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ABSTRACTS 
Role-based Performance basically relates to how successfully one plays their prescribed role 

and is measured in terms of their relative success or failure in that role. Emotional demands 

abilities fit is therefore a perceived match between the emotional demands of a job and a 

person’s abilities to meet those demands. The factors impeding on role-based performance 

among pastors in Nigeria is yet to receive adequate research.  This study examined the extent 

to which emotional demands abilities fit can predict role-based performance among pastors 

in Southwest, Nigeria.  Finding may assist in planning intervention for wellbeing of pastors. 

The design of the study was a survey research method using an ex-post factor design. A 

sample of 150 Seventh-day Adventist pastors incidentally selected from several locations in 

Southwestern States in Nigeria participated in the survey.  The principal instruments used 

were Role-based performance questionnaire and emotional demands abilities fit scale.  The 

battery of instrument was individually administered, after the informed consent.  Simple 

linear regression analysis and Analysis of Variance statistical tools were employed in the 

study. Results show that Emotional Demand Ability Fit accounts for 32.1% of the total 

variation in Role based performance. Age and educational qualification had significant 

influence on the level of role-based performance manifested. Emotional demands abilities fit 

was a significant predictor of role-based performance of the selected Seventh-day Adventist 

pastors in South-west Nigeria. It is recommended therefore, that the Church sector and 

related educational institutions should give due attention to the findings of the present study 

by exploring ways to ensure a more dynamic experience that will reduce work overload 

among pastors. 

Key words: Emotional demands abilities fit, emotional exhaustion, role-based 

performance.  
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INTRODUCTION 

The general concept of Role-based Performance basically relates to how successfully one 

plays their prescribed role and is measured in terms of their relative success or failure in that 

role. In contrast to role-based performance, job performance can be viewed as an activity in 

which an individual is able to accomplish the task assigned to him/her successfully (Laiba, 

Anum, Mohammed and Kashif, 2011). Research has shown that the concept of job 

performance has been a construct of empirical research through the history of empirical study 

in industrial psychology. Researchers such as Higgin, Duxbury and Lee (1992) & Campbell 

(1993) have all carried out research on this concept, however one of the setbacks in these 

studies is that their findings lack generalization to the population other than which sample 

were selected, in other words the findings of majority of study lack extrapolation. According 

to Bommer, Johnson, Rich, Podsakoff, and MacKenzie (1995), “job performance is the most 

widely studied criterion variable in the organizational behavior and human resource 

management literatures” pp: 587.  It has also been shown that most performance 

measurement systems are limited in that they ignore dimensions of work behavior that lie 

beyond what has been traditionally included in the scope of a specific job itself (Welbourne, 

Johnson and Erez, 1997). Thus, performance measurement has since been modified from 

being person oriented to being behaviorally oriented, with the emphasis being on those tasks 

or behaviors that were associated with the job (Welbourne et. al., 1997). In their opinion, 

Milkovich and Boudreau (1997), state that “organizations are replacing the notion of 'jobs' 

with considering what 'roles' or 'competencies' will be required for the 21st century.” This 

trend, in Welbourne et. al.’s postulation, has led to a renewed interest in the 'person.' 

Specifically, organizations have begun to develop appraisal systems based on competency 

models, which focus on the skills needed to be effective in one's current and future job 

(Lawler, 1994). Even though the emphasis is returning to the person (vs. the job), 

competency models continue to be defined by job attributes like the ability to solve problems, 

in particular, the ability to solve problems independently or interdependently. Mansfield 

(1996) defines a competency model as “a detailed, behaviorally specific description of the 

skills and traits that employees need to be effective in a job.” 

In role-based performance scale, role theory and identity theory are used to develop a theory 

based generalizable measure of performance. Role theory’s most important   contribution   to   

performance   management   is   that   it   provides   direction   for   avoiding   errors   in 

measurement in the performance appraisal tools.  In order to correct the measurement error, 

role theory suggests that, performance management systems need to account for multiple 

roles at work.  It has been suggested by researchers for using roles as the basis  for job  

descriptions  as  well as  for specifying  organizational  expectations and performance 

requirements (llgen&HoUenbeck, 1992; Van Dyne, Cummings, & Parks, 1995). In spite of 

this recognition of the  importance  of roles  and the fact that employees  perform  multiple 

roles  in their organizations, research has continued to measure employee performance as if 

only one role job holder existed. On the other side it is also argued that role theory only 

suggests roles as a way to conceptualize multiple behaviors at work; it does not   provide a   

definition   about   those   dimensions   of   roles   which   should   be   included   or   

excluded   in   a multidimensional measure of performance. Employees take on many roles at 

work. The theory that  may  help in understanding  which  roles  should  be  measured  in  an  

instrument that  focuses  on  behavior  at  work  is  identity theory. Role theory provides an 

explanation for why work performance should be multidimensional and identity theory 

suggests how to determine which dimensions to include in a model of work performance. By 

using these two theories it is suggested a measure of performance that includes five different 

roles, that is, job, career, innovator, team member and organization citizen. There has been 
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ample evidence that roles have been recognized as central to understanding employee 

behavior in organizations (Katz  &Kahn,  1978)  and  according  to  role  theory individuals 

role expectations are influenced by both their personal attributes and the context in which 

they exist. 

