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Abstract

Employeesarethemostcriticalandcrucialresourcesofanyorganisationandtheir
workareoftenthreatenedbycertainfactorsintheworkplace.Thisstudyexplored
thealternativeapproachestomanagementofpsycho-socialhazardsintheNigerian
Bottling Company(NBC)depot,Owerri,Nigeria.Thepaperextensivelyreviewed
related and relevantliterature.Job CharacteristicsModel(JCM)served asthe
theoreticalframework.Thepaperhighlightedtheproblemsofpsychosocialhazards
withinthemanufacturingindustries,particularlywithreferencetotheNBCplc,such
as workload,unhealthyworkplace relationship,aggression,intimidation etc.It
equallyidentifiedsomeofthestandardmeasuresapplicableinaddressingsuch
hazardsintheglobalpractice.Thispaperconcludedthatsuchstandardpractices
werenotabletoaddressthecurrentlevelsofpsychosocialhazardsthatarepeculiar
withinthecontextofthe,Owerridepot.Thepaperrecommendedamongothersthat
supervisorsintheNBCshouldtrytoidentifyingwhentasksassignedtoemployees
becomestrenuousontheirhealth.Tomanipulatethissituation,managersshouldre-
strategizebychangingthewaythejobisdoneorsharingtheworkloaddifferently.It
couldalsobedonebyintroducingflexiblejob-sharing,ensuringthatemployeeshave
therequiredknowledgeandabilitytoperform theirassignedroles,andequallyfollow
uptosuperviseanddirectthem inflexiblewaysthatcouldencourageandmotivate
them todobetter.Again,managersshouldaddressissuesofpoorinterpersonal
relationship in the workplace by addressing issues ofwork-related bullying,
aggression,harassment of any sort,discrimination and other unreasonable
behavioursbyco-workers,supervisorsormanagers.Organisationalmanagersinthe
NBCshoulddevelop,implementandenforceacodeofconductsothateveryoneis
awareofappropriateworkbehavioursandequallyensurethatsuchstandardsare
implemented to demonstrate thatthere are consequences for inappropriate
behaviours.

Keywords:AlternativeApproaches,Management,NigerianBottlingCompany,
Psycho-SocialHazards,Safety.
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Introduction

Forthepastfew years,workrelatedhazardshavebeenamajorfocusofmany

organisationalresearchesacrosstheglobe.Thisisinconsiderationoftheviewthat

thelabourforceofanorganisation(employees)remainsoneofthemostcriticaland

crucialresourceswithintheworkorganisation.Theyconstitutethepowerengine

thatcoulddeterminetheoverallperformanceofanorganisation.Wellmanaged

employeeswouldultimatelyleadtogreaterproductivityoftheorganisationandill-

managedemployeescouldleadtodevastatingconsequencesfortheorganisation.

Overthepastfew decades,thehighcompetitivenessintheglobalmarkethasput

differentproduction companies in serious pressures,in the bid to remain at

competitiveadvantageintheglobalmarket.Thispressurehoweverhasatrickle-

downeffectinsuchamannerthatsuchorganisationsputsomuchpressureonthe

employeeswithoutactuallyevaluatingtheimplicationsofsuchpressuresontheir

psycho-socialhealth.Assuch,manyemployeessufferdifferentchallengesandthe

mostcriticalamongsuchchallengesispsycho-socialhazards.

According to the InternationalLabourOrganisation (ILO,1986),psycho-social

hazards refers to the interactions between and among work environment,job

content,organizationalconditionsandworkers’capacities,needs,culture,personal

extra-jobconsiderationsthatmay,throughperceptionsandexperience,influence

health,work performance and job satisfaction ofemployees.They are often

determinedbyhazardsfoundwithintheworkorganisation,workdesign,working

conditions,andlabourrelations.Itoftenoccurswhentheknowledgeandabilitiesof

anindividualworkertocopewiththepracticeswithintheworkorganisationarenot

matchedwiththejobdemandsandexpectationsoftheorganisationalcultureofthe

enterprise.Suchposesriskstothehealth,safetyandproductivityoftheemployee.

