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Abstract

Purpose – The purpose of this research project is to explore the association between the psychosocial work environment, psychological contract and employee well-being of Nigerian workers and the implications for workplace health management.

Design/methodology/approach – For the study, a survey questionnaire was used and 283 respondents from various industries across Nigeria responded.
Findings – The results suggest that the psychological contract between the employer and the employee plays an important role in reducing or managing the potential negative impact of psychosocial factors on employee performance, wellbeing and turnover intentions.
Research implications – Research is required to explore and raise awareness in developing countries on the effect of psychosocial work factors, their effects on employee, the organisation and the overall effect on the economy.
Practical implications – To address workplace psychosocial factors from the workplace health management perspectives in developing countries; provide platform for polices on psychosocial risk assessment, monitoring and management in the workplace.
Social implications – provide insight to the level of exposure to psychosocial factors their effect on wellbeing, the section of the population at risk and the industry at higher risk of exposure.
Originality/value – The paper addresses a gap in the literature linking the role of psychological contract with managing the impact of psychosocial work environment factors on employee wellbeing, turnover intentions and performance; the implications for workplace health management in a developing country context.
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Introduction

     Significant changes in the work environment as a result of globalisation, organisational restructuring and rapid technological developments have tremendously affected work demands and also the existing employment relationships in the workplace (EU-OSHA, 2007; Kompier, 2006; Giga and Hoel, 2003).
    The work environment according to WHO (2008), relates to interpersonal and social interactions i.e. organisational attitudes, values, beliefs and practices in the workplace that influences employee health, attitude and behaviours; when not effectively managed, these interactions (psychosocial work factors) in the workplace results in physical, emotional or mental stress to the employees (Fischer et al., 2005). 
      A World Health Organisation publication on psychosocial work environment revealed that employees experiences work-related stress when the work demand exceed their ability to cope (WHO, 2010). These demands may be quantitative, i.e. the extent of work to be done de Jonge et al., 2000()
; cognitive, in relation to the difficulty of the work Lysaght et al., 2008()
, emotional i.e. the ability to show empathy or the inability to show one’s emotions at work Heuven et al., 2006()
; or physical, i.e. high demands in the area of dynamic and static loads (EWCO, 2012). Several studies and systematic reviews has associated psychosocial work environment with work-related complaints resulting in physiological, emotional, cognitive and behavioural outcomes  Bonde, 2008()
;the risks associated with psychosocial work environment are considered as major public health concerns in developed countries (Leka and Cox, 2008) and also in developing and under-developed countries (Kortum, 2007).

      In order to attract and retain workers, most organisations incorporate into their social responsibility and business ethics, strategies and policies that promote employee wellbeing, safety prevention and management Burton, 2008()
. Adherence to such policies reduces undue employee sick leaves, minimizes medical costs and costs associated with high turnover such as training and recruitments; in addition, it also improves work processes, communication, work effectiveness and efficiency.
       However, if there are no policies or intervention strategies in place; the experienced work-related stress can increase staff turnover (WHO, 2007), reduced employee performance (Di Martino et al., 2003), possible loss in revenue from fines, employee litigation and from negative corporate reputation (Leka et al., 2003). Apart from their effects on organisational competitiveness and sustainability, the long term loss of human resources via unhealthy workplace and their corresponding effect on national and regional economies cannot be overemphasized Jain et al., 2011()
.

Effects of psychosocial factors on national and regional economies
     In America, it is estimated that about one million workers miss work due to stress-related illnesses, costing organisations about 602 dollars per employee per year and about 300 billion dollars annually in lost productivity (Willingham, 2008). Across the EU, work related stress accounted for an estimated loss of 265 billion euros annually due to sick leaves, health bills and loss in productivity (Levi, 2002; European Foundation for the improvement of Living & Working Conditions, 2007). In the United Kingdom, about 605 million working days were lost annually as a result of stress related illnesses, costing employers about 571 million euros and the nation 5.7 billion euros according to European Agency for Safety and Health at Work (2002). It is therefore imperative to manage and reduce the effects of the psychosocial work environment on employee wellbeing and their resulting effect on organisational performances; however, the approach adopted varies and depends on the type of organization, resources available and national policies in place Nielsen et al., 2010()
. 
     In industrialized countries, there are general awareness of the effect of psychosocial work environment with policies and frameworks designed to monitor and manage work-related stress in the workplace (WHO, 2005; WHO, 2003). However, in developing countries, the socio-cultural factors outside the work environment like poor living conditions, poor hygiene, general poverty and poor infrastructure has an effect on work related stress awareness and the available resources to control and manage it at both national and state level (ILO, 2004). In addition, the lack of national policies in relation to psychosocial risks and work-related stress makes it difficult for companies of all sizes to put in place effective control strategies to deal with these issues. 