It has been postulated that most jobs have emotional demands and that effectiveness is 

determined, in part, by a person’s ability to meet these demands (Arvey, Renz, & Watson, 

1998).  

Difficulty in meeting the emotional demands of one’s job can negatively affect one’s well-

being, health, and performance (Hochschild, 1983). These ideas reflect the classic perspective 

that congruence between people and their environments is a key to well-being and 

effectiveness, with better fit leading to more favorable outcomes (e.g., Kristof, 1996). So 

emotional demands abilities fit is therefore a perceived match between the emotional 

demands of a job and a person’s abilities to meet those demands. 

Emotions have been known to play a significant role in intrapersonal and interpersonal 

functioning (Grandey, 2008), and the increased recognition of the importance of emotions in 

organizational contexts (Elfenbein, 2007). Specific calls for research to examine the fit 

between emotional work demands and employee abilities (Arvey et al., 1998) like job 

performance and role-based performance are eminent. Emotional demand abilities fit is an 

important factor to study and consider in any organization, specifically in organizations 

where emotional demands are always on trial. The Church is one of such places where the 

parishioners tend to dump a lot of their emotional issues and needs on the pastors who are 

seen as capable of shouldering these needs. It determines the level of performance based on 

the roles and responsibilities of the profession (Nir and  Bogler, 2014). It can also be 

acknowledged that pastoral responsibilities have emotional demands and that effectiveness is 

determined, in part by a person’s ability to meet the demands (Arev et. al., 1998). This notion 

refers to details of what pastoral activities may entail, consist of, or may likely experience in 

accomplishing the responsibilities of a pastor and his ability to cope with it and perform 

excellently and effectively in getting the job done. Duties to pastors should be assigned in 

accordance to their capabilities and be given chance to grow gradually in their role (Singh, & 

Billingsley. 1996).  

The major objective is to determine the influence of emotional demands abilities fit on the 

role-based performance of the Seventh-day Adventist pastors. Specific objectives include to: 

1. Examine if emotional demands abilities fit will predict role-based performance among 

the Seventh-day Adventist pastors. 

2. Investigate the influence of age on role-based performance among the Seventh-day 

Adventist pastors. 

3. Analyze the influence of educational qualifications on role-based performance among 

the Seventh-day Adventist pastors 

LITERATURS REVIEW 

Role-based Performance 

Role based performance measure is not task specific; it is something that can be used to 

evaluate the performance of any person in any company, and it was developed based on two 

theories: role theory and identity theory. It was found by Russell (2008) that the 

dependability and safety is a meaningful predictor of overall job performance and an 

employee’s potential to be safe, reliable and confident. Role-based Performance basically 

relates to how successfully one plays their prescribed role and is measured in terms of their 
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relative success or failure in that role. In contrast to role-based performance, job performance 

can be viewed as an activity in which an individual is able to accomplish the task assigned to 

him/her successfully (Laiba, Anum, Mohammed and Kashif, 2011). Research has shown that 

the concept of job performance has been a construct of empirical research through the history 

of empirical study in industrial psychology. Researchers such as Higgin, Duxbury and Lee 

(1992) & Campbell (1993) have all carried out research on this concept, however one of the 

setbacks in these studies is that their findings lack generalization to the population other than 

which sample were selected, in other words the findings of majority of study lack 

extrapolation. According to Bommer, Johnson, Rich, Podsakoff, and MacKenzie (1995), “job 

performance is the most widely studied criterion variable in the organizational behavior and 

human resource management literatures” pp: 587.  It has also been shown that most 

performance measurement systems are limited in that they ignore dimensions of work 

behavior that lie beyond what has been traditionally included in the scope of a specific job 

itself (Welbourne, Johnson and Erez, 1997). Thus, performance measurement has since been 

modified from being person oriented to being behaviorally oriented, with the emphasis being 

on those tasks or behaviors that were associated with the job (Welbourne et. al., 1997). In 

their opinion, Milkovich and Boudreau (1997), state that “organizations are replacing the 

notion of 'jobs' with considering what 'roles' or 'competencies' will be required for the 21st 

century.” This trend, in Welbourne et. al.’s postulation, has led to a renewed interest in the 

'person.' Specifically, organizations have begun to develop appraisal systems based on 

competency models, which focus on the skills needed to be effective in one's current and 

future job (Lawler, 1994). Even though the emphasis is returning to the person (vs. the job), 

competency models continue to be defined by job attributes like the ability to solve problems, 

in particular, the ability to solve problems independently or interdependently. Mansfield 

(1996) defines a competency model as “a detailed, behaviorally specific description of the 

skills and traits that employees need to be effective in a job.” 

