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Abstract

This study examined thé combi ied influence ofsocial (career advice. connectedness and
feedbacks appraisals) and in titutional (research assistance, promotion, collegialit)’,
protection, friendship and opptriunity) supports on thé management of stress arnong
academic staff in four selectei' federai universities in South-West, Nigeria. This study
adopted the descriptive survey d sign. The universities were stratified imo existingfaculties.
The proportional sampling tei hnique was used lo select 1000 academic staff Two
hvpdtheses were tested al 0.05 leve! of significante. Data were analysed using Pearson
produci moment correlation and :ontent analysis.

Effcctive social support System coupled with opportunities for promotion and research
assistance as well as promotion positivelv determined thé management of stress arnong
academic staffinfourf4) federai universities in thé South-west Nigeria There is thé need to
improve upon the social support: while effective institutional supports should he provided to
enhance thé stress management svstem arnong thé academic staff In addition conducive and
flexible work environment should be ensured.

Kevwords:  Nigcrian federai ui ivcrsitics. Acadcmic staff. Stress management. Social and
institutional supports.
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Introduction

* A numbcr of rcscarch fudings have documcntcd that, prolongcd stress has negative
effects on individuai health as u eli as employees’ attitudes towards the organisation (Kester,
Oni & Ogidan. 2010). Research ;rs have estimated that several millions of working days are
lost lo stress-relatcd problcms American Psychological Association. 2004). According to
Khatibi. Asadi and Hamidi (20)9), thé overall cost of stress at work are about 20 billion
Euros in ihc Europcan Union (E|J)and more than 150 billion dollars in US, mainly for health
care and treatmeni cosis. abseni :eism and turnover. Kazmi. Amjad and Khan (2008) submit
Chat, stress is more likcly in som : situations than others and in ccrtain individuate than others.
There are many challenges in academic work environment. characterised by excessive
workloads. incrcased use of omputer. desirc for career advanccment and pursuit for
academic excellence among o hers result in high job stress among Nigerian university
icachcrs. Stress affeets not only mr physical health but our mental wellbeing. To successfully
manage stress in everyday lives individuai can leam to relax and enjoy life. The best way to
managc stress is to prevent it; il is may not bc always possiblc. The best approach to managc
it is to reduce stress and make li e easier.

The teachers in secondiry schools in Nigeria and in other countries, as well as
lectuVers may bc considered to te working in stressali environments. Generally, thé work of a
lecturcr comprises teaching. coiducting rcscarch. civil obligation and administration. They
are ‘expected to attend seminirs. conferences and conduct researches in their fields of
spccialisation and publish the outeomes of their researches as wcll as writc rcfcrcnces for

participate in community life by serving on govemment's
special panels, give public lecti rcs or serve as consultants to the public. For most academic
staff, working under continuoisly stressful conditions can lead to the dissatisfaction and
cxhaustion in most universities n Nigeria. Aladcjana, Aladejana and Ehindcro (2006) as well
as Ofoegbu and Nwadiani (200qg). The stressful conditions academic staff are exposed to, can
ateo affcct their work-rclated an  physiological wellbeing.

In*view of the importaree of lecturers in the manpower development of a country,
and paucity of study on stress among lecturers. there is need to investigate the stress
experienced by them and the :oping methods they often adopt in dealing with stressors.
Knowlcdgc of thé sources of rcss among lecturers and their coping methods will help in
formulating the appropriate intervention strategies and management techniques for
minimising stress among acad mie staff in Nigeria. Over time. theé management of stress
among the academic staff is nore on the use of individuai coping strategies and medicai
intcrventions. It is even more m the individuate bccausc prevention programmes are viewed
as the most common stress ma lagement interventions because they are aimed at individuate
and involve instruction in te hniques to manage and copc with stress. Examplcs are
cognitive- behavioural skill raining. meditation, relaxation, deep breathing, exercise,
joumaling. time management a  goal sctting. Majority of lecturers may not have engagcd in
physical exercises or watch fi ms in order to manage any stressful situations, rather may
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prefer to keep away from situati®ns that could cause stress; while active cognitive strategies
may rarely be used by lecturers.

