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Abstract

This study investigates the buffering effects adfical life event, organizational climate and sd@apport on
Subjective Well-Being (SWB) of Bank workers. Fivanured and forty bank workers participants (meam ag
35.4) selected from 108 banks through stratified simple random sampling techniques from the 1&tseial
districts in the six states (Ogun, Oyo, Osun, OrHkiti, Lagos) of Southwest Nigeria. Four instrungn
subjective happiness scale, impact of event soatgnizational climate descriptive questionnaire &uke-
UNC functional social support questionnaire, weikized for data generation. The data collectedengnalyzed
using multiple regressions (stepwise) and t-testistics. Findings showed that the three predivtmiables
(critical life event, organizational climate andccsd support) combined and individually, predictbé criterion
variable (SWB). Finding also indicated that critiife event was the most potent contributor to pinediction of
SWB of bank workers. The implications of these iimgs$ for the government, policy makers and empleydr
labour, who may be interested in effective funatigrand general well-being of workers, were disedss
Keywords: critical life event, organizational climate, sd@apport, subjective well-being, bank workers.

I ntroduction

The economic development of a nation is directlindirectly dependent on the various economic jsiput in
place by the various tiers of government and thitiged-will of those saddled with the responsibés of
implementing these policies. However, among thdihgavailable tools for impacting economic poligief any
government the world over, are the various findriostitutions that are established in such natimy problem
in the financial institutions is definitely going &ffect other sectors of the nation particulanky business sector.
This is why there is always a central coordinatimg that regulates the activities of all finandiadtitutions of
any nation to ensure that all is well with the sect

One of the vibrant financial institutions in Niggrioday is the banking industry and it is able tmpete
favourably with oil producing companies in the $tanarket. The banking sector has indeed grown twer
years moving from liquidation to the building offong financial base by meeting up with the retedipation
demands of the central bank of Nigeria (CBN). Tleetar has grown this while to attain this height of
achievement as a result of its workforce (Hassamdeeko, 2003). For any organization to flourishe th
workforce plays a very important role (Levy, 2008abekoje, 2003). One of the main contributors t® tise
and fall of any organization or institution is tbemmitment, efficiency and efficacy of the workéHassan et
al, 2003). It should also be emphasized that fertorproduce results, to perform a task as expectddvithout
waste of time, money or other resources and &iticstall and committed to doing the job, the virdlng of the
person is of utmost important (Mabekoje, 2003).

Defining the concept of well-being has been a gdediate among scholars. There are two relativelyndt but
overlapping perspectives on what constitute weilpeThe first reflects the view that well-beingnsists of
pleasure or happiness. This viewpoint has beerlddid@edonism (Kahneman, Diener & Schwarz, 1999¢ Th
hedonic viewpoint equated subjective well-being EWith happiness which was defined as more pasitiv
affect, less negative affect and greater life &adt®on (Diener & Lucas, 1999). In contrast, thewme view
reflects well-being consists of more than just haegs. This viewpoint has been labeled eudemonism
(waterman, 1993); and it conveys the idea that-teithg consists of fulfilling or realizing one’sug nature
(waterman, 1993). The eudemonic viewpoint focusespsychological well-being, which is defined more
broadly in terms of the optimal psychological ftioging of the person; and has been operationab#iber as a
set of six dimensions (Ryff, 1989), as happiness pheaningfulness (McGregor & Little, 1998), oraaset of
wellness variables such as self-actualization atadity (Ryan & Deci, 2001). However, despite digent views
over definitional and philosophical issues, the tparspectives have tended to ask different questard
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complement each other, providing a comprehensigrig that relate to the nature and promotion dfness
even though they are overlapping.

SWB from these two perspectives centres on peaplalsiations of their lives — including cognitivedlgments,
such as life satisfaction; and affective evaluaiqgmoods and emotions), such as positive and mnegati
emotional feelings. In other words, it is concephgal as the mixture of positive and negative affethat
represent the general sense of well-being we havelation to our life. Analyzing this definitioruither, life
satisfaction is often thought to relate most sthpig the cognitive component, involving evaluasoof specific
life domains such as work, family, leisure, healfiinances, self and one’s group relationships (Cumm
Gullone & Lau, 2002; Cummins & Nistico, 2002; Dien®ishi & Lucas, 2003). The constructs used métsino
to measure the affective component of SWB are ipeséind negative affect (Diemer, 2000), which refer
emotions such as joy and happiness or anger andHeaple are said to have high SWB if they aresfoad
with their life-conditions, and experience frequpositive emotions and infrequent negative emotions

The scientific study of SWB has shown increasintgriest over the last decades as psychology mowed fr
radical behaviourism and emphasis on negative.sRe#eearchers seem to have come to the realizthtain
happiness and life satisfaction are major goalsniost people. Research light, particularly in tfv@orld
country, where people seem to contend with theityealf under-developed, or developing economy is
continuously upon factors that keep one from bealegressed and factors that lead one to becomingdela
Emphasis is placed on understanding the processied wnderlie happiness, coping efforts, and digijpos.
The motivational factor behind the relatively rec@mreasing research interest in employees’ weil is the
realization of the central role human factor playthe growth and development of any organizatiod the fact
that elegant structure and automated equipment mgedodern firms are quite unproductive excepthfioman
effort and direction (Levy, 2006).