In role-based performance scale, role theory and identity theory are used to develop a theory 

based generalizable measure of performance. Role theory’s most important   contribution   to   

performance   management   is   that   it   provides   direction   for   avoiding   errors   in 

measurement in the performance appraisal tools.  In order to correct the measurement error 

role theory suggests that, performance management  systems  need  to  account  for  multiple  

roles  at  work.  It has been suggested by researchers  for using roles  as  the basis  for job  

descriptions  as  well as  for specifying  organizational  expectations and performance 

requirements (llgen & HoUenbeck, 1992; Van Dyne, Cummings, & Parks, 1995). In spite of 

this recognition of the importance  of roles  and the fact that employees  perform  multiple 

roles  in their organizations, research has continued to measure employee performance as if 

only one role job holder existed. On the other side it is also argued that role theory only 

suggests roles as a way to conceptualize multiple behaviors at work; it does not   provide a   

definition   about   those   dimensions   of   roles   which   should   be   included   or   

excluded   in   a multidimensional measure of performance. Employees take on many roles at 

work. The theory that  may  help in understanding  which  roles  should  be  measured  in  an  

instrument that  focuses  on  behaviour  at  work  is  identity theory. Role theory provides an 

explanation for why work performance should be multidimensional and identity theory 

suggests how to determine which dimensions to include in a model of work performance. By 

using these two theories it is suggested a measure of performance that includes five different 

roles ie. job, career, innovator, team member and organization citizen. There has been ample 

evidence that roles have been recognized as central to  understanding  employee  behaviour  

in  organizations  (Katz  &Kahn,  1978)  and  according  to  role  theory individuals role 
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expectations are influenced by both their personal attributes and the context in which they 

exist. 

 

EMOTIONAL DEMANDS ABILITIES FIT 
The management of emotions is an important aspect of many jobs and employee 

effectiveness in doing so can impact a variety of well-being and performance outcomes 

(Elfenbein, 2007). The idea that jobs have emotional demands has been acknowledged in a 

variety of research domains, including work on the job demands-resources model (Bakker, 

Demerouti, & Verbeke, 2004), compassion fatigue (Adams, Boscarino, & Figley, 2006), 

organizational justice (Barsky & Kaplan, 2007), vicarious trauma (Baird &Kracen, 2006), 

workplace incivility (Cortina, Magley, Williams, & Langhout, 2001), and emotional labor 

(Glomb, Kammeyer-Mueller, & Rotundo, 2004; Goldberg & Grandey, 2007; Hochschild, 

1983). Accordingly, emotional demands may take a variety of forms including the need to 

express or feel certain emotions as part of the work role (e.g. Rafaeli & Sutton, 1987) and the 

need to manage one’s emotional reactions to difficult, challenging, monotonous, 

interpersonally demanding, or unpleasant work circumstances (e.g. Adams et al., 2006). For 

instance, emotional labor theory posits that organisations specify feeling rules (Hochschild, 

1983) or display rules (Rafaeli & Sutton, 1987) that dictate which emotions should be 

experienced and expressed by employees when interacting with others. Other research has 

documented that the work itself can be emotional, such as when healthcare employees work 

with dying patients and experience grief, when service employees work with rude or 

disrespectful customers and experience anger, when sales employees experience anxiety or 

frustration in response to losing a big sale, or when the work is repetitive and leads to fatigue 

or boredom (Adams et al., 2006; Baird & Kracen, 2006; Saavedra & Kwun, 2000).  

In these jobs, employees must manage negative emotions in order to protect their own well-

being and perform non-emotional aspects of their jobs effectively. As these examples 

illustrate, emotional demands can take a variety of forms, including emotional display rules, 

feeling rules, demands for emotion regulation, as well as the frequency, duration, and 

intensity of situations that create emotions in employees (Brief & Weiss, 2002). As such, a fit 

may be construed fairly broadly as the match of the person with emotional work demands, 

whatever those emotional demands might be and from whatever source they originate. 

Rafaeli and Sutton (1987) referred to such a circumstance as reflecting emotional harmony, 

which is a positive state in which no discrepancy between emotions, displays, and job 

expectations is present. 

