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ABSTRACT
The topic stress has come into being since the creation of man.  However, the activities of man in organization seems to be the cause of his problem as want at times pressure or urgency by trying to engage in complex and difference task.
The primary data would be the information gotten by researcher when he the researcher conducted and oral interview and researched questionnaire contribution to officials or department heads of Hallmark Bank and Rd based on research questionnaire namely: Section A” whether organizational defective has any influence on managers stress and section B” whether managers individuals problems contributed into stress and is nork load a cause of stress in Hallmark Bank.  (All those would form part of the proved hypothesis assumption.
CHAPTER ONE
INTRODUCTION
1.1     BACKGROUND OF THE STUDY
In today's world, life is often full with tension. Practically every human endeavor, stress and experience have become a part of life in today's society (Jain et al, 2015). Stress is an unavoidable part of life for all humans. As a consequence of a desire for something, as a result of pressure or haste, or as a result of attempting to participate in complicated and diverse challenges. Stress has taken a major place in people's psychological and economic lives; as a result, it is viewed as a cornerstone of human resource management as an element that cannot be avoided or overlooked (Ibrahim et al, 2020). The researchers looked at the congestive role and influence that stress has had on employees (contemporary managers), and how it affects the employer's interest in terms of contract. The only thing that interests them is how to maximize profit by increasing sales volume, lowering labor expenses, and finding other ways to cut costs in order to meet the organization's aim (Jain et al, 2015). However, the failure or ignorance of this would be for the employer to check the emotions and condition of service, which creates more problems than expected for those who are in the lab it of paying salaries but fail to realize that some managers are overworked as a result of bad work while others are frustrated in trying to fulfill one duty or another, and this frustration is most manifested in their mood as anxiety, anger, objected, dehumanization, and defloration (Jain et al, 2015). These negative feelings provide most individuals a longer ray to cause difficulty (stress). On this point, I emphasize the need of stress management in reversing this terrible trend (Ibrahim et al, 2020). Both private and public business executives are at danger of developing stress as a result of a personality feature that was discovered as part of this research investigation to determine how it contributed to stress and how it would be remedied.

1.2            STATEMENT OF THE PROBLEM
The issue might be stated in a variety of ways, as follows:

1.Do small and large business owners do research about their employees' motivating attire as it relates to their job performance?

2.Is it true that having a good grasp of a manager's past can help them manage human resources effectively and without stress?

3.Does a manager's personality play a role in administrative stress?

1.3 PURPOSE OF THE STUDY
The study is aimed at exploring an avenue to improve the social, psychological welfare of workers.
To ensure that there is smooth running of affairs and activities of managers in every part of the organization without burden of work load.
To exist the managers who are stress prone on how to improve their condition.
To educate generally, both present and future managers or danger of stress.
To remind the decision takers or top management officials to elegist from any managerial practice that will lead workers into stress.
1.4    RESEARCH HYPOTHESIS
H0: Does lack of proper management techniques contribute to managers stress in Hallmark Bank
H0: The managers personality trait does not contribute to administrative stress in the organization.
H0:  Work load is not  cause of stress in Hallmark Bank.
1.5 SIGNIFICANCE OF THE STUDY
The study's goal is to redirect and place attention on the most effective manner of employing personnel without exposing these modern managers to health risks.

As a result, management method is used as an essential and integrated aspect of every commercial operation. The goal of the study was to identify three easy management strategies that would be beneficial to employees in a comprehensive and expanded way. The study attempts to simplify these management strategies for a layperson's comprehension of how to use or employ labor without putting them in risk. As a means of educating employers on how to establish a firm by learning how to use personnel without overburdening them or producing illness, which causes stress. Existing employers would undoubtedly profit much from this research since they will be familiar with the numerous methods required for good and suitable management strategies. Certainly, the study's effects will go a long way toward exposing and solving the issues at hand.
1.6   SCOPE OF THE STUDY
This study will cover the area of deficiency emanating from non-application of management techniques in private business operation, which does leads to stress. This study though limited to Enugu State will not lose sights of the facts that it should be done in such a way that will make it relevant to any other business properties both big and small in other parts of Nigeria. Though the research does not intend to deviate from the focus of this study but will rather study every aspect of it given the available data and information.
1.7    LIMITATION OF THE STUDY
Every effort will be made to carry out this research work meticulously, though there is certain limitation due to opposing variables militating against the progress of the research, the factors are stated below.
FINANCE: Only the economic realities the cost of things as regards to the research materials research goes a long way to hinder the good motive of the research about making other necessary previsions and findings.
TIME: There is a limited time frame available for the study, which results mainly due to the shortness of the academic session.  This time factor will in no small way effect the study.
ACADEMIC: There are other opposing factors in the sense that equal attention has to be paid to other assignments.
1.8    DEFINITION OF TERMS
Public organization: It is said to belong to the state and the people.  It is state owned or public owned.  The concept is used to designate or describe any enterprise established, owned and managed by the governments.  Also the government involves the local, state and federal governments.
Private organization:    It is a concepts used by the federal or state government of Nigeria in its arrest exercise of selling at some of he shares of its organization to individuals as well as making some of them to be profit oriented.  Also privatization is a process whereby organizations owned by the public are handed over to the individuals through payments of funds or buying up the public ventures by individuals.
Employer:  It is defined as any person who has entered into a contact of employments to employ any other person as a worker either for himself or for the service of any other person and it includes manager, the agent and also the personal representative if a decreased employee.
Employee:  This can be defined as any person who has entered into or works under a contact with an employer whether the contract is for manual labour or clerical work.
Motivation:  It is the way managers urges, aspirations, drives and needs of his workers achieving a goal at the end of any work and also it direct, control and explain their behaviour.
Infrastration: This is an act of being frustrated that is being defeated or disappointed e.g. embittered by numerous failures.  Also if your work is not noticed you tend to be frustrated hereby not putting enough resources in your work.
Stress:  It is defined as a passive condition causing hard ship and disquiet.
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CHAPTER TWO