AccordingtotheEuropeanUnion(2014),psychosocialhazardsarelinkednotonlyto

healthoutcomesbutalsotoperformance-relatedoutcomessuchasabsenteeism,

workabilityand especiallyjob satisfaction.Otherscholarshave the view that

exposuretopsychosocialhazardscanimpactmentalandphysicalhealththrough

stress,psychologicalstrain,jobburnout,anxiety,depression,muscularachesand

pains,irritability,poorconcentrationanddisturbedsleep(WorkplaceHealthand

SafetyQueensland,2019).
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As a result,the management of Psycho-social work-related hazards and

developmentofemployeesarenow beingrecognizedasoneofthemainsuccess

criteriafororganizationalperformance(Bergh,Leka& Zwetsloot,2017).Forany

organisationtoachieveoptimalproductivity,ithastoensurethatissuesaffecting

employees’workabilityareaddressedeffectively.Thus,oneoftheprioritiesthat

humanresourcemanagersinmajororganisationsareconcernedaboutishow to

identifyvariousworkablestrategiesthatcouldreducetheoccurrenceofpsycho-

socialhazards.Thisiswith theultimateaim ofimproving theoverallworking

conditions ofemployees,which would equally lead to overallorganisational

productivity.

Actionstargetedatreducinghazards(includingpsycho-socialhazards)experienced

byemployeesintheworkplacecouldbecapturedasorganisationalriskorhazards

management. Thisrefersto the processofplanning,organising,leading and

controllingtheactivitiesofanorganisationinordertominimizetheeffectsofrisks

orhazardsonanorganisation’scapital,workforceandperformance(Stulz,2004)as

citedinUgwuanyiandImo(2012).Koontz,O’DonnellandDietrich(2000)wereofthe

view thattheaim ofhazardmanagementistoadoptasystematicandconsistent

approachtomanagingalltherisksorhazardsconfrontinganorganization.Itis

conceivedasakeypartofacompany’srevenueandfutureprofitability,inthesense

that hazard management is linked to conformance which further leads to

performance,andperformanceitselfleadstosustainableprofitabilityandgrowth.

Hence,a directlinkage between hazard managementand profitability ofan

organisationishypothesised.

However,researcheffortsinexploringstrategiestoaddresswork-relatedhazards

havemoreorlessfocused on thephysical,hygieneand bio-chemicalhazards

(Guadix,Carrillo-Castrillo,Onieva&Lucena,2015),whiletheissueofpsycho-social

hazardshaveremainedrelativelyignoredinrecentresearches.Althoughpsycho-

socialhazards have been recognised as a majorchallenge within the work

organisation within the pasttwo decades (ILO,1986),solutions provided by

researchesinthepastmayhavebecomesomewhatdifficulttopracticeinrecent

time,consideringthefactthattechnologicalinnovationswithintheworkforceinthe

21st centuryhaveintroducedmanychangesthataddmoreheightenedlevelsof



3

stressto theemployees.Hence,thereisneed foralternativestrategiesto be

developedinordertomeetupwiththenew formsofhazardsthatmayhavebeen

introducedbythechangeswithinorganisations.

Thisismostimportantwithinmanufacturingindustriesbecausetheyarethemost

organisationswiththehighestformsofpsychosocialhazards(Guadixetal,2015).

Hence,theimportanceofaddressingpsychosocialhazardswithinthemanufacturing

industriesliketheNigeriaBottlingCompany(NBC)plccannotbeoverlookedasa

meansofensuringoptimalproductivity.ScholarslikeUgwuanyiandImo(2012)

documentedthatthebrewingindustriesareexposedtovariousrisks/hazardssuch

asbusinessrisks,operatingrisks,strategicrisks,political,legalandregulatoryrisks.