In quality of life research, especially in develogicountries, one new direction was to includeaamnditions
along with research into physical conditions. Redsers have realized the fact that it is importantook at
both people’s social and physical living conditidmscause, presumably, people’s social relationkinviand
outside their place of work or social contacts,amigational climate and health influence their sabye
feelings of well-being (Argyle, 1999; Baumeister l&ary, 1995); the research on it is inconclusivee T
objective indices are often not strongly associatgth subjective feelings of well-being (Argyle, 99,
Cummins, 1996; 2000; Diener, Suh, Lucas & SmittQQ9For instance, there are people, who despitdaitt
that they lack important resources such as a phidijll feel fairly satisfied with their lives. Thsimply points
to the fact that people are much more active irptiegluction of their own SWB than is generally ased. They
have multiple ways of realizing well-being; that they have buffers and they can substitute onenméar
another. The question that must be answered thehich means are more essential (i.e. less sutadilg) than
others. The question posed by the present studiish of critical life event, organizational clineatind social
support will be most potent in determining the SWfBbank workers in Southwest, Nigeria.

Bank workers suffer greater levels of stress thamparable occupational groups. Time pressures,ssixee
demands, role conflict, ergonomic deficiencies, gazurity and relationship with customers are paldrly
common stressors amongst employees in the finaseialices sector (Graca & Kompier, 1999, Toivanen,
Lansimies, Jokela, & Hanninen, 1993). The physicad emotional well-being of professionals that ioighe
economic status of the society and indeed the matiiture wealth, in all its guises is an all innfamt issue.
The agony which bank workers go through in the basfdarmed bandits who maim, torment and most pften
stifle lives out of their victim is one of many ftical life events that may affect the SWB of bankrkers
particularly in the % world country like Nigeria where incidence of bardbbery is a regular feature of the
economy. Some of the bank workers that are luckgstape the cold hand of death through this arraedits
might never fully recover from the shock and thanpathers might be able to return to the lives/theere living
before the event had occurred. Some experienceshamay a long-lasting impact on a person’s mentdl an
physical health, while others exert only a shomrténfluence (Brom & Kleber, 1989; Diener, 2000;das,
Clark, Georgellis & Diener, 2003). And unless thellvbeing of individual bank workers is improvedamp
which has to do with being satisfied with their jabey are not likely to perform effectively, artist has far
reaching economic and social consequences fortfen8d nation like Nigeria.

Life events refer to internal and external stimihiat cause some changes in our daily lives. Acagrdo
Hooyiman and Kiyak (1999), life events may be pesitor negative, gains or losses, discrete or nantis.
Examples of internally created events include ckang eating or sleeping habits and the effecta offironic
disease such as arthritis or diabetes. Externailiaied events might include starting a new jalsjig one’s job
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or retirement etc. McAndrew, Akande, Turner andr8taa(1998) conceptualized life events as daily éepees
that changes someone’s lifestyle that can rangen froinor adjustments in daily routine, to a major
reconstruction of self identify. The degree of gmlogical well-being caused by a particular everthbught to
be a direct function of the amount of life chanigattoccurs in response to that event (Johnson &Wid@on,
1980; Swearingen & Cohen, 1985).

Several terms are used interchangeably in liteeatuidescribe an occurrence that is “critical’this paper, the
world “critical” is used to describe all traumaggperiences and stressful life events. Random Hdledaster's
College dictionary (2001) defined trauma “as angnahing or distressing experience causing a diatwd in
normal functioning”. According to Tedeschi and Galh (1995), the word “trauma” indicates that anntve a
shock — something unexpected and sudden in addiidreing unforeseen. There are several other riathat
contribute to event being traumatic; for instarpexceived lack of control over an event can seovinake an
event traumatic (Tennen & Affleck, 1990). Loss of/éd ones through death, divorce or separationpmaj
illness, economic hardship, incidence of armed eophattack and natural disasters can cause people t
experience powerlessness and are therefore ligadhidllenge SWB (Tedeschi & Calhoun, 1995).

Many studies, have established the fact that baoikevs experience daily hassles such as drivingeavy
traffic, arguing with a co-worker, heavy workloagtxual harassment (Collinson & Collinson, 1996¢jdance
of robbery attack (Chappell & Dimartino, 2000) edod Nigerian bank workers could not be an excaptcall
these. Stressful life events such as those meuwtiaheve can have detrimental effects on workerfopaance
and SWB. Physical effects of such events on emplsywell-being include migraine, coronary heartedise,
ulcers, depression and depression (FSU, 2002).

Although, the exact effects of major life event®WB of individuals have been a subject of greatrowersy
among scholars. The literature has been highlynisistent on the short and long term effects of méje
events on SWB. While some established the factrttaor life events influenced individuals SWB levelthe
short-term and that the effects diminished in l&san three months or there about. A commonly used
explanation for this finding is adaptation (Dien2000; Lucas, Clark, Georgellis & Diener, 2003).afsthtion
level theory asserts that although extremely pleasaunpleasant events may affect one’s SWB tearppibut
the effects wear off overtime. However, the theloag been contradicted by evidence indicating teapfe do
not adapt so rapidly (and completely) to all ciratamces. For instance, Stroebe, Stroebe, Abakoikéh
Schut (1996) found that people who lost their parteported a high level of depression even after(R) years
compared to those who did not lose their partrgus.as inconsistent as literature seems to be @shirt and
long term effects of critical life events on SWB widividuals, there is consensus on its generadcesf
However, there is paucity of research efforts iis thirection on workers in the banking sector, ipafarly in
developing nation like Nigeria. And when viewed iagaithe backdrop that critical life events suctdasing in
heavy traffic, heavy workload, incidence of armebbery attack are becoming regular features ofydiéd in
Nigeria particularly in urban cities such as Lagimdan, Abeokuta etc and the fact that such dtriesgents
can have detrimental effects on workers performarae result in decreasing organizational perforraaaved
productivity generally (Levy, 2006; Nguyen et aD03), it becomes imperative, to determine the edagtee or
extent to which critical life events affect the SV@Bworkers particularly bank workers in Southwhiégeria,
who seem to be most vulnerable among other ocan@tgroups in Nigeria.