Available records revea that. Nigerian universities are hard hit as evidcnce by the
number ofhigh ranking teachin” staff lost to sudden death and high rate of hospitalisation. I
is recenti® rcvcalcd in the University of Ibadan hcalth scrviccs, that a number of lecturers
from various faculties and depar ments suffered stress-reiated illness such as depression. high
blood pressure, hcarts discascs, troke, ulcer, body pain and persistent headache or migraine.
There are evidences that if th stressful working conditions to which academic staff is
cxposcd are not properly mai aged. the quality of their academic work. their ovcrall
perfonnance and wellbeing. wi | have serious adverse effect on thé university output and
imagc.

The rcsults of poor stre s management among academic staff in the university can
have serious implications on the educational System and even the process of socio-economie
development of the nation. It i therefore imperative to find ways to maintain reduce stress
among academic staff to avoid a mismatch between the demands and pressure of work on
them on one hand. as well as pe-forming their duties as academic staff. Previous studies had
focused more on stress and its njianagement among other science-oriented professionals, with
little consideration for the acaflemic staff in the Nigerian university System. This study,
therefore, investigates the ext( nt to which workplacc environmental factors, social and
institutional supports tend to inlfluence stress management among academic staff in federai
universities.

Hvpotheses

Hoi: There is no significant rei tionship between the components of social support and stress
management.

Ho:; There is no significant re ationship between each of the institutional support and stress
management among aca lernie staff

Methodology

The target population compristjd all the academic staff in thé federai universities in South-
West. Nigeria. These set of sta were from assistant lecturers to professors, who are saddled
with largc volume of acadcmi responsibilitics and administrativc responsibilitics and the
productivity of these staff detfcrmines to large extent the quantity of productivity in the
Universities



IJES, Volume 16 No. 2,2016 187

The academic staff strength of University of Ibadan (Ul). University of Lagos (UNILAG),
ObafemiAwolowo University OAU) and Federai University of Agriculture. Abeokuta
(FUNAB) wcrc uscd for thé stu Hy.

The study employed tl  multi-stage sampling technique in the selection of thé
rcspondents. Thesc include thé i se of the purposive sampling technique to sclcct four federai
universities in theé South-West, igeria. The sample size was First determined from Academic
staff strength using RaoSoft onlihc sample size calculator (Raosoft Ine. 2004).

* The instrumcnts was for thé study was Social Support Scale (SSS) which contains 16
items on the social support am<ng academic staff. Informational social support was adapted
from Schrodt. at al., (2003) A adcmic Socialization scale. This scale bave dimcnsions of
ownership (a = .87) and “adeqi ate information (o = .83) and connectedness (o = .84). The
rcspondents wcrc asked to rate their opinions according to four points rating of likert scale
from 1to 4 signifying. 1 (Not at all), 2 (When occasion demands). 3 (Some of the time) and 4
(Frcquently) for all the 16 qu:stions. A Cronbach’s alpha of .88 was obtained for this
measure. Face validity and cpncurrent validity was established. The instrument was
established through a pilot stud / with a test retest reiiability of 0.79. A typical item on the
scale rea”s: "my senior colleagjaes and co-lecturers help me to be more visible within the
communication discipline. The sub scales include career advice - «=0.65. connectedness -
«=0.72 and provision of feedba s - «=0.59.

