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Abstract. The study focused on the effect of job environment on employee performance of some
selected SMEs within Kumasi Metropolis. Correlation as well as analytical survey research
design were used. Respondents for this study were one hundred and twenty-nine (129)
employees. This study employed two non-probability sampling techniques, namely convenience
sampling, and purposive sampling techniques. This indicates that a low rewards system will have
a slow increase in productivity. It is recommended that under the reward system, special
commissions or allowances will be provided to staffs. The institution can also introduce the best
staff of the month system based on perfect and more proactive staff and good delivery The study
showed the offices have enough tools and equipment for working. Again, the study revealed that
there is regular appraisal for promotion in the selected SMEs. The study recommended that;
Management of the institutions should have safety-training programmes for its employees.

Keywords. Job environment, employee performance, organization, small and medium
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Background to Study

The SME sector contributes significantly to economic growth and, more specifically,
to job development and creation in both developed and developing countries (Kumar, 2017).
Small and medium-sized businesses (SMEs) account for 60-70 percent of jobs in developing
and transitional economies. In emerging countries, SMEs accounted for roughly 45 percent of
total jobs and 33 percent of GDP. Small and medium-sized businesses are also considered as
engines for innovation, economic growth, job creation, and social mobility (Page & S6derbom,
2015; Kumar, 2017). The SMEs carry such functions by creating a working habitat or
environment, which enables the employees to increase their performance, which leads to job
expansion.

Generally, humans affect behaviours around their ecosystem or working environment.
It is possible to define a work or job environment as the place where one operates, which implies
the environment surrounding an individual (Mandhanya, 2015). The work or job environment
is the social and professional setting in which a person is expected to interact with a variety of
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people. According to Hay Group (2007), a friendly, well-designed, secure physical space, good
equipment, and efficient communication are all part of a work environment that will increase
employee and organizational productivity. Well-designed and coordinated workplaces and
fields of employment allow crucial changes in how people feel about their job. Some depressing
messages about how much the company values workers and the norms it wants from them can
be generated by the working atmosphere (Armstrong & Murlis, 2007, Armstrong & Murlis,
2010).

In a world where competition between companies and even between countries is
increasingly global, good performance of human capital is necessary for the growth of the
companies and the economy at large. The greatest asset of any organisation is a satisfied, happy
and hard-working worker. Good work environment attracts the happy employee with their work
that eventually influences an organisation's development as well as economic growth (Al-
Omari, & Okasheh, 2017). Employee success or performance is a result that an employee needs
to achieve based on the expertise and experience he has in carrying out the work given to him.
In addition, employee performance is the product of an employee’s qualitative and quantitative
work in completing his work in accordance with the duties assigned to him. It relates to how
workers try to do and complete the job that is provided well (Andreani & Petrik’s, 2016).

Problem Statement

Employees need a working environment to meet the organisation's expectations, which
helps them to work easily without problems that can prevent them from performing to the extent
of their full potential (Raziga, & Maulabakhsha, 2015).

Work-life organization is also becoming a major consideration in small and medium-
sized businesses as they strive for exceptional performance (Smith, 2010). Furthermore, poor
physical job environments such as poor air circulation, inadequate personal protective
equipment, inappropriate furniture, inadequate security measures in fire emergencies (absence
of fire extinguishers), unnecessary noise, unfitting lighting, and poorly designed workplaces are
very common in many Small and Medium Scale Enterprises in Ghana, which has harmed
productivity.

As a result, this study sought to ascertain the effect of job environment on employee
performance of selected SMES in the Kumasi Metropolis.

Objectives of Research
I.To explore the job environment (physical, social, and psychological) of the selected
SMEs within the Kumasi Metropolis.

I1.To evaluate key employee’s performance indicators (effectiveness, efficiency, and
relevance) at the selected SMES within the Kumasi Metropolis

[11.To determine the relationship between job environment and employee’s performance
at the selected SMEs within the Kumasi Metropolis.