     Nigeria like all developing countries is also experiencing rapid changes across all the sectors of the economy due to globalisation. With a population estimated to be over 162 million, employment to population ratio of 1:52.2 and unemployment rate of 23 percent (NBS, 2012); several individuals accept substandard jobs as a result of high rate of unemployment. The inadequate provision of basic amenities and infrastructure for organisational growth and development has also hindered the business work environment in this sub-Saharan country from responding effectively to frequent changes in the business environment (Akinyosoye, 2010).

Psychological Contract Fulfilment

     This deficit in essential infrastructure in Nigeria has being identified as having both direct and indirect impact on social and economic growth and development (Sanusi, 2012); and affecting employee quality of life (Udjo et al., 2000). The lack of comprehensive policies at national and enterprise level to prevent and control workplace psychosocial risk factors can result in the non-fulfilment of employee’s expectations of a conducive and safe working environment; and have a corresponding effect on employee burnout, anxiety, depression and work and family conflicts (Sanusi, 2012; Parzefall and Salin, 2010).  
    According to Rousseau (2010), the expectations (mutual), beliefs, perceptions, and informal obligations between an employee and the organisation (employer) as a result of existing social interactions in the workplace is referred to as the psychological contract. 

    Several researchers has investigated the association of psychological contract fulfilment with increase in organisational morale, commitment and loyalty (Lemire and Rouillard, 2005), work satisfaction Sutton and Griffin, 2004()
, work-life balance Sturges and Guest, 2004()
, job security (Kramer et al., 2005), motivation (Lester et al., 2001) and stress reduction Gakovic and Tetrick, 2003()
.

     The non-fulfilment of the psychological contract has been linked with workplace culture transformation, job insecurities, job dissatisfaction and poor health (Hellgren, 2003). The non-fulfilment (breach) of the psychological contract was also associated with lack of commitment (Othman et al., 2005), employee turnover Sturges et al., 2005()
 and low performance (Lester et al., 2002).

    Psychological contracts have mainly been researched in an employment context (pay rise and fair treatment) however this research will explore from the psychosocial risk context. Therefore, the psychological contract from the workplace psychosocial factor perspective is mutual expectations about workplace hazards and risks that are derived from societal and organisational influences or legal requirements (Friend and Pagliari, 2000; Skinner, 2001). 

      In addition, studies have shown that perceived commitment to workplace safety has been found to significantly predict non-safety related employee attitudes and behaviours, such as job satisfaction, organizational commitment, and work performance (Michael, Evans, Jansen and Haight, 2005).
    The aim of this research project is to explore the association between the psychosocial work environment, psychological contract and employee, performance, well-being and turnover intentions of working class adults in Nigeria. To raise awareness and provide evidences of the effect of psychosocial factors on employee wellbeing; and the industry sector and age group with high risk of exposure.
Hypothesis

H1: The psychological contract will have a mediating effect in the relationship between psychosocial factors and employee performances.

H2: The perceived trust climate in the work environment as a result of the psychological contract fulfilment will improve the level of wellbeing and reduce employee turnover intentions.

H3: Age, years of employment and the nature of the industry will have close interaction with the psychological contract, the psychosocial work factors and employee wellbeing.
Methodology

Participants and procedures

     In other to evaluate the association between the psychosocial factors, psychological contract and employee well-being of working class adults in Nigeria, participants were recruited from various industries in the Nigerian economy; only mature adults (from age 20 and above) in full time employment (either public or private sector) were selected for this research. The contact person in the various industries were briefed on a one-to-one basis on the purpose of the study and asked to ensure the anonymity of the respondents and the confidentiality of their responses. These contact persons were also given the discretion to identify and distribute the questionnaire to respondents who fell under the inclusive criteria in their firm. A total of 283 valid responses were returned from 16 industries in Nigeria.