Another issue investigated by the present studhascentrality of organizational climate to work&®B. In
recent years, a badly designed workplace had bmmorted to have a major influence on the physiealth of
employees working in the financial services sed{Beifart, Messing & Dumais, 1997). Consequently,
organizations of all kinds have begun to pay camrsidle attention to their organizational cultured alimate
because it is widely recognized that the informainms and perceived atmosphere of an organizatignmake
some individuals feel accepted and welcome and®tharginalized or not taken seriously (Levy, 2006)

Organizational climate as a construct refers tgpireeption of employees about their organizatidrich are in
turn linked to attitude formation and thereforeeafs employee motivation, job satisfaction, pradity and
physical health (Seifart, Messing & Dumais, 199i)other words, Organizational climate relatesrtplyees’
perceptions about the workings of an organizatiorterms of structure — the number of rules, podicoe
procedures, responsibility and the degrees of amgran employee has to do his / her job, the ratiogrgiven

for a job well done, the sense of congeniality gratvails in the organization, the communicatiotigra and the
support employees enjoy from one another, and ftben employers. Each of these climate consideration
influences the perception of employee’s satisfactipan organization (Clark, 2002; Levy 2006) Origational
climate can either be described as challengingsshnl, overloaded, hectic, competitive, and burestic or
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otherwise. Work environment that is stimulatinggthiin morale, caring and cooperative with supperiio-
workers and management and allow individuals taese responsibility and listen to ideas are conduto
satisfy employees. James, James and Ashe (1938} steat in meaningful work environments “individkia
respond emotionally to environmental attributesaasunction of the significance that such attributee
perceived to have for personal well-being” (p.40-84

From the available literature (Clark, 2002; Jandespes & Ashe, 1990; Levy, 2006; Seifart, MessinQ#nais,
Cooke & Rouseah, 1998), organizational climate draat influence on employees’ job satisfaction, inadion
and physical health among others. However, therdearth of local research, particularly, in Nigerighe
present study therefore attempts to establishsthetecontribution of organizational climate to {mediction of
bank workers’ SWB.

Although SWB is an internal state, it is affectgddxternal factors. Some influential external fastapart from
those already addressed by the present study eicledonomic stability, interpersonal and intimate
relationships, and perceived social support (Bro&ghrame, 2004; Brough & Pear (nd); Brouwers, Eyé&s
Welko, 2001). Sanderson (2004) defines social supgmthe presence or amount of social relatiosshipe
perception of available assistance and the reddipissistance. Social support is a care resouiectn be
received from family, friends, colleagues, and tieare personnel (Laakso & Paunonen — Ilimonen2200
Social supports is thought to enhance life by angaa sense of well-being, a sense of belongind,aasense of
hopefulness.

In recent time, research focus has been on idémgifthe risk factors predisposing individuals toess and
optimal coping strategies (e.g. Cooper, Dewe & @5€bll, 2001; Guppy, Edwards, Brough, Peters-B&aie

& Short, 2004). However, recent research findingggest that the potential moderating role of speeibrk-
related variables in the occupational stress-sfpaitess requires renewed evaluation. Particulénly,role of
perceived social support within both the home donfBrough & Kellin, 2002) and the work domain (Bgtu&
Frame, 2004) and this has recently been re-examisedn important moderator of the occupationalsstre
process. Research findings in this direction affidnthat the presence of social support typicaljuces the
adverse consequences of both work — family conflied occupational stress outcomes (O’'Driscoll, Blo&
Kalliath 2012).

The bank worker needs social support from famitignids, spouse, colleagues, supervisors and manager
order to cope with the daily hassles experienceenede (1999) affirmed that affiliation and relasbip
enhancing traits are among the most strongly rlat¢h SWB; and loneliness is consistently and tigghy
related to positive affect and life satisfactiore€L& Ishii — Kuntz, 1987). However, in view of tdearth of
research efforts in this direction, particularly arg bank workers in Southwest Nigeria, the prestnty
attempts to investigate the exact predictive valueritical life event, organizational climate, asdcial support
to the prediction of bank workers’ SWB.

Hypotheses:
Based on the established relationship that istsa@xist between the independent variables ofghidy and the
criterion variable, and objective of this studyptiwpotheses are proposed and tested at 0.05 nwdrgiror.

0] There is no significant combined effect of wd life event, organizational climate, and socapport
in the prediction of SWB of bank workers in Soutkwdigeria.
(i) There is no significant relative effect of tical life event, organizational climate and so@apport in

the prediction of SWB of bank workers in Southweggeria.

Method

Design and Participants

The study employs the use of expost-facto resedesign. This is because the independent variatdesyb
investigated have already occurred and the researishonly interested in knowing the influence okt
independent variables (critical life event, orgati@anal climate, and social support) on the critervariable
(SWB) without necessarily manipulating the indepartdsariables.

