 

Cronbach"s Alpa reliabilit:;. coefficient are presented in appcndi:o. V 

l he data collection instrument was subjected to an examination b) a panel of e:\pcrh 

''ho were asked to rC\ iew the instrument to ascertain ib '.1lidit). 1 he Instrument \\as 

also subjected to a thorough examination by the Doctoral Comm ittce members of the 

~chool of Buc;incss, Uni,crsi t) of'Jairobi. and b> the rc'~ 1rcher"s super\ i~or::.. 

I he c;tud} empiricnll) e:\amincd the structure of the re carch instrument utilizing u 

I actor analysis procedure. 'c' era I ''ell-recognilcd cnteria for the factorabili t) ol' 

CJrrelation ''ere used. A II Items "ere correlated at lcru,t "llh one other item. 

suggesting reasonable factorabilit). econdl:;.. the Kai ,cr-\fe)Cr·Oikin measure of 

sampling adcquac) was .889, abo\e the recommended vJ ue of .6. and Banlett"s te ... t 

or sphericity \\US significant (x.2 (61618) = I 0296, p < .0"). \.lost of diagonals anti 
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image correlation \\ere abo\c 0.5 !)Upporting the inclu!)ton ol each Item in the l.t~tor 

anal) s is. The fuctors '' ith communalities bela\\ 3 ''ere dropped: all other IJdors 

'' ith communalities abme 3 \\ere included in the factor anal~sts. Gi\cn thb indic.uor. 
factor anal)sts ''as conducted ''ith 120 items. In a good lactor anal)sts. there .trc ,, 

fe'' factors that explain a lot of the \3riance ''hilc the re t of the factors explain 
relative!) small amounts of \iariancc. fhose with high \'3rtance are summari1cd in 

Table 4.1 bela\\ . 

Table -'. I 

Factor 

12 

3 

Factor loadin~ a nd Redu ced i nte rp reta tion 

hem Description Factor 

Lauding~ 

Good performance in lhe last rive years 518 

Vel) good organil'ational image .508 

Qual it) products and sen ices 

Increased output 

High market share 

I Too many responsibilities 

Demanding and unreasonable deadlines 

Difficult co \\Or~crs 

Lac~ of control over \\Orkload 

lXmanding and diflicult cu5tomers 

Job msecurit> 

Concern for general Health 

Financial Constraints 

Problems v.ith chi ldcare 

.496 

509 

.487 

.488 

S43 

-os 
697 

480 

.SOO 

.423 

.458 

.467 

Redw .• cd 

Performance 

measures 

Work 

trc'i'i 

\.on ''ork 

stress 

---
.514 --rcustomer -4 Quic~ Response to Customers complains 

Customer oriented personnel .610 atisfaction 
r-

5 
---:-- --

lleadaches .424 Ph}siological 

lligh Blood Pressure .443 
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6 AngcrJirritabilit) 

Anxict)/panicJfcarful 

t---7 Poor Sleeping Pattern 

Poor time Management 

Poor communication 

8 The feeling of accomplishment i get frorr 

m) job 

The wa> m} job pro" ides for stead} 

emplo)ment 

The chance to try m) O\\n methods o 

doing jobs 

9 I like to work for my organization 

I have indi\idual attachment to m) 

organization 

I 0 Assertiveness 

In conflict situations, I am able to speak 

upon my O\\n behalf, honestly expres< 

my opinions and wishes, give 

constructive criticism and refuse 

unrealistic request. 

Time Management: 

I able to emcicntl) manage time 

Financial management: 

I am good at managing mone), no 

needless worry about financial matter~ 

and have enough money to meet most o 

.414 

.432 

.411. 

.482 

.429 

715 

.731 

.731 

549 

.566 

.524 

.463 

.573 

my needs and use in reducing stress .484 

Challenge stressful thinking; 

I am able to reduce stress by conscious!} 

monitoring , challenging and changing 

negati\e thoughts patterns. placing 
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Behavioral 

mani li:-.tation 

lkh;.l\ ioral 

rnaniti:~tation 

Job satisfaction 

OrguniLational 

commitment 

- ~. . 

lnd1\1dual 

stres-. 

prevention 



II 

12 

problems into proper perspective, 

mentally rehearsmg and usmg positi\ c 465 

talk 

Taking Action; 

I am able to establish priorities. take 

action on m) plans. goals and set limits 

schedule effective!) and avoid 

procrastination and pace my. efforts 

How often do they reall) listen to you 

when you talk about your concerns or 

problems? 

How often do you feel the)' are really 

trying to understand your problems? 

How often do they help in practical way~ 

like doing things for )'OU or lending 

money? 

How often do they ans,.,er your questiom 

or give you advice about how to solve 

problems? 

Ho'' often do you use them as example5 

to deal with your problems? 

I thri'e on challenging situations. Tht: 

more challenges, I have the better 

.481 

.422 

.449 

.429 

.427 

.421 

In comparison to most people, I know I .448 

am more invol.,cd in m) ''ork. 

In general, I approach my ''ork more .462 

seriously than most people. 
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Personality 



13 l t.ea\e I 
\nnual, maternity, paternity and 

sabbatical 

Use of EAPS in form of counseling and 

support groups. 

Of l se of wellncss programmes tha 

encourage staff to Ullo..c physical an<: 

.425 

A26 

.417 

mental health care serious!) e.g '"eigh• .448 

loss and alcohol control 

Redesign jobs; Does )Our organization 

pre\'ent and manage stress by givin£ 

employees more responsibilities. more 

meaningful worlo.. mort: autonomy anc: .444 

increased feedback? 

Relocate office to less congested area .459 

Use of increased formal organizationa 

communication in order to reduce rok 

ambiguit} and role conflict 

Organizational 

stress 

pre,ention 

In conclusion, thirteen most critical factors in the stud) questionnaire ''ere cstabli-.hcd 

as foiiO\\s: (I) Performance measures (2) Worlo.. st ress (3) Non Work stress, (4} 

Customer satisfaction (5) Ph}siological manifestation. (6) Psychological 

manifestation (7) Behavioral manifestation (8) Job "4ltisfaction (9) Organizational 

cnmmllment (10) lndi\idual strc~' prevention (II) C)oc.al support. (12) Per~onalit). 

( 13) Organi1ational stress prevention. 
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~.3 Profile of Companie tudied 

Out of the 'i2 companies listed at the"' C, 32 of them participated in the study. 'I his 

con~titute a respon e rate of 61 5 percent. The re~ponsc rate ~~ comparable to 

pre-.: ious stud1es; for example '\ w mo (2007) had a re pon c rate of 78 p.:rccnt. 

\\<mcnl, (2008) had a response rate of 42 percent and. Ongorc (:WOS) had an 87 'i 

percent re~ponse rate. A total of 1244 questionnaires \\l!rc distributed but only 57 1 

\\ere returned. Out of these questionnaires, 549 were considered ucc,able lor the '\tUd). 

This accounted for 44 percent of the respondents. I he other 22 questionnaire-. had 

highly significant le .. els of missing mformation. The remammg cases reprc-.cnted an 

adequate response rate for the precision and confidence requ1rcd in this stud). 

Table 4 .2 : Di tribution of Com panic by ln\C tmcnt Market cgmcnt 

ector 

Agriculture 

ommercial ervice c 
F inance & Investments 

Industrial & Allied 

emative and imcstment 

Total 

Frequency Percent 

2 6.25 

6 18.75 

II 34.4 

12 37.5 

I 3. 1 

32 100.0 

As sho,,n in Table 4.2. a total 37.5 percent of the respondents \\ere lrom the 

industrial and allied sector. The financial and investment sector accounted for 34.4 

percent of the respondents, \\hile the commercial service ector had 18.75 percent. 

The agriculture sector accounted for onl) 6.25 of the respondents. At 3.1 percent the 

alternative and investment sector accounted for the lO\\est response rate. Despite the 

researcher tl)ing to get the relevant decision maker~ in th1s sector to participate in the 

re earch. the efforts proved futile. 
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Table 4.3: Ohtribution of ompanic b) age 

\ge of om pan) 

I 
Frequenc) Percent 

11-20 )~ 3 9.4 

21-30)rs 2 6.3 

31-40 }~ 5 15.6 
-41-50}r!) 10 31.3 . 

O\Ct 50 )rs 12 37.4 

Total 32 100.0 

The period of existence of the companies was established through sccondnr} data 

provided lor the E handbook (20 I 0). 90.6 percenL of the companies had been in 

operallon for more than 20 }Cars since they were incorporated. On I} 9.4 percent of the 

companic~ had been in operation for less than 20 )Cars. The~e findings arc presented 

in Table 4 3. The age of the com pan} is generall) e\.pcctcd to in Ouencc the practices 

'' ithin the organizations. A compan} that has been in existence for long rs C\pec.tcd to 

hil\·C ''ell established human resource practices ''hich rna} inc.lude strc!)s 

management programmes that aim at improving employee ,-.ell being and in tum 

enhancing performance (1\cl on & Quick. 2009). 

Table 4 . .& : Di tribution of Rc pondcots by Age ,roup 

fAgc Croup Frequency Pcrccn 

I Hclo"' 20 ) rs 4 0.7 

20-29 )r!) 155 28.2 

j 30-39 )rs 242 44.1 

40-49 )f~ 129 23.5 

O\cr50)r!) 19 3.5 

I Total -.. 9 100.0 
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The re ulb in Table 4.4 show that all age group!> \\Cn! rcpre •ntcd in the ~tud) I he 

re:,uhs abo indicate that rnajorit) of the employee~ were bet" cen the age ol 30 to 39 
)C~ \\hich constituted 44.1 percent of the respondent~. 28.2 percent \\Crc aged 

bet\\ecn 20-29 )ears, ''hile 23.5 percent "ere aged bet"cen 40 to 49 )ear ... Onl) 0.7 

percent \\Cre belo" 20 )ear~ of age, \\htle 3.5 percent \\ere O\Cr 50 )ear . 

Table 4.5: Distribution of Rc pondcnt by Gender 

Gender I Frcq uency I Percent 

265 48.3 

284 51.7 

549 
L------------------~--

I 100.0 

Table 4.5 abo"e sho,,s that 48.3 percent of the re~pondents \\ere male. The 

percentage of female respondents '"as 51.7 percent. This results ~hO\\ that there are 

more women than men in the sample. 

Table 4.6: Di tribution of Re pondcnts by Marital tatu 

..- --
~Ia rita I 

\ Marric 
l 

inglc 

l Other 

~tal 

d 

tat us Frequency Percent 

314 57 2 

221 40.3 

14 2 5 

549 100.0 

The n:sults in Table 4.6 show that 57.2 percent of the respondents ''ere married. The 

other 40.3 percent \\ere single. Those who indicated other on the questionnaire 

accounted for 2.5 percent. 
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Table .f.7: Di'ltribution of Rc J>Ondcnt b) Lc, el of Education 

-Lc' el of Education Frcquenc) Percen t 
--- - -econdar) ~hoot 36 6.6 

--
Ordinar) diploma 73 13.3 

-Bachelor:> degree 264 48.1 
-Master~ degree 173 31.5 
-Doctorate degree 3 0.5 
-( Tot~ll 549 100.0 

Table 4. 7 shows the distribution of respondents· level of education. Majorit) of the 

rc~pondents at48. 1 percent had a lin~t degree. Respondents ''ho had attained ma'ltcr's 

lc,el were 31.5 percent. wh ile tho. e with Diplomas were 13.2 percent. On I) 0 " 

percent had doctorate degrees. This indicates a 'cry high educational le"el among~t 

the respondents. The results a lso sho\\ that there '"ere cmplo)ees who on l) had a 

'>ccondal) school qualification and constituted 6.6 percent of the sample. 

Table 4.8: Di tribution of Respondents by Years of .. en ice (Tenure) 

Tenu re 
-----. 

frcquenC) ~~er~ 
Below 5}ears 206 37.5 I 
5-10 }ear 227 -- 411 over I 0 years 116 21.1 

1 Tota l 549 -t-- J 00 
_..__ 

fable 4.8 illustrates the dtstrihution of the respondcnb accordmg to the num~r of 

)Car~ ''Orked in the current organt7ation. A total of 37.5 percent had ''orl-.ed "tth 

their company for five or less )Car~. while 41.4 percent had ''orked for bet\\een 5 and 

I 0 ) ears. Only 21.1 percent had worked for the organization for ten ) ears and more. 
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Table -'.9: Di tribu tion of Re pondcnt b) Emplo) ment ~ta tu 

r EmpiO) ment tatu FrequcnC) Percent 

Permanc t II 448 81 6 I -
r.U') 13 I 2.1 

act 88 I 16.3 
-

Tot a I 549 I 100 
-

Pennancnt stafT accounted for 81 .6. which is an indication or high job sccurit}. 

considered to be related po~iti..,el} to lo" tress e:\pcricncc. Temporal") stall 
accounted for :?. I percent. while stan· on contract constituted 16.3 percent or the 

n:spondents as per Table 4.9 above. 

Table 4.10: Oi tribution of Re pondents by Job atcgo~ 

1 Job title F rt~_guenc\ Percent I 
Accountants 43 7.3 
Managers 48 9.3 
Architect I 0.2 
Auditors 25 4.6 
Bank tellers 56 10.2 -Ca-.hicr-. 5 0.9 
Chief librarian I 0.2 

1 Clerks 
1----

35 6.4 
~ Cred it_ollicer.> 9 1.6 

Customer Relation otlicers 37 6.7 

~Cf> 13 2.-' 
inccr I 0.2 - -!Iuman Resource onicers 30 5.5 

L ega!_onicers 8 1.5 
frain ing officer 6 1.1 

1. Liaison oflicers I 0.2 
\le -.cngers 23 4.2 
Procurement officers I 10 1.8 
Receptionists 20 3.6 
Ri sl.. officers I 0.2 
~IC5 C:\eculi\eS 30 6.6 

\1arlo.cti ne officer-. 6 1.1 -ecrctaries I 30 5.5 -<:,ecurity otlicers 9 1.6 
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1 ·\dministrators 10 1.8 
Supenisors 6 1.1 
~un e~or I 0.2 
If officers 40 7.2 
~stem administrators 4 0.7 
Total 549 100 

fhc re~ult~ of1 able 4. 10 show that majorit) of the job categories m the com panic~ 

\\Cre represented in the stud). 

Table ~. 1 J: Oi tribution of Rc pondcots b) ~lanagcmcnt Je, cl 

Management Level Frequency Percent 

Top Management 48 8.7 

-
\1iddle Management 276 50.3 

'-ion Managerial 225 41.0 

I Total I 
- - -

549 100 

·1 he dis tribution <> on f able 4 I I indicates that majorit) of the respondents ''"ere middle 

lc\ cl management and canst ituted 50.3 percent of the sample. 4 I percent of th~.: 

respondents \\Cre non-managers. \vhilc top management accounted for 8. 7 percent 

Table 4.12: 0 cripthe tati tic on tress 

N 

I oo man) responsibilities 548 

I Demanding and unreasonable deadlines I 549 

Difficult coworker 549 

Connictmg with 
demands. unclear 

I 
or conflicting 549 

expectation from 
su eriors. or mana cment 
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Mean tandard 

lean 

3.71 0.039 

3.67 .983 0.042 

3.33 .965 0.041 

3.58 .924 0.03<> 



Oiike poliu<> I 549 j 3.r .9 14 0.049 

Job insccurit) due to cutbad,s. la)ofTs. l 549 3.42 1.030 0.042 
dO\\ ns izing and reorganization. 

L__ 
~ck of career ad,ancement or 549 3A3 .932 0.040 

dequate pay 
1 

d. of control O\er \\Orkload and or 1 548 3.40 .983 0.042 
decision-, affecting m) job. 

-- - ~964 Demanding or di nicuh custome~ 549 3.51 0.04 I 

Grand \1ean on Work tre 549 3.48 973 0.044 

I I 

trc~s- on Work tre 

Concern about general health 549 3.04 .988 0.042 

-
r-:930 Death of significant person 546 2.64 0.040 

'--

epa ration or divorce 544 2.27 1.066 0.046 

-E'" for Physical appearance 540 2.21 1.120 0.048 

- 1.67 -c:\.ual connicts and frustration 542 .899 0.038 

1--::--
Concern for poor \\Cather 549 2.18 1.010 0.0·13 

L...-

1549 Problems with child care 2.22 1.115 0.048 

f-inancial Constraints 

~ 
549 1.062 <>.O·t 5 

-Too little contact with people 549 .986 0.042 2 

- · -Concern for )OUr neighbors 549 2.57 .895 0.038 
neighborhood 

Concern O\er insecurity and other 548 2.59 I .9 19 0.039 
social issues in the countf) 

I 

I Grand 1ean on 'on-Work tr 549 2.38 1.050 0.042 

0\crall Grand \lean on tre 549 2. 1.112 0.046 

I I I 
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The results in Table 4. I 2 indicate that the overall grand mean is 2 88. "hich sugg~-.t 

that ''orkers at the' E ''ere e~pcricncmg moderate le,eb of '>trc,s. \ccordmg w Ala 

et al. (20 I I). moderate le,els of .,tress. moti"ate mdi-. iduab to ach1e\e the1r goab and 

enables them to succeS!>fUII) face other life· s challenges. I he ~tud) estabh..,hcd that 

work stress had a mean rating of above 3.48 indicating that most respondents reported 

work stress as a major source of stress. This is in line "ith the findings of I lappet. 

\1artin & Pinkahana (2003). where work overload, too mun) rcsponsibilitu.:s, job 

insecurity. conflicting and uncertain job expectations and lack of career ad .. ancement 

' ' ere considered as some of the most stressful to emplo)ees Workers toda) are much 

more 3\\are of\\ ork stress than the) ''ere 20 )ears ago. \llan) people are caught up in 

consumerism: they want to buy more goods and services , .. hich require morc.: income 

through longer \\Ork hours. For man) toiling away far bc}ond the normal ''ork,,cck 

is badge of honor. a S)mbol of their ability to multi task. which is becoming u 

common feature in Kenya. This increased level o f awareness may have pla)cd a 

signi ficant role. \\hich led to respondents reponing and rating ''ork stres'> h1ghl> on 
the questionnaires thus contributing to the perception that "ork stress .., on the 

increase (Bioona. 2007). 

~on \\Ork stress had a grand mean 2.38. Emplo)ees at the N<;L did not sill! non ''ork 

stressor' such as separation and divorce. death of Significant person. problemo.; "ith 

child care. concern for physical appearance among others as bl!ing 'ery strcs..,lul. I his 

is an indication that respondents could cope" ith the stressors effectivel} a~ 1t did not 

exceed the respondents' bearable limits. Despite the tow grand mean. it is 1mportant 

to note that concern about general health was the only non worl-. stress factor thm had 

a mean score of abo\e 3. fhis rna) be anributcd to the gro'' ing concern O\ cr life 

threatening diseases such as HI V \10 and cancer among othe r~. Other mk factor:-. 

such as burnout ,-.hich for many }Cars has been associated "ith jobs that rc~ohe 

around helping others have also become a burden to organizations, e\'en tho ... c lasted 

in the i'. [ . Both the private ector and the government realize the impact of poor 

health among its \\Orkcr, such as increase in healthcare expl!nditure, which in turn 

slo" s dO\\n economic growth. The sector has therefore, set out to revitalitc health 

care infrastructure as one of Ken~a·s Vision 2030 targets, (GOK. 2007). 
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Table 4.13: Oc cripthe tati tic on tre ~lanife\tati on 

--
r 

-Ph} iological <)tandard ~tandard 

N Mean 
.Manife tation 

I 
De' iation Error 

Headaches 
549 I 2.86 1.208 0.052 

549 1.95 1.274 
-
f- 0.054 -

lfigh blood pressure 

Heart disease 
549 1.37 1.862 0.037 

Ulcer!) 549 1.33 .768 0.033 

exual difficulties 
549 1.28 707 0.030 -

Constipation I 549 1.58 .955 0.041 

-
llcartbum 

549 2.75 1.060 0.045 

Nausea 
549 1.74 1.06 1 0.047 

Grand mean on Pby iological 549 1.86 1.014 0.042 
trcs Manife tation 

I 

P. ychological Maoife tation 

Anger Irritability 
549 3.55 .056 0.024 

I I 
I 

Depression sad do,,n hearted 
549 1.90 1.023 0.044 

- -
Irrational beliefs 

549 1.54 .865 0.037 

Guilt 
549 1.76 1.006 0.043 

l ad. of concentration 
549 2.71 1.107 0.43 

Poor se lf esteem 
549 2. 18 1.093 o.o-ts--

l O" moth:ation 
549 

I 
2.31 1.103 0.047 

l An•iet) Panic 'fearfu I 
549 I 3.5 .. .631 0.240 

I -l .ow trust 549 2.16 1.140 0.049 
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I Job S3tisfaction I -49 2.25 1.141 0.049 

Organizational Commitment 549 2.17 1.022 0.044 

Grand Mean on P )Chological 
549 2.37 1.101 0.045 

tre :\lanife tation 

Bcha\ ioral .Manifc Cation I ~082 I Violent Behavior ~48 1.84 0.046 

Substance abuse 542 2.13 1.430 0.049 

Absenteeism 546 2.36 1.560 0.049 

Withdraw from social life I 549 1.92 - f-
1.28 0.044 

Poor sleeping patterns 549 2.43 1239 0.053 

I Lack of skill development 549 I 1.86 1.066 0.040 

I Lack of respect for others - · 549 1.84 .965 0.041 

r Lnable to complete tasks 549 2.17 I 270 0.044 

- -Avoid change 549 1.03 .842 0.00-J 

-Family disharmony 549 2.04 .990 0.042 

t-.945 ·-r Poor communication 549 2.09 0.040 

Avoid responsibility 5~94 .867 0.037 

-.939 -Low delegation 549 I 2.07 0.040 

-Loss of creativity 549 2.49 1.118 0.048 

-Poor time management 549 1.92 .833 0.036 
I 

Unpredictable weight gain or 
. 