LITERATURE REVIEW

2.0 INTRODUCTION

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

2.1 CONCEPTUAL FRAMEWORK

STRESS

Stress is an ordinary response of the body when changes happen. The physical, mental and emotional reactions will be used by the body in response to change. The environment, the body and thoughts are all factors that influence stress (Cleveland Clinic, 2015). Workplace stress is the reaction that individuals have when some types of work demands do not suit their capacities and knowledge, or when work pressures exceed one’s ability to handle it effectively (Semmer, 2007). Stress is the physiological reaction of a person to an external stimulus that causes the "fight-or-flight" response (Mujtaba and McCartney, 2010; Stress Management, 2020). According to the American Psychological Association (APA), stress is classified into three categories of acute, episodic and chronic. 

Acute stress: Acute stress is the most common type. It happens in the short-term and does not always have a negative meaning, because the current tensions help to train and stimulate one’s brain's development to deal with stressful situations in the future. Acute stress often proceeds from reactive thinking for events that have recently happened, or upcoming challenges and needs. 

Episodic acute stress: Episodic acute stress happens when people frequently suffer stress or people who face frequent triggers of stress and have a crisis in their current life. Episodic acute stress is often found in people who feel the pressure of overload, take on too much responsibility, and make unrealistic demands and unreasonable goals that exceed their ability to perform it on time. 

Chronic stress: Chronic stress is considered the most harmful type of stress, and it is the opposite of acute stress. It happens when people have serious and long-term problems such as their life being out of control and give up looking for solutions. Chronic stress is the most dangerous. It can cause adverse effects on both physical health and mental health (Felman, 2017).

WORKPLACE/ADMINISTRATIVE STRESS

Manoj (2013) researched the employee stress and showed that the workplace of many organizations has become an environment with high-stress rates. High workload, tight deadlines, stretch or unrealistic targets, lack of job satisfaction, long working hours, the pressure to perform, and interpersonal conflicts are some of the main factors leading to tension among employees. Stress influences productivity, morale and the motivation of workers, and the profitability of organizations. Moreover, it causes health problems such as insomnia, depression, and heart disease (Manoj, 2013). Hans Selye (1936), who is known as the "father of stress research", described stress as the “nonspecific response of the body to any demand." In his early work on the topic of stress, Selye (1936) conceptualized two categories, namely good or desirable stress (eustress) and bad or undesirable stress (distress). Workplace stress is becoming the top concern of many organizations in the growing economic situation, in which conditions of overwork, job insecurity, low levels of job satisfaction, and lack of autonomy in organizations across the globe are the causes of it at work (Mujtaba, Cavico, and Senathip, 2020; Ibrahim, Imtiaz, Mujtaba, Vo, & Ahmed, 2020). Workplace stress has been demonstrated to cause a negative influence on the health of staff and the revenue of organizations. Also, recognizing the symptoms of stress and being aware of the impacts of stress on employee’s health as well as company’s profits are the top priorities to help employees overcome tension (Bickford, 2005). These days, stress is defined in terms of its physical and physiological effects on a person and can be a mental, physical, or emotional strain. Stress occurs due to a demand that exceeds the individual's coping ability, disrupting his or her psychological equilibrium (Ahmad, Hussain, Saleem & Qureshi, 2015: 46). Occupational ill health, low productivity and human mistakes are principal reasons related to job stress. It raises the illness of the body, including heart disease, back pain, headaches, and gastrointestinal disturbances, as well as an increase in staff turnover and accidents because of human errors. Besides that, stress also impacts people psychologically through anxiety and depression and reduces one's ability to concentrate, work performance and effective decision making (Kazmi, 2019). Stress is one of the biggest problems that most employees are facing. It is also the major concern of employers. Stress can have positive or negative effects on everyone’s life, and it can cause harm to both individuals and organizations.In the workplace environment, Lazarus (1991) postulated that stress is a process, involving a transaction between an individual and his or her work environment. Besides, stress is usually categorized as being either acute, posttraumatic, or chronic (Kendall et al., 2000). People who experience an acute stress response usually return to “normal” life within a short period (Kendall et al., 2000). Unlike acute stress or post-traumatic stress, when individuals have been continually exposed to stress for long periods (i.e. their stress responses are continuously activated) chronic stress can occur (Bickford, 2005).