Participants of this study were five hundred andyf¢540) bank workers selected through the usstratified
and simple random sampling techniques from one tashdnd eight (108) banks in the Southwest Nigé&tie
first stage of stratification was represented by tiiree (3) senatorial districts in each state toastitute the
Southwest Nigeria (i.e. Ogun, Oyo, Osun, Lagos, ®add Ekiti States). Eighteen (18) banks were reniglo
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selected in each of the Southwest states with&ik#énks being randomly selected from each semdistrict
that makes up a state.

Presently, there are a total of twenty-one (21)egoment approved banks in Nigeria with most of theming
branches all over the states of the nation. Howdbere are twenty-one (21) banks in each sta®oothwest
Nigeria making a total of one hundred and twenky{426) banks, however, a total of one hundred eigtt
(108) banks were used in this study; and five @koworkers (male and female) were randomly sedette
each of these banks, making a total of five hundmed forty (540) participants in all. The mean adehe
sample was 35.4 years with a standard deviatidh3fTheir ages ranged between 26 and 53 years.

Instruments
Four instruments were used to collect data foisthdy. The instruments are described below:

Subj ective Happiness Scale (SHS)

The Subjective Happiness Scale (SHS) developedymparmirsky and Lepper (1999) was adopted for this
study. The SHS is a 4-item scale of global subjectiappiness. Two items ask respondents to chacte
themselves using absolute ratings and ratingsiveldb peers, whereas the other two items offeefbri
descriptions of happy and unhappy individuals askl r@spondents the extent to which each charaatieniz
describes them; using seven-point scale ranging frgNot a very happy person) to 7 (a very happg@® An
example of the item in the scale is: “In geneftatpnsider my self...” : The SHS has been validatred 4
studies with a total of 2,732 participants. Data baen collected in the United States from student$wo
college campuses and one high school campus, foonmenity adults in two California cities; and fraotder
adults, as well as from students and communitytadalMoscow, Russia. Results have indicated thet3HS
has high internal consistency, which has been foandbe stable across samples. Test-retest andesedf-
correlations have suggested good to excellenthitia and construct validation studies of conwemy and
discriminant validity have confirmed the use oftBtale to measure the construct of subjectiveihagp The
present sample also revealed a Cronbach’s alpt&® of

Impact of Event Scale (IES)

The Impact of Event Scale (IES) developed by Hotpwhlilmer and Alvarez (1979) was adopted for 8tigly.

The IES is a broadly applicable self-report measi@signed to assess current subjective distresmnfospecific
life event. The IES scale consists of 15 items,f ivbich measure intrusive symptoms (intrusive thusg
nightmares, intrusive feelings and imagery), 8dapidance symptoms (numbing of responsivenessdamoe

of feelings, situations, ideas),, and combinedyigi® a total subjective stress score. Respondeatasked to
rate the items on a 4-point scale ranging from &t @t all) to 4 (often). The split-half reliabilityf the IES scale
was high (r = 0.86). Internal consistency of thessales, calculated using Cronbach’s alpha was (higtusion

= 0.78, avoidance = 0.82). A test-retest reliapitibefficient of 0.87 for the total stress scor@s89 for the
intrusion sub-scale, and 0.79 for the avoidancesaalb. The Cronbach’s alpha for impact of evenkesitathe

present sample is 0.73.

Organizational climate descriptive questionnaire (OCDO)

The organizational climate descriptive questiorm&®CDQ-RS) developed by Halpin and Croft (1963f wa
adapted for this study. The statements were maldifiesuit a bank organization. For example an iterthe
scale which states: “the mannerisms of teachetssaschool are annoying” was changed to: “the maems of
workers at this bank are annoying”; another itenictvistates: “teachers are proud of their schools alaanged
to: “Bank workers are proud of their Bank”. It hiage dimensions which are Supportive, Directive ggged,
Frustrated and Intimate. The participants respgnithdicating their extent of truthfulness / agreatr® each of
the 34 statements using a four-point scale of telyabccurs), 2 (sometime occurs), 3(often occuary 4(very
frequently occurs). The reliability scores for #wmles were relatively high, the alpha coefficiemtsas follows:
Supportive (0.91), Directive (0.87), Engaged (0,85)strated (0.85) and Intimate (0.71) as repobtetialpin
and Croft (1963). But in the present study, thénalpoefficient are; Supportive (0.89) DirectiveXD), Engaged
(0.89), Frustrated (0.83), and intimate (0.69).

Duke-UNC Functional Social Support Questionnair e (FSSQ)

The Duke-UNC Functional Social Support Questiom@fSSQ) developed by Broadhead, Gehlback, DeGruy
and Kaplan (1988) was adopted for this study. FaS&gsses an individual’'s perception of the amaonshttygpe

of personal social support. Participants responihbigating their agreement to each of the 10 siatés using

a five point scale ranging from 5 (As Much As | MalLike) to 1 (Much Less Than | Would Like). The $Q

has demonstrated high internal consistencies witimi@ach’s alpha ranging from .81 to .92 and a tveskvest-
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retest reliability coefficient of .66 (Broadheadel@ach, DeGruy and Kaplan 1989). The Cronbackwkaafor
social support in the present sample is found t0.B#.

