© 4
0 490
o <
o . s
o Ve R
Sl )z
‘t"‘-'.'ﬁ_‘ i't_‘s : e }:}n
1;4 N "‘r,ﬁl ‘r"}‘! -."'if“;‘

FOUNTAIN URIVERSITY, 0S0GB0 RIGERIA.

A Publication of Departments
of Accounting & Finance
and
Business Administration

Fountain University, Osogbo, Nigeria

www.osogbojournalofmanagement.com
ISSN 2315 - 6325 {Print): ISSN: 2408 - 6959 (Online)

OSOGBO JOURNAL OF

MANAGEMENT

(OJM)
Vol. 5, Issue 1, 2020




Osoghao Journal of M anagement (OJM)

QIMEDITORIAL TEAM

Prof. Ashac ‘ : :
i lu, T.A Editor-in-Chief Protessor of Accounting, Obaleim Awolowo

Umiversity, He-1fe, Nigena

Prof. S.0 Otokiti Vice Editor Professor of Business Admmistintion Kwara
State University, Hornn, Nigeria
Muritala, Taiwo Adewale  Managing Editor Fountain University Osopho, Nigernin

OJIM EDITORIAL ADVISORY BOARD

Prof. Abdullateef Usman Professor of Economics - Fountain Umiversity Osogbo, Nigerin
Prof Goke Lalude Professor of Political Science - Fountam University Osopbo, Nigerin

Professor P. O. Oladele  Professor of Business Administration - Ekiti State Umiversity Ekin,
Nigena

Prof. Usman, A.O Professor of Financial Economics < Ladoke Akintola University of
Technology. Ogbomoso, Nigena

Prof. Adegbite, Esther Oluwafunmilayo Professor of Finance - University of Lagos, Nigeria
Prof Akinlo, A.E  Professor of Economics - Obatemi Awolowo Universitym He-1fe, Nigeria
Prof. Olowe Rufus Ayodeji Professor of Finance - University of Lagos. Nigeria

Dr. ljziya, Muftau Adeniyi Department of Finance Umiversity of Honn, Kwara State, Nigetia

Dr Robert Webb Associate Professor of Banking - Nottingham University Business

School, United Kingdom.

Dr Adegoroye. Adedibu Abayomi Department of ‘\«lnilfupcmcm & Accounting,
Ladoke Akintola University of Technology, Ogbomoso, Nigeria

Dr. Bojuwon Mustapha Department of Accounting & Finance. Founmain Unnversity Osoebo
Nigeria




Dr. Osemene. Olubunmi Florence - Department of Accounting.  University of llorin, Kwara
State, Nigeria

Dr. Sulaimon. Abdul-Hameed Adeola- Department of Business Administration, University of
Lagos, Nigeria

Dr. Patrick Ring Glasgow Caledonian University Business School, Scotland United Kingdom

Dr. Ajonbadi Hakeem Adeniyi - Department of Business Administration. Kwara State
University, Molete, Kwara State. Nigeria

Dr. Aremu. Mukaila Ayanda - Department of Marketing, University of Ilorin, Kwara State,
Nigena

Dr. Awodun Muritala O. Department of Business & Entrepreneurship Studies Kwara State
University. Molete, Kwara State. Nigeria.

Editorial Office
COMAS Building, Fountam University, PMB 4491, Osogbo, Nigena.
Telephone: +2348034730332; -2348111970979; +2348055843307

E-mail: editor osoubojournalmanavement.com
Website - htip:“www.osogbojournalmanagement.com/index.php ‘ojm




Fountain Unjvepc: —
'Versity Osogho Journal of Management

-
A Publicanon of D\’l‘"lhnmu of '\Cm‘u""m (l4 LJOJ h’l )

{ y tvereity Osogho
Joumal |y & Fimance and Busmess Adimimstiation. Foumtam Ungversity. Osogh
{ \ N
S anEPARE W ooglog nimalofinanagerient com

ISSN 14 A
NSNS - 028 (P, (s 2408-69%9 (Onilive)

YOS Aflril, 2020

Contents

PROGRAMME, ABUIA. NIGERIA ON JOB STRESS IN THE PRESIDENTIAL AMNESTY
A. Ruth ANDAH &Godwin Emmanuel OYEDOKUN

1-18
EFFECTIVE TIME MANAGEMENT PRACTICE AND ORGANIZATIONALS URVIVAL:AN
EXPERIENCE FR(.)M INTERNATIONAL BREWERY PLC, ILESHA,OSUN STATE, NIGERIA
Emmanuel Olaniyi DUNMADE, (Ph.D.), IsmailaBolarinwa, KADIRI, (Ph.D.), IdowuJamiu YAHAYA
&IssaOmolabi, (Ph.D.) 19-30

EFFECT OF BANK INTERNAL CONTROL SYSTEM ON NON- FINANCIAL PERFORMANCE OF
SELECTED QUOTED DEPOSIT MONEY BANK IN NIGERIA

SegunKamoru FAKUNMOJU, Isaac Olukayode FASOLA, Paul Femi FASHAGBA &RisikatEjide
AKINBIYI

31-42
IMPACT OF ENVIROMENTAL FACTORS ON NON-INTEREST BANKING SERVICES: A CASE
STUDY OF NIGERIAN ECONOMY . '
FalilatAjoke ABDUL (Ph.D.), Isaac Tortimbir AUN (Ph.D.), OladipoGaniyu, TAIWO
(Ph.D.)&OluwayomiOmotayo OLOTA 43-54

INFLUENCE OF OUTSOURCING ON CUSTOMER SATISFACTION IN THE TELECOMMUNICATIO.\'
R . MTN NIGERIA

i\DQIST[-;RIY' EY:EEKNA(I:)I;};IR(?’DI?D ) Emmanuel DUNMADE (Ph.D.), Mustapha Olanrewaju ALIYU,
smailaBolarin )y

Feyisayo Toni OSAMIKA & OLANIPEKUN, Wahid Damilola 5567

MARKET o
Osagie OSIFO (Ph.D) &Moyotole Daniel EZ

ALANCE ON JOB SATISFACTION OF WOMEN ENTREPRENEURS N

UEM (M.S¢.) 68-76

IMPACT OF WORK-LIFE B

SOUTH-WESTERNAI:I(?AERY]::M [smail MUSTAPHA, (Ph.D.) &Aminu Nassir BRIMAH, (Ph.D.)
MutiatOyinlola KUR ’