The institutional support scale (ISS). contains 17 items on thé social support among
academic staff. This scale iteni were adapted from Schrodt. Cawyer. and Sanders (2003).
Academic Mcntoring Bchaviou «s. Faculty pcrccptions of behaviours associatcd with their
mentoring relationships were j'sessed using 17 items taken from Ragins and McFarlin’s
(1990) Mcntor Role Instrumcnt MRI). The dimcnsion include rescarch assistance (a = .82),
protection (a = .79) collegiality « = .78), promotion («= .65) friendship (a = .70), and some
items from thé conncctcdncss (i = .84) sub dimcnsion of Schrodt, at al.. (2003) Academic
Socialization scale. The respoijdcnts were asked to rate their opinions according to four
points rating of likert scale from 1to 4 signifying 1 (Not at all), 2 (When occasion demands),
3 (Some of the time) and 4 (Frc qucntly) for all thé 16 questions. A Cronbach's alpha of .88
was obtained for this measure. Face validity and concurrent validity was established. The
instrumcnt was obtained throug i a pilot study with a test retest reliability of 0.76. A typical
item on thé scale reads: “my staior colleagues and co-lecturers help me to be more visible
within thé communication disci[ line. Social Support (rescarch assistance - a=0.84. promotion
- n=0.63. collegiality - 0=0.69 protection - «=0.81, friendship - «=0.77 and opportunity-
a=0.68) scalcs

Data collcctcd werc pr<scnted and analysed using frequency counts. percentages,
means. Pearson product momen correlation and multiple regressions analysis.
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Result of Findings

Hypothesis One

Noi There is no significant relajtionship between ihe components of social support and stress
management.

To determine thé rclatiojwiship between social support factors and stress management
among academic staff in federa universities, the Pearson correlation analysis was used and
the rcsult prescnted in Tablc la.

Tablc la: Pearson Corrclatior on the Relationship between Social Support and Stress
Management among AcademU Staffin Federai Universities In South -West Nigeria

Me in SD Pearson r Sig. Remark
Stress Management 119 74 15.95
Advice 8.60 221 .18” <.05 Significant
Feedback Appraisal 11. 15 281 .10” <.05 Significant
Connectedness 12. 2 2.55 .18~ <.05 Significant

Correlation is significant at tie 0.05 level (2-tailed).

Interpretation and Discussion

The results on relatiorship between social support factors and work stress
management among academic s aff in federai universities in South-Wcst .Nigeria obtaincd
from the analysis as shown i  Table la. It reveal that, there is significant positive
relationship between advice ( .18. p<05), feedback appraisal (r= .10, p<05) and
connectedness (r= .18, p< 05) ar d work stress managementamong academic staff. The result
implics that. incrcasc in good ad dee. connectedness and feedback appraisals from collcagues
and senior colleagues related sig lificantly to sound stress management and reduction in work
stress. Bascd on thé abovc resi ll. the nuli hypothesis which States that, there will be no
significant relationship between each of thé social supports factors and stress management
among academic staff the hypothesis was rejcctcd and thé alternative hypothesis acceptcd.
The result connotes that. giving support in terms of advice, feedback and making them feel
connectcd among others. should iclp in allcviating thé stress level of thé lecturers in Federai
Universities. The findings supp< rt several studies which have underscored theé moderation
effcct of social support on stress coping and management. Specifically. the results support
Lakey. Orehek, Hain. and VanV leet (2010) who stated that received support was related to
positive affcct and psychological wellbcing. The findings also givc credence to Glcason, lida,
Shfout, and Bolger (2008) who found that, social support events have both positive effeets on
life outeomes. The viewpoint wa buttressed in the interview with a Senior Lecturer from one
ofthé selectcd Universities, he said:
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The issue o fsocial sup/ ori is two ways. Il is not thé sanie with co/leagues who
have PhD and those sii  struggling lo bag their PhD. The relationship between
professors and theirju liors if they are their anointed mentees either through
belonging to the sanie eligious group or ethnic extraction. However, if they
are not among "thé box?” ofthé professoryou may noi gel the desire help you
need. For esanipie. a Senior Leclurer or Professor ought to teach a doctoral
sJudent under his or ier supervision the soft skills that promote effective
teaching and research. breakdown thé psychological wall between bolli of
them. and assist thé car didate with materials relevant lo thé research topic. In
other words, senior acifdemics should go thée extra mile to inculcale in their

cessary intellectual. moral. and eniotional attributes.
which are indispensabie for produttive acadetnic work. The importante of
proper mentoring in kipepmg Universities alive and vibratit as centers of
learning al tlie highest evel particularly for thé next generation ofscholars
cannot he over empitasi: ed.