SOURCES OF WORKPLACE STRESS

As emphasized by the Vietnamese leaders and managers during the qualitative interviews, stress can be the result of any situation in the workplace, including but not limited to the person, the task, the organization, the work environment, management style, personality, and other variables or uncertainties surrounding a specific task or situation. Stress is one of the phenomena frequently occurring with employees who face uncertain opportunities and problems simultaneously. There might be many sources of stress – minor or major from within the organization and from the outside (Ahmad et al., 2015). Environmental factors are usually considered as the primary cause of stress. However, other views promote that individual differences of the worker such as personality, age, education, experience, and coping style are most important in predicting whether certain job specifications will result in stress (World Health Organization, 2007). Generally, job stressors may not only come from environmental factors but also individual differences. To be more specific, Table 1 shows categories of workplace stressors and examples that were collected by Beehr and Newman (1978) and often mentioned by those interviewed for this research in Vietnam.

Besides, the study of Shukla and Garg (2013) showed three causes of stress, including organizational factors, individual factors, and job concerning factors. Organizational factors consist of giving strict rules and regulations. within the organization, having a wage structure based on unfair discrimination, setting ambiguous goals, providing less promotional opportunities for employees, showing excessive control by managers, ineffective communications among colleagues, inflation, and changes in technology. The family and personal financial issues, and some personality traits such as being impatient, aggressive, rigid, and ineffective in time management are a few of the individual factors that can result in stress. Job concerning factors may cause stress, for instance, crowded working environments, unsafe and unhealthy working conditions, and lack of shared opinions among employees (Shukla & Garg, 2013). Michie (2002) classified the causes of stress into 5 categories. The first cause is intrinsic to the job, and it includes work overload, time pressures, and physical danger. The second is one’s role in the organization. Role conflict, responsibility for people, and conflict of organizational boundaries are the factors that are included in this cause. The third cause is career development, namely over promotion, under promotion, lack of job security, and thwarted ambition. Besides, the relationship at work is the fourth cause. Poor relations with bosses, subordinates, colleagues, and difficulties in delegating responsibility are also considered as the main causes of this type of stress. The last is organizational structure and climate, such as little or no participation in important decisions, restrictions on behavior, and lack of effective consultation (Michie, 2002). According to the Health and Safety Executive (2020), six key causes of stress depend on the demands, control, support, relationships, role, and changes. Factors that belong to demands are assigned workload, the type of work, and the environment to complete the work. Control shows how employees can express ideas and make decisions in their work. Support involves assistance, encouragement, and the supply of the best conditions and resources of the organization, line managers and colleagues. The relationship includes giving an impulse to positive partnerships in cooperation between employees, developing reasonable policies to cope with unacceptable behaviors and avoiding conflicts within the company. Role points out, whether the employees know clearly what role they have in the organization, and whether the organization makes sure that its employees have no conflict in their role. The last one includes changes; it provides information on how the organizational change process is managed and communicated by line managers in the organization (Health and Safety Executive, 2020). One study by Semmer and colleagues (2014) demonstrated that illegitimate tasks were considered as a cause of work stress. Also, the result of Vanishree's research (2014) classified work overload, work’s ambiguity and work conflict as key clusters of workplace stress that can lead to a lack of concentration on the job, mental block and the possibility of making ineffective decisions. Four main causes of stress that Quick and Quick (1984) suggested in the research were task demands, role demands, physical demands, and interpersonal demands. The study of Parasuraman and Alutto (1984) proposed contextual, role-related and personal stress as three main types of stress. Furthermore, the sources of stress are also divided into two principal internal and external classifications. Internal causes are expressed through a person's perception and mind-set. The way that the person thinks about any incident or situation encountered can cause stress for themselves. External causes involve job insecurity, working hours, control at work, and managerial style. Moreover, shortage of employees and the imbalance of work and life activities are considered as important contributors to stress at the workplace (Panigrahi, 2017). In a survey of 1,299 employees from 37 organizations, Malik found ten factors that can cause stress for employees. These include policies that prohibit employees to freely talk with each other during working hours. The other factor is that stress comes from many personal conflicts at work which occur at the same time or between departments. Some employees are not provided with enough control over their jobs and this was mentioned by several Vietnamese respondents as some managers behave according to the socialization of high power-distance norms in most East-Asian countries. The lack of support from supervisors, open communications between managers and employees and recognition or reward when employees complete the job, coping with bureaucratic red tape, job difficulty, and low benefits about health and vacation are all causes of employee stress (Malik, 2011).