544 1.97 1.029 0.044 
\\eight loss 

I I 
r Opting to lea\C work due to 

549 2.17 .945 0.041 
I stress 

I 
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G rand ;\lean on Beha,ioral 
549 2.02 .988 0.042 

tre Manife ta tion 

I 
OH!rall Gra nd :\lea n on 

549 2.09 .945 0.040 
tre Manifestation 

I 
The resull in Table 4.13 abo"e sho'' that the O\erall grand mean on ~tress 

manifestation '"as 2.09. '"hich is an indication that the outcome of stn.:ss among 

employees \\as moderate. Physiological stress manifestation had u granJ mean of 

1.86. Physiological stress mani festation such as headaches, heart d1sease. ulcer'i and 

high blood pressure did not score highly on the Iikert rype scale, they were therc.!fore 

not considered a major threat to the health of workers at the N l and neither their 

performance. The effects of moderate stress are usually not ham1ful as long as people 

take action and utilize this energ). The rapid mobi lization of cncrg) created to as~ist 

us in confronting a threat. harm or challenge is in most cases. positive. life-sa\ ing 

adaptive mechanism. the effects are shon lived and begin to rc' cr~ once the ources 

of stress is removed or coped with efTectively. The more often people e:\pcnence 

events that provoke alarm reactions, the greater thei r need for the rest to help the body 
restore the enerro that '"as used up in dealing \\ith the stressor. 

Psychological stress manifestation had a grand mean of2.37. Anger and an\iety "ere 

the only t\\O outcomes that had a mean score of abo"e 3 under ps)cholog1cal 

manifestation categof). Am.iet) sufferers feel irritable and ma) have dintculty 

concentrating. This may be coupled with physical symptoms such as shortness of 

breath, increased heart rate, cold clammy hands, a dry mouth. nausea. muscle tension. 

aches and soreness. I he fight or flight response originates in the brain thus leading to 

a variety of psychological problems. No other psychological disorder such as 

depression. irrational beliefs. lo'" moti"ation. lack of job satisfaction and low 

organizational commitment \\ere rated highl) on the scale I he pnmary function of 

the brain is to send and receive information. 
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The grand mean for beha,ioral manife~tation \\as 2.02. \\'h\!n the brain i!> c:-.:po,cd tu 

high Je,els of ~tress. the outcome may lead to serious bchn' ioral manife!>tation or 

stress. It appear!> that the minds of the respondents under ~tud) did not send messages 

that "ould O\ er timulate theirS} tern and cause them to enter into chronic. We!>s ., he 

respondents did not score high I} on beha" ioral manife!'>tation !>UCh a~ poor sleep 

patterns. substance abuse. violence. famil> dishannony, loss of creati\ it). poor lime 

management, unpredictable weight gain or weight loss, high Je.,cls of absenteeism 

and opting to lea\e v.ork due to stress. 

Table 4.14: ,\1anagement Cate~Or') in Relation to . tr lnd c~ 

I I Middle . l Management Category Top on 
Management Management Managerial 

Mean N I Mean Mean 

Too \ltan)' responsibilities 48 3.71 276 3.61 225 3.81 

Demanding or Unreasonable 
48 3.62 276 3.65 223 3.72 deadlines 

Difficult coworkers 48 3.12 276 l 3.15 225 3.72 

Connicting and unclear 

I 
demands from superiors or 48 3.38 276 3.36 225 1.79 
management 

-
Office politics 48 3.21 276 3.22 22~ 3.32 

I Job insecurit) due to I -
cutbacks. la)offs. do,.,nsizing 

48 3.39 276 3.41 .,.,. 
3.45 or reorganilation 

__ ) 

Lack of career ad' ancement 
48 3.41 276 3.43 225 3.47 and adequate pay 

r 225 Concern~ about general health 48 3.04 276 I 3.03 3.06 -
Demanding or difficult 

46 3.12 276 3.22 225 3.80 customers 
I I l ack of control over workload 

and or decisions affecting rn) 48 3.48 276 3.48 225 1.58 
job 

Death of significant person 48 2.61 276 l 2.63 2') • I .. ) 2.66 

\cparation or Divorce 48 ! 2.25 276 2.27 215 2.30 
~-
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I Concern for Ph> ical 
appearance 48 1.67 275 1.67 :w: 1.70 

-exual conOict<.. and 
44 1.65 274 1.64 200 2 21 frustration 

Concern for poor \\eather 48 1.74 276 1.76 220 2.4-t 

Problems '"ith childcare 44 2.79 276 2.73 220 2.82 -
2.12 _ _;] 

-
Financial Constraints 46 2.12 274 2.41 

-
Too I ittle contact with people 44 2.21 254 2.20 199 2.23 -I 

I 
Concern for }OUr neighbors 

44 
I 2.55 262 2.5-t 212 2.62 neighborhood . 

Concern O\Cr insecurit) and 
other social issues in the 44 2.59 275 2.55 223 2.64 
country 

-
Grand Mean 48 2.78 276 I 2.7.!_j 2~2.98 

A mean rating was computed in order to compare stress levels among the different 

emplo:>ee categories. The study revealed that top management reponed a grand mean 

of 2.78, the same as that of middle level management. Non managerial stafT had n 

grand mean of2.98. which was higher than that of managers. The findings appear to 

contradict previous studies. According to Greenberg & Baron (2007), by "inuc of 

carrying the responsibilities for other \\Orkers both top managers and middle kvel 

managers experience higher le\els of stress than tho-.e "ho ha\1.! no respon ibllll). 

The)' are both more likel> to rcpon feelings of tens1on. and are lili:el) to sho" 

S) mptoms of stress such a~ ulceJ"!) and h)penension unhkc their counterpans m non

supervisor) positions. 

The findings of the study indicaung that non managerial slafT reponed higher lt:\els 

of stress. rna) be anributcd to the fact that the) may not ha\e access to tress 

management faci lities such as lit ness clubs neither the ability to pa} for holida) '> to 

get 0\\3}' rrom stressful situations. In the Kenyan conte:\t, workers also tend to take 

leave and travel upcountry which rna) not ah-.a)s be the right W3} to manage stre~. 

since it is assumed that people ''ho '"orJ... in the city have more resources. "hich the> 

arc expected to share out with relati\es. This rna) result to increased financial stres<, 

b> the time the> report back to \\Ork. 
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4A Tc t of II) pot he e 

The six rcseJrch objecti\es are addressed in this section. 1 he lir:.t three objecti\cs 

e:\plored relationships bemeen the stud} variables. The correlations for thc-.c 

\ariables and the regression models are presented in th1s se~uon. 1 he fourth objc~.:tiH: 

:,ought to lind out the influence of stress management on the relationship bcmccn 

tress and corporate performance. The fifth objective sought to establish the influence 

of individual characteristics on the relationship bct\\een stress and corporate 

performance finally. the si.xth objccthe sought to establi'>h ''hethcr the joint cflect ol 

~tress management and indi\ idual characteristics on corporate pcrformanl:C I'> gn:atcr 

than the independent effects. 

4.4.1 trc and Corporate Performance 

Objecthe one of the stud} sought to determine the relationship bet\\CCn stress and 

corporate ~rformance. 

H 1 Tit ere i~ a relationship between Ire s and corporate performam:e 

tress was measured by both work stress and non-\\orJ.. stress, which included too 

man)' responsibilities, unreasonable deadlines, job insccurit). lack ol career 

ad,ancement. death of significant other. di,orce. problems \\ith ch1ld Lare among 

other factors. Data "as obtamed u:-.ing a Iikert l)pC sLalc ol 1-5 ''here I not at all. 2 

rare I>, 3 sometimes, 4-: often and s- vef) often. Pcrfonnancc focu.,cd on both the.: 

enicicncy and effectiveness and included both qualitative and quantitativi.! 

performance. Qualitative perfonnance was measured using the Kirkman and 

Rosenman cale ( 1999) ''here respondents \\ere reqUired to indicate performance of 

their busine ·s compared to that of their competitors. Organizational etfecthcncss "as 

measured m terms of customer sntistaction. emplo) cc rl!lations. organi.rational image 

and quick decision making. Using the same scale, re-.pondents ''ere also required to 

indicate the C\tent of the business growth in the last rive years. Quantitati\'e data 

\\ h1ch mcluded <>ales turnover. shareholder \alue and profits \\35 obtained from the 

'-.<;[ handbook of 2007 and 20 I 0. It is important to note that h> pothesis one '"as lirst 
'>tatisticall) tested using respondents in all the market segments in the 'J L. r urthcr 
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anal}!>is of the same h} pothesis "as conducted "ithin three of the mar~ct ,cgrncnh 

which nclude financial and investment sector. commercial and sen 1ces ,c~. tur and the 

industrial and allied sector in order to determine "hcth.:r the relation~hip bct\\c~n 

stress and performance '"as significant. 

Tnblc -tlS: Correla tion Rc ult for tre and orporate Performance. 

I Variables Stress Corporate 
Performance 

Pearson 
I . 103" Correlation 

Stress 
ig. (2-tailed) .016 

549 549 

Pearson .I 03. I Correlation 
Corporate Performance ig. (2-tailed) .0 16 

l\ 549 549 
• Correlation IS s.gn1ficant at the 0 05 level (2-talled). 

Pearson·s Product Moment Correlation statistic was uc;cd to test the relationship 

bemeen stress and corporate pcrformance. As can be d1scemed in Table 4 IS abo, c. 

there is a statisticall) significant relationship bct\\een stre s and corporate 

performance "ith r - I 03 at p<' 0.05. Further anal} Si s presented on 1 able 4.16. abo 

\how that there is a relationship bet\\ecn stress and corporate performance. 

Table 4.16: Rcgrc ion rcsu It for tre and orporatc Performance 

(a) 1odel umm:liJ 

td. Error Change Statistics 

R Adjusted of the R quare f· ig. F Durbin-
~1odcl [Square R Square Lstimate Change Change 

I .1231 .015 .012 1.266 .015 4.205 

a. Predictors: (Constant), ~on Work tress, Work tress 

b. Dependent Variable: Corporate Performance 
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(b) ~0 b 

Model 
um of 

Of 
qua res Mean quare r ~lg 

Regre::.s1on 13.479 ') 6.740 4.205 015 

Residual 875.027 547 1.603 

Total 888.506 549 

a. Predictors: (Constant). Non Work Stress, Work Strcs<, 

b. Dependent Variable: Corporate Performance 

(c) Coefficient 

95.0% 
Unstandardi1ed tandardized Confidence 

Coefficients Coefficients lntcn.al forB 

td. Lcmcr L pper 
\todel B l rror Beta r Sig. Bound Bound 

I (Constant) 3.246 .251 12.927 .000 2.752 3.739 

\\ ork tress .180 .071 .116 2.516 .012 039 .310 

on \\orlo.. .027 .079 .016 .340 .734 -. 129 .182 
Stress 

a. Dependent Variable: Corporntc Performance 

1 he R value \\US 0.123 indicating that there is a positive relationship bct\\Ccn stre~s 

and corporate performance. The R squared (R2
) 'aluc of .015 e:-.plaim. I 5 percent of 

corporate performance. The remaining 98.5 is explained b) other 'itratcgies put in 

place by companies in order to enhance their performance. The model w:ls significant 

"ith the I rauo 4.205 at p " 0 .05. This is an indication that the b cis of stress 

C\.perienccd b~ emplo}ees at the ' C \\ere moderate. \Vorl\ stres'i had a ~ \alul! of 

2.516 at p = 0.05. Individuals mdcntilied all worl-. ~trcssor as being -.ourcc of stres.,. 

only concern for general health '"as identified by respondents as a major stressor. 

These findings are supponed by \\ elford ( 1973) and J ing (2008) that optimum stre<,s 

rna) be achic\ed at ''ork and rcnccted on job performance if the situations emplo~ees 

encounter provide adequate challenges. A cenain amount of c;trc-.s i\ therefore. 

beneficial to corporate perfonm1nce. 
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The study revealed that factors '' ithin the organization such a" ''ork O\ crlood. 

difficult CO-\\.OrJ...crs, too man} responsibilities. demanding and unr~a-.onablc 

deadlines. conflicting demands and unclear expectations c.Jid not alkct pcrl'lmnan~c 

neeati\elv. Lad .. of control O\er \\Orkload, demanding and diOicult cu tomcr-. and . . -
office politics rna) ha\.e triggered positive stres5. '' hich in tum enhanced 

performance. Th1s is an indication that individuals \vho panicipatec.J in the stud) \\ere 

able to mobilize the energ) necessar) to cope" ith evel")dJ} \\Ork stress,'' hich had a 

poSitiVe effect on performance 'Non \\Ork stress, "hich is caused by indiddual 

e'\pcriences and other emironmental demands did not ha'e an) significant ciTect on 

corporate performance. This rna) be explained by the fact that it is not ever} da) that 

people have to deal with stressful situations such as the death of significant others or 

di,orce among other problems. 

Table 4.17: Correlation Re u lt for tress and Corporate 
Performance in the Finance and love tmcnt ecto r 

Variables tres 
Corpor;Hc 

Perfom1an~c 

Pearson Correlation I .135 .. 

I Stress ig. (2-tailed) .000 

"J 312 312 

Pearson Correlation .135 .• I 

Corporate Pcrfom1ance ig. (2-tailcd) .000 

" 312 312 

<. orrelation is 1 >nilicant at the 0.0 I le\ cl (2-tailed). 

Pearson's Product Moment Correlation statistics "' ao.; used to test the relationship 

bCt\\ecn stress and corporate performance in the financial and invco,uncnt o;cctor r he 

re-,ults are prc<.._ntcd in Table 417 above. As ho\\n on the lablc, r 0. 13'5. ''h•~h 

indJcates that '!>tress and corporate perfonnance arc correlated 'J he sign of the 

correlation coefficient indicates that the relationship is positive. r he significance 

'alue p<O.O I means that the correlation is significant and the l\\0 variables arc 

linear!} related 
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Tuble -US: Rcgrc ion rc ult for tre and Corporate Performance in the 

Financia l and In' e tment ector. 

(a) Model ummaf") 

td. Chongc ~t.utstics 

Crror of R 
R Adjusted the quare F 

:\lode I R Square R Square Esttmate Change Change 

I .165a .027 .025 1.257 .027 15.263 

a. Predictors: (Constant), ',! ork tress, Non Work tress 

b Dependent Variable: Corporate Performance 

{b) 'OVAb 

urn of 

dfl 
., 

\11odel quares Of Mean Square 

df2 

3 10 

F 

ig. F Durbin· 
Change \\at-.on 

001 I 714 

tg . 

I Regression 24.119 2 24.119 15.263 . 001z 

Residual 864.388 310 1.580 

Total 888.506 312 

a. Predictors: (Constant),Work ~Ires . Non Work trc<>s 

b Dependent Variable: Corporate Performance 

(c) Coefficient 

Unstandarditcd I Standardized 
Coefficients Coefficients 

td. 
\lode I B Crror Beta ,. 
I (Constant) 2.907 .268 10.847 

\\ ork .27 1 .069 .165 '3.907 
tress 

Non Work . 186 .092 .147 3.693 
tress 

a. Dependent Variable: Corporate Perfonnance 
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95.0% 

Confidence 
Interva l forB 

Lower Lppcr 
ig. Bound Bound 

.000 2.380 3.433 

.00 1 . 135 .408 

.002 154 .418 



The results of the regression anal) sis support tbose of the Pcar..on·~ Product ~loment 

Correlation that there is a positi\e relationship bet"ecn stress ond corporate 

pe· onnance in the financial and imestment sector, ''here R \\OS equal to 0 165 and 

R ~ \aluc of .027 e:\plaining 2. 7 percent of corporate performance. fhc modd \\a 

significant '' ith the I· ratio = 15.263 at p < 0.00 I. The result for \\Ork stres~ \\ere 

significant '' ith ~ = .165 at p<0.05, ''hile non-work stress ''<b also significant '' 1th ~ 

=.147 at p < 0.05. 

Gro'' ing research e\idcnce shows that increase in stress to mild le\ds scnes as a 

stimulus to activate employees to challenge stressors at the work pla~,;c. or those 

outside the worh. place that are affecting their tasks, and this in tutn fhcilitates an 

improvement to corporate performance. It is important to note thJt mild levels of 

stress will vaf) from individual to individual depending on how long 1t contmues. 

how complex the task is and how strong the individual's resilience power IS. lhc 

rc .. ults of this study support findings by Welford ( 1973) and Jing (2008) that mild 

le,els of stress enhance emplo)ee performance, hence affecting corporate 

performance positi,el) in the financial and imestment sector. 

Tnble 4.19: orrclation Re ult for tre and Corpora te 
Performance in the ommercia l and en ice ector 

Variables Corporate 
Performance Stress 

Corporate Performance Pearson Correlation I .1 17* 

ig. (2-tailed) .013 

N 75 75 

i ~tress Pearson Correlation .117* I 

ig. (2-tailed) .013 

75 75 

Correlation is significant at the 0.05 level (2-tailed). 

78 



Pear!>on·s Product Moment Correlation statistic \\3s u'ed to test if there ,,as a 

,uuistically significant bi' ariate relationship bet\\.CCn the stress and corporate 

performance in the commercial and ser\ ices sector. 1 he results are presented m table 

4 19. As shown in the Table 4.19, there is a positive correlation bemeen stress and 

corporate performance with r=O.l 17 at p <0.05. 

Table ·t20: Regre ion rc ult for trcs and orporate Performance in the 

Commercial and ervice ector. 

(a) Model ummaQ 

Std. Change 

Error of R 

R Adjusted the Square F 
~1odel R quare R quare Estimate Change Change 

I .131 1 .017 .015 1.264 .017 9.537 

a. Predictors: (Constant), Work tress, on Work Stress 

b Dependent Variable: Corporate Performance 

(b) 

um or 
Model Squares Of Mean <:,quare 

tatistics 

ig. F 
dfl dfl Change 

2 73 .002 

F <:,ig. 

Durbin-
\vat son 

1.683 

I Regression 15.226 2 15.226 9.537 .oot 
Residual 873.280 73 1.596 

Total 888.506 75 

a. Predictors: (Constant). Work tress, on Work tress 

b. Dependent \ ariable: Corporate Performance 
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(b) Coefficient 

95.0% 
Lnstandardi1cd I Standardized Conlidcncc 

Coellicients Coefficienb lntcn a I tor B 

td. Lo\\er l ppl!r 
~1odcl B Error Beta T Sig. Bound Bound 

I (Constant) 2.845 .356 7.982 .000 2.380 3.433 

Work .211 .091 .131 3.907 .028 .177 .408 
tress 

Non\\ ork .078 .178 .059 .433 .663 .205 .478 
tress 

a Dependent Variable: Corporate Performance 

'J he results of the regression model presented in Table 4.20 abO\ e sho'" that ~trc-.s i-. 

positive!} correlated to corporate performance,., ith R value of.l3 1. The 'aluc of R· I<> 

.017 meaning stress explains I. 7 percent of performance in commercial sen ices sector. 

fhc model is significant with an r ratioof9.537 at p < 0.05. The results abo indicate a 

s1gnificam positi\e relationship bel\.,een work stress and performance with ~ .131 at 

p<O.OS. '" hile the results of the b1variate regression anal> sis bet\\ ecn non '' ork ~tn:-.-. 

and corporate performance was insignificant. 

Constructive stress is a healthy stimulus that encourages emplo}ees to respond to 

challenges, and "ith time reaches a plateau that corresponds appro.,imatel) "ith an 

indi.,idual's day to da> performance capabilit} . Bloona (2007) maimamed that at lo\\cr 

levels of stress individual's function effective!}. but at higher levels the) bt:gm to 

develop stress S)mptoms and their performance and that of the corporation decline 

O\ertime. Robbins (2003) noted that when individuals experience lo'' to moderate 

te'els of stress. it stimulates the bod> and increases lls ability to react. imilarl) the 

research findings support the view that mild levels of stress in the commercial and 

"en ices sector affects corporate perfonnance positively (Jing, 2008). 

80 



Table ~.21 : Correlation Re ult for tre and o rporatc 
Performance in the l ndu trial and llicd ector 

\ Jriables Corporate 
Performance 

( orporate Performance Pear~on Correlation I 

ig. (2-tailed) 

'\ 135 

~tress Pearson Correlation -.3 11 •• 

ig. (2-tailed) .002 

N 135 

Correlation is significant at the 0.0 I level (2-tailcd). 