Literature review

Job Environment

The sum of forces, actions, and other key aspects that are currently and/or potentially
impacting the employee's activities and performance are characterized by Kohun (1992). The
working environment is the sum of people's interactions with the environment in which they
work. "The ability to transfer knowledge across organizations depends on how the work
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environment is built to enable organizations to use the work environment as an asset," according
to Brenner (2004). This aids in the improvement of organizational effectiveness and allows
employees to benefit from collective knowledge." He also said that building a work
environment that caters to employee enjoyment and allows for the free flow of ideas is a better
method to drive people to boost their productivity. According to Sedarmayanti (2003), a
respectable working environment is one in which employees can perform their jobs in an
optimal, secure, healthy, and comfortable manner (Wibowo, Indratjahyo & Saragih, 2018). The
working environment is the immediate context in which employees carry out their obligations
effectively and efficiently. It is one of the most essential factors influencing the quality and
productivity of employee work. Working conditions that are unpleasant make the workplace
unsafe and reduce employee productivity. Employees expect to work in a secure environment
as a result of this. The work environment has an effect on individual employee behavior
(Hafeezi et al. 2019). As a result, workplace quality has a big influence on employee and worker
motivation, productivity, and performance (Sharma, Dhar, &Tyagi, 2016).

Employee performance is dependent on a pleasant and supportive work environment.
A range of factors in the workplace can have an impact on both physical and mental health.
Employees must be able to focus on their numerous jobs and work efficiently in a pleasant
working environment. The three categories of work settings are physical work environments,
psychological work environments, and social work environments. According to Leshabari et al.
(2008), supportive work environments assist workers to do everyday activities more
successfully, maximizing their knowledge, skills, and competences, as well as available
resources, to provide high-quality services.

Physical Environment

This is the working environment in which the physical or tangible items at the task site
are dealt with. It includes machinery, office layout, temperature, ventilation, and lighting. It
also considers the amount of noise and the amount of accessible space. Heat, noise, and lighting
in the workplace have been shown to have a direct and indirect impact on a range of
psychological processes. For example, noise can make it difficult to perform some cognitive
tasks. The towns of Banbury and Berry are located in the United Kingdom (1998).

The physical work environment can influence the amount and character of social
interaction between coworkers. The type of interactions that can occur, for example, may be
influenced by the design of open plan workplaces and other physical layout aspects. Sundstrom
is a writer from Sweden (1986). The level of physical safety varies based on the physical
environment. According to research by Barry (2008), improving the physical design of an office
building enhances productivity by 5-10% through enhanced staff performance. Similarly,
Chandrasekar (2011) discovered that the kind and quality of lighting in the workplace improves
the working experience of employees, resulting in increased productivity. According to Sarode
and Shirsath, lighting, noise, color, and air quality all have an impact on employee productivity
(2014). Accidental or damage fears can also have a negative effect on one's mental health.

Psychological Job Environment

The psychological work environment encompasses all components of the workplace
that have an impact on employee behavior. While discussing behavior, three sorts of
psychological phenomena are studied: affect (e.g., emotions, mood, psychological symptoms,
affective disorders); cognitions (e.g., attitudes, perception, decision making); and conduct (e.g.,
effectiveness, absence, motivation). As a result, the psychological work environment is a set of
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characteristics that affect how a worker feels at work. A good description of a worker's mental
activities during working hours or at work is the psychological work environment.

The psychological work environment includes good descriptions and references to
various sources of information on stress, bullying, working needs, collaboration and conflict,
and other topics. Stress and well-being are common concerns in the psychological workplace.
Workers consider several factors, such as the nature of the job, expected earnings, and
opportunities for advancement. These factors influence an employee's level of satisfaction,
which in turn influences his or her performance. According to a study by Sarode and Shirsath
(2014), workers become satisfied and productive when there is a significant change in
remuneration, promotions, and benefits.