Theyalsoencounterpsychosocialriskslikebullying,harassmentetcwhichoften

jeopardizetheperformanceoftheindustries.Despitetheselevelsofrisks,strategies

formanagingpsychosocialandotherwork-relatedriskshavemerelyfocusedon

standardrulesaslaiddownbythe

InternationalLabourOrganisations,particularly as applicable to the European

nations. Such strategies are arguably insufficient to address the peculiar

organisationalrealities in the Nigerian context.Thus,this presents a gap in

knowledge on strategies for managing psychosocial hazards within the

manufacturingindustryandnecessitatestheneedtoexplorealternativeapproaches

tothemanagementofpsycho-socialhazardsintheNigerianBottlingCompany(NBC)

depot,Owerri,Nigeria.

AimsofthePaper

The generalaim ofthis paperis to explore alternative approaches to the

managementofpsycho-socialhazardsintheNigerianBottlingCompany(NBC)

depot,Owerri,Nigeria.Specifically,thestudyseeksto;

1.TohighlighttheproblemsofpsychosocialhazardswithinNBC.

2.Toidentifysomestandardmeasuresapplicableinaddressingpsychosocial

hazardsinmanufacturingindustries.

ConceptualClarifications
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TheConceptofPsychosocialHazardsanditsTypes/Forms

Theterm psychosocialhazardhasbeenconceptualizedbyauthorsindifferentways.

However,consideringthatallideasregardingthevariablecannotbefullyarticulated

withinoneresearch,fewconceptualizationsconsideredrelevanttodrivethetheme

ofthisstudyarereviewed.Thus,InternationalLabourOrganisation (ILO,1986)

conceptualised psychologicalhazards in terms ofthe interactions among job

content,work organization and management,and other environmentaland

organizationalconditions,ontheotherhand,andtheemployees’competenciesand

needsontheotherhand,thatprovetohaveahazardousinfluenceoveremployees’

healththroughtheirperceptionsandexperiences.Buildingfrom thisdefinition,Brun,

Emmanuelle and Milczarek (2017)defined psychosocialhazards as workplace

stressorsthataffectthewell-beingofworkersandimpairtheirabilitytoparticipate

withpeopleinaworkenvironment.Accordingtothesescholars,astressorisa

predisposingconditionthatexertsmentalpressureonaworker.Itisahazardinthe

workplacewhichposeschallengestooccupationalhealthandsafety.Similarly,Cox

andGriffiths(2012)definedpsychosocialhazardsasanyoccupationalhazardthat

affectsthepsychologicalhealthofemployeesofanorganization.Inthisdirection,an

occupationalhazardisariskthatpredisposesworkerstohealthissues.

Psychosocialhazardsare related to the wayworkisdesigned;organized and

managedaswellastotheeconomicandsocialcontextsofwork.Atsuch,the

psychosocialhazards mayvaryin type based on the organizationalcontexts.

However,in generalcontext,psychosocialhazards include workplace violence,

bullying,sexualharassmentand occupationalstress thatare associated with

psychiatric,psychologicalandphysicalinjuryorillness.Inabidtopresentaholistic

accountoftheconceptofpsychosocialhazard,theEuropeanAgencyforSafetyand

HealthatWork(2017)identifiedthemostimportantemergingpsychosocialrisks

including:i)Precarious work contracts;ii)Increased work vulnerabilitydue to

globalization;iii)Newformsofemploymentcontracts;iv)Feelingofjobinsecurity;v)

Aging workforce;vi)Long working hours;vii)Work intensification;viii)Lean

productionandoutsourcing;ix)Highemotionaldemands;x)Poorwork-lifebalance.

Deductingfrom theaboveconceptualizations,psychosocialhazardisconceptualise

inthispresentstudyasthosetypeofworksituationsthatpresentunfavourable
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psychologicalandsocialeffectstoemployees,inawaythattheemployees’cannot

perform optimallywithintheworkenvironment.

ImportanceofManagingPsychosocialHazardsintheWorkEnvironment

As mentioned earlierin the introductorypartofthis paper,employees ofan

organisationisoneofthemostimportantelementsintheworkforce.However,the

experienceofwork-relatedpsychosocialhazardsposessignificantriskstotheir

performance,aswellastheirjobsatisfaction.Assuch,theimportanceofmanaging

every form ofpsychosocialhazards which affecttheirworkability cannotbe

overemphasised.Thus,psychosocialhazards constitute an importantarea for

managerial improvement within any organization. It has been noted that

managementofpsychosocialhazardspreventsaccidentsandabsenteeism;and

strategically,organizationsthatmanagepsychosocialhazardseffectivelycanbe

morecompetitive(Guadixetal,2015).