Implicit in much of the work describing emotional job demands is the notion that some 

individuals can more easily handle the demands than others (Adams et al., 2006; Bakker et 

al., 2004). This idea suggests that individuals differ in the level of knowledge, skills, abilities, 

and other (KSAO) attributes that they can utilise when attempting to meet the emotional 

demands of their work. Emotional capabilities can include a diverse array of potential 

attributes, such as personality traits (Goldberg, 1992), dispositional affectivity (Watson, 

Clark, & Tellegen, 1988), approach and avoidance motivational tendencies (Carver & White, 

1994), emotional expressivity (Gross & John, 1997), emotion regulation capabilities (Gross 

& John, 2003), coping skills (Skinner, Edge, Altman, & Sherwood, 2003), emotion 

recognition abilities (Nowicki & Duke, 1994), and emotional intelligence (Brackett, Rivers, 

Shiffman, Lerner, & Salovey, 2006). Although it would be difficult to identify all of the 

personal attributes that individuals could use to meet the emotional demands of their work, 

the key consideration in fit perceptions is whether employees believe they have the ability to 

meet the emotional demands of the job. This perception of fitting (or not fitting) with the 



International Journal of Research in Education and Sustainable Development | ISSN: 2782-7666 

Vol. 2, Issue 6 (June, 2022) | www.ijaar.org/ijresd  

 

42 

 

emotional demands of the job should have direct implications for employee well-being and 

behavior. 

 

Theoretical Framework 

There are several theories which serve as basis for investigating role based performance and 

the influence of independent and interdependent problem solving skills on the same.  The 

major ones include role theory and identity theory.  

Role Theory  

Role theory has been used effectively by researchers in psychology, social psychology, 

sociology, organization behavior, and human resource management since the early 1930s. 

Multiple researchers from these various fields have concluded that roles play an important 

part in social structure (Mead, 1934; Turner, 1978), and roles have been recognized as central 

to understanding employee behavior in organizations (Katz & Kahn, 1978). In the strictest 

sense, roles are positions within a social framework (Oeser & Harary, 1964); however, they 

also are defined by the individuals who occupy them (Callero, Howard, & Piliavin, 1987; 

Oeser & Harary, 1964). According to role theory, individuals' role expectations are 

influenced by both their personal attributes and the context in which they exist. Thus, role 

theory suggests that employee performance will be a function of both the individual and the 

organization. This theory represents a major advancement in explanations for performance 

since it combines both a psychological (individual contributions) as well as sociological 

(organizational framework) perspective. Previous attempts to theoretically explain 

performance have sought either individual predictors or environmental predictors, neglecting 

to recognize that both can contribute simultaneously.  

Identity Theory 
According to identity theory, it is not the existence of roles, but their saliency, which affects 

behavior (Burke, 1991; Thoits, 1992). Identity theory suggests a process by which people use 

an internal control system to filter information. The likelihood that an event or information 

will trigger behavior, is associated with the saliency of a particular role (Thoits, 1991; 1992). 

According to Thoits, “the more salient the role identity, the more meaning, purpose and 

behavioral guidance the individual should derive from its enactment (1991: 106).” In other 

words, those roles which are most salient to us provide us with the strongest meaning or 

purpose. In turn, the more meaning we derive from a role, the greater the behavioral guidance 

that ultimately leads to the enactment of behaviors associated with that role. Thus, 

organizations can affect behavior of employees at work by influencing the saliency of work-

related roles. Firms influence work-related role saliency in many different ways including 

rewarding behaviors, requiring behaviors, formal and informal recognition, and even 

punishment when behaviors are not enacted. Since different organizations have different 

expectations of their employees, role saliency is most likely to be different across 

organizations. Because firms differ in the roles, they consider important for individual 

success, it is of significance to study the different job attributes that define these different 

roles. 

 EMPIRICAL REVIEW OF STUDIES 

Emotional Demands Abilities Fit and Role-based Performance   

There is a dearth in literature surrounding the interaction between emotional demands 

abilities fit and role-based performance among any population sample. The closest variable 

covered in literature that studies interaction with emotional demands abilities fit is Job 

Involvement. Bogler and Nir (2014) completed a study on the contribution of the perceived 

fit between job demands and abilities to teachers’ commitment and job satisfaction. The 
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objective of the study aims at exploring the common means that may improve organizational 

effectiveness by focusing on teachers’ commitment and satisfaction. The multi regression 

analysis revealed that the single variable that predicted the professional commitment and 

organizational commitment and the intrinsic and the extrinsic satisfaction were teachers’ 

perception for the fit between ones’ job demands and ability ( Bogler and Nir, 2015). 

Perceived job fit predicted both commitment and satisfaction that reinforces the importance 

of the assumption about the significance of best practice in recruitment and placement 

processes. The level of organizational commitment and professional commitment is 

determined by level of the perceived fit between job demand and ability, job tension and job 

overload which predicts the certainty of the job. This shows that the more teachers perceive 

tension the lesser they are committed to the school, to the teaching profession. Perceived fit 

between Job demands and Job holder’s ability, quality of interaction between supervisors and 

teachers and certainty in Jobs which statistically serves as a special or important predictor of 

organizational commitment. Because teaching is a complex job so the level at which an 

individual is capable of doing a multi-tasking activity can also determine the level of 

emotional demand ability fit of the teachers.  