Measures

     Independent, dependent and mediator variables were measured using previously published scales to collect data relevant for the study. The following psychosocial work environment factors of the short version Copenhagen Psychosocial Questionnaire (Krinstensen et al., 2010) were measured: quantitative demands, emotional demands, influence, possibilities for development, degree of freedom at work, meaning of work, predictability, quality of leadership, social support, feedback, social community at work. In addition, three outcome variables from COPSOQ were also measured: commitment to the workplace, job insecurity, and job satisfaction. For most items, five response categories were used either with intensity (from ‘‘to a very large extent’’ to ‘‘to a very small extent’’) or frequency (from ‘‘always’’ to ‘‘never/ hardly ever’’).

The psychosocial factors were grouped under four scales: Demand at work (Cronbach’s alpha = 0.40), Work Organisation and Content (Cronbach’s alpha = 0.84), Social relations and leadership (Cronbach’s alpha = 0.85), Person-work interface (Cronbach’s alpha = 0.42), Values at the workplace (Cronbach’s alpha = 0.83). Most of the scores had an acceptable scale reliability except Demand at work and Person-work Interface with original reliability of 0.68 and 0.75 respectively, however the Psychosocial work environment  (short version) questionnaire with 39 items has an acceptable combined scale reliability of Cronbach’s alpha (α) = 0.83.

       Psychological Contract Fulfilment was measured using a 7 item (Cronbach’s alpha = 0.72) 5-point Likert-type scale with responses from ‘Not at all’ to ‘a great extent’ were used. The items comprising these scales were amended from Rousseau (2000) Psychological Contract Inventory; this approach was taken because the study anchors on employee loyalty and commitment in the workplace and its interactions with workplace factors. The scale however had an acceptable scale reliability of α = 0.85.

      For the general wellbeing measure, studies indicates that the worn out scale shows at least equal reliability and external validity as the tense and uptight scale and more consistent relation with other non-health measures within the workplace (Cox et al., 2000a). The short version of the general Well-being Questionnaire with a 5-point Likert response scale (0 = never, 1 = rarely, 2 = sometimes, 3 = often, 4 = all the time) was used Cox and Griffiths, 2005()
. The 12 item worn out scale used has a score reliability of 0.895.
      Three (3) items turnover intention scale adapted from Michigan Organizational Assessment Questionnaire (Cammann et al., 1979) was used to measure employee turnover intention and level of satisfaction with their workplace. Responses were recorded on 7-point Likert scaling (strongly disagree to strongly agree; not at all likely to extremely likely) with Internal consistency of 0.83). However, for this study the score reliability was 0.636; Item 3 has a higher mean and standard deviation than the item scale mean, if deleted the scale will have a resulting alpha of 0.848.

      Individual Job performance was measured using the adapted World Health Organization self-report Health and Work Performance Questionnaire (HPQ).  Ideally the best way to measure work performance is by an objective performance based assessment; however, most performance test measure ability rather than actual performance and there is the difficulty in applying industry specific performance measures across different sectors. Therefore, because workers are better positioned than to recognise work performance relevant to their particular industry, the self-reporting approach is a more feasible tool to measure individual performance (Kessler et al., 2003).

Simple scoring response scale from 0-10 with Cronbach’s alpha (α) of 0.79 were used to rate overall work performance during the past four weeks; in which 0 is defined as the “worst possible work performance” a person could have on this job and 10 is defined as “top work performance” on this job. 
     The Socio-Demographic Information section included 4 questions to collect information on gender, age, length of employment and industry classification of each respondent.
Data Analysis Procedure
    All analyses were conducted using IBM SPSS statistics version 21.0, with descriptive analysis made of all the variables in the study. A correlation matrix was used to examine the significant relationships between the independent variable and the dependent variable after which a hierarchical regression analysis were performed separately for the three outcome variables (performance, wellbeing and turnover intentions); to examine their relationship with between the independent variable and the control variables.
    The variables were entered in three steps; the control variables were entered in the first step, the independent variable was added in the second step, the predictor variable was added in the third step. 

     According to De Lange et al. (2004), women are suggested to be confronted with more stress than men while older people experiencing more distress in the workplace compared with younger workers. Therefore, we controlled for age, gender and length of employment in the regression analysis (Kauppinen et al., 2003).