Apart front encouragini. neophytes and future lecturers to have thé skills and
knowledge for best pra tices in our Universities. mentoring creates a strong
web of interpersonal elationships connecting different families together.
thereby creating commu uties that transcend thé narrow conjines of University
campuses. Those mento/ ed today would he mentors lo otliers lomorrow. In this
way. thé lofty academ ' culture that makes Universities ivory towers is
sustained. However. in = large number of cases. what exists is a caricature of
what genuine mentoring ought lo be. Some senior academics turn their PhD
students into glorified  imestic servants who nin all kinds o f inconsequential
errands lo please them Several Professors use their postgraduate students to
exccute lucrative projects in town, and pay them pittance for their efforts.
Somelimes, ‘what goes in in thé nome of mentoring or supervisor-student
relationship is exploitation. including academic exploitation, in which a
supervisor asks his stud mt to write a paper and publishes il as if he was thé
author withoui thé siigli est acknowledgcment of thé person who actually did
the work

Respondcnts who favoured thé establishment of formai mentoring programmes argued that it
would advance a tradition of men oring and foster commitment to its ideals in the faculty:

The growth ofthé uiiversity meant that il noxv had more population
Also. rnost lecturers oid not know each other nor do thé students. Some
senior lecturers stili ichaved as if they were in an average populated
university; as sudi tney keep core knowledge and responsibilities to
themselves rather tha> sharing it with others. Some situations needed to
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be monitored closafy particularly newer lecturers, and should be
supported with copir r strategici to deal with them.

Furtlier analysis carried out ascertains thé pattern of thé results of relationship
belween social support factor and work stress management across the four selected
universitics FUNAB. Abcokun ; Obafemi Awolowo University, Ifc; University of Ibadan,
Ibadan and University of Lagos. Lagos. The analysis was carried out using Pearson
correlation analysis.

Table 1.b: Pearson correlation on relationship between social support and stress among
academic staff in Federai Univ [?rsities in South -W est «Nigeria

Variables FUNN. OAU Ul UNLAG
Advice 1 <.05 222 <.05 .298 <05 31
Feedback appraisal 2(0” <05 .232" <05 72" <.05 134’
Connectedness -0 08 >.05 310”7 <05 227" <.05 232"

. Correlation is significant at t ie 0.05 level (2-tailed).
*. Correlation is significant at th 0.05 level (2-tailcd).

The results obtained she wn in the Table L.b, thé results from FUNAB. Abcokuta
shows significant positive relatu nship between advice (r= .16, p<05), feedback appraisal (r
= .20. p<.05) and work stress nanagement among thé academic staff. This implies that,
increase in advice and feedback appraisals related significantly to decrease in work stress,

Howecvcr. therc is no signific int relationship between conncctcdncss and work  stress
management among academic st ff (r = -0.08. p>.05).

For the result of the acad :mics from the University of Ife. there is significant positive
relationship between advice (r=. il. p<.05). feedback appraisal (r=.23, p<.05), conncctcdncss
(r=.31, p<.05) and work stress management among academic staff. In Ibadan, there is
significant positive relationship between advice (r=.30, p<.05), feedback appraisal (r=.17,
p<.05). conncctedness (r=.23, p=.05), and work stress management among academic staff.
Also. thé results for Lagos, rev ;al significant positive relationship between advice (r=.31,
p<05). feedback appraisal (r=. 3. p<.05), conncctcdncss (r=.23, p<.05) and work stress
management among academic s aff. It suggests therefore that, giving thé necessary advice,

feedback, and conncctedness. ac idcmics will copc wcll dcspitc thé level of job stress across
universities sampled in thé studv

The result however, ind cated that, connectedness did not relate to stress coping
management in thé University of Abcokuta which may have rcsulted from thé non-rcsidcntial
status of thé university. As such, extended informai relationship may not be well-pronounced
likc that of other universitics in 4 e studv in which staffare residing.