Procedure and Data Analysis

The researchers employed the help of two reseasibtants who are PhD supervisees of one of tleargsers
in administering the questionnaire to respondemiskiti and Ondo states; these supervisees resittési part of
the country while we personally administered thedjionnaire in other states of Southwest, NigeXitotal of
four weeks and four days were used for the admatish and collection of the questionnaires. Outhef five
hundred and forty (540) questionnaires that weriaidtered, only 410 were retrieved and out of Wwhimly
407 were properly filled and deemed adequate falyais. The response rate of the survey was 75 data
resulting from the scoring of the instruments awdliicg of the demographic items were then subjetbed
multiple regression (stepwise) and t-test staibémalyses.

Results

Two issues were addressed by the present studyofdhe issues was to know the extent of the couations of
critical life event, organizational climate, and&d support to the prediction of bank workers’ SWilie second
issue of concern was to find out the variable thamost potent in predicting bank workers’ SWB. Thsults of
the data analysis that provide answers to the hgses are presented below:

Table 1: Model summary of the multiple regression analyméwveen the predictor variables (critical
life event, organizational climate and social suppand the outcome measure (SWB).
REGRESSION ANOVA
M odel Sum of Df Mean F Sig.
Squares Square

R =.406 Regression 1288.244 3 429.415 26.562 (&)00

R Square = .165 Residual 6515.122 403 16.167

Adjusted R Square =.159 Total 7803.366 406

a. Predictors: (Constant), Social Support, Giitidfe Event, Organizational Climate
b. Dependent Variable: SWB

The results in Table 1 above revealed that critifalevent, organizational climate, and social gup when

taken together significantly predict SWB of bankrkers (R = .406; R= .165; B (adj) = .159; F(3,403) =
26.562; p < .05). This revealed that 16.5% of theance in the SWB of bank workers was accountethyahe

combination of critical life event, organizatiordimate and social support. These results implied the first
hypothesis of no significant combine effect oficat life event, organizational climate and sodapport in

SWB of bank workers is rejected.

To determine the contribution of each of the caitilife event, organizational climate and socighort in the
prediction of SWB of bank workers, a stepwise regi@n analysis was undertaken. Results are as sinoahle
2 below:

Table 2: Model summary of the Stepwise Multiple Regresskamalysis for the combined effect of
critical life event, organizational climate and bsupport to the prediction of SWB of bank
workers

M odel R R Adjusted  Std. Error Change Statistics

Square R Square of the
Estimate
R F df1 df2 Sig. F

Square  Change Change

Change
1 .293(a) .086 .084 4.19654 .086 38.098 1 405 .000
2 .361(b) .130 126 4.09905 .044 20.494 1 404 .000
3 .406(c) .165 .159 4.02077 .035 16.885 1 403 .000

a. Predictors: (Constant), Critical Life Event
b. Predictors: (Constant), Critical Life Event,c&b Support
c. Predictors: (Constant), Critical Life Event,cid Support, Organization Climate

The results in Table 2 above indicated that whéicar life event was introduced to the regressioodel as the

first variable on the basis of its relationshiph@WB of bank workers, a significant prediction virdicated (R
=.293; R = .086; R (adj) = .084., f.405 = 38.098; p < 0.5). This revealed that 8.6% ofwthgance in SWB of
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bank workers was accounted for by critical life ®valone. When social support entered into the masl¢he
second predictor variable, a significant predictieas also revealed (R = .361%R.130; R (adj) = .126; R1.404)

= 20.494; p < .05). The two variables accounted 1f810% of the variance in SWB of bank workers. The
findings imply that social support was able to citmtte 4.4% to the prediction of bank workers’ SWBhen
organizational climate entered into the model a&sthird predictor variable, a significant predictizvas also
revealed (R = .406; R= .165; R (adj) = .159; b 403 = 16.885; p < .05). The three variables accoufived
16.5% of the variance in SWB of bank workers. Tihiplies that organizational climate was able totdbaote
3.5% to the prediction of bank workers’ SWB.

Table 3 below provides information on the potentthe predictor variables at predicting the criderivariable.

Table 3: Beta Coefficients and t-ratio for relative effettooitical life event, organizational climate, and
social support to the prediction of subjective eihg of bank workers
Unstandar dized Standar dized t-Ratio Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 28.801 2.231 12.908 .000
Critical Life Event -.264 .052 -.241 -5.110 .000
Organizational Climate -.082 .020 -.195 -4.109 .000
Social Support .165 .032 .233 5.084 .000

a. Dependent Variable: SWB

The results in table 3 above showed that critifaldvent was the most potent out of the predictoiables for
the prediction of bank workers’ SWB € -.241; t = -5.110; p < .05). Social support Wl next most potent
predictor variable for the prediction of SWB of Baworkers f = .233; t = 5.084; p < .05). Organizational
Climate was the least potent out of the predictoiables for the prediction of bank workers’ SWBH-.195; t
=-4.109; p < .05). These results implied thatfitet hypothesis of no significant relative effagftcritical life
event, organizational climate and social suppotthéprediction of SWB of bank workers is rejected.

Discussion

This study sought to investigate whether critigld kevent, social support and organizational clemabuld
predict SWB of bank workers in Southwest NigerihisTresearch theme is hinged on the need to prade
empirical basis for the improvement of bank workpesformance in Southwest Nigeria, and secondly, to
provide further empirical support to the predici@riables used in this study in contemporary it
particularly in the ¥ world country like Nigeria. The results showedtttre three predictor variables (critical
life event, social support and organizational ctiehaould significantly predict the criterion varla (SWB).