URES OF INSURED ON UPTAKE OF INSURANCE POLICY AND
FEATURE

77-88

EFFECT OF DEMOGRAPHIC
RODUCT INNIGERIA o0 A

CIBN) &lsmailaDaudu ALIU (Ph.D, ACA) 89108
RukayatBukola ADEJARE (




IMPACT OF RELATIONAL CAPITAL ON PERFORMANCE OF PUBLIC UNIVERSITIES IN NORTH
CENTRAL NIGERIA

Fatima Bisola MAHMOUD (M Sc., CNA, NCA), Mubaraq SANNI (Ph.D., FCA) &IsmailaDaudu ALIU
(Ph.D., ACA) 109-134

EFFECT OF BOARD MEMBERS' DYNAMICS ON FINANCIAL PERFORMANCE OF INSURANCE
COMPANY IN NIGERIA USING CARAMELS FINANCIAL PERFORMANCE INDICATORS

RukavatBukola ADEJARE (B.Sc. M.Sc., ACIBN) &IsmailaDaudu ALIU (Ph.D, ACA) 135-158



| Avieliale ciordd €3 gl
Fomstain Uiy Sy Ol Fomiiwal an) M geinent (111 MM, 2020, 500y, ) | il

A Fubidic atie ol Depaitments of Aeeaunting B Vinarnee anid |

tisinass Adminstration, fountain University, Oragie
bauinal bumepege; AL alf anapain et o
19500 241% G325 (Prindy 1551 AN 6959 (Cinline)

EVVECT OF EMOTIONAL, INTELLIGENCE ON JOB S'I'RI".SS INTHE
I'I{I‘LSII)I".N'I'I/\I. AMNESTY PROGRAMME, ABUIA, NIGERIA

AL Ruth ANDA & Godwin Emmanuel OYEDOKUN
Depivinien of Miwinesy /l:lmlm'mmlnu,
Dicpy

Faciliv of Adwinistration, Nasarawa State ni versily, Ke
tient of Accounting,

S, Migreyia
Faculty of Admintstration, Nasarawea State nlversity,

Felfi, Nigervia
Abstracr
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1. INTRODUCTION

The organization i;s'rulhcr considered a.comp!cx 5ctlix,1g bccau‘w e ‘hf’ B ants
e of, That is the structure, the culture and various other components g
that it is made up o the sct goals of the firm, One of the most imporant components is the
all aimed at a‘?hl'cv‘;n% l;?icr[he structure and culture of the firm i1s designed 10 suit the goals of
employees, this " Cc{ nizational structures and cultures must be projected and practiced by
the firm and thcﬁ‘? ‘)hrgdﬂrr; Though the firm struggles hard to make the behaviors of its
the employees of 1 c, . employees of other firms. the employecs have different baekI
e wiiich ‘ lIL e c.'[c‘» the way they behave to cach other in the organization The
ooy Wh"”" “'l’ ;“‘", ﬂl';d that of others, the ability 1o differentiate them and understand
oy s “nl;":f ’::‘:“l'nimh influences the way one thinks is emotional intelligence fr 15
hat everyone 1s diffe which
l(onemnmlmyﬂumm +23440)337171K4
Ernail godwnoyeld sl Cotn
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important tor the orgamzanon w understand how each employvee manaces hus
brings about a sustamable relatonship which wall aid the t N

emouons 25
objecuives, T

Iim in attamnine s

The presidential aminesty programme was inttiated in Nigeria by the late Umna
Yaradua GCFR, on the 237 of June 2009, and it was aimed towards resolving -
insceunity i the Niger-Delta as at that tme. The mam objective of the p:}-gmn‘...‘ -
contnbute to secunty stabihzaton in Nigena through the disarmamen:. 4 ilization
rchabilitanon and provision of remntegration of ex-nulitants as a pre-conditton
and long-term development. The programte has provision for beneficiaries who
and employed m various sectors and hence 1t has offices around to follow up on St
objectives, In august 2018, no tewer than 2,300 beneficiaries were trained and are expected o
be employed in the fishing sector n line with the tederal government’s econonmic recoven

growth plan (ERGP) to restore growth in the economy (Uwugiaren & Francis. 2018).

Tu Musg

& mrarra -n
S pPoUacile

(L

Rescarchers and managers have turned their munds towards the emotions of
cmployees and how well they manage these emonons or put them to use. Emotions have been
linked by researchers to bring abourt lack of innovanveness. depression and stress on the job
which leads to the lack of desired productivity that the finm requires. An emplovee that has
deticiency in emotional intelligence can cost the tinn a lot of damage in so many ways. It has
also been understood thart the inability ot the employee to find a balance in hus work life s
very frustrating thereby making the firm not to get the usetulness of the working hours of the
cmployec (Ram & Yadapadithayva, 2018).

o

'/

Job stress is a pervasive problem, which affects all professional and occupanonal
groups of the individuals in society. It causes a lot of mental and physical illness.
Furthermore. it is costly to organizations and companies due to reduced performance of the
emplovees. increased absence from work. medical costs and disability of the workers ;md
funding for new recruitment (Yamani. Shahabi. & Haghani, 2013). Based on this assertion it
;s drawn that emplovees that are stressed on the job tend to be less productive and less usetul
for the organization because they are unable to give there all to the activities of the tirm. This
1S Qa probl_crn because when thc.cmploycc 1s unable o dehiver his her duties dxl:@gcnﬂ_\'. then
the firm s unable to meet up wiath ats goals and objectives. The study theretore seoks @

SsY

establish the existence of emotional mtelligence on job stress i the Presidential Amanes
Programme and project solutions tor the organization.