Employee Performance

Employee performance is determined by the employees' willingness and openness to
do their tasks, according to Sinha (2001). He also stated that having employees that are willing
and open to do their duties will increase their productivity, resulting in greater results. In order
to achieve standard performance, managers must ensure that employees' duties are performed
on time in order to satisfy the organization's goal or target, according to Stup (2003). If the work
or assignment is finished on time, employers may be able to monitor their employees and aid
them in improving their performance. Furthermore, a performance-based reward system should
be developed.

According to Stup (2003), there are several factors that influence an employee's
performance. Some of the factors include the physical work environment, equipment,
meaningful job, performance expectations, performance feedback, reward for excellent or bad
system, standard operating procedures, knowledge, skills, and attitudes. Internal factors such as
required skills, intellectual capacity, and resources to execute the work all have an impact on
performance, but Franco et al. (2002) described performance as being reliant on internal
motivation. As a result, companies must provide suitable working conditions in order for
employees' performance to meet the required standards.

Organizational Effectiveness

Organizational effectiveness is defined as the degree to which a corporation achieves
its goals or the way its outputs interact with the economic and social environment. Typically,
the success of an organization is determined by its policy goals or the extent to which it fulfills
its own goals (Zheng, Yang, & McLean, 2010). Organizational effectiveness, according to
Heilman and Kennedy-Philips (2011), aids in analyzing progress toward mission and goal
fulfillment. To increase organizational performance, management should strive for greater
communication, interaction, leadership, direction, adaptability, and a positive environment.

Organizational Efficiency

Organizational efficiency is the most efficient transformation (activities) of inputs into
outputs. It emphasizes the tactical use of resources, meeting deadlines, and keeping costs low
while attaining maximum results (UNDP, 2010). Organizational efficiency measures the
relationship between inputs and outputs, or how successfully inputs are transformed into outputs
(Low, 2000). It's a ratio that compares the outcomes obtained vs the costs incurred to achieve
these goals.

Organizational efficiency is shown in the improvement of internal organizational
processes such as organizational structure, culture, and community (Pinprayong & Siengthai,
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2012). Efficiency can be divided into two categories. The first is the cost of producing the goods
and services that are relevant to the organization's objective. The second is the cost of producing
the goods and services that are relevant to the organization's aim (Barker, 1995). This means
that, in order to be efficient, a corporation must ensure that the resources it devotes to a program,
operation, or department produce the maximum amount of output (Tavenas, 1992). On the other
side, efficiency is achieved when the least number of resources are required to produce the
desired result.

Job Environment Factors that Affect Employees Performance

Employees may deliver high-quality organization service in an appealing and
supportive work environment by maximizing their knowledge, skills, and competences, as well
as the available resources. Based on the findings of this investigation, the criteria are mentioned
below.

Supervisor Support

In the first level of organizational management, a supervisor is also known as an expert
leader, a problem-solver, and a role model (Nijman, 2004). As a result, as a seasoned leader, |
always included my superiors in the training process. The training program includes
establishing the objectives, selecting the trainer, creating lesson plans, selecting the program
method and techniques to be used, preparing the materials, scheduling the program, and
conducting a training needs analysis (Nijman, 2004).

According to Rabey (2007), a supervisor could be a trainer to the employees since the
trainer will assist the employees in getting their job done by taking them through the operational
process, especially if it is a new operational method. Although supervisory support can help
employees perform better, there have been times when supervisors have failed to do so.
Employee-supervisor miscommunication, for example, in terms of communicating job-related
information or processes to employees (Harris et. al., 2000).

Physical job Environment

The physical working environment of a person may influence whether or not they are
a good match for the job. A physical work environment is referred to as an ergonomic
workplace. To offer an ergonomic workplace for all employees, research into the workplace
environment is essential. Employees will be less prone to suffer from nerve damage if they
operate in an ergonomically designed physical environment (Cooper & Dewe, 2004).
Additionally, according to McCoy and Evans (2005), the working atmosphere must be adequate
so that personnel are not stressed while doing their jobs. In their essay, they also asserted that
the physical aspect plays an important role in the formation of the network and relationships at
work.