This finding has demonstrated the effectivenegb@fredictor variables in determining SWB of bavdckers.
This, in effect attests to the strong relationdbgipween the predictor variables and the criteri@asare, and in
agreement with the assertion of Philips, Little &abdine (1996) that organizational climate and S&v® like
two sides of a coin, and outcome of many researaties affirming that critical life event (SeifaNlessing &
Dumais, 1997), social support (Mabekoje, 2003), arghnizational climate (Philips, Little & Goodin&996)
are socially effectively construct capable of afifeg employees sense of work and SWB.

The finding does not only demonstrate the usefslindshe three predictor variables in determinimg $WB of
bank workers, it also affirms the potency of catitife event as the most useful psychological tobéll the
predictor variables used in this study for behavichiange. Since the long term objective of the ystisdto
determine the psychological construct that coulttebeenhance the SWB of workers and thereby leatbing
effective performance / productivity of bank workein Southwest Nigeria, our findings are therefare
agreement with the ones reported by Hoel, Sparkis Gooper, 2001; Graca and Kompier, 1999; Toivanen,
Lansinimies, Jokela and Hanninen, 1993; Lindstrd&91; Endresen, et al, 1991, who confirm the sicguifce
influence of critical life events on SWB and esisiiebd that time pressures, excessive demands eimzdof
armed robbery, role conflict, ergonomic deficiesci@b security and relationship with customeragicularly
common stressors among employees in the finanet@bs and all these are regular features of worknost
urban cities in Nigeria, particularly Lagos, IbagdAbeokuta where the study was conducted.

Our finding on the social support and organizatiatinate as the next potent contributor to thedpton of

SWB of bank workers respectively is also in agreenveth Mabekoje (2003); Baumeister and Leary (1995
Deci and Ryan (1991); Mikulincer and Florian (1998)gyle (1987); Myers (1999) who revealed thatatlf
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factors that influence happiness, relatedness @ &ery near the top of the list. The finding Iscaconsistent
with the assertion of Philips, Little and Goodiri®96) that environments that are stimulating, higimorale,
caring and cooperative, with supportive co-workarsd management that allow individuals to exercise
responsibility and listen to ideas, are conducivesatisfy employees. The report of James, JamesAahd
(1990) that in meaningful work environment “...indlvial responds emotionally to environmental attelsuds a
function of the significance that such attributes perceived to have for personal well-being” (3p.also give
strength to the finding of this study.

Implications and Recommendations

The findings of this study underscore the needHerfinancial institution particularly commerciaiks owners,
government and policy makers to focus attentiofssues that are of some consequences to humarofungt
and organizational productivity. Critical life eweprganizational climate and social support afteetquality of
functioning and the well-being of workers. To thkigtent, Government and policy maker may need te tak
seriously their share of responsibility in protagtihe lives and properties of the citizenry. Pnédgehe state of
security in this country is very poor, and thibécause the law enforcement agency are not propguipped to
face the sophisticated weapons used by armed bahdit perpetrate all sorts of ills in the soci@dyemu &
Jones, 2011; Aremu & Lawal, 2009) The governmerdllatevels therefore need to see to the re-trgirdnd
equipping of the law enforcement agency in ordecdmbat the increase in crime and armed robbeagkst
facing the banking industry.

Employers of labour in the banking sector needdaadnscious of how conducive the work environmenni
improving the effectiveness and productivity ofitremployees. This is important because the peiaeof the
employee about their organization will determineettter they give their best to the development aft th
organization or not. Therefore employers of labiauhis sector need to ensure that the organizalticlimate is
caring, cohesive and supportive. They need tosdeetreduction, if not total elimination of incitges such as
excessive workload, sexual harassment, victiminaamd setting of unreasonable target for theirlepges.

References

Aremu, A.O. & Jones, A.A. (2011). Improving Commént and Productivity within the Nigerian Police n
Das & J.F. Albrecht (Eds.), Global Policing (pp.226 280) USA: Taylor & Francis.

Aremu, A.O. & Lawal, G.A. (2009)A Path Model Investigating the Influence of Somes@&wal-Psychological
Factors on the career aspiration of police traineés Perspective from Oyo State, NigerRolice
Practice and Research, 10 (239 — 254.

Argyle, M. (1987).The psychology of happinelssndon: Methuen.

Argyle, M (1999). Causes and Correlates of HapgiriasD. Kahneman, E. Diener, & N. Schwarz (Eds.),|Wel
being the foundation of hedonic psychology (pp.-3833) New York: Russel Sage Foundation.

Baumeister, R., & Leary, M.R. (1995). The needétohg: Desire for interpersonal attachment as ddorental
human motivationPsychology Bulletin 11497 — 529.

Broadhead, W.E; Gehlbach, S.H; De Gruy, F.V; & KaplB.H. (1988). Duke-UNC Functional Social Support
Questionnaire: Measurement of social support inilfamedicine patientMedical care, 2§7), 709 —
723.

Broadhead, W.E; Gehlbach, S.H; De Gruy, F.V; & KaplB.H. (1989). Functional versus structural docia
support and health care utilization in a family meete outpatient practicéMedical care, 2713), 221 —
233.

Brom, D. & Kleber, R.J. (1989). Prevention of Pdskumatic Stress Disorderdournal of Traumatic Stress
2(3): 335 —-351.