         Also, the level of person organizational fit, need supplies fit and person supervisor fit 

serves as a great support to the determinant of the perceived emotional demand ability fit. 

Teachers who feel or perceive that they fit better in each of these ways are more likely to 

have their own needs satisfied. High emotional demand ability fit will enable them to respond 

to the emotional aspects of the work in a more natural and genuine way, resulting in a more 

positive feeling about the job. It may represent a type of personal resource that enables the 

teachers to cope with emotional work demands, such that when the abilities are at a good 

match with demands, the teachers feel they can manage the work effectively and as a result, 

experience a variety of positive reactions to the job including job satisfaction. Among a group 

of teachers of a total of 523, 244 of them had a good emotional demand ability fit for the job 

while 179 of them experienced work tension. Those who had good emotional demand ability 

fit had a mean of 3.53 while those who experienced job tension had a mean of 2.78 and both 

having the same standard deviation of 0.63. It showed that the largest effect for high work 

tension was been associated with low perceived emotional demand ability fit and vice-versa. 

Age and Role-based Performance 
What appears to be common among the different approaches regarding the mature workforce 

is the difficulty of age groupings, given the lack of a universally accepted criterion 

concerning the definition of the “old employee” (Sterns and Miklos, 1995). A generally 

accepted cut-off point between young and older employees is not set, given that what is 

considered old varies widely across different countries, cultures, industries and industrial 

sectors (Taylor, 2006); in certain cases, the definition is not as linked to chronological age as 

it once was. Zepelin et al. (1987) observed that those between ages 18 and 35 were 

considered young, those between 35 and 60 were considered middle-aged and those between 

65 and 80 were considered old. In more recent studies, the age of the mature/late career/aging 

employees varies from 40 to 45 years (McGregor and Gray, 2001) to 50 years and over 

(Ekerdt et al., 1996), whereas the age of 45 years is often used to compare older employees to 

younger or middle-aged workers (Stroh and Greller, 1995). According to OECD (2006), 

older employees are in the second half of their working life, have not yet reached retirement 

age and are still employable. 

In principle, empirical research has failed to establish a clear link between age and employee 

performance. Numerous studies have shown both positive and negative relationships between 

age and employee performance (Ng and Feldman, 2008). First, in a meta-analysis based on 
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18 supervisor assessment samples, Waldman and Avolio (1986) identified 13 empirical 

studies containing 40 samples. These researchers observed that age was positively related to 

productivity measures of employee performance. However, age was negatively associated 

with supervisor ratings of employee performance. Similarly, McEvoy and Cascio (1989) 

reviewed 96 studies to examine the impact of employees’ age on sales records and 

supervisors’ assessment and found no clear effect of age on performance. Sturman’s (2003) 

meta-analysis examined the relationships between chronological age, job experience, 

organizational tenure and employee performance and observed that the relationship between 

age and performance was an inverted U-shape. In other words, age was positively related to 

employee performance when age was low but was negatively related to job performance 

when age was high. 

Many studies on the topic of age and performance indicate negative relationships between the 

two variables. Avolio and Waldman (1994), utilizing a sample of 20,000 American 

employees across different industries, identified a negative relationship between age and 

different types and skills, such as verbal skills, numerical aptitude, spatial aptitude, finger 

dexterity, manual dexterity and general intelligence. According to the literature, older people 

also seem to perform poorly in terms of monitoring and controlling attention, utilizing 

analytical reasoning (Rhodes, 2004) and multitasking (Verhaeghen et al., 2003). However, 

several studies indicate that performance does not decline with age (Göbel and Zwick, 2012; 

Cleveland and Lim, 2007; Allen et al., 2002), while others claim that performance may even 

improve with age. Older employees may perform equally well as their younger counterparts 

thanks to the accumulation of specialized knowledge, their experience and to their ability to 

acquire new skills, which increases their performance (Bosman, 1993). 

The relationship between employee performance and age can be theoretically grounded in 

human capital theory. Under the lens of human capital theory, employees are the recipients of 

HRM practices According to this theory, the experience and expertise that increase over the 

life cycle of an individual enrich and increase the value of that individual’s human capital. As 

a result, the enhancement of an individual employee’s knowledge, skills and expertise over 

the course of his/her life may positively influence elements of human capital, including 

employee performance. As employees mature and their own value potential either increases 

or decreases, the effect of investments in employees also changes. At the individual level, 

investment in the various aspects of human capital via implemented HRM practices – such as 

training, incentive-based pay or selective staffing – can increase an employee’s knowledge, 

skills, abilities, values and social assets; generate value related to individual outcomes; and 

therefore be considered a key element of improving that employee’s satisfaction, 

performance and commitment (Tekleab and Taylor, 2003).  

Based on the empirical reviews presented above, the following hypotheses are formulated to 

guide results acquisition. 