Inaddition,managementofpsychosocialhazardsisinfluentialinimprovingoverall

employeehealthattheorganizationallevel(Oliver,Cheyne,Tomas&Cox,2002);and

themainorganizationaloutcomesaregreaterjobsatisfaction,lowerabsenteeism,

andbetterproductivity(Leka&Cox,2008).AccordingtoChuang,ChenandChuang

(2013),human resource practices thatfosterrelationships between employers

positivelyrelateto organizationalsocialcapital.Psychosocialriskmanagement

therebycontributestohumanfactorsmanagement.Guadixetal(2015)equally

averredthataspartofhumanresourcemanagement,aninnovativestrategyin

psychosocialrisk managementmay increase organizationalsocialcapitalby

encouragingrelationshipsamongemployees.

WaysofReducingPsychosocialHazards

Hazardscontrolintheworkplacehasbeenidentifiedasapanaceaforhealthyand

safeworkingcondition.Guadixetal(2015)opinedthattheeliminationofahazard

shouldbemosteffectivecontrolmeasurebeforetheconsiderationofusingother

means,likeengineeringordesigncontrols.Itstressedthatengineeringcontrolshelp

to reducethepossibilityofexposurebycontrolling thehazardsatitssource.

Examplesofwhichinclude:workplacedesigntoreducethepotentialforviolence

(e.g.cameras,locationofoffices,desks,etc.),accesscontrols,workplacedesign
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(e.g.flowofwork,levelofpersonalcontrolofwork,quantityandvariationofwork,

etc.),alarm systems,physicalandchemicalrestraints.

However,Work Safe (2011) noted that the other next levelof controlis

administrative.Theadministrativecontrolisdirectedtowardindividuals(workers

andmanagers)andthecultureoftheorganization.Examplesinclude:policies(e.g.

workplaceviolencepreventionandmanagement,workingalone,etc.),management

style,communication processes,change management processes,safe work

procedures,fitnesstoworkassessments,training,scheduling,accommodationfor

workerswith health issues,and Employee Assistance Program (EAP).Itfurther

arguedthatwhereengineeringand/oradministrativecontrolsarenotsufficientto

controlthehazards,athirdchoiceistheuseofPersonalProtectiveEquipment(PPE).

Thisform ofcontrolmeasureisnotcommonlyusedforpsychosocialhazards.Often

severalcontrolsareappliedsimultaneouslytoeffectivelycontrolahazard.

The burden ofmanypsychosocialhazards is said to be possiblyreduced by

preventionandmanagement(Gyawali,2015).Hearguedthatprotectingworkers

from psychosocialhazardsisveryimportant,butverychallengingatthesametime,

andneedsholisticapproachatalllevels.Variousapproacheshavebeenproposed

so far for preventing and managing hazards at workplace.Conventionally,

interventionsforworkplacehazardsusedtobefocusedonindividualself-efficacyof

workerssuchascopingandmanagementskilldevelopment.However,individual-

focused approachwithoutotherinterventionscanonlyinfluenceindividual-level

outcomesbutnotattheorganizationallevel.Inasystematicreview,VanderMolen,

Sluiter,Hulshof,VinkandFrings-Dresen(2005)emphasizedonorganization-oriented

interventionssuchasinspections,trainings,andintroductionofoccupationalhealth

servicesforreducingnon-fatalinjuriesatworkplace.

LaMontagne,Keegel,Louie,OstryandLandsbergis(2007)submittedthatreduction

ontheimpactofwork-relatedstressonworker’shealthcanbedonebydeveloping

appropriaterehabilitationandreturn-to-worksystemsandenhancedoccupational

healthprovisions.Tothem,thiscanbedonethroughinterventionsatthetertiary

levelwhichwilltypicallyinvolvetheprovisionofcounsellingservicesforemployees

intheworkorpersonaldomainortherapyforpeopleexperiencing burnoutor
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depression.Again,itistherehabilitationmeasuresforpeoplewhohavebeenabsent

from theirworkforalongtimeduetoillnesscausedbyworkrelatedpsychosocial

hazards.