     The multicollinearity among all study variables was examined and found to be at an acceptable level for the planned analyses (all VIF values well below 10 and tolerance statistics all well above 0.2), all the measures used were validated and “Exclude case list-wise was used to account for missing data. 
Results

   The present study is based on results drawn from a sample of 283 valid returns; the descriptive statistics of these respondents indicated that 47.7% were men and 52.3% were women with ages between 20 and 30 (18%), 30 and 40 (43.8%), 40 and 50 (28.6%) and above 50 (9.6%). Most of the respondents are from Banking (40.3%), Public Sector (21.9%), Health Care (14.1%), Support Service (6%) and other sectors (17.7%) with 35.3% employed for more than 6 years, 21.9 % between 4 and 6 years, 31.4% between 1 and 3 years and 11.3 % were employed for less than a year.

	
	Variable
	1
	2
	3
	4
	5
	6
	7
	8
	9

	1
	Age
	
	
	
	
	
	
	
	
	

	2
	Turnover Intention
	-.232**
	
	
	
	
	
	
	
	

	3
	worn out
	-.201**
	.272**
	
	
	
	
	
	
	

	4
	Performance
	.267**
	-.159*
	-.340**
	
	
	
	
	
	

	5
	Demands at Work
	-.020
	.154*
	.245**
	-.087
	
	
	
	
	

	6
	Work Org. & Content
	.147*
	-.328**
	-.294**
	.227**
	.024
	
	
	
	

	7
	Social relations
	.073
	-.310**
	-.331**
	.201**
	-.068
	.616**
	
	
	

	8
	Person-work interface
	-.080
	.178**
	.131
	-.040
	.283**
	.006
	-.018
	
	

	9
	Values at the Workplace 
	.108
	-.369**
	-.237**
	.173*
	-.130
	.409**
	.613**
	-.173*
	

	10
	Psychological Contract
	135*
	-.327**
	-.288**
	.187**
	-.087
	.327**
	.309**
	-.024
	.231**

	Note: N=218; *ρ<0.05, **ρ<0.01


    From the descriptive analysis of the responses provided, 14.2% of the respondents reported exposure to undesired sexual attention in the workplace; with 32% of these attentions from colleagues, 18% from managers/supervisors and 16% from clients and customers. The exposure to threats of violence in the workplace were reported by 19.6% of the respondents; with 67% of the threats from clients and customers and 32% from managers/supervisors and colleagues in the office. 13.8% of the respondents reported exposure to physical violence in the workplace with 76% of the threats from clients and customers while 23% are from managers/supervisors and colleagues. 
     Exposure to bullying at the workplace was reported by 25.5% of the respondents with bullying from managers accounting for 55% of the experiences and colleagues and clients accounting for about 36% and 5% respectively. 
     Table I above shows the inter-correlations among the predictor variables, the independent variable and the outcome variables. From the Table, the outcome variable performance were significantly positively associated with the age of participants (β=0.267, ρ=0.01), psychological contract (β=0.187, ρ=0.01), and psychosocial work factors (work organisation content (β=0.227, ρ=0.01), social relations and leadership (β=0.201, ρ=0.01) and workplace values (β=0.173, ρ=0.05)); the worn out variable was significantly negatively associated with age (β=-0.201, ρ=0.01), psychological contract (β=-0.288, ρ=0.01), work organisation and content (β=-0.294, ρ=0.01),, social relations (β=-0.331, ρ=0.01), and workplace values (β=-0.237, ρ=0.01), it also was significantly positively associated with demands at work (β=0.245, ρ=0.01). The turnover intention variable was also negatively associated with age (β=-.232, ρ=0.01), psychological contract (β=-0.327, ρ=0.01), work organisation and content (β=-0.328, ρ=0.01), social relations (β=-0.310, ρ=0.01) and workplace values (β=-0.369, ρ=0.01), it was however positively associated with demand at work (β=0.154, ρ=0.05), and person-work interface (β=0.178, ρ=0.01). 

All the outcome variables were significantly associated with each other with performance negatively related wellbeing (β=-0.340, ρ=0.01) and turnover (β=-0.159, ρ=0.05) while worn out and turnover intention was positively related (β=0.272, ρ=0.01).