Brough, P; & Pear, J. (nd). Evaluating the influert the type of social support on jog satisfactiomn work
related psychology well beintnternational Journal of Organizational Behavio&(2), 472 — 485.

Brough, P & Kelling, A. (2002). ‘Women, work and Mbeing: An analysis of the work-family conflictNew
ZealandJournal of Psychology, 329 — 38.

Brough, P. & Frame, R. (2004). ‘Predicting poliod jsatisfaction, work well-being and turnover irtens: The
role of social support and police organizationaialaes’, New Zealandournal of Psychology, 38 —
18.

Chappell, D. & Di Martino, V. (2000)Violence at work (¥ Edition). International Labour Organization.
Geneva.

Clark, M. (2002). The relationship between emplaygeerceptions of organizational climate and custom
retention rates in a major UK retail badkurnal of Strategic Marketing, 193 — 113.

Collinson, M. & Collison, D. (1996). ‘It's only Dic: The Sexual Harrassment of Women Manager Insigan
Sales, WorkEmployment and Society (D), 29 — 56.

166



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) l'—,i,!
\ol.5, No.8, 2014 IIS E

Cooper, C.L; Dewe, P.J. & O'Driscoll, M.P. (200Drganizational stress: A review and critique of dhg
research, and applicationsage publications, London.

Cummins, R.A. (1996). The domains of life satisfatt An attempt to order chacSocial Indicators Research,
38, 303 —332.

Cummins, R.A. (2000). Objective and Subjective @uabdf life: An interactive model.Social Indicators
Research, 5255 — 72.

Cummins, R.A; & Nistico, H. (2002). Maintaining difsatisfaction: The role of positive cognitive bidgurnal
of Happiness Studies, 37 — 69.

Cummins, R.A; Gullone, E; & Lau, A.L.D. (2002). Aadel of subjective well-being homeostasis; The afle
personality. In E. Gullone and R.A. Cummins (Ed¥)e University of subjective wellbeing indicator:
Social indicators research seri€s. 7 — 46). Dordchrecht: Kluwer.

Dailey, R.C. (1998). Understanding People in orgatidns. St. Paul. MN. West Publishing.

Deci, E.L & Ryan, R.M. (1991). A motivational appich to self; Integration in personality. Mebraska
symposium on motivation. Perspectives on motivaéidn R. Dienst beir, 38237 — 288. Lincoln:
University of Nebraska Press.

DeNeve, K.M. (1999). Happy as an extraverted clalin® role of personality for subjective well bei@urrent
Direction in Psychology Science B41 — 144,

Diener, E. & Lucas, R.E. (1999). Personality andjective well being IrKahneman D; Diener E; Schwarz N;
eds. Well-being: The foundations of Hedonic PsyaioINew York: Russell Sage Foundations, p. 213
—229.

Diener, E., Suh. E.M., Lucas, R.E., & Smith, H.L999). Subjective Well-being: Three decades of meg
Psychological Bulletin, 122), 276 — 302.

Diener, E. (2000). Subjective well-being: The scienf happiness and a proposal for a national indleserican
Psychologist, 5%1), 34 — 43.

Diener, E; Osihi, S.; & Lucas, R.E. (2003). Perditpiaculture and subjective well being: Emotionahd
Cognitive evaluation of lifeAnnual Psychology Review, 5403 — 425.

Endresen .M, Ellertsen, B., Endresen, C., Hjelm®&M.., Matre, R. & Ursin, H. (1991). Stress andrivand
psychological and immunological parameter in a grofi Norwegian female bank employe&%gork
and stress %3), 217 — 277.

FSU (2002). Workplace Stress! Finance sector union available at
http://www.fsunion.org.au/article.asp?artid=3974.

Graca, L. & Kompier, M. (1999). Portugal: Prevegti@ccupational Stress in a Bank OrganizationMn
Kompier and C. Cooper (Eds.) Preventing Stressrdwipg Productivity: European case Studies in the
Workplace London: Routledge.

Guppy, A., Edwards, J.A., Brough, P., Peters-Be&b]., Sale, C. & Short, E. (2004). The psychoneetri
properties of the short version of the cybernetipicg scale: An examination across four samples’,
Journal of Occupation and Organizational Psychology, 39 — 62.

Halpin, A.W. & Crofts (1963). The organizationali@hte Descriptive Questionnaire for Schools.

Hassan, T & Adeeko, A.O. (2003). Self-motivatiorangible Incentive and Occupational Commitment as
Predictors of Employee’s Effectivenedsurnal of Research in Counselling Psychologfl )9 58-64.

Hoel, H., Sparks, K. & Copper, C.L. (2001). Thetoofviolence / stress at work and the benefit efaddence /
stress-free working environment: University of Mhester. Institute of Science and Technology Report
Commissioned by the International labour Officen&e.

Hooyman, N., & Kiyak, H.A. (1999)Social Gerontology (8ed) Boston: Allyn & Bacon.

Horowitz, M., Wilner, N. & Alvarez, W. (1979). Impaof Events Scalelournal of Anxiety Disorder, 1@3-2),
131 - 157.

James, L.R., James, L.A., & Ashe, D.K. (1990). Tesmning organizations: The role of cognition andies. In
B. Schneider (Ed). Organizational Climate and adtfp.40-84). San Francisco: Jossy-Bass.