<.05
<.05
<.05
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The finding supports S rhaufeli. Bakker and Rhenen (2009) that autonomy. social
supporr, performance, feedback and opportunities to leam are inherent motivational qualities
job rcsources associatcd with j )b stress. Availability of job rcsources. play a motivational
role because they foster empio ees’ growth, leaming and development or because they are
insirumental in achieving work goals. Job resources fuifill basic human needs, such as the
necds for autonomy. rclatcdnes . and compctence as postulatcd in sclf-dctermination theory
(Ryan & Frederick, 1997; Deci & Ryan, 2000). They authors further argued that . proper
feedback fosters leaming. there )y increasing job compctence; whereas decision latitudc and
social support satisfy theé need‘ for autonomy and thé need to belong, respectively. These
rcsources. in their turn. functior as reserves that can be drawn on latcr to help pcoplc thrivc,
thus triggering a gain cycle to\lards greater emotional wellbeing and more resources such
that positive cmotions predici titurc improvements in social support from supcrvisors and
coworkers. future improvement in supervisor evaluations and future pay increases. Mence,
individuals who at imtial as.essment cxpcricncc positive cmotions had, over lime,
transformed themselves into m >re effective and socially integrated employees who could
draw upon larger rcsourcc pool (that is social support, money) (Staw, Sutton, & Pellod,
1994; Wright &Straw. 1999).

Archibong, Ogbiji. and \nijaobi-ldem, (2010) contend that the relationship among
faculty members is very poor an 1thé outlook negative especially forjunior lecturers in terms
of social support. conncctcdncs or feedback. Many academic staff feels unwanted, because
the older staffare not friendly a id there is obvious discrimination between senior and junior
staff. No doubt. every cmploycc would desirc to cstablish rclationships. failurc of which may
expose them to unnecessary ai xiety. frustration and disappointments. The exposure in
question could affcct thcir persoi al and professional adjustment.

Knight and Trowlcr (19 >9) found that thé new academics were often worried and
feeling isolated and uncertain about what they should be doing. Some of their respondents
felt work cnvironments were ficndly but not as congcnial as they might have wished.
Academics not receiving feedb;ck are bound to feci isolated when there are no guides to
make the System less traumatic. They need seniore to assist them, interact with them. go to
Iccturcs with them especially at he carly stages of their tcnurc and explain things to them to
make adjystment easier for them Induction training and mentoring can be effective agents of
professional socialisation as the e could have madc thé transition into academic life much
easier. Discrimination is often isible because thé older staff is usually attcnded to first
whether in thé allocation of coun cs or allocation of facilitics. Beforc thé new staff (Anijaobi-
Idem and Archibong. 2012).

The other angle to feedb: ck is that people may be resistant to change, have illogical
perccptions of workload and theé mportancc of getting assis;ancc from others. Senior faculty
staff needs to understand thé ong-term benefits of university progress and take more
rcsponsibility for improving out :omes and confronting problcms. They should reduce thé
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tendency lo undermine the good work of olhers ihrough negaiively sitting back and
complaining: “whal kind of idea is ibis?” a discussant from University of Lagos opines:

A weakened Univer: ity administration isfurther weakened by the adivities
ofacademic, adminietnative, technical. andjunior staffunions whose wings
have grown bevami curtailment in thé last few years. According to one
vice-chancellor, un on leaders feci that they should he consulted an
virtuaily eveiy ni(\Mter within the University, including admissions.
appointments. and  omotions. Bui thé most damage has been to basic
Universitv missioni particularlv teaching and research Noi only are
leachcrs in short s pply across thé nation s Universities. the resources
available for teach ng are grossly inadequate. Libraries. laboratories.
computer centers an / other teaching facilities are substandard.

Howcver. even if tvpcessary resources were available. many University
teachers were ill-p epared, heing products of thé sanie substandard
Universities. Even professors originaliV well trained have become
unproductive as hey seek government patronage or lucrative
consultancies. Mail) professore are indolent and derelict of their duties:
They are noi publish ng as they should. They are often absentfrom classes.
They avoid administi alive duties. Theyfail to provide mentorship tojunior
lecturers. They are very good at patronage and thé politicisation of
appointments and prbmotions.