    The results of the multiple hierarchical regression analyses shown in Table II below for the entire outcome variable indicated that the demographic covariates accounts for 5.1%, 5.8% and 5.3% of the variability for performance, worn out and turnover intention respectively. The coefficient associated with the observed variations for performance were significant (age: β=0.208, ρ=0.01) and (years of employment: β=-0.120, ρ= 0.05); only the age of the participants had a significant association with the variations in the worn out and turnover variables (β=-0.184, ρ=0.01; β=-0.159, ρ=0.05) respectively.

     The psychosocial work environmental factors (independent variables) accounted for an additional increase in the observed variations for the outcome variables in model II; the cumulative effect accounted for 16.7%, 21.6% and 15.8% of the variations in the performance, worn out and turnover intention variable respectively, representing an increase of 9.5% (performance), 15.6% (worn out) and 10.5% (turnover Intention) in the outcome variables.
	Outcome Variable

	Performance

	Worn Out

	Turnover Intention

	
	Variables

	R2
	β

	R2
	β

	R2
	β 

	
	Model I

Control

Age

Years in employment

Gender

	.051**

	.208**

-.120*

.058

	.058**

	-.184**

.074

.092

	.053**

	-.159*

-.015

-.063

	
	Model II

PSWE 

Demands at Work

Work Org. & Content

Social relations

Person-work interface

Values at the Workplace
	.167**

	-.127*

.193**

.025

.014

.072

	.216**

	.186**

-.119

-.190*

.050

.005

	.158**

	.028

-.116

.031

.068

-.199**

	Table II. Hierarchical

Multiple Regression Analysis testing the predictive relation between the psychological contract and the outcome

variables 


	Model III

Psychological Contract

	.185*

	.147*

	.237*

	-.158*

	.177*

	-.153*

	
	Dependent Variable: Performance,  Worn Out and  Turnover Intentions

Note: N=273, 220 & 274 respectively; *ρ<0.05, **ρ<0.01
	
	

	


     The variations in the individual performances (N=218, x=8.1,sd=1.46) were strongly associated with the demands at work (β=-0.127, ρ= 0.05) and the work organisation and content (β=0.193, ρ=0.001); the worn out variables (N=218, x=16.57,sd=7.04)  were also associated with the demands at work (β=0.186, ρ=0.001) and the social relation and leadership in the workplace (β=-0.190, ρ= 0.05); however the turnover intentions (N=218, x=11.6,sd=4.8) was only associated with the values at the workplace (β=-0.199, ρ=0.001).
    The psychological contract in the model III accounted for an increase in variability of 2.4%, 2.1% and 2.1 % for performance, worn out and Turnover intention; significantly predicting about 18.5% (performance: β = 0.147; p<.05), 23.7% (worn out: β =-0.158; p<.05) and 17.7% (turnover intentions: β = -0.153; p<.05) of the variations of the outcome variables. It is therefore a predictor of the three outcome variables. Therefore, hypothesis H1 and H2 are supported. 
    However, the result also implies that there are other factors or variables that influence or predicts employee individual performances, their wellbeing and the turnover intentions not investigated in this study.
	Industry
	Banking
	Health Care
	Public Sector
	Support Services