2. LITERATURE REVIEW
2.1 Conceptual Framework

2.1.1 Concept of Emotional Intelligence

Over the last decade emotional intelligence has drawn significant interest h‘(‘l\:
academics and human resource practitioners throughout the world (O'Neil. 1996). Th‘:
development of emotional intelligence skills is important because it 1s an ared that s
generally overlooked when skills development programs are designed. And vet t‘csmrc}:
shows that emouons, properly managed, can dnve trust, loyalty, and commiment (Jang f-\‘
George, 2017). Many of the greatest productivity gains, innovations, and accomplishments of

Corresponding Author +234R033737 |84
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ndividuals, teams, and organizations have occurred within such a framework (Mohammed &
Magy. 2017)

Lm{ﬂ,wrmi imelligence
FECOYIZE thelr own,
to 4o with the in

is defined as a social intelligence that enables people to
and other peoples’ emotions. In other words. emotional intelligence has
@rvidual understanding himself and the behavior of his fellow colleague 1n
the workplace It has 1o do with ungigp,v,;jndmg that everyone is created different and the ways
peopie think are different Moreoye emotons) intelligence enables people to differentiate
those cmonons, and 10 make appropriate choices for thinking and action (Sunil & Rooprai.
2,’;0"4) To further suppont the previous view on emotional inxci/hgcncc, Goswani and Talukdar
(204332 d!:ﬁ{i!:zd cmouonal imelliyence as an intelligence that may be learned. developed and
impraved. This definition shows that emotional intelligence is not an a trajt that is an
inditviduzl 15 been born with and even if certain individuals arc being born with it. it is a trait
that can be learned. developed and improved upon. -

2.1.2 Concept of Intrapersonal Emotions

o f"-",'«//fdw__:»: LES _15:1:'-()11 {59%‘4), this mcta-factor of mrrapersonal emotions compriscs of
‘vl:ii-kt’;g;:rdf inotional Self-Awareness, Assertiveness, Independence and  Self-
A:LI:‘;;:@éJ?/’Ai.if)n. This meta-facrtor relates primarily to self-awareness and self-expression.
governing our ability 10 be aware of our emotions and ourselves in general. to understand our
strenythes and weaknesses, and to express our feelings and ourselves non-destructively. The
itraperyonal emotion is the abjlity 1o accurately perceive. understand and accept ourselves.
Selfregard s the ability o respect and accept ourselves as basically good. Respecting
curselves 3 the way we like ourselves and self-acceptance is the ability to aceept our positive
and negative aspects as well as our limitations and possibilities. A person with good self-
regard feels fulfilied and satisfied,

Emaotional self-awareness s the ability to be aware of and understand our cmotions
while assertivencss is the ability 1o constructively express our feclings and oursclves in
general, assentiveness is thus composed of three basic components: (i) the ability to express
our feclings; (i) the ability w express beliefs and opinions: and (i) the ability to stand up for
our rights and not w allow others 10 bother or take advantage of us. However. independence
is defined as the ability to be 4,;;]1"r’c:ljam and free of emotional dcpendency on others while
Sinally, self-aotuulization is the ability 10 :’gt personal zoals and the drive 1o achieve them in
crder 10 acuslize our potential (Bar-On. 194%),

2.1.% Concept of Self-Management

According 1o Bar-On (198%), self-manapement comprses of Swess Tolerance and
Impulse Control. This component of W“-m‘-mdgc"b'bl' s jfcnpc xclax_cs primarily to
- ’.' , B etk By control and poverns our a i gly o dea wxPlx cmouons so thar they
o ‘{' f & Ainst us, SLess tolerance is the ab:l:ty‘w cffectively and constructively
vk for uy :;f;.d 1o la&r «*:cncc stress tolerance §s the ability to withstand and deal with
HEDIes - ERIGERL, Jny?'uful" situations  without g,cning r)vcr\leg:l}))cd by actively and
adverse events and ,"}f :{ﬂ:fa”‘ while impulse control s the ability 1o effectively angd
positively COPIng writh "mitz;w More precisely, impulse control is the ability to resist or
,,xmzmum.,c:!'/lf;nn;r’l‘_;if::: )xrnm”“i‘m 1o act. It entails a capacity for accepting our aggressive
delay an hnpulse, dnve -

.y 27144
Corrwsponding Author: +234%0337371
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impulses. being composed and controlling aggression, hostility and irresponsible behavior,
(Bar-On. 1988).

2.1.4 Concept of Interpersonal Emotions

According to Judith (2006) interpersonal emotional-social intelligence comprises
Empathy. Social Responsibility and Interpersonal Re.:lationsh'lp as defined bglow. It relates
primarily to social awareness, skills and interaction. This meta-factor is, essentially,
concerned with our ability to be aware of others’ feelings, concerns and needs. and to be able
to establish and mamntamn cooperative, constructive and mutually satisfying relationships.
They understand. interact with and relate well with others. They inspire trust and function
well as part of a team. Empathy is the ability to be aware of and understand how others feel.
It 1s bemng sensitive to what, how and why people feel the way they do while social
responsibility is the ability to identify with our social group and cooperate with others. Social
responsibility is the ability to demonstrate ourselves as cooperative, contributing and
constructive members of our social group (in the family, among friends and ar work). Finally,
interpersonal relationship is the ability to establish and maintain mutually satisfying
relationships and relate well with others. Mutual satisfaction describes meaningful social
interactions that are potentially rewarding and enjoyable for those involved.

2.1.5 Concept of Adaptability

Goleman (1998) adaptability is the ability to be flexible and work effectively within a
variety of changing situations and with various individuals or groups. Superior managers
have been shown to exhibit this competence. Adaptability comprises of Reality Testing,
Flexibility and Problem Solving as defined below. This meta-factor relates primarily to
change management i.e., how we cope up with and adapt to personal and interpersonal
change as well as change in our immediate environment. Reality testing governs the ability to
objectively validate our feelings and thinking with external reality. Reality testng.
essentially. involves muning into the immediate situation. attempting to keep things in correct
perspective and experiencing things as they really are without excessive fantasizing or
daydreaming while flexibility represents the ability to adapt and adjust our feelings. thinking
and behavior 1o new situations. This entails adjusting our feelings.‘ thoughts and ‘behavior to
changing situations and conditions. However, problem solving governs the ability to
effecuvely solve problems of a personal and interpersonal nature. Problem solving entails the
ub|l|l>_' to idenufy and define problems as well as to generate and implcmcnth potentially
effective solutions. (Bar-On, 1988).