Carrillo,GuadixandOnieva(2014)ontheirpartnotedthatmanagersshouldconsider

motivation,strategy,andperceivedriskswhendecidingwhichhealthandsafety

managementmodeltoadopt.Incomprehensiveterms,theILO (2016)articulated

measurestoreducepsychosocialhazardswithintheworkorganizationtoinclude:

 Implementingofcollectiveriskassessmentandmanagementmeasuresfor

psychosocialrisksasitwillbedonewithotherworkplacerisks.

 Adopting collective and individualpreventive and controlmeasures and

engageworkersandtheirrepresentativesintheirimplementation.

 Improvingthecopingabilityofworkersbyincreasingtheircontrolovertheir

tasks;

 Enhancingorganizationalcommunication.

 Allowingworkers’participationindecisionmaking.

 Buildingupsocialsupportsystemsforworkerswithintheworkplace.

 Takingintoaccounttheinterrelationbetweenworkingandlivingconditions.

 Assessing the needs ofthe organization by taking into consideration

organizational,individualand individual/organizationalinteractions when

evaluatingworkers’healthrequirements

PolicyFrameworksintheManagementofPsychosocialHazards

TheILObeingamajorinternationalagencyforlaboursuggestedlegalframeworks

thatcouldbeappliedtoaddressthechallengesofpsychosocialhazardsinthework

environment.Suchstandardsincludedtwodimensionsthatwereexpressedas:1)

binding legalinstrumentswhich includeinternationallabourstandards,regional

standards,nationalstandards and collective standards. Internationallabour

standardsincludeconventionsheldtoaddresspsychosocialhazardssuchas:i)the

OccupationalSafetyandHealthConventionin1981– whichaimsatprotecting

workers’physicaland mentalhealth by means ofadaptation ofmachinery,
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equipment,workingtime,workorganiszationandworkprocessestothephysical

andmentalcapacitiesofworkers,ii)OccupationalHealthServicesConventionin

1985– whichaimsatassistingemployers,workers,andtheirrepresentativesin

establishingandmaintainingasafeandhealthyworkingenvironment,includingthe

adaptationofworktothecapabilitiesofworkerssoastofacilitateoptimalphysical

andmentalhealthatwork;iii)PromotionFrameworkforOccupationalSafetyand

HealthConventionin2006–whichprescribestherequirementsandfunctionsof

national structure, relevant institutions and stakeholders responsible for

implementinganationalandenterprise-leveloccupationalsafetyandhealthpolicy

andbuildingapreventiveoccupationalsafetyhealthculture.

Theregionalstandardsinclude:i)FrameworkDirectiveonSafetyandHealthatWork

in1989,whichstipulatesemployersresponsibilitytoensureworkers’healthand

safetyineveryaspectrelatedtowork;ii)DirectiveontheMinimum SafetyandHealth

RequirementsforWorkwithDisplayScreenEquipmentin1990,whichstipulates

employers’responsibilitytoevaluatethesafetyandhealthconditions,particularlyas

regardspossibleriskstoeyesight,physicalproblemsandproblemsofmentalstress;

iii)SocialandLabourDeclarationin1998,whichstipulatesworkers’righttothe

protectionoftheirphysicalandmentalhealth;iv)AndeanInstrumentonSafetyand

HealthatWorkin2004,whichemphasisestheorganisationandmanagementof

workandpsychosocialfactorsincludedinthedefinitionofworkingconditions,v)

DirectiveonPreventionfrom SharpInjuriesintheHospitalandHealthcareSectorin

2010,whichstipulatesemployers’responsibilitytoensurethesafetyandhealthof

workersineveryaspectrelatedtotheirwork,includingpsychosocialfactorsand

workorganisation.

BriefOverviewofNigerianBottlingCompany(NBC)Depot,Owerri

TheNigerianBottlingCompany(NBC)isoneoftheworld’slargestbottlersofdrinks.