Additionally, according to McCoy and Evans (2005), the working atmosphere must be
adequate so that personnel are not stressed while doing their jobs. In their essay, they also
asserted that the physical aspect plays an important role in the formation of the network and
relationships at work. The working environment has an impact on employees' productivity,
satisfaction, social interactions, and health. The physical design of workplaces, as well as the
working environment, are well-known to be important factors in organizational efficiency.
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Methodology

Research Design

This study research design was a correlation study as well as analytical survey which
establish the associations between variables. A correlational study, according to Leedy and
Ormrod (2010), examines the degree to which differences in one trademark or variable are
associated with differences in one or more other characteristics or variables. To build up the
effect of job environment on employee performance, this study adopted a correlational
approach. This design is often embraced because it incorporates the use of quantitative and
qualitative data methods and seeks a population's view on a particular subject matter. The
approach is preferred because it is more concise and precise and requires a precisely prepared
explanation of events (Babbie, 2004).

Sampling Techniques

This research used convenience sampling and purposive sample approaches, both of
which are non-probability sampling methods. The convenience sampling is used when the
researcher has the population of the study in mind (Henn et al., 2006).

Sample Size Determination
Based on the population, the sample size was calculated using Roscoe Rule thumb,
given as;
N
1+ N(a?)
Where,
n = Sample size
N= population of staff of the eighteen (18) selected SMEs in the Kumasi Metropolis
a = error of tolerance which is 0.07
Substituting these values in the formula,
448
1+ 448(0.07412)
n = 129.4841518
n= 129
Therefore, based on the Roscoe Rule thumb, a sample size of 129 will be taken from the total
list of 448 working staff of the eighteen selected SMEs in the Kumasi metropolis.

n=

n=

Data collection Methods

The primary and secondary sources of data were used for the study. Original data that
has never been published before is referred to as primary data. Respondents completed survey
questionnaires to get the primary data. Secondary data is information that has been gathered for
a different purpose than the current study effort (Kumekpor, 2002). Reading journals, past
research, publications, magazines, and reports provided the secondary data for this
investigation.

Data analysis

Specific Objectives: Determine the effect of the job environment (physical, social, and
psychological) on the performance (effectiveness, efficiency, and relevance) of the employees.
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Regression Result

The SMEs were found to have three (3) research independent factors, according to the
study. The coefficient of determination describes how much variation in the dependent variable
(organizational performance) can be explained by changes in the independent variables, or the
percentage of variation in the dependent variable (organizational performance) that can be
explained by all three independent variables (physical, social and psychological).

Table 1.1: Hausman Test for Fixed and Random Effect

Fixed Random Difference S.E
Physical Effect (PE) 0.485 0.093 0.392 0.286
Social Effect(SE) -0.013 0.964 -0.977 0.299
Psychological Effect (PsE) -0.161 0.302 0.141 0.154

Prob>chi2 = 0.019
Source: Field data report, 2022

For an acceptable investigation, the Houseman Test at 5% level allows the researcher to choose
between a random and fixed effect model. Because the Hauseman test found a significant
prob>chi2 of 0.019, it is better to employ the random effect in the estimation, as it is more
significant in predicting the independent variables.

Table 1.2: Summary of One-Way ANOVA results of the regression analysis between
organizational performance and predictor variables

Model Sum of Df Means F Sig.
Square square

Regression 2.510 5 502 2.099 .070?