	Mean (Norm =15.87)
	15.69
	17.65
	22.55
	17.18

	Standard Deviation Sd=7.069
	7.34
	4.46
	7.33
	6.37

	Age Distributions
	20-30
	30-40
	40-50
	50 & above

	Mean
	17.76
	17.65
	16.00
	12.05

	Standard Deviation Sd=7.069
	6.05
	7.36
	7.03
	5.97

	Years in employment
	Less than a year
	1-3 years
	4-6 years
	6 years and above

	Mean
	17.04
	16.69
	18.13
	15.57

	Standard Deviation Sd=7.069
	7.99
	6.41
	8.78
	6.13


The descriptive analysis of the general wellbeing (worn out) score (N=220, x=16.66; Sd=7.069) were compared to the Cox and Gotts (1987) norm data for professionals (N=711, x=15.87; Sd= 8.46); the worn out score mean was higher compared to other professionals with a smaller mean deviation or spread in the worn out experiences. The industry general wellbeing score (see Table III) indicates a mean score and mean deviation for the industry a higher number of respondents (to achieve a better representation) namely; Banking, Health Care, Public Sector and Support Services.
   The Banking had the lowest mean score of 15.69 when compared to other mean worn out score of other professional; the health care and support services had mean scores of 17.65 and 17.18 respectively while the Public sector had the highest mean compared to the norm data of other professionals (x=22.55).
     The analyses of the worn out experiences (see table III) across the sample age distribution compared with the norm data indicates that the ages from 50 and above had the lowest mean score compared to the norm data (x=12.05); respondents with age group 20-30 and 30-40 had mean scores of 17.76 and 17.64 with mean deviation of 6.05 and 7.36 respectively while those within the age group 40-50 had mean score of 16.

    The result from table III indicates that respondents in employment for more than 6 years has worn out experience mean score of 15.57 which is lower than the mean norm score of other professionals in the norm data; while those employed less than a year, between 1 and 3 years and 4 and 6 years had a mean score of 17.04, 16.69 and 18.13 respectively.

The findings suggest that compared to other professionals, the employee samples under review are at a higher risk of being worn out. Furthermore, respondents employed in the Public Sector compared to the norm data and other industries under review, are at a higher risk of worn out feeling. In addition, those within the ages of 20 and 40 years and employed for 4-6 years have the tendency to experience a higher rate of worn out compared with others, supporting hypothesis H3.

Discussion

    In this study, we intended to explore the association between the psychosocial work environment, psychological contract and employee well-being of working class adults in Nigeria; also provide evidences of the effect of psychosocial factors on employee wellbeing with emphasis on the industry, age group and the length of employment.

   We found that the level of performance in the workplace has a significant positive correction with some of the psychosocial factors; the finding suggests that employees’ perception of the opportunities available in their workplace for personal growth and development, the meaning attached to individual task given, the level of influence exerted at work and the reward system available for employees like the pension scheme, medical scheme, loan schemes and profit sharing positively influences the level of performance in the workplace (Giga and Hoel, 2003).

  In addition, the benefits attached to working in an organisation like image, social recognition and respect can positively influence employee performance (Snieska and Simkunaite, 2009).

    Findings suggest that the quality of leadership reflected in the leadership style, employee support system, the organisational culture, staff training and development and staff involvement in decision making; can reduce work related issues  like role ambiguity, role conflicts and low influence at work (Cox, Griffiths and Rial-Gonzalez, 2000) which improves employee performances. In addition, the relationship between employee wellbeing and social relations and leadership reveal that the extent of social support from supervisors in the workplace can also provide undue work stress and affect employee wellbeing 
 ADDIN EN.CITE 

(Arnold et al., 2007)
. 
    Arnold and Dupre (2012), associated social relation and leadership (i.e. the social support from supervisors) having a direct effect on fatigues and worn out feeling; with the poor infrastructure across all the sectors of Nigerian economy (Sanusi, 2012) , the extent of support received can increase wellbeing (reduce the workload), have a positive effect on job satisfaction Dupré and Day, 2007()
 and increase performances (Tucker et al., 2008).

     The financial burden from the extended families on those working as a result of the high level of un-employment in a developing economy can really be challenging. With the results from the study showing positive correlation with general wellbeing and demands at work; the perception of excessive work-pace and high emotional demands at work in addition to family demands, have an impact on employee performance and wellbeing. Adopting a flexible working schedule, home working or role sharing in the Nigeria industries can improve reduce employee workload stress and improve employee performances Almer and Kaplan, 2002()
.

      From the results, the Psychological contract i.e. the level of the social interaction existing between the supervisor and the employee have be found to be associated with increase in employee performance; reduction in employee worn out experiences and reduction in the turnover intentions (Frese, 2000). With the psychological contract often defined in form of rewards systems in an organisation, level of autonomy given to staff, possibility of personal development provided by the organisation and work meaning (Venter, 2003; Bendix, 2005). The fulfilment of this psychological contract by an organisation will increase organisational commitment Coyle-Shapiro and Kessler, 2000()
 and have a corresponding impact on performance Conway and Briner, 2005()
.