MEASURING ADMNISTRATIVE STRESS

According to Panigrahi (2017), there are three methods used to measure tension: psychological, physiological, and autonomic measures. 

Psychological measurements: Everyone has a different psychological expression and various ways of thinking and responding to stressful factors, so psychological observations can help measure stress.
Physiological measurements: In any situation when someone is faced with difficulties that may cause stress, an important hormonal reacting system to stress, the hypothalamic-pituitary adrenal (HPA) axis is activated. When the Hypothalamus, Pituitary, Adrenal glands are stimulated, they produce the hormones of Cortisol and Catecholamines. People who experience stress will account for a high proportion of these hormones in the blood, urine and plasma.

 Autonomic measures: Alterations in the body’s different constants and enzyme concentration can show stress. Firstly, blood pressure increases above the average level when people encounter stressful situations. Secondly, salivary alpha-amylase is also one of the main indicators for determining stress. The last is salivary Cortisol. Based on this concentration one can determine a person's stress, because it may go through the barrier of bloodbrain and change higher-level cognitive functions like memory and handling emotion (Panigrahi, 2017).

Signs and Symptoms of Workplace Stress

As emphasized by one Vietnamese manager who was interviewed, stress affects not only the individual's body and thoughts, but it also affects the emotions and ways of behaviors about things and phenomena around that person. Symptoms of stress may occur differently because it depends on the psychological and health status of each person. Overstress can cause many serious conditions, either for employees or companies. Managers and HR professionals must learn how to recognize the stressful reactions of their employees. According to Gwilt (2014), there are 10 signs of stress during change: 

Absenteeism and arriving late to work.

Work attitude becomes careless and sloppy. 
Starts to talk negatively about the job and the company.
Demonstrates a resistance to change. 
Often the ringleader of a “rumour mill” with talk about lack of trust.
Starts to focus on unnecessary detail. 
Less cooperative and more hostile with management and colleagues. 
Difficulty in concentrating and becomes more restless.
Complains of feeling unwell or having to deal with aches and pains. 
Seems to be tense, uptight or nervous and talks about having trouble sleeping.
Besides, as reported by The American Institute of Stress (2020), stress is identified by frequent headaches, excessive worry, constant tiredness, guilt, and nervousness. It also increases depression, frustration, irritability, anger, insomnia, frustration, and nightmares. Stress can also make people forgetful while having difficulty concentrating and making decisions. People who are stressed often feel overwhelmed, lonely, or worthless, pay little attention to appearance, overreact to minor annoyances, and have excessive defense or doubt and serious issues in communication. Moreover, the managers who were interviewed in the present study reported that stress leads to a decrease in productivity and work efficiency, as well as an increase in utilizing tobacco, alcohol, and drugs. Additionally, stress can influence the entire body through some symptoms, both psychological and physical and make daily activities more difficult. Different stress levels cause different symptoms between each person. Apart from the usual symptoms, trouble sleeping, digestive issues, variations in appetite, loss of control in awareness, and frequent illnesses are also seen as manifestations of stress (Kandola, 2018). Furthermore, stress is described through some other signs such as escaping from the responsibilities of work, taking unusual actions like coming late and leaving early, degrading performance and easily making errors on the job, having a low concentration at work, easily forgetting everything, being irritable from external influences, overreacting to every situation despite the big or small, impairing health, and having improper eating habits (Shukla & Garg, 2013).

Effects of Workplace Stress on Employees and Organization

When things become too much to handle, employees generally display signs and symptoms that indicate they are feeling "stressed out" (Bickford, 2005). Unfortunately, sometimes managers may not recognize these signs and let them go untreated. Some studies have shown that untreated distress (overstress) has many negative effects on the human body system and can cause structural changes in different parts of the brain (Lupien et al., 2009).