Stress 

-.3 11 
.. 

.002 

135 

I 

135 

Correlation anal) sis \\ as carried out on stress and corporate performance. The 

bi\ ariate relationship \\>aS found to be statistically s•gm ficant with strc.,., aflccung 

performance negative!) \\here r =-.3 11 at p < 0.0 I. 

4.22: R egre sion rc ult for tress and Corporate Performance in the 

Indu trial and Allied ector. 

(a) Model ummaf) 

td. Change Statistics 
Lrror of 

R Adjusted the R Square f 
Model R quare R Square Fstimate Change Change 

I -.3258 .106 .045 1.274 .00 1 5.802 

a Predictor!>: (Con tant). \ ork tress, '\on Work tre~s 

b. Dependent Variable: Corporate Pcrfonnance 
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I 134 

ig. F 
Change 

.007 

Durbin-
\\ atson 

1.66 1 



umof 
\1odel qua res Of Mean quare 

I Regression 1.301 I 1.301 

Residual 887.206 134 1.622 

Total 888.506 135 

a Predictors: (Constant).\\ or"- tres . on \\Ork tress 

b Dependent \ ariable: Corporate Performance 

(c) Coefficient 

Unstandardizc I Standardized 
d Coefficients Coefficients 

td. 

F lg 

5.802 .007 

95.0% 
Confidence 

Interval lor 13 

Lower Upper 
~1odel B Error Beta T Sig. Bound Bound 

I (Constant) -3.838 .119 -7.378 .000 -1.433 -780 

Work Stress -.255 .016 -.238 3.385 .003 -.075 -.308 

l'-.on \\ ork -.109 . I OJ -.133 .693 .0 14 -.198 - 104 
tress 

a. Dependent Variable: Corporate Performance 

The model summa!) in Table 4.22 above shows that both work stress and non-\\Ork 

stress ha\C a combined correlation R "alue of-.325 showing that there i5 a ~ignilicant 

negative relationship bemecn stress and corporate pcrfom1ance. The r ratio 1s 5 801 

at p < 0 .05. sho'' ing a significant level of predicting the results using the model. The 

respective beta coefficients shO\\Cd that \\Ork stress had P -.238 at p < 0.05. ''hilc 

non-\\Or"- stre)S had 13- -.133 at p < 0.05. Both work stress and non-work stress had 

a negative unique efTect on corporate performance. 
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The r\!search stud) revealed that factors '" ithin the organi1ation such a'> unrca .. onabh: 

deadlines. lack of career advancement. lack of control O\Cr workload nnd dec1s1on 

aflectmg the respondents· jobs had a negative effect on corporate perfom1ance. Job 

l"~cu·lt) due to cutbacks. layoffs. do, .. nsizing and reorganization and om~e polnics 

c-.pccially \Hangles among top team management, ''ere also major contributing 

factor~ to negative corporate perfonnance in the industrial and alhcd sector on \\Ork 

stressors, \\hich included financial constraints, problems ''ith childcare. concern for 

the \\Orkers general health. concern O\er insecurit) and other soc1al IS'>UC~ ''ere also 

identified b> re pondents as being major factors that '"ere aflccting corporate 

performance negative!}. This confinns other research findings that conclude that 

stress affects corporate perfom1ance negatively (lmtiaL. & Ahmad. 2009; Ongori & 

Ago II a. 2008; alami et al. 20 I 0). 

4.4.2 tre and trc Manife tation 

Objecti' e two of the stud) sought to detennine the relationship bct\\Cen stress and 

stress manifestation. 

I h There if ll relationship bet ween stress and stress manifestation 

Table .... 23: orrcla tioo Re ult for tre and trc Manifc t:llion 

Variables Stress Physiological Psychological 13chavioral 

Stress Stress Stress 

Manifestation Manifestation I ani fcstation 
--

<;tress 1 

Physiological j 355 I 

tress I \1anifestation 
-

Ps}chological I 591 349 I 

tress 

1 
\lanifestation 

l 

Behavioral tress .402 .484 567 

\1anifestation 

·· . Correlation b significant at the 0.0 I Je,el (2-tailed). 
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A~ can be "een m Table 4.23. there as a positi\e and igniticant relmionship bct\\~~n 

stress and stress manifestation in tenns of ph}siological ~tress manifc tat ion "ith 

r-0.355 at p<O.O I, psychological stress manifestation with r 0.590 at p<O.O 1 and 

behavioral stress manifestation with r-0.402 at p<O.O I. 1 he results impl) thnt as 

stress increases there is a corresponding rise in the stress manifested by the \\Orkcrs at 

the E. 

Table 4.24: Rcgre ion rc ult for tre and trc Janifc ta tion 

Variable 

*P< 0.05 

Pb) iological 

trc 

Manifesta tion 

B E ~ 
. 16 1.04 . .17* 

.27 .04 .28* 

R=.39 

R2
- .14 

F Value 47.75 

P value< .00 I 

P )Chological r:' io r:tl \ trc' ' 
trc \ anifc\t:Hion 

Manife tution 

B E l J3 B E p 
.16 . 18* .15 .04 16' 

.37 .36* .29 .04 .29• 

R =.45 R=.38 

R2 = .20 R2 =.14 

F value - 71.04 F value 44.98 

P value < .00 I P value< .00 I 

The re ults of the regre sion analyses in Table 4.24 also indicate po-.niH: and 

significant relationships between stress and phy'>ical stress manifestation. I he 

bivariate statistics indicate R .39 and R2 = .14. The bivariate correlation accounted 

for 14 percent of the \ariance in physiological manifestation. The model ''as 

significant \\ ith an F ratio of 4 7. 75 at p < .00 I. \vork stress had J3 = .17 at Jl <.00 I, 

\\hile non-\\Ork stress had J3 .28 at p<.OO I, "hich is an indication that both ''ere 

statistically significant. The significance of the bivariate relationship bcmccn stress 

and physiological stress manifestation was assessed and the results were as follows R 

\\as equal to .45 indicating that the relationship was positive and <;tatiscall> 

significant. R2 \\as equal to .20 meaning that stress can account for 20~o of the 

p:l)Chological stress manifestation. The F ratio was 71.04 at p < .00 I sho" ing a 

significant level of predicting the results using the model. \Vork stress had f3=.18 at 
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p<.OO I. w hilc non-work stress had 1}=.36 at p<.OO I indicating that both \\ere 

st:uisticall) significant. imilarl). the bivariate relation ... hip bct\\een strc ... :-. and 

beha' ioral manifestation '"as assessed and led to R that \\as equal .38 indicating th.u 

the relationship , .. as positi\e and statisticall) significant. 1 he R2 "•h equal .14 

accounting tbr 14 percent ofbeha .. ioral stress manifestation. The r: ratio \\tl'> 44. 98 at 

p < .00 I, '' hich is an indication, that the model "as significant at predicting the 

results. \\rorl-.. ~tress had J3 =. 16 at p < .00 I. while non-\\ork stress had ~ .:!9 at p 

<.00 I meaning they were both statistically significant. The results of the regression 

"alidate the results of the Pearson' s correlation. 

The results of the study revealed that stress experiences such as '"ork O\ cr load. lack 

of career advancement, difficult coworkers, job insecurity. difficult customers. 

concern about general health and financial constraints among others had a significant 

impact on stress manifestation, especially psychologically manifestation "ith .mger 

and anxiety being reported by most respondents lndi' iduals also reponed 

experiencmg physiological consequences of stress such as headaches and high blood 

pressure. Behavioral stress manifestation such as poor sleeping patterns and poor time 

management were also some ofthc effects that participants in the study reported. 

These findings appear to support previous studies b) L\.Crl) & Benson ( 198:!). 

According to their stress model. overstimulation of the human bod) leads to \\car and 

tear and C\.Cntual breakdown of target organs and systems. This "ill not only lead to 

classic stress related disorders but also psychological and behavioral disorders. I hese 

findings arc also in line with research conducted by Ngcno (2007). "hich rc\caled 

that emotional fatigue and burnout \\ere some of the variou~ ps)chological 

consequence~ of \\Ork O\ erload. lack of career advancement and lack of ln\.oh:cment 

in decision making. Ultimately, the psychological and ph)siological manif~stauons 

lead to generalized changes in behavior of individuals who are experiencing stress. 

This led to the acceptance of h)pothesis H2• that there is a relationship bel\.\.Ccn stress 

and stress manife tation 
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4.4.3 trc Manife tatioo and Corporate Performance 

Objective three of the study sought to determine the relationship bct\\CI!n .,trc~s 

manifestation and corporate performance. The third h}pothesis was tested fo r this 

obtecthe. 

H1· There i a relation hip between tress manifestation ami corporate performtm f.e 

Table 4.25: orrelation Rc ults for tress Manifc tation and Corporate 
Performance 

Variables Physiologica I Psychological 
tress tress 

Manifestation Manifestation 

Ph} siological 1 

tress 
\1anife tation 
Ps}chological 349"" 1 

tress 
~anifcstation 

Behavioral 484 •• 567"" 

tress 
\1anife union 
Corporate -076 122" 

I Performance 

•• Correlation IS S1gmf1cant at the 0 01 level (2-talled) 

• Correlation IS s1gnlficant at the 0 05 level (2-talled). 

Behavioral -Corporate 
Stress Performance 
Manifestation 

1 

- .105" 1 

The results of the Pearson's correlation presented in lable 4.25 above inclkatc 

p-,ycholog•cal stress manifestation had a significant positi\e eflect on <.:orporate 

performance with r =. 122 at p< 0.05. Behavioral stress manife tat ion h.tcl ncgati\ c 

effect on corporate performance with r = -.105 at p< 0.05, while ph).,IOlogu.:al 

manifestation had no significant efTect on corporate perfom1ancc. r urthcr anal> es 

using regression is shown in Table 4.26 
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Table -t26: Rcgr ion re ul ts for tres ~1anifc tation und orporatc 
Performance 

(a) Model umma ry" 

td. Change <;taustics 
Crror of 

R Adj~ted the R Square F ig r Durb n· 
\todel R !<;quare R quare Estimate Change Chillll!.e dfl df2 Chmgl! \\:IllS •n 

I .1so• .0~2 .017 1.262 .022 4.1S7 3 "45 016 1.710 

a. Predtctor~ (Constant), Behavioral tress Manifestation. Ph)stolo)!tcal tre..,.., M.lntk .t.ltton. 
P:,}chologtc:al tress Manifestation 

b. Dependent Variable: Corporate Performance 

(b) 

Model Sum of Squares Of Mean Square F I!' 

l Regression 19.875 3 6.625 4.157 .006 

Restdual 868.632 545 1.594 

Total 888.506 548 

a. Predictors. (Constant), Behavioral Stress Manifestation. Ph)stological ~trc..-..s 

\.1anife:,tatton, Psychological tress Manifestation 

b. Dependent Variable: Corporate Performance 

(c) Coefficient 

Unstandardized Standardized 95 0°o Confidence 

Coefficients Coefficients lntcnal forB 

td. l O\\ er Lpper 

Model B Error Beta T Sig. Bound Bound 

I (C onc;tant) 4 . 19 1 .18 1 23.097 .000 3.835 4.548 

Physiological -.080 .087 -.045 ·.927 .354 ·.251 .090 

tr\!SS 
Manifestation 

Ps}chological .208 .086 . 125 2.427 .016 .040 .377 

()tress 
Manifestation 

Bcha\ioral tress -.254 .091 -.154 ·2. 783 006 ·.434 ·.075 

t\Janifcstation 

a. Dependent Variable: Corporate Performance 
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The re:;uhs of the hnear regression anal)ses presented in the pre' ious page ,how that 

R \alue was equal to .150 indicating there is a positi\e relationship between strc,s 

manifestation and corporate performance. The R squared (R'"} value ''as equal to .022 

meaning the factors making up stress manifestation can c\plain 2.2% of corporate 

performance The regression anal}sis also generated the: folio" ing codlietcnts. 

P:;,chological streo;s manife:;tation had a significant posithe eflect on Cor{Xmllc 

performance "ith 13 =. 125 at p< 0.05. Behavioral stress manifestation had negatJ\C 

effect on corporate performance '' ith 13 = -.154 at p 0.05. while phy siologKal 

manifestation h<ld no significant efTect on corporate performance The results 1mply 

that corporate performance is affected differently by the \arious stress manil'c~tat1on 

'ariables. T hercfore. hypothesis H3 that there is a relationship bet,,ccn stress 

manifestation and corporate performance was accepted. 

1o excesses of headaches, high blood pressure, heart disease, constipation. nausea. 

heartburn or ulcers were reported among the respondent. This C\.plains \\h} 

ph)siological stress manifestation was not significant. The study findings appear to be 

in line with the research conducted b} Deschamps, Oargner. Badmicr. \lachud & 

Merle (2003). 

E'en though psychological manifestation factors such as anger and an\.icty had a 

mean abO\C 3. Other factors had a mean of below 3. 1 hcsc include ~d f-c.,tccm. 

moti,ation. job satisfaction and organizarional commitment. It is important to note 

that studies have revealed that organizational commitment is a function of sc.!\cral 

variables. These include emotional intelligence, participative decision making .1nd job 

satisfaction ( alami & Omole, 2005). High ly committed employees demonstrate a 

"illingncss to share and make sacrifices required for the organiLation to achieve its 

performance goals. This was confirmed by the results of the regression sho" 111g that 

psychological manifestation had a positive effect on corporate performance 

Behavioral manifestation had a negative effect on corporate performance. I hcse may 

be C:\plained by the respondent aggressive, forceful and competitive nature. fhis 

rna) lead to emplo}ees becoming frustrated b} the \\Ork situation. gcttmg irritated 

\\ith the \\Or"- efTorts of others and being misunder:;tood b) their supcn i'>Ors or 

manager (Luthans, 2008). 
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4AA Influence of tres Management on the relation hip bch' ccn ~tr '' 

i\1an ifc tation and Corporate Performance. 

The fourth objective sought to establish the influence of stress management on stress 

manife tat ion and corporate performance. The researcher h) pothesi7cd that the 

relationship bet\\een stress manifestation and corporate pcrfonnance depend~ on 

~tress management. ror purpose of the study. stress management '"as represented by 

social support. individual approach to stress management and corporate approach to 

stress management. In order to test these hypotheses, intcmction terms ''ere c.rcmed 

b) getting the product for each of the stress manifestation and stress management 

variables. 1 hcsc interactions were tested using hierarchical regression model. In stage 

one, the s tress manifestation variables were entered in the regression, follo"cd b> the 

moderator in stage two and lastly the interactjon terms were entered tn stage three. 

~.4.4. 1 ocial upport 

Anal}sis was carried out to test H.-a that predicted that the strength of the relationship 

bet,,een strcs manifestation and corporate performance depended on octal support. 

Interaction terms ''ere created b)' getting the product of each of the stress 

manifestation variables and social support and \\ere then regressed against corporate 

perfonnancc to test for their moderating effect. 

Table 4.27: Regre ion Result for the Moderating Effect of . ocial Support on 

the relationship between trc s Manifestation and Corporate 

Performance 

ariablcs 1 Predictor V 

~Man ife tation 
r- --

Ph)Siologic at tress Manifestation 

at tress \.1ani fe!)tation 

Beha,ioral tress Manifestation 

B 

-.08 

I .2 1 

-.25 

89 

Corpora te Performance 

SE J3 T I p 

-.05 l -
.09 -.927 .354 

.09 .t3 1 2.427 I .016* 
- . 

.09 -.15 -2.783 I .006* 



' Modell 

MODERATOR 

I 'TERA TIO 

Physiological tress Manifestation x Social 

up port 

Psychological Stress Manifestation x Social 

up port 

Beha' ioral tress Manifestation x ocial 

up port 

Model3 

*p<O.OS 

') \ R2 02• 

F Chan ge • 4 157 p •.006 

B £ J3 I T 

.0"91-12 2.835 

4 ~ Rl .o2• 

ge 

E 

-.19 . 15 

.19 . 14 

.43 . 14 

8 R2 = .0 

FChan ge 

8.033 p .008 p T --
-.45 -1.238 

.46 1.266 

1.0 3.032 

6 R2 =.o-t• 
7.988 p .001 

p 

oo-· 

p 

.2 16 

.206 

.003• 

I 

fhe results of the interactions between behavioral stress manifestation and social 

support where p 1.0 at p< 0.05 show a moderated efTcct. The results of the bivariate 

correlation when analyzed showed that F change =7. 988 with p .00 I, R ~ .08 and \ 

R2 = .04. The signincant change in F showed that including the interaction between, 

behavioral strcsc; manifestation and social support improved our ability to predict 

corporate performance. 

Ken}ans continue to value social relationships. This evidenced by the ''-'J) people 

constant!} spend their free time upcountry with their e:-..tended families. Gro\\ing 

number5 of people anending entertainment activities sponc;ored b> corporations listed 

in the N [ and going to church is an indication that Ken}ans continue to see!-. SOI:..ial 

support from their immediate, extended families and other non-\\Ork support source . 

'\eighborhood watches set up in different estates are also an important social support 
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among Ken)an . fmployers in the E are also sensititing supervisors to be: more 

!>Upporti' e to ''orkers so to enhance corporate performance. 

ocial support \\3S an effective stress moderator bccau~ it protected indi\ iduab 

under study against the negath e impacts of stress by providing a degree: of 

predictabilit) . purpose. and hope in upsettjng and threatening situations. 1 hi lindings 

support pre\ ious studies (Park et al. 2004 and Markinu et nl. 2007) on "ocial support 

that revealed that in order for one to resist stress it is important to haH! a "trong ~ocial 

network. On the basis of these findings ~a was accepted. 

4A.4.2 lndh idual Approach to tress Management 

I he interactions between stress manifestation and individual approach to tress 

management were tested and the results of the interactions are presented bclo" in 

fable 4.28 

Table 4.2 

Predictor -

Regre ion Result for the Moderating Effect of lndh idual 

Approach to Management on the Relation hip behHcn ·rre 

Manifestation and Corporate Performance 

a riabl orporatc Performance 

<=tre s Manifc tation B SE p T I p 

-
.354 Physiological tress Manifestation -.08 .09 -.05 -.927 

Psychological tress Manifestation .2 1 .09 .13 2.427 .0 1"'6* 

--
.00~ Beha,ioral tress Manifestation -.25 .091 - 15 -2.783 

R" .02 \ R~ .02• 
\.1odcl I 

F Change 4.157 p .006 
-- - - p -
~IODERAlOR I B E p 1 I 
-

Individual Approach to tress \-1anagement I .05 .081 .02 .548 .584 

I Rl 
I 

~ R1 = .oo .02 
\1odcl2 F Change = .30 I p 584 

I 
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1\T ERACTIO~ I B E ~ T p 

~1ological Stress Manifestation x .0 1 . 13 .01 .028 .977 

1\ 1dual Approach to tress Management 

chological Stress Manifestation\. . 17 . 12 1 .41 1.406 .160 

ividual Approach to tress Management 
I 

a\ ioral Stress Manifestation x Individual 

I 
.02 08 .03 . 139 .120 

roach to tre .. s Management I I I 

Bch 

App 

R· .03 ~ R· .01 
:\1od el3 

r Change 1.399 p - .248 

*p<O.OS 

fhe coefficients of the interactions were not significant. The results of the bivariate 

correlation \\hen analyzed shO\\ed that F change = 1.399 '' ith p = .248, R2 .03 and \ 

R:- .01. this too \\ere not significant. Even though all interactions had posllJ\C betas 

none ''as significant. 

Regarding the moderating effect of the individual approach to stress management on 

the relationship between stress manifestation and corporate performance, the re'iults 

of the findings contradicted previous research by Blair ( 1990). Despite Physical 

C\ercise including sponing e\ents such as football. bas"-etball. golf and \OIIe)ball 

being found to be effective stress moderators, Kenyans remain mere spectators and 

hardly take pan in any of these activities. Financial management and time 

management are useful strategies for coping with stress since they enhance effecti ve 

self-management thus improving corporate performance. liard economic times and 

increasing family wor"- conflict have made it almost impossible for emplo)CCs at the 

l\ E to appl) these techniques to prevent or manage stress. 

£\en though Koenig. K'ale, & ferrel (1988) found that religious pan icipation \\a'> 

effective at reducing stress. the respondents did not score high I} on these acth 1t1cs. 

r his is an indication that em ployees in theN E did not use these individual strategies 

to manage stress. Therefore, hypothesis H4b, that the strength of the rclation~hip 

bet\\een stress manifestation and corporate performance depends on individual 

approach to stress management \\as rejected. 

92 



4.4.4.3: orporatc Approach to trc Management 

The Interactions beh\een stress manifestation and corporate approach to stress 

management \\ere te:,ted and the results of the interactions are pre-.entcd bclo'' m 

Table 4.29 

Table 4.29: ncgrc ion Re ult for the Moderating Effect of orpor:Hc 

pproach to tre lanagement o n the rcla tion'lhip bch, een 

tre Manife tatioo and Corpora te Performance 

Physiological tress Manifestation 

orporate Performa nc~c -
B E f3 rl p 

------------------+---~ 
.09 -.05 -.927 .354 

Psychological tress Manifestation .2 1 .09 .13 

Behavioral tress Manifestation -2.783 

~lodell F Change = 4.157 p • .006 

MOD ERA TOR f3 T p 

Corporate Approach to Stress Management .23 .14 3.342 .001* 

R -.04 ..) R~ .02* 

Modcl2 F Change =- 11.85 p .00 1 

~-

D E 1:\TERA T IOi\ f3 p 

-.24 4 -56 -2.290 .022* 

.20 .II I .49 1.764 .048* 

. 10 .25 .974 .330 

~ R- =.02* 

~1odel 3 I 
'---~- ___________ __.__r Change = 3.595 p _.0_1_4 ____ __. 