      When an organisation provides a workplace climates that encourages social support from colleagues and supervisors, the provision of adequate information and employee involvement in decision making and effective leadership; the negative effect of the demands at work on employee wellbeing can be reduced by the fulfilment of employee expectations. Psychological contract has been associated to the level of trust and fairness in the workplace (Guest and Conway, 2002); a workplace climate that encourages trust in management and management policies and where conflicts are also resolved fairly will reduce the rate of turnover.

      The low value or meaning of work, lack of task varieties, uncertainty, lack of opportunities for development, high attention demands, conflicting demands and insufficient resources normally associated with the public sector can be justified as the source of their high level of stress compared to other sectors under review; this agrees with Cox, Griffiths and Rial-Gonzalez (2000) research on hazardous job contents and conditions in the workplace.

      In addition, the lack of training and career development may also be a source of stress, coupled with the job insecurity as a result of lack of professionalism in these sectors or opportunities of getting new jobs can also result in poor performance and job dissatisfaction and ill health.

    The major banking sector reforms in the past 7 years and the constant restructuring, acquisitions and mergers in the Nigerian banking sector has also increased the level of job insecurity, redundancies and uncertainties about the future coupled with the high work-pace and clients demands associated with the sector. Leka and Jain (2010) further explained that these conditions in the workplace could lead to excessive stress and affect employee performances. The uncertainty in the banking industry, reduced organisational fairness and poor work distribution has eroded the trust climate in the workplace resulting in increase in the rate of turnover in the banking industry.

     With the each industry classified into class and high distinctions between managers, supervisors and subordinates, the close office as opposed to open lay-out can have an effect on effective communication, social support and effective supervision in the workplace; which might affect the psychological contract fulfilment and corresponding effect on wellbeing. De Croon et al., (2005), further explained that working in open workplace (layout) can reduces privacy and job satisfaction, worsen interpersonal relationships and intensify cognitive workload. However in a country like Nigeria, where essential infrastructure like power and communication are minimal, the open office plan can facilitate office integration, improve communication and increase individual performances. Since the workplace is predominantly family oriented, an open office might improve interpersonal relationships and increase social support even in the workplace.

Therefore, various human resources policies and programs designed to promote wellness and performance have hinged on employees interactions at the workplace with clients, colleagues and supervisors and also provide awareness on how this social interactions in the workplace can reduce losses incurred from sick leaves, absenteeism and even litigation due to antisocial behaviours in the workplace (Pate et al., 2000; Tabanelli et al., 2008).
      Employees from the study clearly react to the demands (emotional, quantitative and of work-pace) at work, level of influence at work, the possibilities of advancement and the rewards systems in place in addition to the social relations existing in the work place and the workplace values and this in turn impacts their health and wellbeing. The results suggest that the psychological contract between the employer and the employee plays an important role in reducing or managing the psychosocial work environmental factors which can affect wellbeing (Hellgren, 2003). 

Limitations

    The major constraints during this research was the time frame; a cross-sectional approach was adopted for the research however it was not effective in providing a representative number of individuals employed and sectors available in the country.  However, it provides a basis for further research on the effect of psychosocial work environmental factors on employee performance, health and wellbeing and the effect on the national productivity. 

Future Research

   Further industry specific research focusing on the effect of workplace features like open plan on employee performance, health and wellbeing should be carried out in Nigeria and other developing countries. In addition, the application of psychological contract fulfilment in psychosocial risk management framework (assessing, monitoring and managing) in Nigeria and developing countries should be studied.
Conclusion

   In the current global economic environment, organisations are continually designing and implementing initiatives to strategically enhance the performance of their organisations and employees. However, some of this initiative does not consider the effect of workplace features, processes, changes and designs on employee health and wellbeing.

      The results indicate that the psychological contract between the employer and the employee plays an important role in reducing or managing the psychosocial work environmental factors, which in turn affects wellbeing. 
    The findings suggest that compared to other professionals in the norm for mixed population, the employee samples under review are at a higher risk of being worn out. Furthermore, respondents employed in the Public Sector compared to the norm data and other industries under review, are at a higher risk of worn out feeling. In addition, those within the ages of 20 and 40 years and employed for 4-6 years have the tendency to experience a higher rate of worn out compared with others
    An understanding of the impact of workplace initiative on employee expectations and their corresponding effect on employee performance, wellbeing and turnover intentions can be a source of competitive advantage in a changing business environment.
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