Individual Effects

Firstly, stress affects the body. It can trigger headaches and create excessive stomach acid that results in heartburn. People breathe rapidly when they are stressed due to muscle tension. Stress is one of the main causes of cardiovascular disease. Stress hormones make the heart beats faster so that blood can go quickly to important organs and an increase in heartbeat and high blood pressure over time injures the arteries that can lead to a risk of heart disease. Also, stress can impact one’s sex drive and bring about fertility issues. The body's digestive system may also be affected by stress, so it can create many illnesses like stomachache, nausea, and stomach upset. Stress is also considered as a cause of obesity and diabetes because of increased blood sugar. Long-term stress can lessen defenses in the body's immune system, so it makes the body more susceptible to infections. Moreover, stress also causes sleep disturbances, increases depression and can cause a mental breakdown (The American Institute of Stress, 2020). Secondly, stress impacts one’s mood. Some characteristics in the mood to identify someone who is stressed are anxiety, restlessness, lack of motivation or focus, feeling overwhelmed, irritability or anger, and sadness or depression (Mayo Clinic, 2019). Thirdly, stress influences behavior. A person who is stressed usually has some behaviors like overeating or under eating, angry outbursts, drug or alcohol misuse, tobacco use, and social withdrawal (Mayo Clinic, 2019). Besides, according to the World Health Organization (2005), one consequence of long-term exposure to stress may be burnout. Burnout is a complicated physical, mental, and emotional reaction to unceasing levels of high tension. It produces feelings of hopelessness, powerlessness, cynicism, resentment, failure, and stagnation, as well as decreases in productivity (Bickford, 2005: 13). These stress-related reactions can result in depression, which can directly threaten employees' health and indirectly impact the company. As such, it is recommended that each “stressed” individual must first change his or her thinking before he or she can feel better and fully equipped to effectively manage stress physically and mentally.
Organizational Effects

 When tensions occur with employees, it also affects the organization. For instance, working performance decreases and revenues decline. Stress can lead to an increase in employee turnover. Additionally, there will be the frequent absence of stressed employees and reduced satisfaction at work (Quick & Quick, 1984). 

Financial effects. As mentioned by Vietnamese managers, stressed-out employees often have low morale, are demotivated, and some ignore their important tasks and customers. As such, we can conclude that stress has negative impacts on employers and businesses directly through increased absenteeism, reduced production, increased costs, and reduced profits, and indirectly through factors such as reduced morale of staff (World Health Organization, 2005). The Sainsbury Centre for Mental Health (2007) indicates that the cost to British employers of stress amounts to £1,035 per employee per year. Of this total, £335 (32.4%) is due to absenteeism, £605, or 58.4% to “presentism”, and £95 to staff turnover (9.2%). It has been estimated that job-related stress has negative impacts on at least 40 million workers in 15 countries of the European Union, costing 20 billion euros per year (European Agency for Safety and Health at Work, 2014). This research revealed that 45% of workers had monotonous tasks; 44% did not rotate tasks; 50% had short, repetitive tasks; 35% had no impact on task order; 28% had no impact on work rhythm; 54% reported to work at very high speed, and 56% completed the work with tight deadlines. Furthermore, a U.S. study estimate placed the cost of stress to the economy (due to absenteeism, health insurance claims, and lost productivity) at approximately $150 billion per year (Neuman, 2004). Modern employers now are starting to realize that workplace stress is creating physical and mental health problems in their employees, which is in turn affecting the bottom line of the business (Bickford, 2005).

ROLE OF MODERN MANAGERS IN RELATION TO WORK RELATED STRESS

 In a scenario, where the company is expecting ‘too much’ from the employee, irrespective of their capability and efficiency, it leads to work related stress. Often, unclear goals and duties, and bullying or harassment are related to the causes of work related stress in employees. This is a significant reason behind diseases and illness in employees, and is often correlated with the staff turnover, higher rates of employee absenteeism, and other key indicators of under performance.

To cope up with stress in employees, it is important to take effective actions. This not only benefits towards promoting the employee performance, but also enhances the scope for team and  organizational development. Most importantly, it  is a legal requirement  for  the  HR managers  to “diagnose,  treat,  and rehabilitate”  the  employees  who  experience  stress  at workplace. Effective stress management solutions also help in managing work stress.

According to Greeshma, Priya, Aswathy and Janani (2018), when it comes to stress management issues and opportunities, there are at least four main approaches by which modern managers can manage administrative stress.

Identify the cause of tension: Human resource managers need to understand entirely the value of their staff, and which factors are negatively impacting the job. Besides that, human resources also need to determine exactly the causes of stress, what difficulties the employee is experiencing, and why those problems have happened with that employee. Some stressful situations occur due to work pressure or conflicts between colleagues or between employers and employees. 