Residual 29.413 123 239

Total 31.922 128

Source: Field data report, 2022

The processed data, which are the population parameters, had a significant level of 0.070 in the
ANOVA statistics in table 4.9, indicating that the data is excellent for forming a conclusion on
the population's parameter. The F was calculated at 5%. The significance level was 3.939. The
F estimated is less than the F critical (value =2.132), indicating that the entire model was not
significant (2.099) (2.132). As a result, we cannot rule out the possibility of a substantial
relationship between organizational performance (the dependent variable) and the independent
variables (physical, social and psychological working Environment). Bakotic and Babic (2013),
the working environment also affects job satisfaction because employees prefer to work in a
less risky working environment. Similarly, as pointed out by Amina and Shehla (2009), office
design also has an impact on performance environmental variables as a source of employee
motivation.
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Table 1.3: Regression coefficients of the relationship between the organizational performance
and the three predictive variables

Model Coefficients Standard t-stat P-value  Collinearity VIF
Error Tolerance
Constant 1.487 447 3.325 .001 - -
PE 119 .069 1.731 .086 912 1.097
SE .046 .068 671 504 .780 1.282
PsE -.140 .064 -2.174 .032 949 1.053
R =0.280

R-square =0.079
Adjusted R-square = 0.041
S.E. =.48901

Source: Field data report, 2021 ** indicates significant at the 0.01 level (2-tailed)

The coefficient of regression in table 4.9 above was used in coming up with the model below:
The model is given as:
LPy=Bo+P1PAit+B2TDi + P3GSictey

LP = 1487 — 0.119PE + 0.46SE — 0.140PsE

Where PE denotes the physical environment, SE denotes the social environment, and
PsE denotes the psychological environment. Employee performance was 1.487 when all
components (Physical Environment, Social Environment, and Psychological Environment)
were kept constant at zero in the model.

Taking all other independent variables to zero, the data findings likewise demonstrate
that. Physical Environment will drop by 11.9 percent with a 1% increase in employee
performance; Social Environment will grow by 4.6 percent with a 1% increase in employee
performance; and Psychological Environment will decrease by 14 percent with a 1% increase
in employee performance. Also, holding the predictive variable to zero, the explanatory variable
Physical Environment show a significant (p-value < 0.05= 0.032) relationship between the
employees’ performance of the institution. This means Physical Environment stands to be the
most important variable in the increase in employee’s performance in the organization.

Conclusion

The study established that, safety checks are done periodically, and prompt actions are
taken to address identified challenges. It also states that the organization receives frequent
appraisals for promotion, as well as performance-based feedback and coaching. The study
reveals that appraisal data is utilized for decision-making in the selected SMEs, such as
promotion, job rotation, training, compensation, transfers, and discharge, and that job
performance is a key component in calculating incentive compensation (service award) for
employees. On the other hand, the study showed most of the workers disagree on some
underling factors such as safety policies goals and objectives are easily accessible, well
communicated and understood, there is a good working communication between managers and
subordinates and finally, rewarded is based on performance in the organization.

The study further established that the organization is very inspiring, and employees
indicated they will not stop working with the SMEs until retirement. The study concludes that
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welfare packages, job transfer and promotional interviews are always relevance to workers of
the SMEs. On the other hand, most of the workers disagree that employees do not perform
outstanding work in the organization.

The study finally concludes that, there is a significant relationship between
organizational performance (dependent variable) and the independent variables (physical,
social and psychological working Environment). Physical Environment stands to be the most
important variable in the increase in employee’s performance in the organization.

References

[1] Aamodt, M.G. (2004). Applied industrial/organizational psychology. (2nd ed.).
Australia: Thomson

[2] Abbas, Q. and Yaqoob, S. (2009) Effect of leadership development on employee
performancein Pakistan, Pakistan Economic and Social Review, Vol. 47, pp. 269-292.

[3] Abe, 1. I. (2016). The role of individual interpersonal relationships on work
performance in the South

[4] African retail sector. Problems and Perspectives in Management, 14(2), 192-200.

[5] Ali, A. Y. S., et al. (2013). "working conditions and employees’ productivity in
manufacturing companies in Sub-Saharan African context: Case of Somalia." 2(2): 67-78.