Research Hypotheses 

1. Emotional Demand Ability fit will be a significant predictor of role based performance 

among pastors of Seventh Day Adventist in Southwest Nigeria. 

2. Emotional exhaustion will be a significant predictor of role based performance among the 

Seventh Day Adventist pastors in Southwest Nigeria 

3. Age will be a significant determinant of role based performance among the Seventh Day 

Adventist pastors in Southwest Nigeria 

4. Educational qualification will be a significant determinant of role based performance 

among the Seventh Day Adventist pastors in Southwest Nigeria 
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Ethical Consideration 

Thorough informed consent was explained to the participants. Their anonymity and 

confidentiality were also guaranteed. Teachers were not required to put their names or any 

other information on the questionnaire that could identify them. 

Method 
The design of the study was a survey research method using and ex-post facto design. This 

study examines emotional demand ability fit as predictors of role-based performance among 

selected Seventh-day Adventist pastors in Southwest Nigeria and also to determine to what 

extent certain demographic variables will influence the incidence of role based performance 

among the same sample population. A sample of 150 Seventh Day Adventist pastors 

incidentally selected from several locations in Southwestern States in Nigeria participated in 

the survey. The principal instruments used were Maslach Burnout Scale, Role based 

performance questionnaire and emotional demands abilities fit scale. The battery of 

instrument was individually administered, after the informed consent. Simple linear 

regression analysis and Analysis of Variance statistical tools were employed in the study. 

Test of Hypotheses and Results 

The results for the four hypotheses tested for this study are presented in this section. The 

statistics include the simple linear regression and One-Way Analysis of Variance (ANOVA) 

statistics. Emotional Demand Ability fit will be a significant predictor of role-based 

performance among pastors of Seventh-day Adventist in Southwest Nigeria. 

Table 4.2 

Summary of simple linear regression showing prediction of Emotional Demand Ability Fit on 

Role-based performance  

MODEL SS df Mean Sq F Pvalue R R2 
Adj 

R2 

Regression 13130.28 1 13130.28 70.10 .000 .567 .321 .317 

Residual 27722.36 148 187.31      

Total 40852.59 149       

Predictors: (constant) Emotional Demand Ability Fit 

The result in Table 4.2 shows a multiple correlation coefficient (R) of 0.567 which is a very 

good level of prediction on the dependent variable. The adjusted R square (0.321), shows that 

Emotional Demand Ability Fit accounts for 32.1% of the total variation in Role based 

performance. The table also reveals that analysis of variance of the multiple regression data 

produced a statistically significant F-ratio value at (F(1,148) = 70.10, P<05) (P value = .000).  

The result indicates that Emotional Demand Ability Fit significantly predicts Role based 

performance hence the hypothesis is therefore supported.   

Age will be a significant determinant of role-based performance among the Seventh-day 

Adventist pastors in Southwest Nigeria. A one-way between subjects ANOVA was 

conducted to compare the role-based performance of the pastors of Seventh-day Adventist in 

Southwest Nigeria, based on their age groups. Their age groups were classified in five levels 

labeled 20-30, 31-40, 41-50, 51-60 years of age and 61 years above. The independent 

variable represented the five different age levels, while the dependent variable was the 

pastors’ role-based performance scores. See Table 4.4 for the means and standard deviations 

for each of the five groups of age levels. 
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Table 4.4 

Means and Standard Deviations of Role Based PerformanceScores 

METHOD n Mean SD 

20-30 years 10 75.30 14.48 

31-40 years 30 72.30 17.71 

41-50 years 76 72.55 16.84 

51-60 years  24 74.54 15.55 

61 years above 10 74.40 17.87 

TOTAL 150 73.12 16.56 

 

An alpha level.05 was used for all analyses. Table 4.5 shows the analysis of variance for the 

Role Based Performance scores of the selected pastors based on their age levels. 

 

Table 4.5 

Analysis of Variance ForRole-based PerformanceScores 

SOURCE SS df MS F p 

Between 157.046 4 39.26 .140 .967 

Within 40695.55 145 280.65   

Total 40852.593 149    

 

The result of the analysis failed to reveal a significant difference in the Role Based 

Performance scores of the selected pastors in Southwest Nigeria, based on their age groups at 

the p>.05 level for the five age levels [F(4,145) = .140, p = 0.457]. Post hoc comparisons 

using the Tukey HSD test did not indicate any significant differences among the age groups 

when tested singly. Taken together, these results show that age is not a significant factor in 

the role based performance of the selected pastors in Southwest Nigeria. The hypothesis was 

therefore rejected. 

Educational qualification will be a significant determinant of role-based performance among 

the Seventh-day Adventist pastors in Southwest Nigeria. 