Hypothesis two

Ho?:' There is no significanl relationship belween each of thé institutional support and stress
management among academic sta ff.

This section cxamines th< relationship between institutional support factors and work
stress management among acadtjinic staff in federai universities as stated in hypothesis 2,
also. thé Pearson correlation anal sis was used and thé result presented in Table 2a.
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Table 2a: Pearson Correlatici on thé relationship between Institutional Support factors
and Work stress management among academic staff in Federai Lniversities in South -
West, Nigeria

Mean S.D Pearson r Sig- Rcmark

Stress Management 119.74 15.95

Research Assistance 1 34 2.85 10" <.05 Significant
Protection 10 18 2.30 -.02 >.05 N.S
Friendship 5 0 142 .03 >.05 N.S
Opportunity 1 34 2.60 A7 <.05 Significant
Collegiality 50 1.42 .03 >.05 N.S
Promotion 8 2.23 14” <.05 Significant

. Correlation is significant at he 0.05 level (2-tailed).

Interpretation and Discussion

The rcsults of the analysis ovcra displayed in Table 2. rcvcal that there is significant positive
relationship between research issistance (r=.10, p<.05). opportunity (r=.17, p<.05), and
promotion (r=.14. p<.05) and w >tk stress management among academic staff of the selccted
federai universitics. The rcsult i idicatcs that incrcasc in research assistance, opportunity and
promotion significanti relate o effective work stress management among academic staff
from the sclcctcd federai unive sities. Also, thé result highlights the relationship between
protection. friendship. and colligiality. For Ife. there is significant positive relationship
between research assistance (r =.20. p<.05). promotion (r=.17, p<.05) and work stress
management. Indicating that increase in research assistance and promotion significantly
rclatc with increase in work stress management. This implies that stress management given
adequate institutional support wi significanti)' reduce stress. The hypothesis is accepted.

According to the bufferin hypothesis, individuals who have high institutional support
are able to rely on others in  aling with strcssful situations. As a rcsult, they are less
adversely affected by stress anc bumout. Il has been found that institutional support can
buffer the negative effeets of stre ;s (Wong & Cheuk, 2005). This supports studies which have
identified that social support dur ng job stress played a centrai rolc in prcdicting dimensions
of bumout among the lecturers This finding is consistent with previous researchers who
reported similar results (Ganster : Schanbroek. 1991; Kokkinos, 2007; Moore. 2001).

The Icast mentioned me ns is cncouraging members to request to bc mcntored or
protégé (25%). Okurame (2008) reports multiple areas in which they have supported their
protégés. His coment analysis iddntifies five rccurring areas of support. Thesc are introducing
protégés to group and internatio lai research networks (88.8%); joint authorship of articles,
criti.que of manuscripts proposcd or publication by protégés. and provision of information on
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joumal outlets (88.8%); counse ling and advicc (33.3%); technical training in analysis of data
(22.2%), and financial support (22.2%).

The result was further broken down to ascertain thé pattern of thé relationship
between instrumentai support and Work stress management among lecturers in the
universitics ofFUNNAB, Abeo :uta; ObafcmiAwolowo University, Ifc; University of Ibadan,
Ibadan and University of Latos. Lagos. The analysis was carried out using Pearson
correlation analysis this shown 1 thé Table 2.b:

Table 2.b: Pearson correlatici on relationship between institutional support and Work
stress management among acaldemic staff in federai universities

Variables FUNNAB OAU Ul UNILAG

Research assistance 141 <.05 204 <.05 .382 <05 -.255" <.05
Protection .188” <.05 0.05 >.05 0.09 >.05 0.12 >.05
Friendship .158* <.05 003 >.05 .369” <.05 132 <05
Opportunity -0.07 >.05 009 >05 357" <05 Ao <05
Collegiali® -.158* <.05 0.03  >.05 .369” <05 -132- <05
Promotion -0.04 >.05 170" <.05 182’ <05 .186” <.05