Theyserveapproximately180millionpeoplethroughtheproductionanddistribution

ofuniqueportfolioofqualitybrands(Coca-ColaHellenicBottlingCompany-CCHBC,

2018).NBCwasincorporatedin1951asafranchisebottlerofproductsoftheCoca-

ColaCompanyinNigeria.NBCbecameaPublicLiabilityCompany(Plc)in1972and

hasitsshareslistedintheNigerianStockexchange.
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NBCdepotOwerriislocatedatKm 55Owerri-OnitshaRoadIndustrialLayout,Irette,

Owerri,ImoState.LocatedinthecapitalcityofOwerriinImoState,theOwerriplant

started its operations in 1982.Owerriplantruns Coca‑Cola,Fanta,Sprite and

Schweppes production lines producing both the sugarand sugarfree variant.

Distributioncoversallproductcategories.Positionedintheheartoftheeastern

Nigeria,OwerriPlantaffordscentraldistributionintheeast,supplyingtoUyo,Owerri

andAbacommercialterritories.Thisspreadacross5states,thatis,Abia,Cross

River,AkwaIbom,ImoandEbonyiStateswithanestimatedpopulationcoverageof

20.2million.Thecompanysinceitsoperationhasemployedmorethanathousand

workersandhasbeenthesellingbeveragecompanywithannualsalesrunninginto

billionsofbottles(NBC,2021).

AccordingMaduawuchi(2018),theOwerriplantwasestablishedtocapturethe

marketsinOwerriaswellassomepartsofAnambraState.TheOwerridepotis

made up ofAdministrative,Accounts,CustomerRelations,Distribution,Plants,

MarketingandProcurementdepartments.TheCompanyproducesanddistributes

brandssuchas,Coke,Sprite,Fanta,Schwepps,BitterLemon,TonicWater,EvaTable

WaterandFiveAliveJuice.

TheOwerridepothasbeenrecognisedforitsoutstandingperformanceandhas

consecutivelyemergedthemostperformingplant,withthewinningofthefamous

Andrew David/CocaColaExcellenceAwards(Osagie,2005).Henotedthatthe

annualawardisgivingtothemostperformingplantintheyearandusuallybasedon

the plant's highestcumulative score in sales,marketshare,profitand quality

performance.

ChallengesofPsychosocialHazardsinNBCDepot

Allcadresofworkersinanyorganisation(formalorinformal)areusuallyexposedto

differentforms ofworkplace psychosocialrisks atcertain points.They may

sometimesbeemployersinducedororganisationalenvironmentalfactors.They

couldcomeinform ofworkload,home-workinterface,lackofpossibilitiesto

advanceforward,lackofcareerdevelopment,constantstateofalertness(CSA)and

soon.Mostofthecompany’semployeesareappearsoverstressedwithworkload.

Someusuallydotheworkloadingandatthesametimedriver,withorwithoutany
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marketassistant.Thiscouldbeoverbearingandpossiblyweighdowntheperson

involved.

Duetotheunconducivenessofcertainworkenvironmentsemployees’satisfaction

whichwouldultimatelyenhancetheiroptimalperformancewithinanorganizationis

usuallyhampered.TheoutbreakofthedreadedCOVID-19pandemicexposedmany

workers to health related dangers and made them vulnerable to theirwork

environments.Mostorganisationswerenothavingthecapacitytoguaranteethe

safetyoftheirworkforce.Thisappearstohaveledmanyemployeestoactsdrudgery

andabsenteeism.Inthecourseofbeingabsentorworkingfrom homeasdirectedby

moreorganisations,certainareasappeartosuffersomesetbacks.Employeesof

NBCarenotexemptionofthisandthefearofbeinginfectedwiththevirusaffected

mostofthem.Thisisinviewofthefactthattheymeetandrelatewiththepublicin

thecourseoftheirjob.

Moreso,manyemployeesoftentransferaggressionofwhathappenedathomeor

elsewhere to colleagues atwork unknowingly.This is usually witnessed in

unnecessarynaggingandunwholesomeattitudesdisplayedtowardacolleagueor

customer.Thiscreatespsychosocialissuesandwhenleftuncheckmatedcould

affectinterpersonalrelationships.