*p<O.OS 
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The re:sults in Table 4.29 show that \vhen the interactions arc entered in the regression 

model. there is a significant improvement in the model with ~ R:' impro' ing by 2 

percent. The results of the interaction between physiological stress manifestation and 

corporate approach to stress management are significant with ~ = -.56 nt p· 0.05. 

'vhile psychological stress manifestation and corporate approach to stress 

management were also significant wtth ~ =.49 at p<O.OS. The results of the bivariate 

correlation arc also significant with F change- 3.595 "ith p - 0.0 14, R::! .06 and~ 

R2 
= .02. TI1e results indicate that corporate approach to stress management had a 

moderating effect on the relationship between stress manifestation and corporate 

performance. 

Most companies at the NSE have provision for 30 da) leave. matemtty leave. 

paternity leave and even sabbatical leave, which allows emplo)ees to take time oiTto 

relax and work at mental rejuvenation. According to research conducted by Conrad & 

Mangel (2000). \\Ork-tife programmes which include lea\e and childcarc services 

offered by the organization are efTecti\e at managing stress and enhancing firm 

productivit). Pre\ention. the core notion of the '"ellness movement has gained 

recognition as a wise investment. as employers are faced 'vith the burden of rising 

cost of health care. As a result companies are also recruiting their own health care 

providers, who are able to assist employees with stress and prevent condi tion such as 

substance abuse. depression and other physical ailmen~ that employees have to deal 

with. 

Use of increased formal communication in order to reduce role arnbigu it) and role 

conflict are also strategie:s that have been adapted by most companies. Regular 

depanmental meetings that allo'' staff to air their vie\\s are important forums for 

employees to discuss stressful issues and how to tackle them. Many corporations 

listed in the N E have also relocated to less congested areas, therefore, reducing the 

stress emplo}ecs e:\perience as a result of traffic jams and air pollution. rhis is a clear 

indication that corporate approach to stress management has a positive effect on 

performance. Therefore. h) pothcsis ~c, that the strength of the relationship bel\\een 

stress and corporate performance depends on corporate approach to stress 

management \\35 accepted. 
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4A.S Influence of lndhidual Characteri tic on the relation hip bCh\ccn ~trc\ 

:\lanife tation and Corporate Performance 

The fifth objecuve sought to establish the influence of indi\idual charactcrbtiC!> on 

stress manifestation and corporate performance. The researcher h}pothc.,llct.l that the 

relationship bet\\een stress manifestation and corporate performance depend., on 

indh idual characteristics. For purpose of the stud)' indi' idual characteristics \\ere 

represented b} level of education, age. marital status, gender. tenure and personal it). 

Interaction tenns for each moderator were calculated. ll ierarchical rcgrcsston model 

\\3S also used to test the interaction. ln stage one, the stress manifestation variables 

\\ere entered in the regression model. followed by the moderator in stage t\\O and 

lastly the interaction terms were entered in stage three. 

4...&.5.1 Le\CI of Education of Employees 

The interactions bemeen stress manifestation and the level of education or cmplo~ces 

\\ere tested and the results of the interactions are presented below on Table 4.30 

Table -'.30: Rcgrc ion Rc ult for the Moderating Effect of Level of Education 

on the relation hip between tre 

Performance 

1anifestation and orpora tc 

nriablc 

fc tation tre s Mani 

I Ph}siologica 

1 

Ps)chologica 

I tress \.1ani festal ion 

I tress Manifestation 

Behavioral S tress Manifestation 

Modell 

~IODERATOR 

I 

95 

orporatc Pcrforman cc 

B SE p T T 

-.08 .09 -.05 -
.2 1 . 09 . 131 2 . 

-.25J . 09 -. 15 -2 783 .006 . 
_L 

. ~- . R - .02 t1 R .02• 

r Change = 4.157 p =.006 

B T p 



Le,el of Education .009' 

Model2 

F Change 6.861 p .009 

L'\1ERA T IO:\ I B E T p 

--Ph)siological tres:> Manifestation ' Level of -.05 .09 1 -.12 -.573 567 

I Education 

I Psychological tress Manifestation x Level of .30 .091 .69 3.099 j Education I I I 

Behavioral tress Manifestation x Level of .19 .09 I .46 1.976 .046* 

Education I I I 

R.l =- .08 6R.l=.o5• 
Model 3 

F Change - 9.151 p 001 

*p<O.OS 

The results in Table 4.30 above shov. that the relationship bct\\CCn \ tress 

manifestation ami corporate performance is moderated by the level of cduc.Hion and 

the beta coefficients for psychological stress manifestation are signi ficant with P .69 

at p< 0.05, "hereas behavioral stress manifestation are significant '' ith P .46 at p< 

0.05. Analysis of the bivariate correlations shows that F change 9.151, with p = 
.001. R2 .08 and 6 R2

- .05. 

Learning is any permanent change in behavior that occurs as a result or experience 

and may in tum enhance performance (G reenberg & Baron, 2007). With increasing 

e\periencc and confidence, emplo}ees have taken up the responsibility lor thc1r O\\n 

learning. fhis 1s evidenced by the gro,,ing number of tudcnts regi tering for further 

education in both local and international institutions of higher learning Companies 

listed in the L continue to provide formal training, "hich involves aiJo,"ing their 

emplO)CC~ to go for further studies b> offering scholarships or providmg them '' ith 

study lea,e. Also growing popularity among these companies are formal 

apprenticeship programmes in which classroom training is combined "ith on the job 

training 0\er a period of time. 
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Companies arc also carrying out executive training programs ''here the} 

S} stematicall> de,elop the skills of their top management by tr::tining them on 

di ITerent aspc~.:ts such as corporate gO\ emance. performance management and 

leadership "'t> lcs among others. These are accomplished b) either bringing in outside 

e'\perts to tr::tm per..,onnel in house or b) sending them to peciali1ed programs 

conducted by firms, colleges or uni\.ersities. This is an indication that learned 

indi-.·iduals ha\c the advantage of bring both creati\e and inno,athc idca that 

enhance performance in the companies. Educated individuals do not onl} handle 

stressful s ituations eiTectively since the) have the intellectual resources. the> too can 

interact efTectivcl> with customers and maintain a rich and informal enviwnmcnt that 

is conduchc to positi\e corporate performance (Deshpande & Chopra 2007). 1 his led 

to the conclusion that level of education has a significant innucnce on the relationship 

between stress manifestation and corporate performance. ll)pothesis 115a was 

therefore accepted. The findings of the study appear to support Grwywac/ (2004} and 

Golubic et al. (2009). 

-t4.5.2 Age ofEmplo)ee 

The interactions between stress manifestation and age of employees '"ere tested and 

the resu lts of the interactions are presented below in Table 4.3 1 

Table 4.3 1: Regre ion Re ult for the Moderating Effect of ge on the 

relation hip bchHeo tress Manifc tation and Corporate 

Performance 

I Predictor Variable orporate Performance 

L~tr~s ~~10ifc ta_t_io_n----------r---B-::-::-11--E_, __ r3c---TI T P 

~gacal 5tress Manifestation -.08 .09 -.05 -.927 I .354 

l Ps)chological tress Manifestation .09 .13 2.427 .0 16* j 

~- 091 15 .006 " 
~ioral tre-;s ~1anifestat_i_o_n------.....--..L.--·--:,---~· ~'-----'-----1 

R· .02 ~ R-
\lodcll 

F Change- 4.157 p = .006 
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r--

:\IOD£lU TOR I B , E J3 I p 

t--

Age I .00 .06 .00 .03 .977 

Rz- .02 ~ R· = .00 
Model2 

F Change,._ .00 I p c977 

-- I II\TERA TfO~ B E J3 T p 

I 
f- -Physiological tress Manifestation x Age . 12 . 10 .15 1.108 .268 

-
Ps)chological tress Manifestation ~ Age I .02 .10 .04 . lnr-860 

Behaviora l Stress Manifestation x Age I .03 .02 .08 .334 .738 
I l I Rl = .03 6 R2 .0 1 

Model3 
F Change- .855 p .475 

*p<O.OS 

The results of the interactions and the bivariate correlations were not significant "ith 

F change =.855 and p< .475. Even though all the interactions had positi\C betas none 

"as significant The findings of the stud} established that 67.6 J')\!rcent of the 

respondents '"ere aged between 30 and 49 years. This phase of life coincides'' ith hie 

activities such as child care, paying school fess, servicing mortgages, and balancing 

family and work activities. ince Kenya has not full} adopted the concept of nur!>mg 

homes for the elderly, caring for aging parents in most cases '" the re..,pon!>ibilit) of 

their adult children who have to deal with their parents deteriorating state of mental 

functioning. fhese non-work stressors create stressful si tuation-, to numcrouo.; 

employees. tress experienced outside the work place is like I} to ha' c an impact on 

individual's performance at work (lvancevich et al. 2006). 

Despite age bdng related to adulthood, which involves becoming gainfull) employed 

and producti\e, this \\as not the case. Age "as not significant at moderating the 

relationship bet\\ecn stress manifestation and corporate performance. ·1 he e findings 

are also supported by Patrickson & Hartmann ( 1995), '"ho argue that there is no 

relationship bct\\cen performance and age. Therefore hypothe:>is ll sb. that the 

strength of the relationship bet\\een stress manifestation and corporate performance 

depends on age was rejected. 
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~.4.5.3 Gender of Em plO) ee 

The interactions between stress manifestation and gender of empiO)CC'> "ere tc~tcd 

and the results of the interactions are presented in Tablc 4.32 

Table 4.32: Regrc ion Re ult for the :\1oderatiog Effect of Gender on the 

relation hip between tres Manife tation and orporatc 

Performance 

1 

Prediclor Vnrinblc orporate Performance j 
1 anifcstation 

ical I Physiolog 

Psycho log 

tress Manifestation 

ical tress Manifestation 

Behaviora I tress Manifestation 

Modell 

I MODERA TOR 

Gender 

Model2 

J 'TEJU\ TION 

Ph)siolo gical tress Manifestation x Gender 

Psycho to gica l tress Manifestation x Gender 

Behavior al tress Manifestation x Gender 

ModeJ J 

.....__ 
*p<0.05 

99 

I B SE 13 ·~9271 
p 

I -.08 .09 -.05 .354 

I .2 1 .09 . 13 2.427 1 .016* 

I -.25 -.09 r--.15 -2.783 .006* 

R"= .02 ~R· .o2• 

IF Change 4.157 p =.006 

13 T I p B SE 
-

-.05 . 10 -.01 -.288 .773 

R'l .02 ~ R· = .00 

F Change - .083 p .773 

D SE 13 I T p 

.08 . 17 .09 ..193 .622 

I -. 14 . 17 1 .12 1 -.803 .480 

I -.16 . 18 -.15 - -.868 .386 
I 

R' .02 6 R.l .00 

F Change .503 p .680 



ince the respondents \\ere to indicate \\hether the) ''ere male or female. a dumm) 

vanable repre~cnting gender was computed. In this stud). the dumm} \ariahlc \\a$ 

assigned and illustrated as foliO\\~: male 1 and female 0. The rc~uh~ of the 

interactions and the bivariate of the moderating variable gender '"ere msigniticant at 

the 95 percent Significance level. 

The fact that men and ''omen react different!) to stress is not onl) a mere 

observation, but accounts for their differences in longevity and good health that rna) 

improve their productivity (Bioona, 2007). Men and women are socialized differently: 

many belie\e this is shown in the way they communicate. In general. women arc 

socialized to show their feelings while men are taught to t..:cep their feelings hidden. 

Kenya continues to face challenges of gender inequality. \\.omen are 

underrepresented in social and political leadership. Women in Kenya arc also e:>.poscd 

to stressful situations such as sexual harassment at the wor"-place. domesuc v1olence 

and earl) marriages that leave them vulnerable to economic hardships. They also ha'c 

to deal with poor pay and are confined to lower cadre jobs. Genera II} 1-.en) an ''omen 

lag behind their male counterparts in the area of empowerment (CJoK. 2007). 

However with the implementation of the new constitution, there is hope that some of 

the stressful situations that Kenyan women have to deal with will be eradicated. rhis 

rna} in tum translate to higher levels of performance among women thus enhancing 

the perfom1ance of the corporations they work for. 

Gender was not significant at moderating the relationship between stress 

manifestation and corporate performance. This may be attributed to the mcthodolog) 

used in this study. ,., here focus was generally testing the moderating cflcct of gender. 

Previous stud1es b) Matud (2004) and Munali (2005) used comparatiH! <mal) sis and 

concentrated on how diOercntly males and females responded "hen faced '' ith stress 

and how it aflectcd their pcrfomance. Therefore, hypothesis ll~c that the 'Strength of 

the relationship between stress manifestation and corporate performance depends on 

gender \\35 rejected. 
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4.4.5.4 ~fa rital tatu of Ernployee 

The interaction!> between stress manifestation and the marital tatus of cmrlo)cc~ 

\\ere tested and the results of the interactions are presented in Table 4.33 

Table 4.33: Regres ion Re ult for tbc Modera t ing Effect of ;\1arital ~tatu on 

the relation hip beh\eco tres Manifc tation and Corporate 

Performance 

Predictor Variables Corporate Perform a nee 

tress Manifc tation B SE J3 T p 
-

Physiological tress Manifestation -.08 .09 -.05 -.927 .354 

-
Psychological Stress Manifestation .2 1 .09 .13 2.427 .0 16* 

-
Behavioral tress Manifestation -.25 .09 -.15 -2.783 .006* 

R.l= .02 ~ R· = .02• 

Modell 

I 
F Change = 4.157 p = .006 

MODERA10R . B SE J3 I 'J' I p 

. 12 . II .05 I 11 5 .265 

R - .02 ~ R - .00 

I F Change 1.243 p .265 

-----+-:::--r-n I ~· J3 ~ 
Ph)siolog•cal tress \11anifestation \.Marital -.04 18 -05 · ~9 
status ~ 

Psychological tr_e_ss_M_an..,..._ire_s~ta_t_io_n_x_M:-a-:-ri_ta_l-+----=-·30 .19! -.28 ---1 615 .103 1 
status _L 
Behavioral tress Manifestation\. Marital .20 .19 . I 8 .988 .3 I 9 

Model2 

tatus _!._ ;.;;,_. ___________ ~ .03 -~ R~ .0 I 

I Model3 
~ F Change - .989 p = 398 ___ ___, 

• p<O.OS 
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imilarly a durnm) 'ariable representing marital status \\a~ computed. thO:')\! "ho arc 

married \\ere a signed the value I and those "ho ''ere not married "ere a-.-.igned the 

value 0. The results in Table 4.33 sho'' that ''hen stress manifestation and marital 

status interactions were entered into the regression. the model \\as not significant \\ith 

F change = . 989 and p = .398 

Marriage is a time when people enter committed relationship . raise families and 

focus on taking care of personal and family needs. It is also a time when individuals 

''ork hard to lea'e a good legacy for their family and at the ''ork place. Under the 

best circumstances getting married to a good partner is not enough. a suc:ccs-.ful 

marriage requires continuous assessment, communication, commitment, '' illin~ncss 

to change and hard work. Most partners expect marnage to fulfill their soctal. 

emotional, linancial and sexual needs (Bioona, 2007). Marriages face man) 

challenges c;uch as the care of chi ldren, fmancial constraints and communication 

problems, which rna) increase stress among employees and in tum aiTect 

performance. 

Men and women who are choosing to remain single now make up a si1eablc ":~hare of 

the population. People who choose to remain single opt to focus on their careers and 

avoid the stress associated with marriage. Whereas it is assumed that '>ingle 

individuals ha\e less stress, the) have to contend '"ith the African cultun.: "hich 

supports a couple oriented societ), "here evel)one is C:\pected to get marned one 

day. This puts an inordinate amount of pressure on single people especiall) , .. hen their 

family and friends are constantly criticizing their single status. They experience more 

stress when society keeps emphasizing on the importance of getting married and 

starting thctr O\\n families, thus ostracizing those who choose to remain single Others 

rna) opt for incompatible partners who end up becoming a source of stress "llh the 

end result being separation and divorce later on in life. This rna) m turn affect their 

performance at the work place. Marital status was therefore not signllicant at 

moderating the relationship bet\\een stress manifestation and corporate performance. 

H) pothcsis ll,d , .. as therefore rejected on the basis of the study findings. 
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4A.S.S Tenure of EmpiO)CC 

The interactions bet\\een stress manifestation and the tenure ofcmpiO)Ces were te,ted 

and the results of the interactions are presented in Table 4.34 

Table 4.34: Regre ion Re ult for tbe Moderating Effect of Tenure on the 

relation hip between tress Manifc tation and Corponlte 

Performance. 

Predictor Variable I Corporate Performa nce 

Stress Manifestation I B E r ~ T P 
-.08 

1-- .-r- -
Physiological tress Manifestation .09 -.05 -.927 .354 

Psychological tress Manifestation .21 .09 - .13 1 2.427 .016• 

-
Behavioral tress Manifestation -.25 .09 -.15 -2.783 .006• 

R''=.02 ~ R'- .02• 

Modell 
F Change 4.157 p .006 

I 

:\10DERA TOR B SE 13 T p 

I--- f--.06 
Tenure .04 .03 .750 .454 

R.l = .02 '\ R· = .00 

Model2 
F Change .562 p .454 

~TEIV\ TION Bl E - 13 T r p 

5 
~Physiologi~al tress Manifestation' Tenure 

-.04 . I 0 -.07 -.364 
hologica I tress Man i fes_t_at_io_n_x_T_e_nu_f\_e---.-~-t----:~-'"""';"7 

M ·r. - T .10 .14 -.2ofT .814 Behavioral tress am.estallon ' enure · I 

.08 .09 . 16 .86. .388 

.02 D. R- .00 

\1odel 3 F Change .434 p . 729 

*p<O.OS 
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The results on Table 4.34 shO\\ that interactions and the bivariate of the mo<.krator 

variable tenure were insignificant at 95 percent. The interacuon-. bct\\Ccn 

ph}siological stress manifestation and tenure had p z= .16, "hile bcha' toral 

manifestation and tenure had P = .14, though both wen! positt\e none , .. a~ stall..,ttcall) 

significant. llo,,c:ver the interaction bet\,een Psychological ... tress manifc-.tation and 

tenure '"as ncgati'e and also not statisticall> significant (P -.07) 

The number of )ears individuals have worked in a company is very imponant not 

onl} in their current jobs but when moving to other jobs because, most cmplo)crs 

value e:\perience. Work centrality, which refers to the central and fundamental rolc of 

work in the life of most individuals and is highest among long tenured empiO)CCS and 

is highly correlated to job satisfaction and organizational commitment \.\hich 

translates to high productivity (Bioona, 2007). Employees who have \.\Ork.cd in 

organinnions for long are associated with better working e\perience (~chuntdt & 

Hunter 1004). To these employees, stress represents ne'" options and opponunitie~. 

Stressful situattons are also vie,,ed as challenges. "hich open ne'' door:-. to ..,uc~.:es-, 

especially at the work place. Their record of past success "ith handling e'en the most 

stressful situations at the workplace make them very valuable to an organi~:ation 

According to the findings of the study, tenure "as not a significant moderator 

between stress manifestation and corporate performance of organit..ations li~tcd at the 

Nairobi Stock. fxchange. 1 his may be as a resu lt of the few respondents who had 

worked for ten years and more. Kenya continues to experience problems as only few 

long tenured professionals continue to work in areas such as engineering. technology 

and research. This translates to high levels of stress among the long tenured 

professional as result of work overload and in turning affecting corporate 

performance. The results of the stud} led to the rejection of the h}pothcsis ll~e that 

the strength of the relationship between stress manifestation and corporate 

performance depends on tenure. The fmdings appear to contradict research lindings 

b' Balakrishnamunhy & hankar (2009). 
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~A. · .6 Per onnlit) of Emplo) e 

The interaction bel\\Cen stress manifestation and the P'!rsonality of emplo) cc., \\(re 

tested and the results of the interactions are presented below in fable 4.35 

Table 4.35: Regre ion Re ults for the t oderating Effect of Per onalit) on the 

relation hip between tre Maoife ta tion and orponl te 

Performance. 