 

A one-way between subjects ANOVA was conducted to compare the role-based performance 

of the pastors of Seventh-day Adventist in Southwest Nigeria, based on their educational 

status groups. Their educational status groups were classified in four levels labeled 

OND/TT/NCE, HND/BSc, Masters and Doctorate. The independent variable represented the 

four different educational status levels, while the dependent variable was the pastors’ role-

based performance scores. See Table 4.6 for the means and standard deviations for each of 

the four groups of educational status levels. 

 

Table 4.6 

Means and Standard Deviations of Role Based PerformanceScores 

METHOD n Mean SD 

OND/TT/NCE 6 76.33 14.05 

HND/BSc 96 72.10 17.16 

Masters 39 75.79 14.84 

Doctorate  9 70.33 19.43 

TOTAL 150 73.12 16.56 
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An alpha level .05 was used for all analyses. Table 4.7 shows the analysis of variance for the 

Role Based Performance scores of the selected pastors based on their educational status 

levels. 

Table 4.7 

Analysis of Variance ForRole Based PerformanceScores 

SOURCE SS df MS F p 

Between 509.943 3 169.981 .615 .606 

Within 40342.651 146 276.320   

Total 40852.593 149    

 

The result of the analysis failed to reveal a significant difference in the Role-based 

Performance scores of the selected pastors in Southwest Nigeria, based on their educational 

status groups at the p>.05 level for the four educational status levels [F(3,146) = .615, p = 

0.606]. Post hoc comparisons using the Tukey HSD test did not indicate any significant 

differences among the educational status groups when tested singly. Taken together, these 

results show that educational status is not a significant factor in the role-based performance of 

the selected pastors in Southwest Nigeria. The hypothesis was therefore rejected.  

Discussion of Findings 

The objectives of the study were to determine the level of influence of emotional demands 

abilities fit as predictor of role-based performance among selected pastors of Seventh-day 

Adventist Church in Southwest Nigeria and also to determine to what extent certain 

demographic variables will influence the incidence of role-based performance among the 

same sample population. Role-based Performance basically relates to how successfully one 

plays their prescribed role and is measured in terms of their relative success or failure in that 

role. In contrast to role-based performance, job performance can be viewed as an activity in 

which an individual is able to accomplish the task assigned to him/her successfully (Laiba, 

Anum, Mohammed and Kashif, 2011). Role based performance measure is not task specific; 

it is something that can be used to evaluate the performance of any person in any company, 

and it was developed based on two theories: role theory and identity theory. It was found by 

Russell (2008) that the dependability and safety is a meaningful predictor of overall job 

performance and an employee’s potential to be safe, reliable and confident. 

Based on data generated by the study and result of analysis of the data, it is reasonable to 

conclude that there was an influence of emotional demands abilities fit on role-based 

performance among these pastors. None of the hypothesis studied quite showed a significant 

difference or relationship between the selected demographic variables and the results of role-

based performance but there was an apparent significant prediction of the role-based 

performance scores of the pastors based on their emotional demands abilities fit. 

The result from hypothesis one which states that emotional demands abilities fit will be a 

significant predictor of role-based performance among pastors of Seventh-day Adventist in 

Southwest Nigeria, showed emotional demands abilities fit to be a significant  predictor of 

role based performance among pastors. This finding however appears to be somewhat 

consistent with the previous empirical findings. Despite a dearth of literature surrounding the 

interaction between emotional demands abilities fit and role based performance among any 

population sample. The closest variable covered in literature that studies interaction with 

emotional demands abilities fit is Job Involvement. Bogler and Nir (2014) completed a study 

on the contribution of the perceived fit between job demands and abilities to teachers’ 

commitment and job satisfaction. The objective of the study aims at exploring the common 
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means that may improve organizational effectiveness by focusing on teachers’ commitment 

and satisfaction. The multi regression analysis revealed that the single variable that predicted 

the professional commitment and organizational commitment and the intrinsic and the 

extrinsic satisfaction were teachers’ perception for the fit between ones’ job demands and 

ability (Bogler and Nir, 2015).   

The result from hypothesis two which states that emotional exhaustion will be a significant 

predictor of role-based performance among the Seventh Day Adventist pastors in Southwest 

Nigeria did not show emotional exhaustion to be a significant predictor of role based 

performance among the Seventh Day Adventist pastors in Southwest Nigeria. Again, a dearth 

of literature surrounding the interactions between emotional exhaustion and role-based 

performance makes it challenging to determine if the finding is consistent with existing 

literature. Literature however covers some link in interaction between emotional exhaustion 

and Job Involvement and also between emotional exhaustion and job performance. An 

exploration relation between senior high school teachers’ perception of seven potential 

stressors in school and their teaching self-efficacy as well as their experiences of emotional 

stress, exhaustion and engagement was made. The perception of stressors was negatively 

related to teacher’s self-efficacy and positively related to exhaustion, engagement and 

motivation to leave the teaching profession mediated through self-efficacy and emotional 

stress.  Emotional stress predicted emotional exhaustion to predict emotional exhaustion 

positively and engagement negatively.  