Educate employees on how to cope with strain: Stress has serious effects on both the mind and body. Therefore, when stress occurs, it should be handled cautiously; otherwise, it can result in major depression and even prevent employees from returning to work. Human resource managers must always remain calm when dealing with stress. Human resources ought to know that employees who often have a happy and stress-free life will be one of the organization's valuable resources because they will focus on doing the job and bring great productivity. Before giving solutions to handle stress, human resources should find out the root cause of the problem carefully, since it can have greater consequences and even cause the involvement of unions if employers solve the problem in inappropriate ways. The biggest challenge a human resource professional might have is the likelihood of having to deal with the psychology of the human mind in the workspace. 

Solve conflict: When conflicts occur, human resource professionals should clearly understand the cause of the incident. After that, the human resources departments must analyze problems from many aspects and take the valid and right actions to entirely resolve the problem so that similar issues do not happen again. A good human resource professional always has a mind to solve issues instead of making a run of them. Changing the way, one thinks about a conflict or stress must precede its resolution and management.

Give Consideration: Human resource professionals should consider all suggestions and recommendations of the employer when the issue appears. If the problem only occurs between two individuals, the human resource professional is responsible for communicating with them, discussing these issues and proposing solutions. Conversely, if the issue relates to the management of the company and all team members are facing stress, human resource department leaders should hold a meeting to exchange views on the employees’ common concerns, and then human resource managers must consider and analyze approaches being suggested to solve the difficulty to make employees see the company's interest in their problems. Besides, it also helps them feel less stressed, happy and more comfortable at work (Greeshma et al., 2018).

As a manager, it is important to understand that employees’ mental health is a vital tool for successfully running a department while increasing productivity and profits. Treating mental and physical stresses early not only benefits the employees themselves, but it can also save companies a great deal of money and lost productivity. The World Health Organization (2007) recommended certain suggestions for the prevention of work-related stress that managers can apply;

Identify types of stress in the workplace. 

Understand the reasons which lead to stress at the workplace.
Ask employees: What solutions can be taken to prevent these stresses? 
Build policies about stress management appropriately and effectively to handle stress in the company.
Discuss and engage with the staff about the problems of stress, enhance their awareness in the method of working or other related aspects. 
 Perform management standards well to determine the level of stress, and what approaches might be applied to solve the current circumstance. 
 Discuss with other departments in building and applying the resolutions.
Observe and adjust stress management methods following company policies and procedures. 
 Coordinate with managers to promptly detect and help employees who are under stress. 
Establish sustainable policies that can improve employees’ welfare and health.
Throughout the process of planning and implementing the stress-reducing policies, HR managers need to clarify, explain and provide guidance for managers from other departments to ensure the intended results. Out of five Vietnamese leaders and managers participating in the in-depth interviews conducted for this study, four emphasized the crucial role of HR managers in maintaining a balanced interactive framework for systematic stress elimination. Besides, HR managers play a key role in supervising the effectiveness of methods to resolve tensions, providing training on identifying and managing stress for employees through development programs for managers and leaders, as well as giving continuous support to managers and employees in a changing environment, and counselling services to staff when necessary (Smith, 2014).
2.2 THEORTICAL FRAMEWORK

The research adopts the two-factor theory of motivation by Herbeg

Two-factor Theory

The two-factor theory (also known as Herzberg's motivation-hygiene theory and dual-factor theory) states that there are certain factors in the workplace that cause job satisfaction while a separate set of factors cause dissatisfaction, all of which act independently of each other. It was developed by psychologist Frederick Herzberg.

Feelings, attitudes and their connection with industrial mental health are related to Abraham Maslow's theory of motivation. His findings have had a considerable theoretical, as well as a practical, influence on attitudes toward administration (Herzberg, Frederick; Mausner, Bernard; Snyderman, Barbara B. (1959). According to Herzberg, individuals are not content with the satisfaction of lower-order needs at work; for example, those needs associated with minimum salary levels or safe and pleasant working conditions. Rather, individuals look for the gratification of higher-level psychological needs having to do with achievement, recognition, responsibility, advancement, and the nature of the work itself. This appears to parallel Maslow's theory of a need hierarchy. However, Herzberg added a new dimension to this theory by proposing a two-factor model of motivation, based on the notion that the presence of one set of job characteristics or incentives leads to worker satisfaction at work, while another and separate set of job characteristics leads to dissatisfaction at work. Thus, satisfaction and dissatisfaction are not on a continuum with one increasing as the other diminishes, but are independent phenomena. This theory suggests that to improve job attitudes and productivity, administrators must recognize and attend to both sets of characteristics and not assume that an increase in satisfaction leads to decrease in dissatisfaction.