Thereisalsothechallengeofinsecurityandfearoftheunknown.Owerrihasbeen

relativelypeacefulandsafebusinessenvironmentuntiltheincessantarmedattacks

ofunknowngunmen.Thathascontinuedtosendfeartomanyresidentsandworkers

alike.SincethehiveofeventsintheStatetherehavebeenreportsofabducted

personsandkillings.Thisaffectsthepsychofmanyemployeesasoneisnotsureof

whereorwhentorunintothem.ThisismakingaccessintoNBCverystrenuousand

prevailingatmosphereoftensioncouldbeeasilysensed.Asidethis,thereisalsothe

problem ofdilapidatedroadnetworkswhichusuallyresulttothefallenoftrucksof

NBC.Whensuchincidenceshappen,itwasmadetobeunderstoodthattheaffected

driverwillsufferthebruntofit.Thecompanyusuallymakethedrivertopaypart,it

notallthecostofthedamagedproductsthroughmonthlydeductionsfrom hissalary.

Thisistraumatisingandcouldaffectproperarticulationintheworkplacegivingthe

factthatbadroadsorpotholesarenotthemakingofthedriver.
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TheoreticalThrust:JobCharacteristicsModel(JCM)

TheJobcharacteristicsmodelwasdevelopedbyHackmanandOldham (1975)asa

workdesignwhichprovidesasetofimplementingprinciplesforenhancingjobsin

organizationalsettings.JCM isbasedonthebeliefthatcertainjobcharacteristics

enhance psychologicalconditions,which resultin motivation,performance and

satisfaction.Inotherwords,motivation,satisfactionandperformanceareconceived

throughenrichingjobcharacteristics.Thejobcharacteristicsarevarietyofskill,task

identity,tasksignificance,autonomyandconstructivefeedback(Robbins,Odendaal

&Roodt,2003).Themodelthusidentifiesamatchbetweenthecharacteristicsofthe

jobitselfandtheindividual’sneeds,andhasbeenextensivelyappliedinworkdesign

initiatives.Figure1showstheframeworkforJCM.

Fig.1:JobCharacteristicsModel(Adaptedfrom Garg&Rastogi,2005).

 Skillvarietywhichreferstothedegreetowhichanemployeeisrequiredto

utilisevariousskillsandabilitiesinordertoaccomplishamultitask.Skill

variety may also reduce monotony by creating a more challenging

environmentfortheemployee.

 Taskidentityreferstotheextenttowhichajobhasapredefineddescription

ofitsstartandfinish,withameasurableoutcome.

Fig.1:JobCharacteristicsModel(Adaptedfrom Garg&Rastogi,2005).
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variety may also reduce monotony by creating a more challenging

environmentfortheemployee.

 Taskidentityreferstotheextenttowhichajobhasapredefineddescription

ofitsstartandfinish,withameasurableoutcome.

 Tasksignificancereferstotheimportanceofaspecifictask.Ifataskisseen

tobesignificantbyanemployee,itwillhaveapositiveeffectontheoutcome

ofthetask.Thetaskalsoholdssignificancewithintheorganisationandina

broadercontext,the individual’s socialnetworking environment(Garg &

Rastogi,2005).

 Autonomyisviewedastheleveltowhichajoboffersindependence.Italso

identifiestheamountoffreedom andcontrolthatisaffordedtoanemployee

toaccomplishobjectives,makedecisionsandorganiseworkingschedules.

 Constructivefeedbackreferstotherelayingofdiscreteinformationaboutan

employee’sjobperformance.

Intotality,thismodelsuggeststhatthenatureofthesefivecorejobcharacteristics

withinanorganizationwouldhavesignificantinfluenceoncriticalpsychological

statesoftheemployees,whichcouldinturnenhanceorretardtheirjobperformance.

Theemphasishereisthatworkorganisationsparticularmanufacturingcompanies

liketheNBCshouldfocusonmanagementstrategiesthatcouldinfluenceconducive

workingconditionsfortheemployees.