[6] Ali, W. U. (2014). Impact of Stress on Job Performance: An Empirical study of the
Employees of Private Sector Universities of Karachi, Pakistan. Research Journal of
Management Sciences, 3(7), 14- 17.

[7] Amible, T. and Kramer, S. (2011), "Do happier people work harder”, New York Times,

available at: www.nytimes.com/2011/09/04/opinion/sunday/do-happierpeople -
workharder.html
[8] Amir, F. (2010). Measuring the Impact of Office Environment on Performance Level

of Employees: A Case of Private Sector of Pakistan. Proceedings of the 2nd International
Conference of AGBA South Asia Chapter on Nurturing Innovation, Entrepreneurship,
Investments and Public Private Partnership - in Global Environment. Bhurban, Pakistan. .

[9] Amy Hillmann, G. N. (2008). Directors' multiple identities, identification, and board
monitoring and resource provision. Organizational Science, 19(3), 441-456.

[10] Andreani, F., & Petrik, A. (2016). Employee performance as the impact of
transformational

leadership and job satisfaction in PT Anugerah Baru Denpasar. Journal Manajemen
Kewirausahaan, Vol. 18, No. 1, pp. 25-32.

[11]  Armstrong, M., & Murlis, H. (2009). Armstrong’s handbook of. Human Resource
management practice

[12] Atmojo, C.T. (2015). The Effect of Working Satisfaction Factors on Employees’
Working  Discipline at SME of Bead Craft in Jombang Regency, Journal of Business and
Management, 17 (11), 54-60.

[13] Bakotic, D. and T. Babi¢ (2013). "Relationship between Working Conditions and Job
Satisfaction: The Case of Croatian Shipbuilding Company." International Journal of Business
and Social Science 4(2).

[14] Badayai, A.R. (2012). A Theoretical Framework and Analytical Discussion on
Uncongenial Physical Workplace Environment and Job Performance among Workers in
Industrial Sectors. Social and Behavioral Sciences, 42, 486-495.

[15] Banbury S. and Berry, D. C. (1998). Disruption of office related tasks by speech and
office noise. Br. J. Psychol, 89 499-517.

401


http://www.nytimes.com/2011/09/04/opinion/sunday/do-happierpeople%20-%20workharder.html
http://www.nytimes.com/2011/09/04/opinion/sunday/do-happierpeople%20-%20workharder.html
https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/socialsciences/index

= \ Technium Social Sciences Journal
Vol. 38, 393-404, December, 2022

, | SSN: 2668-7798
.~ SOCIAL SCIENCES JOURNAL WWW.techni umscience.com

[16] Barry, P. Haynes (2008). An Evaluation of the Impact of the Office Environment on
Productivity. Journal of Facilities. 26 (5/6), pp. 178-19.

[17] :

[18] Carruthers, H. R., Morris, J., Tarrier, N., & Whorwell, P. J. (2010). The Manchester
Color Wheel: development of a novel way of identifying color choice and its validation in
healthy, anxious and depressed individuals. BMC medical research methodology, 10(1),
12Cavanaugh, T. B. (2004). The new spectrum of support: Reclassifying human performance
technology. Performance Improvement, 43(4), 28-32..

[19] Chandrasekar, K. (2011). Workplace environment and its impact on Organizational
performance in Public Sector Organizations: International Journal of Enterprise Computing and
Business Systems Vol. 1 Issue 1.

[20] Chang, T. Y. (2007). Relationship between role stress and job performance in
salespeople employed by travel agents in Taiwan. International Journal of Stress Management,
14(2), 211-223

[21] Ching, F. D., & Binggeli, C. (2012). Interior design illustrated (2nd ed.). John Wiley
& Sons.

[22] Dasgupta, P. (2012). Effect of role ambiguity, conflict and overload in private
hospitals’ nurses’ burnout and mediation through self-efficacy. Journal of Health Management,
14(4), 513-534.

[23] Dornyei, Z. (2007). Research methods in applied linguistics. New York: Oxford
University Press.