Johnson, J.H., & Mc Cutcheon, S. (1980). Asseskfagevents in older children and adolescents: iPishry
findings with life events checklist. InG. Sarason, C.D. Spiel Berger (Eds.), Stress amdety, vol. 7
(p. 111 — 125). Washington, D.C.: Hemisphere.

Kahneman, D., Diener, E., & K Schwarz, N. (eds999). Well being: The foundations of hedonic psychology
New York: Russell sage foundations.

Laakso, H & Paunonen-llimonen, M. (2002). Mothes)perience of social support following the deathaof
child. Journal of clinical Nursing, 112), 176 — 185.

Lee, G.R., & Ishii-kuntz, M. (1987). Social intetian, loneliness, and emotional well-being amorg e¢kderly.
Research on Aging, 459 — 482.

Levy, P.E 2006)Industrial / organizational psychology: Understandithe work place (£ Ed) New York:
Houghton Mufflin Company.

167



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) lL,i,!
\ol.5, No.8, 2014 IIS E

Lindstrom, K. (1991). Well-Being and Computer Madih Work of Various Occupational Group in Banking
and Insurancdnternational Journal of Human-computer Interacti8if4): 339 — 361.

Lucas, R.E., Clark, A.E., Georgellis, Y., & Dienér, (2003). Re-examining adaptation and the settpobdel
happiness: Reaction to changes in marital stdtusinal of personality and social psychology, 821
—539.

Lyubormirsky, S., & Lepper, H.S (1999). A measurke soibjective happiness. Preliminary reliability and
construct validationSocial indicators Research, 4637 — 155.

Mabekoje, S.0. (2003), Psychology well-being ambligerian. Teachers: A Discriminate Function Anadysi
Journal of Research in Counselling Psycholog{9)1 48 — 57.

Mabekoje, S.O (2003) Psychological Well-being amdligerian Teacher: A Discriminant Function Analysis
Journal of research in Counselling Psychology(19, 54 — 102.

Mc Andrew, F.T., Akande, A., Turner, S., & Sharn¥a,(1998). A cross-cultural ranking of stressfdié levents
in Germany, India, South Africa and the United &alournal of Cross-Cultural psychology, ,ZBL7 —
727.

Mc Gregor, |., & Little, B.R. (1998). Personal R¥cfs, happiness and meaning: On doing well andgbein
yourself.Journal of personality and Social Psychology 494 — 512.

Mikulincer, M., & Florian, V. (1998). The relatioh between adult attachment styles and emotiondl a
cognitive reactions to stressful event.Ji\. Simpson & W.S. Rhodes (Eds.) Attachment theamaly
close relationshigp.143 — 165). New York Guilford.

Myers, D.G. (1999). Close relationships and qualityife. In Kahneman .D., Diener .E., Schwarz N. eds. Well
being: The foundations of Hedonic psycholdggw York Russell Sage Foundations, p. 374 — 391.

Nguyen, A.N., Taylor, J. 7 Bradley, S. (200Relative pay and job satisfaction: Some new evielebK:
Lancaster University Management Sch.

O’Driscoll, M.P., Brough, P., & Kalliath, T. (2012YWork-family conflict and facilitation” InF. Jones, R.
Burke & Westman (eds.). work-life balance: A psjohical perspective Hove, Sussex, UK.
Psychology Press.

Philips, S.D., Little, B.R. & Goodine, L.A. (19960rganizational climate and personal projects: @end
differences in the public services. Retrieved.” 1December 2007 available atww.csps-
efpc.gc.calresearch/publications/pdfs/respr20epdfanization.

Ryan, R.M. & Deci, E.L. (2001). Self-determinatitireory and the facilitation of intrinsic motivatiosocial
development, and well-beingmerican psychologist 558-78.

Ryff, C.D. (1989). Happiness is everything, ort EExplorations on the meaning or psychologicall welng.
Journal of Personality and Social Psychology, 1969 — 1081.

Sanderson, C.A. (200Mlealth Psychology (p.180 — 21oboken, NJ: Johnwily & Sons, Inc.

Seifart, A.M., Messing, K., & Dumais, L. (1997).a80Wars and strategic Defence Initiative: Work #ityi and
Health Symptoms of Unionized Bank. Teller Work Rgamization.International Journal of Health
Services 273), 455 — 477.

Stroebe, W., Stroebe, M., Abakoumkin, G., & Schit,(1996). The role of loneliness and social supjror
adjustment to loss: A test of attachment versussstitheory.Journal of Personality and Social
Psychology, 701241 — 1249.

Swearingen, E.M., Cohen, L.H. (1985). Life evemts @sychological distress: A prospective study ading
adolescentdDevelopmental psycholog®l (6), 1045 — 1054.

Tedeschi, R.G., & Calhoun, L.G. (1999)fauma and transformation: Growing in the aftermathsuffering
Thousand Oaks, C.A.: Sage Publications.

Tennen, H., & Affleck, G. (1990). Blaming others tbreatening event®sychological Bulletin, 10809-232.

Tovanen, H., Lansinimies, E., Jokela, V., & Hannin®. (1993)Impact of regular Relaxation Training on the
Cardiac Autonomic Nervous System of Hospital Cleaaad Bank employees.

Waterman, A.S. (1993). Two conceptions of happin€ssitrasts of personal expressiveness (eudemanih)
hedonic enjoymentlournal of Personality nd Social Psychology, 648 — 691.

168