2.1.6 Concept of General Mood

assocmi}gn:ﬁ:ﬁl Slgfllicizil rcom_pnscs Optim‘ism and Hp[}])illcss. This mecta-factor is cJQSC.l'V
incral mme T mﬂczjwatlon‘ IF determines our {lblllt.y to enjoy oursclves, oth‘crs and life in
E)mimwm ¥ dcf:mcd . e:;ces l()m! general 'oml‘ook on I_lfe and overall feeling of contentment.
e e e {di;e 1¢ ability to maintain a positive and hopeful nnimde towards hte'
o e : ﬁc[rm‘ty. It represents a positive approach to daily living and a very
el wnh‘m.rbsallr o1 Irll ‘\\‘/hateve.r‘ we do while happiness is defined as tl}c amlxty -
i et wi e \c’s. others ;mgl life in general. It is the ability to feel satisfied with our

loy others and ha}c fun. In this context, happiness combines self-satisfaction. general
contentment and the ability to enjoy life, (Bar-On, 1988)

Corresponding Author: +2 34%0337371R84
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2.1.7 Concept of Job Stress

Job stress ha

s become a common issue that always happens in every organization
(Mohammed & N

agy. 2017). According to Goswani and Talukdar (2013). job stress is
deﬁnsd as "an adverse reaction people have to excess pressure or demands placed on ther_n' at
work™. In other words, Job stress is developed as a result of the complexity of work activities
which is beyond the capability of the employee. For stress to cxist. the demand from the
environment (the job) versus the capability of the individual (the employee) will typically be
considerably out of balance (Afang, 2017). In addition. work stress happen because of many
factors that influence employee 1o facing stress on their work. One of the most factors that
influence work stress is work demand and time. The workplace had become a high stress
cnvironment in many organizations cutting across industries. Employees were experiencing
high level of stress due to various factors such as high workload. tight deadlines. high targets
type of work. lack of 1ob sausfaction, long working hours. and pressure to perform.
Inrcrpcrsonal conflicts at the workplace. such as boss-subordinate rclationships and
relationships with peers, were also a source of stress (Rani & Yadapadithaya. 2018). Experts
believed that the dvsfunctional aspects of stress could directly impact an organization’s
performance and also affect the well-being of its employees. Stress at the workplace was
linked to absenteeism, higher artrition, and decreased productivity. Stress led to fatigue,

irritability, poor communication, and quality problems/errors (Razak. Yusof, Azidin. Latif. &
Ismail, 2014).

According to Bar-On (1988), job stress is defined as a condition of physical or mental
strain or physical/emotional wear and tear that can be the result of a real or perceived threat.
While an over-stressed condition can have negative impact on people, some stress will result
in higher performance if the stress is handlgd effectively: To further support this definition.
job stress is be defined as the harmful physncal.a.n'd emotional responses th
~requiremen‘(s of the job do not mat'ch the capabilities. resources, or needs of the worker (Jang
& George, 2017). In other words, _].Ob stress impacts on both the physical and emotions of the
individual. According to Samaci, Khosravi. Heravizadch. Ahangar, Pourshariati and
Amrollahi (2017) job stress is defined as those responses that happen as a result of the
conflict between job demands and the amount of time and control the employee has over
meeting these demands.

at occur when the

2.2 Theoretical Review

Theories have been propounded by different scholars to explain the causes or
dies of job stress in employees: some of these theories are Goleman's emortional
'rem::l‘les & fheory the discrepancy theory, Psychological Approach. and Physiological
intelligenc )
Approach.

2.2.1 Goleman’s Emotional Intelligence Theory

otional intelligence thecory was propounded by Qolcman i‘n 1995 The

Goleman emoti | intelligence is a wide array of competencies and skills that drive

Lheory poa s o CmOt‘O'fI‘_TC theory posits that emotional competencies arc not innate talents,

e pcrformmlcc'b'l]’ties that must be worked on and can be de"'clopgd B, dehlevs

O tamdin leamid ca}?;::cl lGolo:rm:m believes that individuals are born with
outstanding performanct.

i 2rmines
emotional intelligence that detert

a general
their potential for learning emouonal competencies

2033737184
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According to Mohammed and Nagy (2017), emotion

al intelligence s about hav
to understand and manage the emotions of yourself

g the ability
and also those around you. )

Goleman’s theory also posits that 1t 1s not sufticient for managers to have g
and be technically skilled. If they wanteed to win the hearts and mindsof staff
nceded to be emotionally intelligent. Goleman identified five charcateristics that
needed to develop if they were to be successful. They include self-awareness.
empathy, social skills and selt regulation. They theory opined that a brilhant brain
1Q are rather useless it empathy is not understood. When the emotions of the
h.%rd to be understood and the person is a stranger to his own heart and

awareness. that idividual becomes unconnected, lack the ability to manage
assertive (Judith, 2016).

high 10
they also
Managers
motivatior,
and a high
mdividual are
lacks social
fear, and be

The theory further posits that two scparatc minds live in the brains of individuals, one
rational and one emotional, and why the five skills m

aking up emotional literacy are actually
a much bigger predictor of happiness and success than the capacity by which it is usually

measured which is 1Q. The theory showed that when the individual is rational in his approach
to the organizational activities then there is bound to be productivity. Goleman’s theory
therefore becomes one of the major theories that are used in terms of analyzing and getting
the besr out of emotional intelligence in the organization (Afang, 2017).

o =

2.2.2 Discrepancy Theory

Discrepancy theory was propounded b
theory is also referred to as the value
satisfaction depends on the extent t
derives from work correspond to t

essential elements namely the perception of some aspect of the job
value standard. and a conscious or subconscious Judgment of the
one’s perceptions and one's values (Atheya & Arora
matter existed as well as a cognitiv
value judgment was defined as
Judged relationship to one's valu

y Wilcock and Wright in vear 1991. This
-percept disparity model. This model hypothesizes that
0 which outcomes which an individual thinks he/she
he outcomes pursued in work. The model has three
. an implicit or explicit
gap (discrepancy) between.
» 2014). Perception is the awareness that a
e judgment of the matter against a cognitive standard. A

"an estimate of the relationship of some existent (martter) or
¢ standards (normative standards).

The theory also posits that

among the most important v
to job satisfaction are:

alues or conditions conducive

mentally challenging work with which the individual can cope
successtully. personal interest in the work itself; work which is not too physically uring;
rewards for performance which are just, inform

ative and in line with the individual's personal
are compatible with the individual's physical needs
of his work goals: high self-esteem on the part of ‘(hc
ace who help the employee ro attain values such as interesting

hose basic values are simular to his own, and who minimize role
ammed & Nagy, 2017).

aspirations: working conditions which
and facilitate the accomplishment
employee: agents in the workpl
work. pay and promotions, w
conflict and ambiguity (Moh

2.2.3 Compensation Theory

Compensation theo
a means of making up for
that there are effores

'y posits that the individual is likely to exert more efforts in role as
deficit in the other role (Jan

g & George, 2017). The theory shows
intended at countering negative experiences in one domain through
48()33737184

alhoo.com

Corresponding Author: +23
Email: godwinover; \%



okt
Fountam University Andal and (he

Osoebo Joumal of Management (FUOIN), 2020, 5¢1). 1 ~ 18

' $ ¢ e . S AT job stress i
increased efforts for positive experiences in another domain. In other words, the |

Fhe organization will make the individual focus more on other aspects of his life and’ mal;eﬁtilj
Job to suffer which can eventually cost the organization. An example would be 2 djssans.. b
worker focusing more on family than work. thus reallocating human resources (Makabe.
Takagai, Asanuma, Ohtomo, & Kimura, 2012). The compensation theory refers to an a[temp!‘
of making up for shortcomings or deficits in one role through higher involvementin anothel
role. These deficiencies could be the demands or satisfactions that can be fulfilled in another
role (Afang, 2017). For example, an individual is highly cngaged in the work lifc because of
some negative experiences in the non-work life. The sense of doing something Worthwhile

and gaining positive energy in non-work life is achieved through higher engagement at
workplace and having time for resting.