[24] Duncan, C. S. (1985). Job aid really can work. Performance and Instruction, 24(4), 1-
4.

[25] Eberendu, C. A., Akpan, O.P.E., Ubani, C. E., &Ahaiwe, J. (2018). A Methodology
for the Categorisation of Software Projects in Nigeria Based on Performance, Asian Journal of
Research in Computer Science, 1(4), 1-9.

[26] Elloy, D. F., & Smith, C. R. (2003). Patterns of stress, work-family conflict, role
conflict, role

[27] ambiguity and overload among dual-career and single-career couples: An Australian
study. Cross Cultural Management: An International Journal, 10(1), 55-66.

[28] Emery, R. E., & Trist, E. L. (1960).Socio-technical Management science models and
techniques (Vol. 2, pp. 83-97). Elmsford, NY: Pergamon Press.

[29] Eys, M. A., & Carron, A. V. (2001). Role ambiguity, task cohesion, and task self-
efficacy. Small Group Research, 32(3), 356-373.

[30] Govindarajulu N, Bonnie, F. Daily. (2004). Motivating Employees for Environmental
Improvement. Industrial Management and Data Systems, 104 (4), pp. 364-372.

[31] Gifford, R. (1996). Environmental psychology: principles and practice. Boston: Allyn
& Bacon

[32] Gray, D. E. (2009). Doing Research in the Real World. Edition: 2" Publisher: London:
Sage

[33] Hafeez, 1., Yingjun, Z., Hafeez, S., Mansoor, R., &Rehman, K. U. (2019). Impact of
workplace environment on employee performance: mediating role of employee health.
Business, Management and Education, 17(2), 173-193.

[34] Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit level relationship
between employee satisfaction, employee engagement, and business outcomes: A meta-
analysis. Journal of Applied Psychology, 87, 268-279.

402


https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/socialsciences/index

= \ Technium Social Sciences Journal
Vol. 38, 393-404, December, 2022

\_ | SSN: 2668-7798
\."_“ SOCIAL SCIENCES JOURNAL www.techni umscience.com

[35] Hay Group, (2007). In a league of their own. Retrieved from:
http://www.haygroup.com/ww/Research (Accessed 7th Nov, 2020).

[36] Henn, M., Weinstein, M., & Foard, N. (2006). A Short Introduction to Social Research.
New Delhi: Vistaar publication.

[37] Huang, Y. H., Robertson, M. M., and Chang, K. I. (2004).The role of environmental
control on environmental satisfaction, communication, and psychological 65 stress: effects of
office ergonomics training. Environment and Behavior, 36(1), 617-638.

[38] Khan, K., & Imtiaz, A. (2013). Occupational Stressors and Employee Performance in
Service Sector of Lahore, Pakistan. Journal of Research (Humanities), 1-12.

[39] Kohun, S. (1992).Business environment. Ibadan: University Press

[40] Kumar R. (2005), Research Methodology a step by step guide for beginners, Sage
Publications.

[41] Kumar R, (2017). "Targeted SME Financing and Employment Effects: What Do We
Know and What Can We Do Differently?" World Bank, Press.

[42] Leshabari M, Muhondwa E, Mwangu M, Mbembati N. (2008). Motivation of Health
care workers in Tanzania: case study of Muhimbili National Hospital. East African journal of
Public Health, 5 (1): 30-36.

[43] Likert, R. L. (1961). The human organization. New York: McGraw-Hill.

[44] Ling, A. W., Bahron, A., &Boroh, P. (2014). A study on role stress and job satisfaction
among bank employees in Kota Kinabalu, Sabah. International Journal of Research in
Management & Business Studies, 1(2), 19-23.

[45] Mandhanya, Y (2015). A study of impact of working environment on retention of
employees (With special reference to the Automobile sector). Global Management Review,
9(4).

[46] Mohr, R. (1996). Office Space is a Revenue Enhancer, Not an Expense. National Real
Estate Investor, 38(7),46-47.