**_Correlation is significant at the 0.05 level (2-tailed).
*. Correlation is significant at th 0.05 Icvcl (2-tailcd).

The table shows that for Abeokuta. there is significant positive relationship between
research assistance (r=-.14, p< 05), protection (r=-.19, p<05), friendship (r=.16. p<.05),
collcgiality (r=-.16, p<.05) and work stress management. The result indicatcs that increase in
research assistance. protection. tjriendship and collegiality related significanti with decrease

fc. there is significant positive relationship between research
assistance (r=.20, p<.05), promotion (i*.17. p<.05) and work stress management. Indicating
that increase in research assistance and promotion related significanti with increase in work
stress management. For Ibadan there is significant positive relationship between research
assistance (r=.38, p<05), friendship (r=.37, p<05), opportunity (r=.36, p<.05), collegiality
(r=.37, p<.05). promotion (r=.18 p<.05) and work stress management.

The result implics that riscarch assistance, friendship, opportunity, collcgiality and
promotion related significanti with increase in work stress management, for Lagos, there is
significant inverse relationship b tween research assistance (r=-.26. p<.05). fricndship(r=-.13,
p< 05), collegiality (r=-.13, p<.0]>) and work stress management. This indicates that increase
in research assistance, friendship and collcgiality significanti rclatc to decrease in work
stress management, while then is significant positive relationship between opportunity

£=.32, p<.05). promotion (r=.17. p<.05) and work stress management. Implying that increase
in opportunity and promotion significanti related to increase in work stress management.
The findings support Olorunso a and Arogundade (2012) that provision of motivation.
communication and resources <vailability needed for effective leadership than thé State
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Universities that was dose, he siudy shows that there is significant differcnce in the
organizational climate of federa and state universities.

The perception of meitoring as a component of academic staff development in
Nigeria shows that social suppnrt is on the incrcase. For example Okurame (2008) States that.
37.5% (18 out of 48) of the rcsiondcnts rcportcd that mentoring is a cruciai component that
helped them develop as academics. Results show that 10% (3 out of 30) of those who
rcportcd a contrary opinion wer ?currcntly involved in a mentoring rclationship. Rcsponscs to
foltow up questions reveal tlat participants in thé study recognised mentoring as an
invaluablc dcvclopmental tool )ut they differed in their opinion of thé type of mcntoring
relationship to be encouraged. Majority of the respondents (70.8%) disapproved of thé
establishment of a formai menu ring programmo in the faculty; 10.4% were undccidcd whilc
18.8% were in favour.

Conclusion and Recommendation

Social and some of thé compone its of institutional supportsjointly and rclativcly predisposed
stress management among acadc mie staff in University of Ibadan (Ul), University of Lagos
(UNILAG), Obafemi Awolowo University (OAU) and Federai University of Agriculturc,
Abeokuta (FUNAB), Nigeria, nis study concludes that, social and institutional supports
positively predicted stress mana jement among academic staff of thé selected universities in
South-West, Nigeria. Stratcgics  improve work stress management among academic staff in
selected universities must take into consideration. It established that advice, feedback
appraisal and connectedness all :ontributed to stress management among thé academic staff
in thé selected Federai univerkities. Moreover. the importance of research assistance.
opportunity and promaotion are vt ry vital to rcducing stress among academic staff,

Base on the result of findings. tht study recommcnds as follows:

Lecturers should be carri :d along when there are changes with thé System that wil

allow for quick and easy *daptation to changcs.

There should be adequate lime lag in the arcas of examinations, marking of students
Scripts and collation of rei ults to enhancc cfficiency and effcctivencss.

Measurcs such as incremmt in rcmuncration, provision of relaxation facilities should
be provided and lecturers should be mandated to visit thé university counselor from
lime to timc; in order to faAlitate productivity and cfficiency in their work.

Building and maintaining a good mid-career development programme so as to avoid
stressors likc over-promo ion, under-promotion, status problem. thwarted ambition
and occupational locking- n that always lead to long time work-place stress in library
and information professici ;
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