2.2.4 Self-Awareness Theory

Self-awareness theory discusses the awareness of the sclf, with the self-being what
makes one’s identity unique (Atheya & Arora, 2014). These unique components include
thoughts, experiences. and abilitics. The psychological theory of sclf-awarcness can be first
traced back to 1972. Psychologists Shelley Duval and Robert Wicklund’s developed the
theory of self-awareness. They proposed that: when we focus our attention on ourselves, we
evaluate and compare our current behavior to our internal standards and values. We become
self-conscious as objective evaluators of ourselves. In essence, the theory considers self-
awareness a major mechanism of self-contendedness. Psychologist Daniel Goleman proposed
a popular definition of self-awareness in his best-selling book “Emotional Intelligence.” as
“knowing one’s internal states, preference, resources, and intuitions.”

This definition places more emphasis on the ability to monitor our inner world. our
thouehts and emotions as they arise. In my view, it is Important to recognize that self-
awarbeness is not only about what we notice about ourselves but also how we notice and
monitor our inner world (Atheya & Arora, 2014). The theory posits that as we notice
what’s happening inside us, we can acknowledge ;md acccpt.thcnl as the inevitable part of
being human, rather than giving ourselves a hard time about it.

Self-awarencss theory posits that pc.opl‘e can tl?ink, act, and cx'pcri.can and thev
can also think about what they arc thinking, doing, and experiencing. In social
rehol the study of sclf-awarencss 1s traced to Shell;y Duval and Robert Wicklund’s
psychology., k theory of self-awareness. Duval and Wicklund proposed that, at a given
. landmalr can focus attention on the self or on the external environment. Focusing
mament, pEOP: = 1 self-evaluation. When self-focused. people compare the self with
on the self enables s that specify how the self ought to think, feel, and behave. The
standards o Cor:i-:icr:?yetie sc;lf with standards allows people to change their behavior and to
« =

process of comp nd dissatisfaction with the self. Self-awareness is thus a major
a atsta !

experience pride <
mechanism of self-control.

¢ of intrinsic motivation, or qunging il‘l z\f:ti)'iti?s for tAhe. inherent rewards

ehavior it . an important role m selt-determination theory (Judith, 2016).

O e e e Pl;\)}’;; and Richard Ryan developed a ‘,he?ﬂ‘ SF s

PSYChOlogiSts Ed\vard le tend O be driven by a need to 'c‘"o\\":\nd gain tulfillment. The first

nesumprion of elf-decer L'n'ltion theory is thal pesplerare actively directed toward growth.

assumption of Self-df[cel:;;;c;lﬂcs and taking in new experiences are essential for developing 1
Gaining mastery ove g
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cohesive sense of self. While people are often motivated to act by external rewards such as
moncy, prizes, and acclaim (known n.-. L‘Xl!'lll?iiu motiviation ), sclf-determination lhcory
focuses primarily on internal SOUrCes nlilmmv:mun such as a need to 2ain knowlcdgc or
independence (known as itninsic motivation),

2.3 Empirical Framework

lfelebuepu. Martins, Theophilus and Arewa (2019) examined the role of Emotional
Itelhpence Factors in Workers” Occupational Health and  Safety Performance of the
Peroleum Industry. Despite improvements in- occupational health  and safcty due to
technologmcal advancements and the adoption of management systems, accidents continue to
occur i the oilland gas (O&G) industry. These accidents are often linked to human factors.
Fhe emotonal intelligence (EI) of workers, however, has the potential to influence some of
the human factors that predispose to accidents, Methods: In this study, we investigated how
the BT factors of workers influence their health and safcty performance in the work place. A
otal of 124 O&G industry workers completed a web-based questionnaire. Five and 14 key
siccess tactors of Bl and effective occupational health and safety management systems were
respecuvely idenufied through a systematic evaluation of the literature. Results: EI success
factors of “being able to rule one’s own emotions to facilitate thinking’, *being able to deal
with the emotions of others’ and “being able to discuss one's own cmotions accurately’ were
found to have a relationship with health and safety performance of workers. Conclusion: The
findings demonstrated that certain success factors of El are vital for improving the health and
satety performance of workers and that the development of these competencies should be part
of the workers” professional development.

Jang and George (2017) examined the impact of emotional intelligence of employees
on job stress, affective commitment, and turnover intention in the restaurant industry.
Although emotional intelligence may play a critical role in the hospitality industry where
there is a high component of human contact with the customers, few studies have been
conducted o anvestigate how (he cmotional intelligence of employees influences work-
related outcomes in the restaurant context, The sample for this study consists of 250 non-
'=“'PL""> sory employees drawn from causal restaurants located in the Midwcslcrn arca in the
Us The survey was distributed (o the respondents by the restaurant manager at cach
propernty durmng a shifi meeting, Structural equation mo(lhcling with path analysis is used t©

test proposed hypotheses. The s e . . : :
s, study discovered that emo ‘ . ‘nee acts on
cimployee job stress positively. ‘ stienal Tnrelllgents dpagt:

Samaes, Khosravi.