[47] Mokaya, S. O., etal. (2013). "Effects of Organizational Work Conditions on Employee
Job Satisfaction in the Hotel Industry in Kenya." International Journal of Arts and Commerce
2(2): 79-90.

[48] Murlis, H., & Armstrong, M. (2007). Reward Management: A Handbook of
Remuneration Strategy and Practice. Kogan Page.

[49] Naik, K.,& Srinivasan, K. N. (2016). A study on impact of Job role stressors on
Frontline employee role performance towards the customers. International Journal of Business
and Economic Development, 4(1), 85-98.

[50] Ossama A.A., Gamal, M. E. K., & Amal A.A. (2006). Correlation between indoor
environmental quality and productivity in buildings. (In) Tolba, Mostafa K.; Abdel-Hadi,
Aleya; Soliman, Salah; Environment, health and sustainable development. Proceedings of the
19th of IAPS,Cairo.

[51] Page J, and Soderbom M, (2015). “Is small beautiful? Small enterprise, aid and
employment in Africa,” African Development Review, vol. 27, no. S1, pp. 44-55.

[52] Patterson M G, West M A, Lawthorn R and Nickell, S (1997).Impact of People
Management Practices on Business Performance, (Issues in People Management No 22),
Institute of Personnel and Development, London.

[53] Pritchett, P. (2005). New Work Habits for a radically Changing World. New York
McGraw-Hill.

403


https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/socialsciences/index

= \ Technium Social Sciences Journal
Vol. 38, 393-404, December, 2022

ISSN: 2668-7798

\."_“ SOCIAL SCIENCES JOURNAL wWww.techni umscience.com

[54] Ram, N., Khoso, I., Shah, A. A., Chandio, F. R., &Shaikih, F. M. (2011). Role conflict
and role ambiguity as factors in work stress among managers: A case study of manufacturing
sector in Pakistan. Asian Social Science, 7(2), 113-118.

[55] Raziga, A., & Maulabakhsha, R. (2015). Impact of Working Environment on Job
satisfaction. procedia ecoomics and finance. Procedia Economics and Finance 23 (2015 ) 717
— 725

[56] Sabir, M. S., Igbal, J. J., Rehman, K., Shah, K. A. Yameen, M. (2012). Impact of
corporate ethical values on ethical leadership and employee Performance, International Journal
of Business and Social Science, Vol. 3, pp. 163-171.

[57] Saranani, F. (2015). Role conflict and stress effect on the performance of employees.
The International Journal of Engineering and Science (1JES), 4(6), 1-10.

[58] Schultz, D., & Schultz, S.E. (2006). Psychology & work today. (9th ed.). New Jersey:
Pearson Education

[59] Sedarmayanti. (2003). Working Procedures and Work Productivity an Overview of
Aspects of Ergonomics or the link between Man and Work Environment. Bandung: Mandar
Maju.

[60] Sehgal, S. (2012). Relationship between Work Enviornment and Productivity.
International Journal of Engineering Research and Applications, 2(4), 1992-1995.

[61] Sharma, J., Dhar, R.L. &Tyagi, A. (2016) Stress as a Mediator between Work-Family
Conflict and Psychological Health among the Nursing Staff: Moderating Role of Emotional
Intelligence. Applied Nursing Research, 30, 268-275.

[62] Sidhu, J. (2003). Mission statements: is it time to shelve them?”, European
Management Journal, VVol. 21 No. 4, pp. 439-46

[63] Sundstrom, E. and Sundstrom, M. G. (1986). Workplaces: The Psychology of the
Physical Environment in Offices and Factories. Cambridge: Cambridge University Press.

[64] United Nations Development Program (UNDP) (1999). Human Development Report.
Oxford University Press, New York.

[65] World Bank (1999). Global economic prospects and the developing countries. ISBN:
082134675X. World Bank Publications

404


https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/socialsciences/index

	Page 1