Discussion

Themanagementstrategiesforwork-relatedpsychosocialhazardshaveoftenbased

onregulatorypoliciesasstipulatedbytheInternationalLabourOrganisation(ILO)

which serve as standards formanaging psychosocialhazards in workplaces.

However,itisnoteworthythataboveILO standardsdonotoftenconform tothe

managementrequirementforpsychosocialhazardsineveryorganisationalcontext.

Thisisparticularlybecausethestandardsweredesignedbasedonthesocio-cultural

environmentsofEuropeannations;andsuchstandardsoftenfocusonmanagement

ofphysicalandhygienehazards(Guadix,Carrillo-Castrillo,Onieva&Lucena,2015).

Consequently,amoreappropriatewayofmanagingpsychosocialhazardsespecially
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with regard to Nigerian Companies would be bylooking atthe problem from

Nigeria’ssocio-culturalandorganisational-specificcontext.Inparticular,thenature

ofpsychosocialrisksapplicabletothespecificorganisationsmustbefullynoted

andtakencognisanceof.Inordertodoso,itisimportanttoreiterateingeneral,the

commonfactorsthatcouldgeneratepsychosocialhazardsinvariousorganisational

contextsandusesuchframeworktoarticulatealternativestrategiesformanaging

psychosocialhazardsintheNigerianBottlingCompany(NBC)oranyotherNigerian

Company.

Furthermore, to address factors that generate psycho-social hazards in

organizations,likeNBC disparitybetween employersand employeesshould be

prioritized.Organisationalhierarchydoesnotallowopportunitiesforthelowerlevel

employeestoexpresstheirconcernsintermsofthepsychosocialhazardstheyare

facedwith.Consequently,thisgapincommunicationpreventsthetopmanagement

officialsfrom understandingthedegreeofpsychosocialhazardsaffectingtheir

employees.In mostcases,applying the standard procedures formanaging

psychosocialhazardsmaybecomeunproductive.

The issue ofJob Demand/Work Load which is a majorchallenge formany

employeesinthemanufacturingindustriesneedsmanagementattention.Inmost

occasions,topmanagersareofteninterestedintheoutputoftheemployeeswithout

consideringtheircapacitiesinhandlingjobdemands.Whenanemployeeisengaged

inataskthatsupersedeshisorherabilities,itgeneratesafeelingofworkoverload,

whichcouldleadtoseriousmentalhealthproblems.

ConclusionsandRecommendations

Thisstudyhasbeenabletohighlighttheproblemsofpsychosocialhazardswithin

themanufacturingindustries,particularlywithreferencetotheNBCplc,andequally

identifiedsomeofthestandardmeasuresapplicableinaddressingsuchhazardsin

theglobalpractice.Thisstudyarguedhoweverthatsuchstandardpracticeswere

notabletoaddressthecurrentlevelsofpsychosocialhazardsthatarepeculiar

withinthecontextoftheNBC.Assuch,alternativemeasuresto addresssuch

psychosocialhazardswereidentifiedinthispaper.However,thecommitmentofthe

seniormanagementintheNBCiscriticaltotheimplementationoftheidentified
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alternative strategies for managing psychosocial hazards; as such

measures/interventionsmayrequireaninvestmentinresourcesincludingpeople,

moneyandtime.Basedonthesefindingsthefollowingrecommendationsaremade;

1.Supervisors in NBC should try in identifying when tasks assigned to

employeesbecomestrenuousontheirhealth.Tomanipulatethissituation,

managersshouldre-strategizebychangingthewaythejobisdoneorsharing

theworkloaddifferently.

2.Again,managersshouldaddressissuesofpoorinterpersonalrelationshipin

the workplace byaddressing issuesofwork-related bullying,aggression,

harassmentofanysort,discriminationandotherunreasonablebehavioursby

co-workers,supervisorsormanagers.

3.Organisationalmanagersshouldalsodevelop,implementandenforceacode

ofconductsothateveryoneisawareofappropriateworkbehavioursand

equallyensurethatsuchstandardsareimplementedtodemonstratethat

thereareconsequencesforinappropriatebehaviours.
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