”L‘l"l\'i/'ulcl ar - g .
) : : i o Ahangar, Poursharis y ‘oll: 2
out the relationship beryw angar, Pourshariati and Amrollahi (2017) found

of nurses working in [)lkntsl‘l:nl]:‘(:ls"),il:-ull. “""f“l)gc‘nc'c and job stress with occupational burnout
analyucal and cross-seetiong| rut;n!q‘tll ) |‘., l\c',".mn‘ Che study employed the descriptive-
working in Kerman hos )n'nlu.‘ “[l design,. The population of the study was 300 nursces
Organizational  gnd ‘|C,.,,;,l“,,: wI‘n‘ ‘W 10 ‘\Yf-‘lc }‘1L‘lCCIL‘(| tandomly by  stratified method.
intelligence and iob mrcwkltl!“lg 1ll‘lL:“il()llllllll'L' and occupational  burnour, cmotional
analysis modets vyers “wd‘mln f()lilfl.lllCS !mvc used. Strucrural and contirmatory factor
stress affect occupational |)“'.";“TI'.L”||1C model of the study. Emotional intelligence and job
negative relationshipe beryer .nu . |'c $lu(|)" discovered that there were meaningful and
emotional intelligence ru‘;llll%Lil:m;‘;"_"‘l "P‘“lllgCl'lCL‘ and job stress (P<0.001 ) and mcreasing
significance of occupational l;lll'lu,:“g;:f;”{ll?y Il”l' stress. Based on the tfindings and the
Corresponding Author, +234K031737 | g ¢ 118 ndverse effects on nurses, one of the plans for
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be concentration on

decreasing the s
€ syndr¢ < _ .

yadrome of vccupational burnout in nurses could ’
including  emotional

improvement  of PS Ve
) ¢ syL‘I\(')-",crq”nnl v . « i . ; o iR
intelligence and filh Stress factors  of job  environments

nnclhgg]l:::::?:iﬁ gt:.l»l:lq i\:?g)’ (2017) investigated the relationship  between cmou.onu'l
A convenient o o eeneacademic members at taculty of nursing - Caro University
1ent sample of 4 academic members ar faculty of sty wis recruited an othe
study. A descriptive correlational pe ciavers at laculty of nursing was re o
carried out at the Bl ‘fN ldl‘l(.b ‘u‘rc:h dcs,l_gn was utthized 1n the study. The rescarch was
of the study. Three toolz, o Nursing, Cairo University and the nurses mud“c up the p()pulanqn
data Gy . S were used to collect data of this study include: Socio- demographic
4 questionnaire, Job Stress Questionnaire and Emotional Intelligence Questionnaire. The
findings of the present study revealed tl ority of ¥ S had job s
(95%). There was g Li i Y revealec that, the majority Qf ncadcmlc' membcers had job stress
ititeliigence. The s;ud ghly S;gmﬁcam inverse rclauonslup between Jjob stress and emotional
inlelli:ence and ok }f‘conc 1|dgcl that, th'crc‘ was a negative conncection between emotional
ser 1d Job stress among academic faculty members. This study recommended that.
Fhe nursing .facult:v members need to attend training courses on emotional intelligence to
improve their social skills and to expand their proficiency at work. Additionally, there s
great need to take into consideration fair and cqual distribution of work dutics among the
faculty members to decrease the workload. _

Rashid. Bajwa, and Batool (2016) determined the profound cffect of cmotional
intelligence on job stress, job satisfaction and organizational commitment of bank cmployees.
The participants were 330 bank employces. Questionnaire was used to collect information
from the respondents. The questionnaire was adopted from Multan who completed a
questionnaire package including emotional intelligence scale. generic Job satisfaction scale
anxiety stress questionnaire and organizational commitment scale. The study made use of“
descriptive statistics and regression analysis to al_mlysc the collected data. The findimvy shows
that emotonal intelligence significantly prcdlCt§JOb stress. job satisfaction and Ul'uu[“;;][“_yn;lj
commitment of employees and cn_)otionul' mtelligence .hus positive, ncgun\\u ;md- no
correlation with organizational cqnmnt'mcnt,Job stress and _|ob‘satisthction respectively. This
research suggests that emotional intelligence must b? a part of c1111>loycc§ training to uphold
employees’ ability to develop successful performance with their organization.

Goswani and Talukdar (-'2013)“3’(1310“’d th’c F'le‘fio'l_ thW_ccnu ‘emotional intelligence
and job stress among engineers at public SCICllor fz;zz;,_c_lﬁlzatxo'n mllml;a‘. I'he gtud_\' cmploved the
sun;ey research design and the data was c"o CCEC, ¢ H')IU ;‘\SJ}UP ¢ ot 30 chsineers working in a
public secctor organization at managcuq} level at A ssam. Emotional mtelligence  was

scale developed by M.K. Mu'ndal. and ,l“l_’. Stress was measured using
le by Uday Pareekh in year 1983, The mean and SP values were
i case of stress level and higher in case cmotional
ed that influence of emotional mtelhgence was

mecasured by a
Occupational role stress scale D eraie i
calculated and found to be moderate show
intelligence level. Regression analysis sh L it o

i 'F& i cupational stress level among engineers : anavcerial level.,
significant in oc at-

Shahabi and Faghani (2013) investigated the Wlntmnship benween cmotional
>Sha 1a e -~

VTR, atisfaction (JS) in the faculty members of Istahan Ungy ersity of
atlsic : 3

intelligence (ED) nn?d‘i}{’gj Iran. The study adopted a correlational research design. The
( - At

population of the ty comprises of 20 faculey 1_1101\11?913 of IUMS. The data was eathered
population of (¢ Sm(};'cl and reliable questionnatres. I'he C“”CC(C‘(‘I data was analyzed N
A ware | o vnllc ‘;l'P“‘c staustics, Pearson correlation coefficient. t-tesy. analyvsie of
3 / sing desc
SPSS software using
(033737184
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vanance (ANOVA) and linear regression analysis (a=0.05). The study discove

mdnaduals (70.30%0) tilled out the questnonnaires. 75%, of the respondents were male ang

ON"o were married. There was an inverse correlation between the total score of F] and the
level of IS (r=-0.235, p=0.005). Morcover. among the factors of EJ. self-awareness and self.
management scores had significant inverse rel

ationship with the level of JS. Lincar regression
analysis showed that the EI factors explained approximately 7

red thar 142

7% of the vari

‘ . : ance of' JS levelg
of the teachers. The study concludes that Individuals with high EI have less JS Since the E|
can be taught, it can be expected that the JS of faculty members

can be reduced throy
training them on emotional intelligence.

gh

Sunil and Rooprai (2009) examined the role of emotional mtelligence in managing

stress and anxiety at workplace in India. The study employed the use of survey research
design and data was collected with the

hypotheses that mvestugate the
managing Stress and Anxiery. |
Intelligence Scale. Stress
ot all the varia

aid of questionnaires. The study examined two nul|
measurement of emotional intelligence as a predictor in
20 NManagement students were taken tor the study. Emotional
Inventory and General Anxiety test were used for the measurement
bles. Descriptive statstics. Correlation and Regression analysis were used for
data Analysis. Results indicate that there was a significant relationship between Emotional

Intelligence and the variables of Stress and Anxiety. Stress management component and
dnxietly component: emerge as staustically significant with respect to the relatnonship with
Emotonal Intelligence.