I Predictor ariablc Corporate Performn nee 

Stre Manifc tation B SE ~ T p 

I Physiological tress Manifestation -.08 .09 -.05 -.927 .354 

Psychological tress Manifestation .2 1 .09 .13 2.427 

Beha' ioral tress Manifestation -.25 .09 r- -.15 -2.783 

~ RL = .02 J R· = .02• 

F Change 4.157 p = .006 

I MODERATOR 

I :o.~P) T 

-
Personality 3.502 

I 

~ R· = .02• I R2 .04 

Model2 F Change - 12.26 p .00 1 

I· TE RA TIO r D SE ~ T 

Ph siolo ,ical <;tress Manifestation x -. II 09 -.22 -1.232 y g 

Personal it) 

-.19 

~
Psychological tress Manifestation x 

Personality _____ _._ 

Behavioral ()tr(SS Manifestation x Personalit) .29 

06 
\1odel 3 

£ Change= 3.646 p c: .013 

*p<O.OS 
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The researcher also tested to find significant interactions for the rl!lationship bct\\ccn 

stress manifestation and corporate performance as moderated b> per~onalit}. The 

results } ielded two significant interactions that is behavioral stress manifestation and 

personalit} with J3 .67 at p< 0.05 and psychological stress manifc~tation and 

per;onality "•ith ~ = -.42 at p< 0.05. An analysis of the bi,anate correlation "ho''~ 

that F change 3.646. ,.,ith p =.0 13. R2=.06 and d R2 .02 

Personalit)' dc\clops in response to meeting inner needs and fulfilling dc,clopmcntal 

tasks. Failure to completely satisfy these need~, leaves individual" .., tucJ.. 

ps}chologically and emotionally at dysfunctional levels. These individuab ''Ill carl) 

around excess emotional baggage. ''hich may retard them. uccessfull) work1ng )OUr 

way up Maslow's hierarchy of needs contributes to a healthy personaltt) that can 

resist stress and enhance performance (Bioona, 2007). 

The findings appear to be consistent with results obtained from previous studies. 

According to r riedman & Rosenman (1 974), the type A individual 1s compcllli,e. 

verbally aggressive, unable to relaA. hostile and easily angered. 1 he t) pe \ 

personalities arc usually highly successful people. The} are hard\\Orking and their 

competiti\encss is rewarded with financial success. Even though their peer'> admire 

them and often \\Onder how they sustain their high level of activit). research 

conducted b) l ysenck ( 1990), revealed that type A per~onalit} is more at ris~ of 

developing coronary heart disease later on in life. lhc t)pe B personality ta~cs a 

relaxed approach towards life and accepts situations as they are, rather than light" ith 

them. Generally, the type B individuals are also highly productive worker~ who arc 

able to meet the goals and objectives of the organizations. Their personality type has 

positive effect on their overall performance '"hich translates to higher Jc, cis of 

corporate performance. Therefore. hypothesis Hsf that the strc:ngth of the rdationship 

between stress manifestation and corporate performance depends on per~onalit) ''as 

accepted. 
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-'A.6 J o int effect o f tre 1a nagcme nt and Indi\ idual haractc ri \ tic o n the 

Re la tion hip beh, een tre la nife ta tio n a nd oq >o r a te Pe rfo rm a nce 

The joint etlect of the moderating ~ariables tress management .md indh idual 

characteristics on the relationship bet\\een stress manifestation and corporate 

performance'' as tested and the results presented in the r able 4.36 bclo" . 

Table -'.36: umm af") of th e J o int E ffec t of tbe 1odcrating Va ria ble-. 

Model R R-squared f Change P- Value 

Model without moderators 0. 150 0.022 -r--4.157 0.006• 

Model with stress management as 
0.255 0.065 4.609 o.ooJ• 

moderator 

\1odel with individual characteristics 
0.221 0.049 3.491 0.016• 

as moderator 

~fodel with both tress management 
0.2-17 0.062 2.946 0.03~· 

and indi"idual charactcri sti~ 

*p<O.OOS 

The O\erall model with both moderating variables was significant at 95 percent 
.. 

confidence le\ el. lhe inclusion of stress management as a moderator improvt:d the R-

from 0.022 to 0.065, with r change = 4.609 and p - 0.003, \\hilc indi\idual 

characteri st ics improved the R2 from 0.022 to 0.049, with f change 3.491 and p 

0.016. The Overall, R2 with both moderators improved from 0.022 to 0.062, with I 

change 2.946 and p - 0.032. fhe study reveals that.6.2 percent of the variation in 

corporate performance is e:\plained b} the joint effect of the 'ariablc~ '" hcrcas 93.8 

percent is c'plaincd b} other factor . However by introducing the moderating \ariable 

individuall> and collectively the r ratio for the moderator. individual ch.1racteristics 

and the joint clkct of both moderators dropped. It can be conclude that th~ JOint effect 

of the moderating ~ariables stress management and indi~idual charncterbtic~ on the 

relationship bct\\een stress manifestation and corporate performance is greater than 

the independent moderating effect of individual characteristics. Therefor~. h> pothesis 

H6 ''as partially supported . 
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Table 4.37: l \l.MARY OF IIYPOTIIE E 

H) pot he c Em1>irica l 
£, idcncc 

H1: Then! is a relationship ~tween stress and corporate • upportcd 

performance. 

H~: There is a relationship bct\\ een stress and stress manife ... tation ~upportcd 

I H1: The rdationship bct\,een stress and corporate performance is • upportcd 

mediated b> stress manifestation. 

H4:The strength of the relationship between stress manifestation I Partial!) 

and corporate performance depends on stress management upportcd 

H.;a:The strength of the relationship between stress manifcstati~pportcd 

and corporate performance depends on Social support I 
1-Lb:Thc strength of the relationship between stress manifestation ot 

and corporate performance depends on individua l approach stress Su pportcd 

management 

H.:,:The strength of the relationship between stress mani festa tion u pportcd 

and corporate performance depends on corporate approach ~tre ·s 

management 

Hs: The strength of the relationship bet".een stress manifestation Pa rtiall) 

and corporate performance depends on individual characteristics • upportcd 

fhe strength of the relationship between stress manifestation U11portcd 

and corporate perfo rmance depends on Level of education 

llsb: I he strength of the relationship between stress manifestation 

and corporate performance depends on Age • u pportcd 

lise. The strength of the relationship bet\,een stress manifestation ot 

and corporate performance depends on Gender u pportcd 

llsd: fhc strength of the relationship between stress manifestation 0 1 

and corporate performance depends on Marital status ~upporlcd 

ll5e:Thc strength of the relationship bct\,een stress manifestation 1 ol 

and corporate performance depends on Tenure 
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I 
Hsf:The strenNh of the relationship between stress manife~tation 

and corporate performance depends on personal it) 

H6:The combined effect of the moderating variable, stress 

management and individual characteristics on the rdauonship 

bet\, ecn !)trcs manifestation and corporate performance 1s greater 

! than the indc(l\!ndent moderating effects on the same va~ables 

• upportcd 

Partial!) -

up ported 

As presented in fable 4.37, ll 1 ll2 and H3 ''ere supported b> the stud> findings. 114 

\\as partiall) supported by two of the hypothesized stress management 111d1catorc,. 

''h1ch anclude social support and corporate approach to stres~ management. while H5• 

'' hich was testing for the moderating effect of individual characteri'illcs. \\35 

supported b) indicators such as level of education and personality. 116 was also 

partiall> supported, with the joint effect of the two moderating variables being greater 

than the individual moderating effect of individual characteristics . 

.t.S haptcr ummaf1 

This chapter presented the results of the data analysis performed. It startl!d off" ith 

descriptive statistics, wh1ch provided the profile of the compan1es under stud) and the 

demographicS of the respondents, '' hich included age, gender, marital status. number 

of )Car of e\pcrience at work. job categor) and emplo)ment status. Pcar~on·s 

correlation \\aS then used to test the h)pothesis and the results \\ere further <:onlirmed 

b) regression anal)sis. Interaction variables were constructed to test lbr the 

moderating effects of stress management and individual characteristics. I he resul ts of 

each hypothesis \\Cre presented. 1 hree of the main hypothese<; were supported, while 

the other lhrcc were partially supported. Alllhe data analysis results \\crc loiiO\\l!d b.> 

C:\ICn\i\1! discussion ofthe finding~. 
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CHAPTER Ff E 

M~IARY, 0 ·cL ION A.~ RE 0~1\1 E~OA flO'\~ 

5.1 Introduction 

Thb stud) is an attempt to understand the relationship bet,,een stre~~ and corporate 

performance and ho'' stress management and individual characteri!>tics in flucnce this 

relationship. The study was motivated by the growing concern over the effect of strc~s 

on indh idual performance, \--\hich in tum affects performance of organizations. 

Recent events in the countr}' and more specificall) in the pollee fon;e. "here 

policemen have indiscriminately shot and killed their colleagues. tamtl) and mcrnbc~ 

of the public indicate that if stress is not well managed, it may have detrimental 

effects. This has led to various stakeholders calling on experts to look into emplo)ces 

stress le\-els and come up with effective strategies for managing stress. 

This chapter sencs to demonstrate the achievements of the objectives set out at the 

initiation of the study and presents in brief the results of these efforts. rhercaftcr the 

conclusion. limitation of the stud) and suggestions for future research arc presented. 

Fina lly. it outlines the implication of the stud) on thCOf), polic) and pracuce. 

5.2 umma11 of Finding 

The first objecti\ e of the stud) was to determine the relationship bet\\cen stress and 

corporate performance. In order to ascertain the relationship lxmecn stres~ and 

corporate performance, the researcher tested the hypothesis on the relationship 

bet\\CCn the two vnriables. Overall. the results of the linear regression indicate a 

positive relationship between stress and corporate performance \Vith R .123 and the 

R squared value was .015 at a confidence level of 95 percent. A certain amount of 

.,tr..:~s also kno" n as eustress is therefore beneficia l to corporate perfonnance. It is on 

the basis of these findings that H1 "as accepted. 

I he second objccti\C sought to determine the relationship bemccn stress and stress 

manifc~tation. r he relationship bet\\een stress and physiological stress manifestation 

wa!> significant "ith R .39, ''hile the relationship bet\\een '>tress and ps)<.hologic.al 

stress manifc~tation \\aS significant "ith R = .45. The relationship bel\\CCn strcs!> and 

hcha\ ioral strcs!> manifestation \\aS also significant with R .38. 'I he r values and the 
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corresponding p values \\ere also significant. The findings indicate a po~ilhc 

relationship bet\\Ccn stress and stress manifestation. Therefore. h}pothcsis 112 wa ... 

acc~pted 

The third objecti\e sought to detennine the relationship bemecn stress manili:~tation 

and corporate J)<!rfonnance. Linear regression ''as used to test this h) pothesis and the 

findings of the stud> show that the relationship was pO!>itive with R -.15. I he rc)uhs 

were significant and. H3 was therefore accepted. 

The fourth objecti"c of the study '"as concerned with establishing the influence of 

stress management on the relationship between stress manifestation and corporate 

performance. It \\aS addressed by testing 3 Hypotheses I l .. a. I 14b and l l4c. I he 

findings indicate that social support and corporate approach to stress management 

moderated the relationship between stress manifestation and corporate performance. 

On these basis h)potheses H"'a and 14c were accepted. Individual approach to '>trcs-, 

management did not moderate the same relationsh ip. The findings of this study led to 

the rejection of ~b. 

The fifth objective of the stud) ''as concerned with establishing the influence of 

individual characteristics on the relationship between stress manifestation and 

corporate performance. It was addressed by testing 6 II) pothescs ll~a. ll ~b. II c. ll5d. 

I 15e and 115f. fhe stud:r established that age, gender, marital status and tenure had no 

inlluence on the relationship between stress and corporate perfonnancc. 'I he 

II) pothescs ll ~b. H5c, Hsd and li se were therefore rejected. \\hen le\CI of education 

was tested as a moderator between stress manifestation and corporate performance. it 

''a~ found to have a significant moderating innucnce. ·r he study also conlirmcd that 

people ha\e unique personal characteristics that help them manage stre~., cf'lccti\ely 

'' h1ch in turn enhance performance. This led to the conclusion that personaht) IS a 

statistically significant moderator. The findings of this study led to the acceptance of 

115a and 115f. 

'1 ht: last objective of the study sought to establish the joint encct or stress 

management and individual characteristics on the relationship bCt\\CCn stress 

manifestation and corporate perfonnance. Stress management seems to have a h1gher 

n•,><Jcrating eflect on the relationship bet\\een stress manifestation and corporate 
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performance than individual characteristics. with the R squared (RJ irnpro' ing from 

0.022 to 0.065 '' ith F change 4.609 at p< 0 0~ lnclu 10n of indh idual 

characteri<;tics improved R squared (R2) from 0. 022 to 0.049, with F change 3.491 

at P' 0 016 0\erall R squared (R:l) improved from 0.022 to 0.062 as a result of both 

moderaung variables, '"ith F change = 2.946 at p < 0.032. This is an intllcation that 

the JOint ellect of the moderating \ariables was greater than that of the moderator 

individual characteristics. 116 was therefore partially supported. 

5.3 Conclu ion 

The general objective of the stud} was to determine the influence of stress 

management and mdividual characteristics on the relationship bem,ecn stre~-. and 

corporate performance. Researchers and practitioners have questioned the enect of 

:.tress on corporate perfonnance. The stud) findings revealed that moderate stre')s had 

a positive influence on corporate performance. It reaffirms what some of the pre\ 10us 

re ... earcher:. (\\elford, 1973: Jing 2008) have found, that moderate Je,els ofstre ~do 

enhance performance. The findings support the inverted U relationship, which means 

that at IO\\ levels of stress individuals function perfectly or even better than under 

normal conditions, but at higher levels individuals begin to develop stress symptoms 

and performance declines over time. Unlike previous research ( mit h. 20 II) that 

found that managers were more stressed, the current stud} found that it v\aS the non 

managers who e\pcrienced more stress in the Kenyan context. 

1 he inclusion of stress management and individual characteristic ga\ e a new 

appreciation to the relationship between stress and corporate performance The stud} 

established that not all h) pothesized moderating variables were ~tatistically 

significant. Onl) soc ial support. corporate approach to stress management. lc,el of 

education and personality innuenced the relationship between stress and corporate 

perfonnance. 

Dominant traditions of psychological research on stress and cognition have innucnccd 

the approaches to the problem. and the potential contributions of other social 'iCicnce 

disciplines have not been adequate)} recogni7ed. This study used an intcrdisciplinarJ 

approach incorporating other areas of stud} such as sociology. epidemiolog) and 

business in tl) ing to explain how stress affects corporate performance. 

112 



SA Limitation of the tud) 

E'en though there are advantages to stud)'ing li ted companies. espcctall) the 

a\ailabilit)' of financial data. the researcher experienced problems ''hen obtaining 

data from ''orkers in the production departments. It ''as challenging to distribute the 

questionnaires to \\Orkers in the factories v. ithin the industrial and allied sector and 

those in the farms in the agricultural sector, since the relevant authonties \\ere 

concerned that it would interfere \\ith their work schedules. while othel') \\en: not 

keen to distribute questionnaires to casual workers. Rec;;earch conducted b) G1damo ct 

at. ( 1990) re\ealed that repetitive tasks in the production department led to boredom. 

'' hich resulted to to" job sati sfaction. Therefore generolizabilit) of the finding~ is 

limited as the respondents were mainl} from the administrative departments. 

Additionally. there was difficult} in distributing questionnaires to companie'> ouh1dc 

'\airobi. as a result of limitations of funds that made it dimcuh to tra, el to locations 

spread across the country. llo\\ever. some of the firms returned the questionnaires. 

'' hich ensured that the stud} bt!nefited from respondenb per~pecti\ e on the ftlctors 

that in nuence stress and corporate performance. 

elf reporting documents such as questionnaires may lead to bias. This may have led 

to biased results on issues such as substance abuse, sexual d) sf unction and 

absenteeism because they are subject to reporting inaccuracies. Oc.,plte these 

limitations. the qualit) of the findings, their inte rpretation. and reporting \\ere not 

affected. 

5. 5 ' uggestion for Further Rc carcb 

I he thesis makes an important contribution in understanding the nature of stre-.s and 

ho'' 1t affect5 performance. It further brings out the factors that innucnc;c the 

relationship bet\\een stress and corporate performance. Arising from th1s stud). the 

researcher makes the folio'" ing suggestions for further research. A stud) f'Ocu-.ing on 

other sectors such as the hospitals, where shin work and death of patients arc 

considered vel} stressful may bring out new dimensions on how stress ofTccts 

pcrfonnance. 
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Future stu die~ rna) also use the case stud) approach, "hich ''ould add , alue to 

understanding the relationship bet\,een stress and corporate performance. Being an 

e:\haustive stud) design it will enable future researcher') understand fully hO\\ ~tn:ss 

manifet,ts itself. ince the cases selected emibit the characteristics of interest to a high 

de;;ee. the} would provide the researcher an opponunity to clarif) hO\\ moderator.) 

influence the relationship bet,-..een stress and performance. Ca e studic.., ma~ abo ~ 

used to generate other stress theories that can be empirical!) tested. thus enabling 

general kno,,ledge on stress and performance get richer and richer. 

L~e of longitudinal research design in regard to how stress affects performance \\Ould 

provide a more meaningful picture, as prolonged exposure to stres~fu l situmions 1s 

believed to produce serious and dysfunctional behavior that may affect corporate 

performance negati' ely (Salami et al. 20 I 0). Since multiple observations of the 

population of interest are made over multiple time periods. longitudinal studie::. \\Ould 

also be useful in uncovering other predictors of stress. 

It 1s encouraged that future studies include other moderating variable-; such as self 

etlicaC}. internal locus of control. need for achievement. organ11ational culture and 

the emironment, cspcciall} the economic and political environment because the) 

ha\e a great influence over performance. These findings will provide an increase in 

!.now ledge and a rich data base for future research, which can then be compared '' llh 

the results of this stud). 

Finall), the usc of other data collection methods such as interviews would help the 

researchers get responses that are relatively free from bias. This is because interviews 

afford the researcher the opportunit> to allay fears, anxieties and concerns that the 

rcspondenb m•IY have. The researcher may also offer clarification when needed and 

help respondents to think through difficult issues. Usc of focus groups sessions aimed 

at obtaining respondents stress e:\perience \\Ould also help get genuine ideas and 

feelings about the topic under di<>cussion. Generally. focus groups are rdati,cly 

ine:\pcnsi\c and can provide fa1rly dependable data within a shon time frame 
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5.6 Tbeoreticallmplications 

One of the theoretical arguments is that moderate IC\:Cis of srress arc prcfcrnblc 

because the) can stimulate indi\-iduals to work harder and accomplish more ~tress 

that has positi\-e effects also known as eustress occur~ , .. hen situations pcrccl\cd as 

challenging and demanding lead to high performance (Welford, 1973). When wess 

le,els are too lo\\ or to high then performance is impaired. Intervening variable!> are 

conceptual mechanisms through "hich the independent variable. srress rna:> affect the 

dependent \ariable .. -..hich is corporate performance f·urther argument about the 

intervening variable stress manifestation is that, if experienced in moderate lc\cb then 

performance of organizations wi II be fa .. orable (Barsky et al. 2004 ). 

The findings of this study confirm that social support, corporate approach to stre:>s 

management, le,el of education, and personalit) pia) an important role m the 

relationship between stress manifestation and performance of companies within the 

'\ E. pecificall) the stud) revealed that social support was recognited as an 

eOective moderator on the stress manifestation and performance relationship. The 

results have supported and extended stress and performance stud ies b) Park. \\ ilson 

& Lee (200-t). Corporate approach to stress management was also established as an 

effective moderator for the relationship between stress manifestation and corporate 

performance. Thus according to studies conducted b) Konrad & ~angel (2000) on 

corporate approach to stress managemenl as a moderator. have been supported. 

\imilarl). the stud) re-..ealed level of education as an important moderator on the 

relationsh ip between stress manifestation and corporate performance. J hcsc result" 

ha .. e supported and e:-..tended stress studies by Golubic et al. (2009) and Gr-.') wact 

(2004). Personalit} "as also an efTecthe moderator and supported and extended stress 

and persona lit~ studies (friedman & Rosenman, 1974 ). Whereas age was not an 

dlective moderator. the results did support the findings of Patrid:son & llartmann 

( 1995). 

With respect to other moderators. , .. hich include individual stress to corporate 

performance. gender. marital status. and tenure, the results of the research did not 

revea l them as eflective moderators for the relationship bet,.,.een stress manifestation 

and corporate performance in the Ken)an conte:-.1. Although some progress has been 

mad!! to addr~~:> gender disparitie<;. a lot of effort nel!ds to be made so as to re~oh c 
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gender dificrences in areas such as education and \\Ork cxpcracnce Specific. polk) 

mea~urcs need to be implemented in order to correct the glaring gaps in access to and 

control of resources and economic opportunities. Whereas previous studies ha' c 

found that spousal support in marriage enhanced job misfacuon and organizational 

commitment which in tum had a positive effect on performance, in the 1\.cnyan 

context marriage comes not only with the responsibilit} of one's immed1ate famil} 

but with that of the extended famil}. which can be quite overwhelming leading to 

increased lc\els of stress. 

lndi\idual approach to stress management focuses on aspects, such a~ diet and 

nutrition and physical exercise among others. These concepts have onl) gamed 

popularit) in Kenya in the last few years as experts' advice people to u~c these 

strategies to manage diseases such diabetes, high blood pressure, cancer. I IIV AID 

among others. Unfortunately, few places offer the diets recommended b} medical 

experts and many of theN C workers have to make do '' ith the many fast food JOints 

spread all o'er the city. Tenure may not have been an effective moderator as a result 

of the hard economic times. which have led to regular retrenchment exerc1se. Man> 

other companies in the \1 E have also been requesting employees to opt lor early 

retirement. lhis is an indication that a number of companies have had to let go their 

long tenured employees who according to previous research conducted by 

Balal-.risnamurthy & hankar (2009) and Karatepe & Karatepe (20 I 0) sho\\ that the) 

arc better at managing stress and are effective worl-.ers. 