 

The result from hypothesis three which states that age will be a significant determinant of 

role-based performance among the Seventh Day Adventist pastors in Southwest Nigeria did 

not show age to be a significant determinant of role based performance among the Seventh 

Day Adventist pastors. There is a dearth of literature surrounding age and role based 

performance. There are studies however that have explored the relationship between age and 

employee performance. In principle, empirical research has failed to establish a clear link 

between age and employee performance. Numerous studies have shown both positive and 

negative relationships between age and employee performance (Ng and Feldman, 2008). 

First, in a meta-analysis based on 18 supervisor assessment samples, Waldman and Avolio 

(1986) identified 13 empirical studies containing 40 samples. These researchers observed that 

age was positively related to productivity measures of employee performance. However, age 

was negatively associated with supervisor ratings of employee performance. Similarly, 

McEvoy and Cascio (1989) reviewed 96 studies to examine the impact of employees’ age on 

sales records and supervisors’ assessment and found no clear effect of age on performance. 

Sturman’s (2003) meta-analysis examined the relationships between chronological age, job 

experience, organizational tenure and employee performance and observed that the 

relationship between age and performance was an inverted U-shape. In other words, age was 

positively related to employee performance when age was low but was negatively related to 

job performance when age was high. 

The result from hypothesis four which states that educational qualification will be a 

significant determinant of role-based performance among the Seventh Day Adventist pastors 

in Southwest Nigeria did not show educational qualification to be a significant determinant of 

role based performance among the Seventh Day Adventist pastors. There is an apparent 

dearth of literature surrounding educational qualification and role based performance. The 

finding of this result will add to the body of literature surrounding these two variables. 
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Conclusion 

The level of influence of emotional demands abilities fit as predictor of role-based 

performance among selected pastors of Seventh-day Adventist Church in Southwest Nigeria 

and also to determine to what extent certain demographic variables, age and educational 

qualification will influence the incidence of role based performance among the same sampled 

populationis brought into focus in this study. Hypothesis focusing on comparison of role-

based performance scores among these pastoral leaders and related variables like emotional 

demands abilities fit, age, and educational qualifications are tested in this study. For this 

study, 150 adult respondents from various branches of Seventh-day Adventist Church in 

South-west Nigeria were purposively sampled and data collected were subjected to 

descriptive statistics, Analysis of Variance (ANOVA) and simple linear regression. From the 

analysis and interpretation of results, it may be concluded that emotional demands abilities fit 

significantly predicts role-based performance among pastors of Seventh-day Adventist 

Church in Southwest Nigeria. It may also be concluded that age and educational qualification 

do not significantly influence the role-based performance among pastors of Seventh day 

Adventist Church in Southwest Nigeria. 

 

Implication of Findings 

The implication of the findings of this study is that there is room for further research. The 

study was done in only one part of Nigeria and the pastors were surveyed only from the 

Seventh-day Adventist Church. There are thousands of registered Churches in the six geo 

political and social regions of the country. The findings of the study can therefore not be 

taken as conclusive. In order to validate the findings of this study, there is therefore the need 

to replicate this study on other parts of the country, survey more Churches as well. It may be 

necessary to include other variables also in the study.  

Researchers work hard to discover more about the factors that affect performance among 

varied types of professions across as many different social environments as possible. 

Researchers are also focused on discovering how various types of risk factors, physical 

changes and so on, that affect the general job performance across the multi-faceted levels of 

career behavior involving emotional contacts and work overload. Researchers in Nigeria 

should also be more involved in the study of why the variables that affect role-based 

performance affect them in the way they do. This study was extended to look into socio-

demographic influences like their actual ages and their educational qualifications and see how 

these variables influence the role-based performance of the pastors. 

Recommendation 

The following recommendations are made from the finding of this study to Church 

executives, counselors and other professionals and/or experts who work with Churches and 

organizational behavior. 

1. It is recommended therefore, that the Church sector and related educational 

institutions should give due attention to the findings of the present study by exploring 

ways to ensure a more dynamic experience that will reduce emotional exhaustion and 

work overload among pastors.  

2. This is the opinion of this researcher that these pastors remain dogged to their calling 

despite work overload, aging situations and educational qualifications. It is 

recommended therefore that the Church management should pay strong attention to 

the issue of actual calling as a prerequisite to pastoral recruiting, retention and 

responsibilities, as this may be a major player in explaining why the pastors surveyed 

are not influenced by emotional exhaustion or age etc.  
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3. Primary focus on sponsored research should be a part of Church sector management 

policies in order to establish healthy work levels of the work force in relation to role 

based performance as covered in this study.   

4. Researchers interested in the study of psychological outcomes associated with work 

related wellbeing and other related variables should consider emotional exhaustion 

and emotional demands abilities fit as important criterion. 
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