3. METHODOLOGY

The study adopted the descriptive
quantitative approach. Descriptive
conclusions or test hypothesis (M
study makes usc of primary data to source inform
variable. The population of the study comprisc of
cmployvees in the presidential aminesty
study is therefore 107. The study

survey research design. This means that it has a
survey design relies on numeri

cal evidence to form
akabe. Takagai, Asanuma. Ohtomo,

& Kimura, 2012). The
ation on the independent and dependent
all the management and opcrational level
programme office in Abuja. The population of the
employved the use of a random sampling technique wn the
distribution of the instrument. This means that every individual in the sample has an equal
probability of being selected. This gave room ftor the limitation of bias in the inpurt of the
respondents (Atheya & Arora. 2014).

The sample size of the study w
sampling method whereby
getting the sample is as a re
would be coded in the staustical package for social sciences (SPSS) which was used for the
analysis. After the data has been coded, the stanstical tools like the Cronbach Alpha.
Correlation and Muluple Linear Regression was used 1o analyse the collecred data. In other to
answer the research questuons, achieve the stated objectives and either accepr or reject ‘h"_
hypotheses the study make use of Correlation, [\vllllll‘plc Lincar Regression and Analysts ol
Variance (ANOVA) which Was accepted at significance level <.05. The reliability of the
mstrument used firsg of all would be looked at using the cronbach alpha test After the
mstrument has satisfied the rehability test, the study £o ahead to pertorm the correlaton o
see it there 1s any form of relationship that exist between the variables. Since the correlation
analysis Lo proffer a recommendation of the prediction level benween the

fore check o see the long run eftect between the variables using the
Corresponding Author: 234803373784
Email: codw moyery

as therefore drawn from the population using a census
all the population considered as the sample. This method ot
a result of the population being slightly above 100. The collected data

IS not cnough
variables, the study there
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4. FIN S ;
INDINGS AND DISCUSSIONS
Table 1: Data Presentation
Frequene Perceniage
Jssued e i
107
Kewurmmed
92 i
Not Retumed 15
Remumed and Invalid *_ .
Remuimed and Valid a0 3
Tortal Valid Response Rate 90 '

Source. SPSS Output, (2020)

ry mw mimew ol
£ 3T 1ET w25

of the amnesty programme in Abuja. 107 therefore represents LU
of the 107 quesuonnaires issued. 92 questionnaires were remurne
86% of the response rate. This then showed that 13 of the que
returned. This figure represents 14", of the response rate Leok:ns
discovered that though 92 questionnaires were reumed
questionnaires were discovered to be invalid

4.1 Data Analysis

After the dam presentation. this subsection presents the dat anaivsis and x
the analyvsis. The chapter beszan w ith the br
onducted with the aid of Cronbach alpha test ror reliadliny

tools employed m doing
reliability test which was ¢

Table 2: Reliability Test BT .

Cronbach Alpha ' lho it - —
ERY , )
Source, SPSS. Qutput, (2020)

2.1r1s discovered that the instrument used has 1o quesuons which
n the study. The entre variables had a Cronbach alpha of X229,
ment has illthﬂﬂl_COllS}SIel‘C}: -’\CCOi’ding Eo th‘: Cronbach alpha
hat is above Ss reh.:\ble {Sekaran. "P.“‘” Having a cronabeh
nt is vood and fit 1o be used mn the study 10 measure e
the study then procceded to conduct the desenpune
[able 3 therctore prosants e descrpun e s ues

Looking at Table =
all the variables 1
at the sty
v instrumentt
] 1t the mstrume
reliabiliny test.

los ot the study

mecasurcs
which implies th
decision rule, an
alpha ot .8 shows the
variables  After the

statistics for the varmab

m:-lsfi»z'-ﬂ‘l-‘-'

or -
ol 11
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Lable Q. Descriptive  Statistics on the Level of Intrapersonal

emotions in
(h Sauization
o Mean m
Lpreter 1o do e crything alone. A28 [ 95736
teet matvated when faced with self change 4.3000 77096
oelieve i giy ing second chances 4.4333 01899
L am not ‘:'du(i“\;l"csmhllshing boundaries +.4000 6490y
_Lsense others' wishes, 4.3556 09203
Source: SPSS Output, (2020) e —
Considering Table 3. it is discovered that the employees of the presidential amnesty

rogramme have intrapersonal emotions because looking
uestions had were at .4 and abose. This imphies that the level of intrapersonal €Motons was
ascertamed in the organization’s cmployvees. Looking closely at the table. 1t is also seen that
most of the emplovees believe in giving second chances in the workplace. This trait had the
fighest mean score of 4 4333 and a standard deviation of 61899 The standard deviation

Soons a vartaton in the mean which means that there is the tendency that the cmplovees
celieve m giving second chances can change annually with about 61%.

at the mcan it is scen that ail the

(J
M
i

Table 4: Descriptive Statistics on the Level of Self-M

anagement in the Organization
Mean Std. Deviation
_ I manage my activities well enough 4.3444 58369
| am very oreanized 43111 68112
I am more cffective if my table is organized 4.2889 .69094
I dislike working with people that are [ 4.322> 70037
disorganized
B beli;\'e manaving myvself is kev to success 4.2556 V0642

Source: SPSS Output, (2020)

Table 4 theretore describes
residenual Amnesty programme.
managcement in all the cmployees of the organization. howev
to be more than the others. The study discovered that the
cnough™ had the highest mean ot 4.3444. This signified th
that they have the ability ro manage the activities of th
alone. This was also justified by a deviation of S8639, w
of the emplovees towards managing their activities well ¢

the level of self-management n

P The study discovered ()

the emplovees of
at there is the presence of self-
Cr. some of the traits were found
‘ability to manage acuvites well
at the cmploycees agreed to the tact
€ presidential amnesty programme
hich further mplies that the arutude
an clmngc vearly with about X%,

Table 5: Descriptive

Statistics on the Level
Organ izat ikn!]’