5.7 Implica tion on Policy and Practice 

1 he study basically cmphasi7es on the importance of understanding stress and how it 

aftects pcrfonnance. It highlights the importance of the moderating clfcct!> !>tress 

management and individual characteristics. Literature has emphasitcd on the 

complc'\it) of stress and when it becomes chronic it may have negath c eOcct on 

performance. The foiiO\\ing recommendations have been put fomard on poiiC) and 

practice for managers, the government and other stal-.e holders such as the Federation 

ol Ken) an Emplo}crs (I KL) and Central Organization ofr rade Unions (CO fl ). 

Pirstl>. manager~ must understand hO\\ stress affects their empiO) ees and ho\\ it ma} 

attc:ct corporate performance. This is because stress is becoming a source of concern 

116 



especially a~ Kenyans face economic hardship as a result of the \\Orld financial 

recession, drought, and inOation among other factor!>. People are reporting high kH:J ... 

of stress and if not controlled can become very costly to organiz.mions as a result high 

leHis of absenteeism. adverse public relations, high turnover rates, poor corporate 

performance. At \\Or.>t. it may lead to death of workers "ho develop fatal conditiOns 

such as coronary heart disease, which have long been associated '' ith stress. 

econdl), managers need to review policies on health care. Emplo}crs have a dut) to 

care for their workers both ph}sicall} and psychologically. lmfortunatdy. mo t 

managers arc more comfortable taking care of the ph)sical health bccau~ 11 is 

obser\ able. tress audits need to be conducted frequently to determine whether stress 

le\els are getting out of control and leading to chronic stress, "hich a fleets corporate 

performance negati\CI). Qualitative data on stress related absences, producll\ it~ rates. 

accidents, stall turnover and staff surveys where emplo)ee opinions arc sought on 

-.tress \\il l not only help to identif} "hat is stressing them, but also prov1dc poss1ble 

solutions such as redesigning jobs, provision of health and fitness facilities. and 

undertak ing training that can increase self efficacy and lessen stress. 

Stress audits that become part of the organizations planning cycle and change 

management process mean that positive change occurs over the long term, thus 

shaping the culture of organizations in Kenya. These policies will benefit employees 

b~ becoming a" are of their stress levels and engage in activities that maintain stress 

at le\els that arc beneficial to them. This may include taking leave that is provided for 

in most companies. undertaking exercise, developing ne" philosophic~ of life that 

incorporate a more broader and tolemnt 'iew towards life. I he> may also attend 

\\ellne~s programs and c;ee counselors to talk about \v.hat is stressing them. 

The government of Ken}a is responsible for all \\Orkers through the min1~tl) of labor. 

It has the duty to set regulations on minimum pay, health and safety of workers 

among other~. It is therefore the duty of the government in consultation with rKE and 

COTU to come up regulations that "ill prevent or manage stress. The introduction of 

the llealth and afet) Work regulations (1999) in the LSA by the government has not 

on I> taken care of the physical health. but places a statutory duty on the employer to 
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conduct risk assessment:> at the \\Orkplace, "hich includ~ assc ... !>ing the 

pS}\:hological risks at the wort..place and putting pre~entl\e measures in place. 

Introduction of policie!> such as fle~ible \\Ork schedules designed to gi\C ''orker ... 

greater tlexibilil) to report on dut) "hen it is neccssal') so that the) rna> a' oid daJI) 

'>trc ... sor!> such as traffic jams, ,-..hich have worsened over the years and \\Ork life 

programmes, which include child care support, extended maternity and patcmit} lea\C 

"ill help pre, em stress and in tum improve corporate performance 

The success of tackling stress is undenaking practical solutions. This rna) mclude 

discussing with employees about \\hat is stressing them, by providing them '' ith a 

forum where they are able express their honest opinion. It is also important to record 

employees· opinions and set out how one will tackle issues that are stressing them. 

Human resource managers who \\Ork in these corporations must be able to handle 

traumatic incidents, mediate conflict situations at work, and organize for drug alcohol 

abuse programmes for staff. Gelling in touch with emplo)ees brings the important 

a'>pect of social support \\hich helps emplo)ees improve their perception and realitc 

that they are valued, and in turn enhances their self esteem and confidence at the \\Ork 

place. This translates to higher job performance among employees and is reflected b) 

improvement of the measures of corporate performance such as customer satisfaction, 

emplo)ee creativity, productivit), higher market share and profitability. Critical to an 

organization's supportive culture is sensitizing supervisors to be sympathetic to 

employees desire to seek balance between \\Ork and family needs. Finally. manager~ 

should organize seminars for employees to educate them on time management, 

financial management, team work enhancing programmes, and healthy living 

seminars in order to manage their O\\n stress. 

\\ hile there are many ways of thinking about organizations and stress, the concept or 
per!>on em ironment fit is most cffecti\e. A person em ironment fit approach generally 

l<xuses on three dimensions. One IS the extent to \\hich '"ork provides lormal and 

informal re\'vards that meet a person's need. Misfit as a result of insuflicicnt 

compensation and reward for the effort expended or inadequate recognition to meet 

indi' idual's needs or preferences rna) result in stress. The second t:rpe of fit deals 

\\ith the e:\tent to ''hich emplo)ees' skills, abilities and e:\periences match the 
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demand!> and requirements of the job. \\hen these talcnh are underutilized tht!n "'rc"~ 

results. B:r ma\imizing the fit bet\\een the emplo}ce and the organinuional 

em.ironment. stressful situations are eliminated and strc~!» i!» prevented ('\,1!1-.on &. 

Quick, 2009). 

Finall:r. once an individual joins these corporations. a critical strateg) in ma,imi1ing 

fit and pre\'enting stress is ensuring effective sociali.tation. ocialization is the procl!o;,s 

b:r '' hich the indi..,idual learns and internalizes the value!). C\.pected behaviors und 

social ~no,,Jedge that are important for becoming an effective organi1attonal 

member. Consequently when the environment person fit is not efTecti\ c. then 

employers have the duty to implement stress management programs such as \\Cllne~s 

programmes, employee assistance programmes, work life programs. and flexible \\Ork 

schedules that will help prevent stress among employees and enhance corporate 

performance. 
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\PPE~Dl E 

APPE Dl 1: Q E TIO ' \IRE 

Rc ea rch on trc\ · and Performance of Com panic 

Dear Respondent, 

I hi! foliO\\ ing questtonnaire aims to capture data on the impact of ''ork place o;,tre~~ on 

both individual and organizational performance. This is purcl~ an academic rc~carch and 

the results will not be traceable to you or any individual pcr~on. \ve \\Ould therefore urge 

~uu to freel} anS\\Cr the questions a~ only the researcher , .. ill ha\e access to the ra'' data 

and the development of the final report. 

Part A: 

QJ. Biographical data 

Please prO\ ide the required information or tick in the availed spaces 

I a 

BIO DATA 

J ob itlc--·~-=------------tl--::b) G cndcr:-

Departmcnt------ d) 1antal:-_ 

Male 1

1

rcmale J 
Married ingle Other 

5 to 10 0\er 10 \ea~ c I Year of cnicc to theCompan):- -,.-B_e_l_o,..~...v_S YcJr-. 

I Years l 
l Below 20 

Years 

I 20-29 I 30-39 Years 40-49 Years t: 

CJ 
~· 

1--

h. 

I . 

J. 

Age: 

Bachelors Degree 

\'our Emplo~ mcnt 

l\lanagcrial ('a tcgoQ 

Over 50 Y car' 

Years 

llighc t Education Le,cl Attained 

------------------------~ Master's Degree 

Doctorate Degree 

Other ( ' pccify) 

Pcm1anent 1 emporal) I Other 

I Top fiddle ~on Managers 

I Management J Management 
.~--~~--~-----------

BrieOy describe ) our job 
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Q2: tres · 

Ho\\ often do the listed 'itressor!> affect )OU? 

:\o. Item 

c. Difficult CO\\Orker~ 

d. I Conflicting \\ith or connicting 

demands. unclear e:-.pectation from 

superior~. or management 

je. Office politics 

Vc~ Often omctimcs Rarcl~ " ot at 

Often 

- ~------~~-----+----~----~~-------+------+-----~ 
f. Job insecurit) due to cutbacks, 

layoiTs. dO\\ns•zing, reorganization. 

g. I Lad.. of car\!cr ad\ anccment or 

I inadequate pa) 

h. Concern'> about )OUr general health 
~~--------+-----+-----r--------r-----+----__, 

Demanding or difficult customers 
------~--~~---4----~--------+------r----~ 

Lad. of control O\er ''ork.load and 

or decisions affecting m) job. 
---+---

k. Death of significant person 

p. 

---------4-----+-----+--------+-----~----~ 
epa ration or divorce 

Concern for Ph)sical appearance 
--4-----+-----~-------r-----+----__, ~ual connicts and frustration 

Concern for poor ''eather 
..__ 

Problems \\ ith chi ldcare 
- -

- lJ·-+_F_in_nnc iJ I Constra in_t_s-----------+------+-----t---------+------t----; 
r. Too little contact ''Hh people 

----
~. Concern tor )Our neighbors. 

1 neighborhood 
-~--~--~~--·~--+----+------r---~---~ 

1. Concern 0\er insccurit) and other 

1 s<>cial i !>UC'> in the count!) 

130 



QJ: tr :\lanifc tation 

\\ htch ofthese aspecb of stress ha\e )'OU b<..-cn e:\perienc.mg and ho" o ltcn? 

o: l item I Very often Sometime~ 
Of 

Rarcl) ot ar 

ten All 

i) Ph~ iologica l l\1anife tatioo -
I a. ' l leadaches 

b. ll igh blood pressure 

c. Heart disease 

d. I Ulcer~ 
e. Se-..ual difiiculties 

I g. Constipation 

I f. lleartbum 

h. Nausea 

ii) P )'Chological Manifc tation 

I a. Anger Irritability 

b. Deprl.!ssion 'sad/do'' n hearted 
-

c. Irrational beliefs 

d. Gui lt 

IE l ack of concentration 

I f. Poor self esteem 

g. 1.0'' moti\ at ion 

h . An-..iet}/Panic fearful 
. --

l ow trust l l . 

I iii) Bcha' ioral Manifc tat ion 
1 

~· Violent Behavior 

ubstance abuse I 
c.. Absenteeism 

I d.- Withdraw from social life 

I e. Poor ' leeping pattern~ I l 
r t: Lad. of skill de,elopment I 
I g. 1 ack of respect for others I I 

h. Unable to complete tasks I I 
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i. .\void change 

J. Famil> dishannony 

J... . Poor communication I 
I. A void responsibi I ity 

m. Low delegation 

n. 
1 

Lose creativil~ I I 

I o. : Poor time management I 
p. 1 Unpredictable \\Cight gain or 

''eight loss 

q Opting to leave \\Ork due to 

I I stress 

Q-4: Organizational Commitment 

'ho" the C\ tent to" hich ) ou agree or di agree with the folio" ing tatements b) 

ticking'' hat applies to )OU. 

1'\o. OrganiLational Strong!) 1 Agree :\either Disagree 

ommitment agree ngrce or 

di'lagrec 

a. I like to \\OrJ... for my 

organization. 

b I consider the 

organiLation part of m> 

li fe. 
-( I look forward to 

coming to \\Ork. 

d .. I complete m:> ''ork as 

scheduled. 

E J have a strong desire to 

maintain member5hip in 

the organization. 
--I I ha\e ind1' idual 

attachment to my 

organization. 
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di agree 



P· I I ha\e indi\ idual 

attachment lO m} 

supervi sor. 

k. 1 have closer 

cooperation \\ith my l 
I managers. 

! 

I. I don' t intend tO leave 

the organization. 

m. I wi ll stay overtime to 

finish m) \'>Ork. 

QS: Job sa tisfaction: 

Tick the response that you feel i mo t appropriate to your cu rrent job. 

No. Job Sati faction Strongly Agree I ~either Dbagrcc Strongly 1 
Agree agree or disagree 

I di agree 

a. Bemg able to keep busy all 

the time. 

b. The chance to \\Or~ alone 

on the job. 

c. The chance to do different 

things from time to time. 

d. The chance to be somebody 

in the community. 

e. The ''ay m} boss handles 

hisJhcr \\Ork. I 
f. 1 he competence of my 

supervisors In making 

decisions. 

g. Bein!! able to do things that 

don't go against my 

patience 
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I h. I The ''a}' my job provides 

for stead) employment I 

I. The chance to tell people 

what to do. 

I j . 1 The chance to do things for 

other people. 

1-.. The chance to do something 1 

that make~ use of m> 

1 abilities. 

I. The \\3) m) organization 

policies are put into 

practice. 

m . M> pay and the amount of 

I worl-.. I do 

n. I The chances for 

advancement on this job. 

o. The freedom to use m) O\\ n 

judgment 

p. The chance to try m; ov.n 

~ q. 

methods of doing jobs. 

I The ''ork conditions. 

r r. I The ''a> m) co-workers get 

l 
s. 1 

along with each other. 

1 he praise I get for doing 

I m} job. 

I t. 1 he feeling of 

accomplishment I get from 

I my j ob. 
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Q6: Personalif) 

Ans\\er the folio'' ing question by indicating the response that most often applies to )OU 

r \"cr') --r-T rue- - \ ot l :\either l otruc 

~o. Hem True of of 'le True or of Me At 

~l e Lntrue all 

a. I hate giving up before I'm 

absolute)) sure I am liked. 

b. Sometimes I feel that I shouldn't 

be v.orJ...ing so hard. but somethmg 

drives me on. 

c. I thrive on challenging situations. 

The more challenges I have the 

better. 

d. In comparison to most people I 

kno\\. I'm vel) involved in m) 

work 

e. It seems as if I need 30 hours a 

da) to finish all the things I'm 

faced ''ith I 
f. In general, I approach my \\Ork 

more seriously than most people I 

knO\\. 

g. I guess there are some people who 

can be nonchalant about their work 

but am not one of them. 

h. M) achie\ emcnts are considered 

to be signi ficant!) 

those or most people. 

higher than I 
I. I have often been asked to be an 

' 1 
oflicer of some group or group . I 
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Q"' : lndi,idual pproach to tre 1anagemeot: 

Plea~ rate on the scale the le\ el of }Our abilit) to appl} each skill to reduce stress 
-

'\ot at . o. lndi\'idual Approach Ver) Often Som~timc Rare!) 

Often I \II 

a. Diet and Nut rition I 
-

I ha\ e good nutritional habits 

that include taking appropriate 

supplements and limiting 

intake of caiTeinc and sugar. 

b. Relaxation 

I am aware ''hen stress builds 

up in my bod)' and use 

relaxation techniques to reduce 

tension. 

c. Physical E"crc!se 

I am ph)sicall) fit and use 

regular e'\ercJc;e to combat and 

prevent stri!SS. 

I 

d. Assc rti\ cncs\ 

In connict situations, I am able 

to spea" upon m) O\\n behalf, 

I honestly c>.prcss my opinions, 

feeling and wishes, give 

constructi\ c criticism and 

refuse unrealistic request. 

c.!. Financial 

I am good at managing money, 

not needlessly worry about 

tinandal matters and ha\e 

enough monc> to meet mo t of 

rn) nl!cds and use in reducing 

I 1 stress. 
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'\o. lndh idual Approach 
.....__L_ 

t: Time "anagement 

g. 

I
I. am able to efliciently manage 

ttme. I 

Taking Action 

I am able to establish 

priorities, tal-c action on m) 

plans, goals and set limits. 

schedule effecti\el)', avoid 

procrastination and pace my 

efforts. 
~ ~---------------------+------+-----~----------~----~----~ 

h. C hallenge Stressful Thinking 

1 I am able to reduce stress by 

consctousl> monitoring, 

challenging and changing 

negati\c thought patterns, 

placing problems into proper 

perspective. mentally 

rchcar:,ing coping behaviors 

I and using positive self talk. 
~ ------~------+------1·-----------------l -------~ 

1. Humor 

1 I do not take m)'self too 

serious!) and usc humor to 

1 balance life"s frustration. 1 

:-:-- I J. Spiri tual 

I believe in a higher po\\Cr and 

spiritual connecti\eness to life. 1 
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Q8: orporatc pproacb to tre managemoet 

Doe:\ ~our organiLation offer an) of tbe tre management programmes and Ito" 

rreq uentl~ do ) ou u c them? 

o. Corporate \pproach Vc~j Often ometimc~ Rarcl) i\ot 

Often 

a. Leave: Annual, maternity, r 
paternal or abbatical. 1 

b. I Usc of EAPS in form of 

Counseling 

upport groups. 

Programs 

c. l.Jse of health and 

and 

fitness 

facilities provided b} the 

organizations. 

d. On Site Day Care Center for 

children under sL'\. 

c. Use \\ellness programs that 

encourage staff to take physical 

and mental health care seriously 

e.g. weight loss, alcohol control. 

a t ~•II 

--~------+------+---------+------r---_, 
F Redesign jobs~ Does your 

g. 

l organization prevent and manage 

stress b} giving employees more 

responsibility, more meaningful 

\\Ork. mor\! autonomy and 

increased feedback. 

Lse of increased formal 

organizational communication in 

order to reduce role ambiguity 

and role connict. 

h. I Relocate company's office to a 

Jess conge:,ted area. 

J 
138 



1. I Use of Oe~ible worl.. schedule 

I e.g. work from home. 

k .. I Pro' ide dress down days when 

employees come to work 

\\Caring casual attire. including 

I jeans and T- shins 

Q9: ocial u pport 

Please indicate "hich of the following statements are true regarding the socml suppon 

that ;ou get 

I ~o. I ometimc~ Rarcl) ' ot ---, 

I 
at a ll 

r- . 
A Fam1l) 

llow often do they really listen to 

you \\hen you talk about your 

concerns or problems? 
--

I low often do you feel they are 

really trying to understand your 

problems? 

How often do they really make 

you feel loved? 

llo" often do they help you in 

practical ways like doing things 

for you or lending }OU mone)? 

IIO\\ often do they answer your 

question or g1'e )OU advice about 

ho'' to solve your problems? 

llo\\ often do )OU use them as 1 

example!:> to deal with )OUr 

problems? 

I 
B friend and Colleague I I 
l I low often do they really listen to I 
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you \\hen }OU taiJ... about }OUr 

concerns or problems? 

I Ho'' oflen do you feel they are 

rea II> tl) ing to understand your 

problems? 

Ho" often do they help you in 

practical ways like doing things 

1 for you or lending you mone}? 

I How oflen do they answer your 

question or give }OU advice about 

hO\\ to soh e your problems? 

• Ho'" often do you use them as 

examples tO deal with your 

problems? I 
c 

1 

People in authorit) uch a 

upen i or at work or 

communi ty elder and church 

leader . 

' H O\\ often do they rcall) listen to 

you \\hen you talk about your 

concerns or problems? 

Ho'' often do you feel they are 

rca II> Lf) ing to unden,tand }OUr 

problems? 

--- the> help }OU in 1 Ho'' often do 

I practical ways like doing things 

for }Oll or ll!nding )OU money? I 

I low often do they answer your 

question or give )OU advice about 

hO\\ to solve your problems? 

How often do )OU use them as 

C:\amples to deal with )OUr 

J problems? 

140 



Q I 0: Corpo rate Performance 

Indicate the extent to which your organization exhibits the following characteri~tic~ 

regarding performance 

I -- -
I To a To a l'i o t Ton 

:\o. Item \ CI") great sure little 

I 
great e~tent C\ICnt 

extent I 
a. Good performance in the past the years 

as compared to competitors. 

~ Highl> satisfied customers. 

c. Quick response to customer complains. 

d. 1 Customer oriented personnel. 

E I Very good organization image. 

rr "Ercased outputs. 

--g.- Qualit) products and services. 
--

h. Product reliabi lity. 

I. Faster Deliveries. 

'rliuic~ decision making. 

~ ll igh ability to retain employees over a 

I long period of time. 

I. Good relation.:;hi p between management 

I and cmplo)CCS. I 

m. ll igh frequenC} of new product 1 

development. 

n. lligh market share as compared to other 

L__:_ompetitors. 
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Part B: Financia l Corporate Performance 

Compa ny Detail 

I. arne of the Corporation ....................................... . 

2. Type of products/services ...................................... . 

3. Year of incorporation ............................................ . 

Annual net profits fro m the corporation for the last five 

2005 ·························································· 

2006 ........................................................ .. 

2007 ................................. .. ..................... .. 

2008 ........................................................ .. 

2009 .... ... .. ... ............................................. . 

5. State average sales turnover in the last five years. 

2005 ........................................................ . 

2006 ························································· 

2007. ···················· · ·· ·· ······························· 

2008 ····························· · ··························· 

2009 ······························· ·· ························ 

6. Give your shareholder Value. 

20005 .................................................... . 