From analyzing these interviews, he found that job characteristics related to what an individual does that is, to the nature of the work one performs apparently have the capacity to gratify such needs as achievement, competency, status, personal worth, and self-realization, thus making him happy and satisfied. However, the absence of such gratifying job characteristics does not appear to lead to unhappiness and dissatisfaction. Instead, dissatisfaction results from unfavorable assessments of such job-related factors as company policies, supervision, technical problems, salary, interpersonal relations on the job, and working conditions. Thus, if management wishes to increase satisfaction on the job, it should be concerned with the nature of the work itself — the opportunities it presents for gaining status, assuming responsibility, and for achieving self-realization. If, on the other hand, management wishes to reduce dissatisfaction, then it must focus on the workplace environment policies, procedures, supervision, and working conditions. If management is equally concerned with both, then human resources managers must give attention to both sets of job factors.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
INTRODUCTION

In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2
RESEARCH DESIGN

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3
POPULATION OF THE STUDY

According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 

This study was carried out to examine administrative stress and modern manager in private business organization using HallMark Bank Enugu State as case study.  Staff from all three  branches of Hall Mark in Enugu Metropolis form the population of the study.
According to preliminary information obtained from Human Resource Manager,  there are not less that 40 staff in the three branches of HallMark Bank in Enugu Metropolis.
3.4
SAMPLE SIZE DETERMINATION

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). 
3.5
SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE


According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.


In this study, the researcher adopted the Yamane (1967) formula for determining the actual sample size from the above noted population. Yamane (1967:886) provides a simplified formula to calculate sample sizes.

Assumption: 

95% confidence level 

P = .5

[image: image1.png]



n = sample 

N = population

e = error margin

n= 40/1+40(0.05)2

n= 40/1+40(0.0025)

n= 40/1.1

n= 36

Therefore, the sample size for this study is 36
3.6 
RESEARCH INSTRUMENT AND ADMINISTRATION

The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section inquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7
METHOD OF DATA COLLECTION

Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8
METHOD OF DATA ANALYSIS

The responses were analyzed using the frequency tables, which provided answers to the research questions. The hypothesis test was conducted using the Chi-Square statistical tool, SPSS v.23
3.9
VALIDITY OF THE STUDY

Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10
RELIABILITY OF THE STUDY

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.12
ETHICAL CONSIDERATION

he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.
CHAPTER FOUR

DATA PRESENTATION AND ANALYSIS

INTRODUCTION

This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of thirty-six (36) questionnaires were administered to respondents of which only thirty (30) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 30 was validated for the analysis.

4.1
DATA PRESENTATION
Table 4.2: Demographic profile of the respondents

	Demographic information
	Frequency
	percent

	Gender

Male
	
	

	
	17
	56.7%

	Female
	13
	43.3%

	Age
	
	

	20-25
	9
	30%

	25-30
	8
	26.7%

	31-35
	6
	20%

	36+
	7
	23.3%

	Marital Status
	
	

	Single 
	19
	63.3%

	Married
	11
	36.7%

	Separated
	0
	0%

	Widowed
	0
	0%

	Education Level
	
	

	WAEC
	0
	0%

	BS.c
	25
	83.3%

	MS.c
	5
	16.7%

	MBA
	0
	0%


Source: Field Survey, 2021

4.2
DESCRIPTIVE ANALYSIS

QUESTION 1: Do small and big business employers undergo studies relating to workers motivational outfit towards their job performance?

Table 4.2:  Respondent to ascertain if employers undergo studies relating to workers motivational outfit towards their job performance.
	Options
	Frequency
	Percentage

	Yes
	15
	50.0

	No
	4
	13.3

	Undecided
	11
	36.7

	Total
	30
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 50.0% said yes, 13.3% said no, while the remaining 36.7% were undecided.

QUESTION 2: Is it true that understandings of manager’s background will assist in achieving effective use to human resources management without stress?

Table 4.3:  Respondent to ascertain if understandings of manager’s background will assist in achieving effective use to human resources management without stress.
	Options
	Frequency
	Percentage

	Yes
	16
	53.4

	No
	5
	16.6

	Undecided
	9
	30

	Total
	30
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 53.4% said yes, 16.6% said no, while the remaining 30% were undecided.

QUESTION 3: Does personality of managers contribute to administrative stress?

Table 4.4:  Respondent to ascertain if personality of managers contribute to administrative stress.
	Options
	Frequency
	Percentage

	Yes
	20
	66.7

	No
	04
	13.3

	Undecided
	06
	20

	Total
	30
	100


Field Survey, 2021

From the responses obtained as expressed in the table above, 66.6% said yes, 13.3% said no, while the remaining 20% were undecided.