of Interpersonal emotions in the

l -

g |
e e Mean Std. Deviation |
it Lhave a lot ot datients to manage eople < 452 V5726 4—4
I give listening cars to less productiy 3 4.455 77096 —
I am alwavs motivated to teach and lcarn from others 4.5667 70037 ——
. ired by others 4.5400 B 0642 —
I interact with evervbodvy 4 6756 | 70037 ’
Source: SPSQ Output. (2020)
(‘orre-suond;’ng Author -2 FANO3IITIT Gy
Emaif
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h.t'\ C i I
questions . W EMOtons hoe e 1 o .
qucestiong 1{1:\d Were at 4 ang aboy T‘i” Devause Wittt ihe aean i oas seon el odi the
ascertained in the - - oo LIS in
S Oreamizanon”
i u ion’s ¢
most of the eMmployees be~ 'S emplayees Looking closely ar the able. it 1s alse scen tha

highest mean score »

'phies that the level of mterpersonal emotions was
; lieve 1
ot d 7%
avanauon i the me

Q) S . )
) g second chances in the workplace. This mait had the
an whi l T A standard deviation of . $639. The standard deviation shouws
N Ch meg o ]

€ans that there 1s the tendency that the emplovees belicve m

Jiving S>econd \.h\lllkL\ <an [§ Il nuve E !\ NIE DO t R
D < x N 'l[[“”) it QD
= ~ d > ¢ JdEy a0

Table 6: Descri dtive St

atisti : Sec & S
QCs on the Leve] of adaptability in the Organization

8

lam able't‘m\\__;« | Mean Std. Deviation

on. ! 2 NEXE
Am not good at worki ; e s
o b orking w i l
< with q Qroup. ; 3 485 f’ TOvA

IOlncn teel awkward around people : 1367 : 603 -

anv ity : — s ; e

1ave the abilitv to make others teel interesting. | 4430 E
[ am alwavs happv, i .;-<( 7 s W7 ]

— VS 1 3.367 !
Source: SPSS Outpurt. (2020)

Considering Table 6. it 1s discovered that the cemployees of the prestdential amnesn
programme have adaprability because looking at the mean it is seen that all the questions hqnli
were at 4 and above This implies that the level of adaptabilitv w as ascermained m the
organization’s emplovees. Looking closely at the wmble. it 1s also scen that most or :;‘1;
cmployvees believe in giving second chances i the w orkplace. This trait had the hivhes mean
score of 4,456 and a standard deviation of 6339, The standard der iation shows a \ ariation m
the mean which means that there is the tendency that the cmployees believe 1w wis ing secoud

chances can change annually with about 56

Table 7: Descriptive Statistics on the Level of general mood in the Organization

| Mean Std. Deviation |
1 SO L] o
I don't mind being the center of attention. 4‘(3(‘\ S870 !
| Anxiety w : ‘orking +.376 SdXe ]
Anxiety when | am w¢ g !
‘s |

4 = [ +876 | 3475 N

| Enjoy being part ot a "‘”QUE""‘""‘» ablems [ 4336 [ S376

Am interested to solve other people’s probiems. P 3 I - .
A - [ am in a bad group. | 43435 | .367% !

| Work pertectly well even \\;l'l;fll

Source: SPSS Output. (2020)
it 1s discovered that the employees of the presidennal ammesn
) akme at the mean 1t s seen that all the quostons

i > “able
nsidering Tab SO
I 11 mood because 1o mean 9 that all the |
This implies that the level of general mood was ascertained in the
1S ? N

programme have gcncl
at the table, 1t s also seen that most of he

had were at 4 and aboyve
oruanizaton’s employecs

'_'nn‘w\cc\vul :
“srandard deyviaton ol
ar there 15 the dei
v with about -7

Looking closeh ‘
. clianees ut i worhplac

':l;~li~‘zllingf(-\\' 1RACNT In
31800 The standard devianon shows g aration

Wil
(& lx‘.]TIa‘,\LL‘\ believe i
score of 4.4354 and a st §
in the mean which means [ lmu'l
second chances can change annth

tendency that the employees belicve i oo
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Orvinizational change causes Job stress , LO7IN BRI
Multitasking causes JOb stress i the work place L RRE] ! INEERE
Source: SPSS Quitput, (2020)

T ooking ar Table N,
techings i the presence
accept that there is stress on the job because all (he mean score
approxmately close to . The level job stress that ha the
mnlnl.\\'l\‘mg which cause 10b stress i (he
that 1t caused job stress the more.
FET260 This result maplies

TERTS drscon cred that maost ol the \"ln]\lu\m“

‘ (ln RTE)
ot stress i the Presidenaial Programme in Al

[ hn\‘c o
WA o ey o they do
wWaere aboyve 14 which je
ghest mean way e level of
work place. The cmplovees hiad oy e Pereeption
This was justified DY o mean of 38313 and o saration of
that the level of multitasking on the Job causes the siess level to
mercase and this has o tendeney 1o change with abour 1195 annually. Tt was also discoy ered
that the cmployees did not beljey ¢ that there was o J0b stress as all the mean SCOLCS wWepe
above 2 and closer to 4.

Table 9: Correlation

Intrapersonal  Self

latcrpersonal Adaptabihiy - General Jah

cmotions NManacement cmotions Nood Stress
ot apersong! |
clhinotions
self= 329 l
NManagement 002
Interpersonal  .007 333 l
cmotions 404 000
Adaptabidiy L 168 342 223 |
234 000 .003
General 167 A43 547 434 |
NMood 16 024 000 006 '
Job Stress -0 779 637 e 453 :
NG6 034 0l6 L0906 000

Source: SPSS Output, (2020)

Considering Table . it
mterpersonal emotions,
S336. 533, which w
variables will lead o
Minnesty
ot 002 T

abov e

1s scen  that intrapersonal  emotion, s‘clf—rnanagqcnli“;’-
adaptability and general mood had a correlation of 329, -3‘}"-” - irly
as significant at .002. This implies that 1" increase in the le_\ clo “‘ Al
about increase i the level ot job stress in the employees ot Px'c\‘ld‘ul[{.l;;
togramme Abuja. Thus relationship was also tound to be stgniticant “”hf] Pm “,:\
i} :lx.'x,,lxlun llllg"hcllil]d the signitficant level with p-value is that any p-valuc i

= p { o
i . — " (S s toune
O3 15 ho stenrhrcant and any p-yvalue that s discovered 1o be lower than .
D ~tatisticalts StLbre ant
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