2006 ........................................................ . 

2007 ........................................................ . 

2008 .................................................... . ... . 

2009 ....................................................... .. 

years. 

l\ B This in formation was obtained from the NSE handbook of2007 and 20 I 0 
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Appendix II : E Li ted Compa nie in Agriculture, ommcrcial und en ice and 

Finance and ln\ c ·tment Category 

~ ~o. Company om pan) 

Agriculture catcgo11 Finance and Imc tme nt 

I. Kakuzi Ltd I. Barcla}s Bank Ltd 

12. Rea Vipingo plantations Ltd 2. Centum Investment C ompan) Ltd 

f--

3. asini Ltd 3. CFC tanbic holdings 

o mmcrciaJ and en icc 4. 1 Diamond Trust Bank L td 

I 

I I. Access Ken)a Ltd Equtt} Ban"-. Ltd 

., Car and General Ltd Housing Finance of Kenya 

3. Kenya Airways Ltd 7. I Jubilee lloldings 

4. Marshall East Africa Ltd 8. Kenya Commercial Ban"-

5. CMC Holdings Ltd 9. Kenya Re-insurance Corporation 

Ltd 

6. "\;ation \11cdia Group 10. National Bank of Kenya 

7. can Group Ltd II. IC BanJ.. Ltd 

8. landard Group I td 12. Olympia Capital Holdings 

9. Tips Lastcrn Africa crena 13. Pan African Insurance Holdings Ltd 

14. tandard Chartered Bank Ltd 

15. The Co-opcrati' e Bank 

Source: E Handbook 2010 
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\pp ndix Ill: ' £ Li ted Com panic in lndu trial and Allied and lternati\ e 

ln\C tmcnt Market cgmeot 

o. I Indu trial and Allied I o. l Altcrnali\C 1 11\ CSirnc nll\tar~ 
cgmcnl 

- -
I. Athi Rh.er Mining I A Baumann and Compan} Ltd 

-
2. B.O.C Kenya Ltd 2. Cit) frust Ltd 

3. Bamburi Cement Ltd 3. Eaagads Ltd 

4. Carbacid Investment Ltd 4. Express Ltd 

5 Crown Berger Ltd 5. Williamson Tea 

6. E.A. Cables Ltd 6. Kapchorua 

7. E. A Portland Cement Ltd 7. Ken)a Orchards Ltd 

-
8. East Africa Breweries Ltd 8. Limuru Tea Compan) Ltd 

9. E\crcad)' East Africa Ltd 

10. Kenya Oil Company 

II. Kenya Power and Lighting Ltd 

12. KenGen Ltd 

13. Mumias ugar Com pan} 

14. amecr Africa Ltd 

15. I Total Kenya 

16. Unga Group I 
i-

17. British American Tobacco Ltd 

~ourcc: E Handbook ( 20 10) 
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Appendix I : un ey lntroductof") Letter 

\lary \1US) oka. 

P.O. Bo:-. 35549-00200, 

'-atrobi. 

Kt:n)a 

Cellphone: 0722-64-t 107 

To ''hom it rna> concern 

Dear ir/ Madam 

R£: REO E T TO COLLECT ACADEMIC RE EARCII DATA 

I am a doctoral student at the Universit) of Nairobi. As part of the requirement for the 

a"ard of the degree I am e:-.pected to undertake a research stud). M)' topic is: Factors 

in nuc m:iug the relation hip be tween tress and corpora te perfo rmance of com pani c 

listed at the airobi tock Exchange. 

As an active pla)er in the C. I am requesting }Our organiLation to participate in the 

stud) The research results will be used for academic purposes only and ''ill be treated 

\\ith utmost confidentialit). No one, except the Unh ersit) of Nairobi wi ll have access to 

these records. Please find attached a letter from the University of airobi and copies of 

m} questionnaires. 

1 han" ) ou for) our support and cooperation. 

\ tan vtus'\oka . ; 

PhD Candidate 
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.\ppcndix \ : ro nbach' Alpba Reliabilit) Tc t 

Reliability u ing cronbach a lpha (N=S49) 

Factor No. of 

item 
c ronbach I Concl u io n l 
alpha( a) 

Strc __j 
_\\-'ork-st_re_ss----------+-,1-0----+-0.898 Reliable _j 
\!on \\Ork stress 8 0.788 Reliable 

Ph) .,iologica l 6 0.522 ot reliable 

Ps} c.hologica I 7 0.782 Reliable 

Behavioral ~ I I 1 0.879 Rel iable 
I 

Organization commitment r 10 0.840 Reliable 

Job satis faction 1 14 0 .91 4 Reliable 

Pe rsonality 19 
0.984 

-
Reliable 

St re management 

rtndh idua l approach j iO 0.887 I Reliable 

- . -
( orporate approach 1 ' 0 

0.796 Reliable 

-
ocial upport ource 

Family 5 0.750 I Reliable 

rr · ricnds and colleague IS 0.750 _j Reliable ·-

~uthori t)' :Supervisors, Church leaders, 5 0.750 Reliable 

biders etc I I 
Perform a nee :\tea u re rncnt 

,....------
( orporate perfonnance(Qualitative) 1'4 1 o.94o Reliable 

i 

De p1 te having a cronbach alpha o f less than 0. 7, physiological sLrcs manifestations \\as 

uscJ '>ince \\hen the three ~ilrcss manifestation scales ' ' ere combined the} ) ie lded an 

alpha of0.871. 
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AppcndL\. VI: Re ult of Factor Anal) i on Que tionnai rc 

Total Variance Explained 

Component Initial Eigen values Rotation Sums of Squared Loadings 

--:1 - Cumulative I %of T %of Cumulative 

Variance % Total Variance % 

I 
1 18.848 15.449 1 15.449 11.536 9.456 9.456 

2 12.962 26.073 I 8.180 6.705 16.161 
10.624 1 

3 8.185 6.709 32.782 7.761 6.361 22.522 

4 7.381 6.050 38.833 5.876 1 4.817 27.339 

5 4.704 3.855 42.688 5.758 4.720 32.059 

6 4.156 3.406 46.094 1 5.536 4.538 36.597 

7 3.441 2.820 48.915 5.090 4 .172 40.769 

8 3.211 1 2.632 51.547 4.909 4.024 44.793 

9 3.035 2.488 54.034 4.327 3.547 48.340 

10 2.676 2.193 56.227 4.201 3.443 51.783 

11 2.582 1 2.116 58.344 4.082 3.346 55.129 

12 2.141 1 1.755 60.099 4.014 3.290 58.418 

13 1.889 I 1.548 61.647 3.939 3.229 61.647 

14 1.820 1.492 63.139 

15 1.546 1.267 64.406 

16 1.516 1.243 65.649 

17 1.360 1.115 66.764 

I 

120 
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Q) 
::l 

C'O 
> c 
Q) 

Scree Plot 

10 

Jr ol_ __ ~~~~~~!!~~~nm~mn~~~~~~=-;m~ 
1 15 29 43 57 71 85 99 113 

8 22 36 so 64 78 92 100 120 

Component Number 

Factor loadings am/ commwzalitie ba!,et/ 011 a principle compo11ent analysis witlt 

''ttrinuu: rotation for 120 items 

r- --- ------~-----------------------------------------------
-

Many Too 

respof\51 

Oem 

Unre 

dead 

DtffiCU 

work 

bill ties 

andmg 

asonable 

lines 

It co 

ers 

1nsecunty Job 

Lack of career 

----
.• 1 I 2 3 

-
.488 

I 

.543 

I 

.505 ! 

.500 
·- .426 

Component 
-4 5 6 7 8 9 10 11 12 13 
___,. 

I 

' l 
~ ~~ 
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Com 

muna 

II ties 

.633 

.698 

.603 

.697 
_i_ 

I .523 



and frustration 

Concern for poor 

weather 

' Problems with T 
ctuldc.are 

Fmancial 1 

Constraints 

Too httle contact 

w'th people 

Concern for your 

neighbors/ 

neighborhood 

Concern over 

msecurity and 

other soaal issues 

1n the country 

Headaches 

H1gh blood 

pressure 

! 

I 

.423 

.486 

! 

.313 I 
I 

.276 

.373 

.309 
I 

.467 ! 
.458 

' 
.218 

I 

.361 

I 

.338 

---
.422 

------~~~--+----4- ----
Ulcers .293 

Sexual d•fficu=lti=es=::==~:~~~:~~~~--1_,_: -~--· 2_76 l 
149 

.626 

.473 
I 

.436 

.407 

I .421 

.346 
I 
! .562 

.654 

.423 

.391 

1--- --1--- --

.488 

I .6~ 
--~--~---+--~-+--4---+--

.650 

.34J1 

f-1-- .358 



--
ConstJ pation 
--
rtbum He a 

Nau sea 

r.·lmtabihty Ange 

Dep - -
r~on/sad/d 

own hearted 
-

lack of 

centratton con 
-

Poo r self esteem 

mot:Jvabon 

~ 

Low 

Amo 

ful 

ety/PantC/fear 

,__ -
Low trust 

..___ -Poo r sleeptng 

erns patt 

Lac 

dev 

Una 

com 

Avo 

-
k of skill 

elopment 

ble to 

plete tasks 

td change 
-tly 

rmony 

r 

com munication 
-Av 

respon51 

LO\ 

Old 

'blhty 

., delegation 

7ose aeatJvtty 

Poo 

ma 
rtime 

nagement 

~ 

I 

I 

I 
I 

-
I 

1 

I 
I 

I 

! 

-

~ .361 1 .387 

.392 .522 

I .311 397 
-~ :-·- -c- ··~- - ~- ---

.414 .621 

.331 .392 

I . 

I 
--

.212 .330 

I I 
' -

' r .270 i 
493 

I I .320 .526 

I .432 .698 

I I 
I .3691 .429 

- - '-

I .655 I .462 

! 
I 

I 
.306 .479 

I I 

.349 .536 

I .369 .438 

I .379 1 .452 

.382 .452 

.391 .448 1 

~ - - ----r.3sf1~ 
-~ -~ 

I .4~~ 
.253 .506 

.429 .693 

! 
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1 

Unpred 

wetgh 

Opting 

stress 

ictable weoght gain 01 
t loss 

to leave work due to 

~-

I like to work to my 

nizatlon 
-

orga 

Thav e a strong des~re to 

aun membersh1p in the 

mzation. orga 

Iha ve IndiVidual attachment 

tom y organ.zation. 

-I do n't mtend to leave the 

anization. 

ill stay overtime to finish 

org 

Iw 

work. 

~-

! 

ng able to keep busy all the I 
my 

8el 

tim 

Th 

the 

Th 

thl 

Th 

th 

e. 
--

e chance to work alone on 

job. 

e chance to do different 

ngs from time to time. 

e chance to be somebody in 

e community. 

Be lng able to do things that 

n't go against my patience do 

Th e way my JOb provides for 

eady employment st 

Th e chance to tell people what 

do 

2 

r-

to 

Th 
- ~ 

e chance to do things for 

ther people. 

- e chance to do something 

0 

... Th I 
hat makes use of my abilit1es. ' 

he'fr"eeoom to use my own 

JUdgment. 

3 4 5 6 17 8 9 10 r 11 12 13 
--1- -

.280 .436 

r;;·~~~ 

3 .444 

l 

.465 .750 

.289 .735 

_i 

.566 .752 

.283 

I 
.534 

1 .220 .440 

1--

.481 1.445 

·I lA83 .516 

.572 .489 

.461 .411 

.625 .628 

I j 

.731 t- .716 

1-

.562 .665 

1- ~ -
.551 .615 

I ' 

.587 .697 

I I 
r 

.650 .747 

-
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The chance to try my own ' I I I 

"letrods of doing JObS. .731 .740 
I 

The worl< condit1on-s-. ----:;~f-T-~+--..---1--1--J---~!.-4-62,_.... ___ -;,._-+-.-7-18-l 

The way my co-workers get 

long With ead1 other. 
.351 .606 

The pra1se I get for dom-gm_y_ --t-t~r-t-t--i-i-+---+---t,--i---+---t---; 

.390 I .732 

JOb. -- Jt-+--t--t--+-~--+--t--t---+-~1 -!---t--
The feel1ng of accomplishment r 

get ffom my Job. 

hate giVIng up before riTl 
absolutely sure I am liKed. 

-
Sometimes I feel that I 

shouldn't be working so hard, 

.715 

.291 

.254 

.718 

.659 

.689 

t>~ something dnves me on. +-1-f--+-+--t--t---+--+--i---+---+-'-+--+-1-+ 1 

thrt .. e on challenging I I ~ 

Situations. The more 

challenges I have the better. 

In comparison to most people 

know, I'm very mvolved in 

my work 

t se..:ms as if I need 30 hours 

a day to fimsh all the things 

'm faced with 

n general, I approach my 

wort more seriously than most 

people I know. 

guess there are some people 

who can be nonchalant about 

the r work but am not one of 

J 
I 

i-:- 1-~~ 

I 

.421 .723 

I I I 
I I 

.448 .735 

I I I I 
I 

.209 .521 

~ I 
.462 .720 

.261 .692 

them. 1 
--------------~4-~~~~-~4-~--

~--~~--~~-;---t 

t-1y achievements are 
1 

COnSidered to be significantly .285 .647 

h1gher than those of most 

1 people. 
1 

---- ~----4'-4~~r-i-~--i-+-+---+--~-+--t--t
---; 

I have often been asked to be I 

an officer of some group or I 
grOtJpS. 

----------------+-~-~-Diet anc1 Nutrition 

.344 .534 

.376 =I= .613 
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on 
--I Exerdse 

ness 

al 

anagement 

Action 

Relaxao 

Physica 

Assertive 

F1nano 

T me M 

Taking 

Challeng 

Humor 

Sp1ntua 

Leave 

e Stressful Thinking 
--

I 

-
ling Programs and Counse 

Suppo 

health 

On Site 

ch ldre 

rt groups. 

and fitness facilities 
-

Day Care Center for 

n under SIX. 

--

' ' 
I~ ~ c - ~ ~~ 

~ 
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.264 1 1 .642 

1.332 , r~~ ~ 525 -
~c f~ 1--

.573 .646 
I 

.463 
-~ .646 
i ~ 

.313 .624 

.484 .657 

I .250 .489 

.249 .514 

.425 .466 

i 
1.426 .429 

.245 .453 

, .274 .385 



phySica and mental health care 

Pedes~gn JObs 

'ormal orgamzational 

I I I I I 

1 2 3 4 5 6 7 8 9 10 11 12 13 

.417 .598 

.448 .679 

.459 .641 
communication 

Rel~tedofficeroa~l~~-----r---;~r-t---+-i-,_~-+
-4--~--~~~--r-~ 

congested area. 

----- -----+----r-+-+--~~~~+-+-4-~----
~ 

flex1ble work schedule 
---- --

PrOVIde dress down days 

How oftendo they really listen 

to you when you talk about your 

concems or problems? 
- -

How often do you feel they are 

I 

.321 

J I I 
[ I 

really try1ng to understand your . 407 

.444 .638 

.241 .348 

.255 .378 

.779 

I I 

.801 

problems? I 
-+---+-t--!--t--+--t-t--t-t---'- I - ~ 

How often do they really make I 
you feel loved? 

How often do they help you in 

pract•cal ways like domg things 

for you or lend1ng you money? 

How often do they answer your 

Question or g1ve you adv1ce 

about how to solve your 

problems? 

How often do you use them as 

examples to deal With your 

problems? 

How often do they really listen 

to you when you talk about your 

concerns or problems? 

How often do you feel they are 

rearry trymg to understand yoor 

problems? 

How often do they help you 1n 

pracucal ways hke doing th1ngs 

for you or lending you money? 

.337 .754 

~--+-+-----+-+--+-+--r-r--+--
t--t 

.305 

.403 .797 

l i I 
I ' I 

.447 .735 

I I 

.384 .821 

I I I 

.403 .820 

I 

' 
.436 .776 
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IH~-~-oft~en~do~~~~ey~a~~==r7.y=ou7.r~--~r-~r---r-.-.-~.-.-~--~
~~ 

quest1on or g1ve you advice 

about how to solve your 

problems? 
,_ --

How often do you use them as 

examples to deal with your 

problems? 

How often do they really listen 

to you when you talk about your 

.340 

I 
I 

.315 

I I 
.481 

.832 

.838 

I 
I 

.826 

concerns or problems? 1 

How oft_e_n- do yo-u-feel they are -'-·-lf-t--t---t---t--t--+-t---r-+,--1,-+---4--·-

really trying to understand your .422 .864 

problems? i I 
How often do they help you 1n ! I I 

practical ways like doing things . 449 .806 

for you or lend1ng you money? ~ 1 1 

How often do they answer you-r-+--!--+--+--+---+--+--+-+--+--!---:11---+---+---il 

quest1on or g1ve you adv1ce 

about how to solve your 

problems? 

How often do you use them as 

examples to deal with your 

problems" 

Good performance in the past 

five years as compared to 

competitors. 

I 

.518 

.429 .858 

J I I 
.427 .833 

I 
I I 

.805 

~---------+---+-~ 

Highly sat1sfied customers. .398 
+--+----+--+-+-i--~·-~---

r, .840 

QUJck response to customer 
.514 

I~ 

complains. I 
Customer onented personnel. .640 

-
Very good organization image. .508 

- -~~-+--+~~1--!--!--+--+-~---f----

Increased outputs. .509 
'· 

Quality prOdUcts and services.--' .496 1 ' 

Product rehab11ity. .421 -+!--+---t--t--f--:rl--1--+--+-~---t--+---
Faster Dellvenes. .469 ; 

QUICk deCISIOn making. 

H1gh ability to retain employees 

over a long penod of tJme. 

.449 

.405 
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.851 

.870 

.823 

.844 

.867 

.849 

.865 

.786 

.679 



Good relationship between 

management and employees 

High frequency of new produ ct 

development. 

High mar1<et share as compa red 

to other competitors. 

I 

.464 

.387 

.487 1 

.no 

~ 
.722 

- -~ 1- f--

.717 

l-'- L..._ 

Exrracrion J\1ethod: Principal Component Analysis :Rowton method varimax with kw:er 

normali:arion 

13 componenrs extracted. 
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Appendix Vll: upplemcntar) tati tical Analy i 

H 1: There i a relation hip beh, eeo trc and tre manifc tation 

Regre ion rc ult for trc and ph) iological tre manifc tation 

(a) Model urn maryb 

Change Statistics 

R Adjuste Std. Error R ig. F 

quar dR of the Square F Chang Durbin-

Model R e quare Lstimate Change Change dO df2 e \\ atson 

I .386' .149 .146 .660 .149 47.754 2 546 .000 1.873 

a. Predictor!>: (Constant), on Work tressors, Work tressors 

b. Dependent Variable: Physiological tress Manifestation 

(b) Al'IOVAb 

urn of 

Model qua res Of Mean quare r Sig. 

I Regression 41.659 2 20.830 47.754 000 

Residual 238.159 546 .436 

Total 279.818 548 

a. Predictors: (Constant). Non Work tressors, Work tressors 

b. Dependent Variable: Physiological Stress Manifestation 

(c) Coefficients• 

9SO% 

Unstandardized Standardized Confidence 

Coe flic ients Coefficients lntcl"\al forB 

td. l.o" cr Lpper 

Model B Error Beta l Sig. BounJ Bound 

I (Constant) .598 .131 4.568 .000 .J.ll 856 

Work trcssors .152 .037 . 174 4.065 .000 .078 225 

l'.on Work .272 .041 .282 6.581 .000 .191 353 

~trcssor:, 

a. Dependent Variable: Physiological Stress Manifestation 
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Reor ion re ult for tre and p ) cbological tre manifc tat ion 

(a) Model ummaryb 

Change Statistics 

R Adjuste td. Crror R 
quar dR of the quare F Sig. r: Durbin-

\1odel R e Square Estimate Change Change dfl df2 Change \\ atson 

I .454 .206 .203 .685 .206 71.002 
a 

a. Predictors: (Constant). on Work tresso~ Work tressors 

b Dependent Variable: Ps)chological tress Manifestation 

(b) 

urn of 

\1odel Squares Df Mean Square 

2 546 .000 

F Sig. 

I Regression 66.583 2 33.291 71.002 .oooa 

Residual 256.008 546 .469 

lotal 322.590 548 

a. Predictors: (Constant), Non Work Stressors, Work Stressors 

b. Dependent Variable: Ps)chological Stress Manifestation 

( c) Coefficico t • 

95.0% 

L nstandardized Standardized Confidence 

Coefficients Coefficients Interval for B 

td. LO\\er Upper 

\lode I B Error Beta l Sig. Bound Bound 

I (Constant) .533 .136 3.927 .000 267 .800 

Work .164 .039 .176 4.238 .000 .088 .240 

tressor:, 

on \\ ork .368 .043 .356 8.583 .000 .283 .452 

tressor:, 

Dependent Variable: Ps}chological tress Manifestation 
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Regr io n re ult for tre a nd beb:n iora l tre ma nife ta t ion 

(a) Model ummary11 
-

Change Statistics 

R Adjuste td. Error ig. F 

quar dR of the R quare Chang Durbin-

\1odel R e quare Estimate Change F Change dfl dfl e \\atson 

I .376 .141 .138 .7 15 .141 44.977 2 546 .000 1.824 
a 

a. Pred1ctors: (Constant), Non Work tressors, \Vorl-. tressor!> 

b. Dependent Variable: Behavioral tress Manifestation 

(b) OYAb 

Sum of 

Model Squares Df Mean Square F Sig. 