4.3
TEST OF HYPOTHESIS 

H0: Does lack of proper management techniques contribute to managers stress in Hallmark Bank.

HI: Lack of proper management techniques contribute to managers stress in Hallmark Bank.
H0: The managers personality trait do not contribute to administrative stress in the organization.

HI: The managers personality trait does contribute to administrative stress in the organization.

H0:  Work load is not  cause of stress in Hallmark Bank.

HI:  Work load is not  cause of stress in Hallmark Bank.

Table 4.5: Does lack of proper management techniques contribute to managers stress in Hallmark Bank.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	15
	10
	5
	25
	2.5

	No
	4
	10
	-6
	36
	3.6

	Undecided
	11
	10
	1
	1
	0.1

	Total
	30
	30
	
	
	6.2


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 6.2 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 6.2 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Lack of proper management techniques contribute to managers stress in Hallmark Bank.

Table 4.6: Does lack of proper management techniques contribute to managers stress in Hallmark Bank.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	16
	10
	6
	36
	3.6

	No
	04
	10
	-6
	36
	3.6

	Undecided
	09
	10
	1
	1
	0.1

	Total
	30
	30
	
	
	7.3


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 7.3 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 6.2 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that the managers personality trait does contribute to administrative stress in the organization.
Table 4.7: H0:  Work load is not  cause of stress in Hallmark Bank.
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	20
	10
	10
	100
	10

	No
	04
	10
	-6
	36
	3.6

	Undecided
	06
	10
	-4
	16
	1.6

	Total
	30
	30
	
	
	15.2


Source: Extract from Contingency Table




Degree of freedom = (r-1) (c-1)






(3-1) (2-1)






(2)  (1)






 = 2

At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.

Findings

The calculated X2 = 15.2 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision

Since the X2 calculated value is greater than the critical table value that is 6.2 is greater than 5.991, the Null hypothesis is rejected and the alternative hypothesis which states that Work load is a  cause of stress in Hallmark Bank.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 SUMMARY

 This study was carried out to examine administrative stress and modern manager in private business organization using Hall Mark Bank Enugu State as case study.  The study investigated if proper management techniques contribute to managers stress in Hallmark Bank. It also examined if managers personality trait does not contribute to administrative stress in the organization. It ascertained if Work load is not  cause of stress in Hallmark Bank.

Survey research designed was employed for the study with the aid of Taro Yamane sample technique was used to select 36 staff from Hall Mark Bank in Enugu state. Well structured questionnaire was issued to the participant of which 30 were returned and validated for the study. Descriptive analysis was presented using frequencies and tables which provided answers to the research question. Hypothesis was tested using Chi-Square statistical toll (SPSS 2.3)

5.2 CONCLUSION

Stress is one of the anxieties of any employee in the modern workplace. If stress exceeds a certain level, it will cause serious consequences to the body, mood and behavior of employees. This study gave a detailed information about issues of workplace stress, including the causes, symptoms and consequences of individual, organization and finance. The research also shows a strong relationship between tensions on the job and influences on the health of staff. Hence, stress could not be completely avoided and can occur at any time. When employees create too much pressure at work by setting many goals beyond their abilities, stress can lead to dangerous effects on themselves and the organization.

Findings from the study revealed proper management techniques contribute to managers stress in Hallmark Bank. It also revealed that managers personality trait does contribute to administrative stress in the organization and also high level of work load is a contributory cause of stress in Hallmark Bank.

5.3 RECOMMENDATION 

From the findings of the study the  researcher therefore recommends that modern managers as well as the human resource departments need to have appropriate strategies and policies to immediately overcome stressful situations to assist individuals to return to a happy life and work effectively to keep the company running successfully.Also, Organizations need to promptly identify individuals who are overly stressed at work and help them make appropriate adjustments to reduce it.modern managers should endeavour to work on their personal trait and leadership style so as not to let it get to them and then putting undue pressure on the employees. Finally there is need for employee of different organization to personally seek for strategies that works best for them in managing work place stress
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QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION

SECTION A

PERSONAL INFORMATION

Gender

Male [  ]
Female [  ]

Age 

25-35 [  ]

36-46[  ]

47 and above[  ]

SECTION B

QUESTION 1: Do small and big business employers undergo studies relating to workers motivational outfit towards their job performance?

	Options
	Please tick

	Yes
	

	No
	

	Uncertain
	


QUESTION 2: Is it true that understandings of manager’s background will assist in achieving effective use to human resources management without stress?

	Options
	Please tick

	Yes
	

	No
	

	Uncertain
	


QUESTION 3: Does personality of managers contribute to administrative stress?

	Options
	Please tick

	Yes
	

	No
	

	Uncertain
	