I Regression 46.038 2 23.019 44.977 .000 

Residual 279.437 546 .512 

Total 325.475 548 

a. Predictors: (Constant), on Work tressors, Work Stre!>!>Ors 

b. Dependent Variable: Behavioral Stress Manifestation 

(c) Coeffic ients 

95.0% 

Unstandardized Standardized Confidence 

Coefficients Coefficients Interval forB 

Std. Lower Lpper 

Model B Error Beta t Sig. Bound Bound 

I (Constant .858 .142 6.044 .000 .579 1.136 

) 

Work .148 .040 . 158 3.665 .000 .069 .227 

tressors 

Non .296 .045 .285 6.609 .000 .208 .384 

\\ork 
tressors 

a Dependent \ ariable: Beha\ 1oral tress ~tanifestation 
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Werarcbkal regr ion model on the modera ting effect of tre ma nagement on 

the relation hip between tre m a nife tatioo and corporate perfo rmance 

Change Stau't'" > 

R Adjusted R Std Error of RSqwre F Sig r t>• .rbm· 

\1oJcl R Square Square the estimate Change Change dn dl'2 Change Wutwn 

I . 1501 .022 017 1262 022 4 157 3 545 006 

2 .202b .041 .034 1.252 .0 19 10.532 I 544 .001 

' .255c .065 053 1.239 .024 4.609 3 5-11 .003 

a PredJetors: (Coru.tant). Behavioral Stress Manif~tation. J>h)~iolo&Jcn.l Stress \lamr~~tnuon, P~)cholog•cal 

1\tre-.~ \tJ.nife.LOtion 

b. Prcdiaors. (Con:.tn.nt),lkhav•oral tres.s Manifestation. Ph)siolog•cal S~ \lamfestauon. P))chological 

Stteo.~ \fanifesLOtion. Combmed ~ \1gmt .i\pproach 

I 767 

c. Prcd1ctors. (Constant).llch:moral S~ \.1anif~tation. Ph)~iological St.re<-~ \1amksuuion. P))chlllogi~at 

Stn:o.~ ~larufestation. CU""bined tn:ss ~1gmt \pproach. ps)chstressmangement. beba~•oral~managcmcnt. 

ph) S•lhtressmanagemcnt 

d. !A-pendent Variable· 0\crall Corporate P4--rlormance 

(b) ANO\A' 

\lode I Sum of Square:. Df Mean Squan: r 

I Regrcs:.ion 19.875 3 6.625 4 157 

Re.idual 868.632 545 1.594 

Total 888.506 548 

2 Regre. ion 36.373 4 9.093 5.805 

Residual 852 134 54-t 1..566 

Total 888.')06 548 

3 Regression 57.607 7 a no 5.3~8 

~ 
Rc~idual 830.899 541 1.536 

Total 888.506 548 

a. Predictors: (C onstant),llchnviorol Stress Mnmfe.station, Physiological Str"C» Mamfe.stat1on, 

P ,holo 1cal ~tres. \1o.~tuf~..:tation 

h Predictors: (Consl..'lnl),llchnvioral Stn::.s Mamfestauon, Phys•ological Stre Mnmf1.'Sl.Jllon, 

I' . ~eholog•cal Stress Manifestation. Combined treJ.:> Mgmt Approoch 

c l'n:dictor..: (Con~Uint). lkha111ol'lll Stress M<~mfestation. Physiological SU't'.S Monifestation, 

I' )chological S~ Manit~t.auon, Combined tress Mgmt Approoch. p:.)Ch!.t~mangcmcnt. 

bdt:l' •onbtrc ma~t. ph) u.lStreS5m~ement 

d Dc('endcnt Vorinbh:: On~rall COI'p(nte Performance 
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(c) Coefficients 

lJ lbtandadized tand~izcd 95.( <.u iJc.:ru:c 

Coeffi,ienl.) Coeffidents hll ... ,lr .... n 

l..o-. • l ppcr 

B <itd ( ITOI' Beta I Sir> u...~ld lkounJ 

I (Co~'tant) 4 191 .181 23 097 .000 '815 4.34R 

Ph) 10log cal tress -080 .087 -.~5 -.927 .354 -.251 090 

M anifestalioo 

p )cholog!C3l <;~re:s .208 .086 125 2.427 .016 ~0 .377 

Manif~tation 

Beha~ioraJ tress - 254 .091 -.154 -2.783 .006 -Hl • 075 

MJnif~talion 

2 (Constant) 3.393 .305 11.130 .000 2.79-1 3.992 

Ph)~iologicnl Stre~ - .074 .086 -.~2 -.867 .387 -.243 091 

Mnnifestation 

Ps)chologtcal tr~ .200 .085 .121 2.352 .019 033 .J&i 

Manifc,tation 

Behavioral St~s -.240 .091 -.145 -2 648 .008 • ~19 • 062 

lanifcstation 

Combined Str~ Mgml .201 .062 .137 3 245 .001 079 .322 

Approach 

3 (Constnnt) 4.213 .418 10.080 .000 3 392 5.035 

Ph)'Siologie<~l Stress -.937 .374 -.526 -2.503 013 -1 673 • 202 

Manif~tallon 

p,)ChlliOgiC31 S~ • 150 .147 -.090 -I 017 .309 • 1-10 140 

Mamr. tauon 

Beha\ttlfal Stress 359 .334 218 1.078 .282 • 11)6 I 01~ 

Manifc taboo 

Combined S~ Mgmt .GH .082 029 .522 .602 • 119 205 

,\ppm:Kh 

Bcha,il>ral.stressmanagement •.248 .an -.585 -2 032 ~3 • 1119 -00!1 

l,h)'Siostn:s5man:~gcm.:nt .313 .140 .658 2.241 .025 039 .588 

P$ > cmtrcs:>lllangtment .024 .009 .282 2.776 006 .oo~ 0-11 

a Dcpetkknt Variable: Q\crall Corporate Performance 
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llitnrchical r~gre ion model on th~ mod~rnting effect or indi\ idual characteri tic on tht 

rtlationship beh\ een tre m anifestation and corpornte performance 

(I) \l odtl Summarv' 

IStd. Error Change Stat .til;~ 

R Adjusted of the R quare "'l> I 

\lode I R C.,qu3te R Square Estimate Change F Change dn dt2 Change 

I . 150" .022 .017 1.262 .022 4.157 3 545 .(] r 

2 . 1741
' .030 .023 1.258 .008 4.520 I 544 .0~4 

3 .22 1' .049 .037 1.250 .018 3.491 3 541 .01(1 

Durb111-

\\atsoo 

I 735 

a Predictors: (Constant), Beha.,ioral Stress 1anifestation, Ph):.iological StreliS Man'festation, P )Cholot;,Jcal 

Strc.-ss Manife!.tation 

b Predictors: (Constant), Beha.,ioral tress ~lanifestation, Physiological Stre~ ~lanife:.tation. P~)chological 

tress Mani fcstation. individual characteristics 

' Predictors: (Constant). Beha.,ioral Stress \.1anifestation. Physiological Stre~ Manifestation.J>s)chological 

\lrl'SS Mani fcstat1on. indi" idual characteristics. behaviouralindi\ idualcharacu:ristic~. Jb)CO indh idual 

characteristic!., physioindividualchnracteristic 

d Dependent Variable: Corporate Performance 

(b ) A OVAd 

Sum of Squares Of Mean Square F Sig 

I Regression 19.875 3 6.625 4 157 .006 

Residual 868.632 545 1.594 

Total 888.506 548 

2 Regression 27.032 4 6.758 4.267 .002b 

Res1dual 86 1.475 544 1.584 

Total 888.506 548 

3 Rcgrcs!.ion 43.390 7 6.199 3.968 .000' 

Res• dual 845.116 541 1.562 

Total 888.506 548 

• Predictor~ (Constant). Beha\ ioral Stress Manifestation, Ph> siological tn!:.!. ~lanilesWll(>n. 

l'')chological tress Mani fe:.tation 

h Predictor.; (C~tant). Beha\ioral Stresl> Manifestation. Physiological tn...., Manife::.tation. 

1s)chologJt:sl ·treSS Manifestation. indhidual charocteristics 

Predictor:.: (Con:otant). Ocha' ioral Stress Manifestation. Ph)!.iological trc..,s Manifestation, 

~''~chologic.al treSs Manifestation. indi,idual characteristics. 

1:-eha, ioura.mdi' dualcharacteristics. ps)CO indi\ idual characteristics. 

rh>sioindi' idualcharacteristic 

J Dependent Variable: Corporate Performance 
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(c) Coefficients" 

9S.O o 

Un .tand.lrdi.red I Standardized Conlidern.~ 

Coefficients Coefficients lntenul forB 

I U\\.:1" Upper 

\lode I B Std. Error Beta T Sf. Bound Bound 

(Constant) 4 191 .181 23.097 OOJ 3835 4.5..$8 

Ph)siological ~ -.0 0 .087 -.O·t5 -.927 .354 • :!S I .090 

Mani testation 

P!o)chological tress .208 .086 .125 2.427 .016 .o.w .377 

\II ani te~tation 

Beha\ ioral Stress -.254 .091 -.154 -2.783 .006 -A3-1 -.075 

Manifc~tation 

1 (Constant) 3.890 .230 16.937 .000 3.439 4.342 

Ph)siological tress -.160 .094 -.090 -1.698 .090 -J45 .()15 

Mani testation 

Ps) chological tress .173 .087 .104 1.986 .048 .002 .344 

Manifc~tation 

Behavioral Stress -.312 .095 -.189 -3.282 .001 -.499 -.125 

Mam h:~tation 

indi\ idual characteristics 262 .123 .121 2.126 034 .020 505 

3 (Consl.'lnt) 4.346 .273 15.908 .000 1801) 411112 

Physiological tress -.450 .394 -.252 -1.141 .254 -1.224 .325 

~1amfestation 

l,s) chological tre~ -.322 .323 -.194 -1.997 . 11 9 -.956 .313 

Manili.'!>tat ion 

Beha' ioral tress .002 .443 .001 1.004 .097 ·.8611 .871 

Manitcstauon 

indi~idual characteristic:. .061 .140 .028 1.438 .04 I -214 336 

Beha\ iouralindh idu:\lch ·.079 .121 -.214 ·.656 .512 -.317 . ISS 

aract"-ristics 

Ph)sioindi' idualcharactc .083 .Ill .211 .744 .4S7 -.136 .302 

ristic 

ps)CO indi' iJual .132 .090 .369 1.46R .013 .045 _lOll 

characteristics 

a. Dependent Variable: Corporate Performance 
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Hierarchical regr ession model on the joint effect of str~ management and individual c hnrncteri ric~ 

on the relationsh ip beh\etn t re ma n ifestation 11nd corporate performance 

1\lodel Summal') 

!Std. Error Change Statistic:. 

Adjusted of the R Square F ig I· ()urbir • 

\1odcl R R Square Estimate Change Change dfl dfl Change Watson 

I . 150" .022 .017 1.262 .022 ·1.157 3 545 .006 

2 .216 .047 .038 1.249 .024 6.912 2 5-0 .001 

3 .249 .062 .~8 1.242 .015 2.946 3 540 .OJ:! 

a. Prtdictors: (Constant). Behavioural Stress '1.1anifestation. Ph)siological tres:. ~tanifc tation. 

Psychological tress Manifestation 

b. Predictors: (Constant). Behavioural tress Manife:.tation. Ph)siological tress ~1anife~tation. 

Ps)chological tress \1anifcstation. Combined tress ~tgmt Approach. indi' idual chnracteri tic!. 

c Predictor:.: (Constant), Behnvioural Stress Manifestntion. Physiological tress Manilestation, 

Ps)chological Stress Manifestation, Combined Stress Mgml Approach, individual characteristics. 

ps}chmivsm, phsioindi,sm, behindism 

d. Oc!pcndent Variable: Corporate Performance 

(b) ANOVA d 

~lodel Sum of Squares Of Mean Square r S1g. 

I Regression 19.875 3 6.625 4 .157 .006' 

Residual 868.632 545 1.594 

Total 888.506 548 

2 Regression 41.440 5 8.288 5 313 .0001 

Residual 847.066 543 1.560 

lotal 888.506 548 

3 Regression 55.079 8 6.885 4 461 .000 

Residual 833.427 540 1.543 

lotal 888.506 548 

a. Predictors: (Constant). Beha"ioural tress Manifestation. Ph)siolog•cul ~ln.~ M:mifc uuion. 

PS),hological tress \.l,tnifcstation 

b Predictors: (Consl.lllt). Behavioural tress Manife:.tation. Physiolog1cal Stress ~tanilc~tation, 

P))Chological tress ~I ani fc:.tation, Combined tr~ I gmt Approoch. Jnd \ idual chara~.;~eri lie'> 

c. Predictor!i: (Constant). Behavioural Stress Manife:.tation. Ph)siological '-,t~s \lanife!.tation. 

P)~chologicnl 'tress 'vtanifestation. Combined Stre:.s Mgml Approoch. indi1.idual charactcmtics. 

lb)Chinivsm, phsioindi~.sm. bchindism 

d. Dependent Variable: Corporate Performance 
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Coefficient 

U n'>t:ln<hrdized I St..n.;..u-dired 9~ (. ~fiderrcc 

Coellicients Coeflicicnts lntcn'lll lor B 

td. I..0\\~"1' Upper 

\.1odct 8 Error Betn l \1g. Bound Bound 

I (Constant) 4.191 .181 23.097 .000 3.835 4 548 

Ph)siologicut Stress -.080 .087 -.045 -.927 .354 -.251 .090 

Manifestation 

Ps}chological ~tress .208 .086 .125 2.427 .016 .0-40 .377 

1nni fcstntion 

Behavioural Stress -.254 .091 -154 -2.783 .006 -A34 -.075 

Manifestation 

2 (Con~tant) 3.186 J25 9.799 .000 2.'i47 3.825 

Ph)siologkal tres:. -.142 .094 -.080 -1.518 .130 -.3~6 .0-4~ 

Manifestation 

P:.)~-holo~ic.-sl ·tre~ .171 .086 .103 1.976 .049 .001 .341 

Manilestation 

Bd1avioural ltCSS -.290 .095 -.175 -3.062 .002 -.476 - 104 

Manifestatitm 

individual characteristics .222 .123 .103 1.802 .032 - 020 .464 

Combined ~trc.os Mgmt .189 .062 .128 3.039 .002 .067 .311 

Approach 

3 (Constant) 3.940 .481 8.181 .000 2.994 4 886 

Physiolo~ic.sl Strc~s -.535 .245 -.300 -2.18-t .029 -I.Oib -.054 

M31lif~Ul\Ul(l .. 
Psychologil I ')tn: s -.174 .218 -.105 -791! .425 - 603 .255 

~1anilestntion 

Bch:l,io a s• ~ . 121 .268 .073 .452 .651 -.405 .648 

~lanifcstation 

indh idual cnaractcristics -.0&4 .182 -.039 -.462 .044 -.4-11 .273 

Combined Stress Mgmt .187 .062 .127 3.0 12 .003 .065 .309 

Approach 

phsioindivsm .042 .026 .39 1 1.659 .098 -008 .093 

psychini vsm 036 .023 .357 1.562 .029 059 .381 

Bchindism -.04 1 .027 -.458 -1.612 107 -.097 .010 

a. Dept.11dcnt Variable· Overall Corporate Performance 
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De~riptive frequencies of stress factors (stressors) 

Very 

Not at all Rarely Sometimes Often often 

N % N % N % N % N % N 

Too Many 11 2.0 24 4.4 197 35.9 200 36.4 117 21 3 549 responsibilities 
Demanding 
Unreasonable 17 3.1 46 8.4 158 28.8 215 39.2 113 20.6 549 
deadlines 
Difficult co workers 18 3.3 80 14.6 228 41.5 158 28.8 65 11.8 549 

Job insecurity 40 7.3 57 10.4 166 30.2 223 40.6 63 11.5 549 

Lack of career 222 40.4 205 37.3 57 10.4 549 
29 5.3 36 6.6 

advancement 
549 Concerns about 44 8.0 38 6.9 250 45.5 121 22.0 96 17.5 

general health 
549 Demanding or 22 4.0 51 9.3 199 36.2 195 35.5 82 14.9 

d fficult customers 
Lack of control over 
workload and or 33 6.0 58 10.6 196 35.7 201 36.6 61 11.1 

549 decisions affecting 
my job 
Death of signtf~eant 
person 

272 46.1 147 27.3 72 13.1 60 10.9 14 2.6 546 

Separation or 01vorce 175 31.9 136 24.8 171 32.1 52 9.5 10 1.8 544 

Concern for Physical 186 36.0 
appearance 

129 25.0 121 25.1 57 11.0 15 2.9 540 

542 Sexual conflicts and 285 55.3 130 25.2 72 15.3 19 3.7 2 .4 
frustration 

549 Concern for poor 229 44.5 156 30.3 105 20.4 24 4.7 1 .2 
weather 

549 Problems With 183 35.7 117 22.9 149 29.1 51 10.0 12 2.3 
childcare 
Financial Constraints 100 18.2 264 48.1 71 12.9 90 16.4 24 4.4 

549 

Too little contact with 214 35.4 176 34.4 118 23.1 30 5.9 6 1.2 549 people 
Concern for your 

166 32.7 137 27.0 31 6.1 8 1.6 ne1ghbors/ 166 32.7 
neighborhood 549 
Concern over 
1nsecurity and other 233 45.5 108 21.1 56 10.9 95 18.6 20 3.9 
social issues 1n the 
country 548 
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\ ppcndix VIII : Rc po n e Rate by om pan) 

\\ hile the company response rate against number registered '"as looked m from a census 

perspecti\e, a sampling approach \\3!; gi\.en to number of emplo)ees targeted from each 

com pan) . A sample size on I 0% against available number of emplo)'ees "as u-,ed. r he 

response rate "as as follo"s: 

Target I QO'o I 1 Rc-,pon'iC 

Companies Population Sample Received Rate ·- -
I Athi Rher Mining 750 75 12 16 

2 Bamburi (Head Office) 30 3 5 120 

3 Barcla\s (Queens\\ay) 200 20 6 30 

14 BAT 800 80 27 34 

5 Car and General 200 20 17 85 

6 Carbacid 150 15 6 40 

!7 Centum 10 I 2 200 

T CrC (Kimathi St) 
-

75 8 12 150 

9 C\.fC 200 20 15 75 ·-
Cooperative bank (I lead 350 35 10 20 57 

! Office) 
106 

1 II Diamond Trust Bank 300 30 32 

I 12 CABL 800 80 10 13 --
13 Cast African Portland 1000 100 10 10 

.~ 1-l'quit) Bank 750 75 6~t- 88 
- - -

15 L\eread; 250 25 10 40 --
16 I IFCI\.-(Head Office) 250 25 9 36 

17 KCB Bank_(l1ead Office) 800 80 55 '69 

18 KenGcn (I lead Office) 700 70 6 9 

19 KPLC (I lead Office) 1000 100 28 28 

20 Marshalls 50 5 10 200 

2 1 Mumias 1000 100 13 13 

")') "'ation Media GrouR 200 20 6~-r- 40 1 

23 NBK Bank - 700 70 96 

2~ NIC Bank 300 30 25 j 83 1 -
2) Rea Vipingo 275 28 12 43 

~~ Sameer 200 20 3j_ 15 

27 ~asini 30 3 6 200 
28 Standard Chartered Bank 

. 
600 60 20 34 

-..;;_ ·-
29 1 Standlrd Group 150 15 7 47 

30 1 otal 200 20 15 75 

31 TP5 90 9 10 JIQ I 

32 \\'illiamson Tea/Kapchorua 14 2} 5 250 ·-
12424 1 549 Total 1244 4-'% 

I 
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Figure 1: Re pon e Rate b} ompan) 
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Com pan) Re pon e Anal) b. ector 

-
Cumulata\e 

Frequency Percent Valid Percent Percent -
Valid Agriculture 3 9.4 9.4 9.4 

f-

Commercial & Service ,6 18.8 18.8 28. 1 -
Finance & Investments II 34.4 34.4 62.5 -
Industrial & Allied 12 37.5 37.5 1100.0 

1Total 32 100.0 100.0 

Sector 

1-12 

o-

a-

. 

4 

., -

- I I • 'I 

Sector 
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Appendix IX: P Plot, Hi togram and cattcr Plot for Dependent Variable 

Partial Regression Plot 

Dependent Variable: Overall Corporate Performance 

z-
Q) 
0 0 0 0 0 0 0 0 0 0 
c: ,_ 0 0 0 0 0 

~ 
~ 

0 
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Partial Regression Plot 

Dependent Variable: Overall Corporate Performance 
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Histogram 

Dependent Variable: Overall Corporate Performance 
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Normal P-P Plot of Regression Standardized 
Residual 
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