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ABSTRACT

The study examined occupational stress among Academic Staff in Private University
in Nigeria. The objectives of the study were to ascertain whether work overload has
impact on the quality of graduates produced by private University, to examine the
relationship between university policy and the loyalty of academic staff of a private
University, to justify the extent to which resource inadequacy affects the quality of
research and publications produced by the academic staff of a private University and
to highlight the  effect of job dissatisfaction on the academic excellence of academic
staff in a private University. The simple random sampling technique was used in this
study to determine occupational stress among academic staff in a private University.
A sample of 150 academic staff of Covenant University, Ota, was drawn for this study
with response rate of 92%. The data were analyzed using simple frequency tables;
regression and Pearson’s product moment correlation were used for the four
hypotheses proposed for this study. The results of the hypotheses showed that a
negative relationship exists between university policy and the loyalty of academic staff,
that resource inadequacy to a large extent affects the quality of research and
publications produced by academic staff of a private University, that job dissatisfaction
affects the academic excellence of academic staff in a private University and that there
is a negative relationship between workload and quality of graduate produced by a
private university. Research indicates that academics are experiencing higher level of
strain compared to other occupational group and that occupational stress affects
employees in several ways and is a major source of employee’s turnover in many
institutions. With this study, the general agreement is that occupational stress will
have a negative effect on the academic staff of a private University. Therefore, an
institution that emphasizes quality, performance and accountability must work towards
reducing and managing occupational stress among its staff.

INTRODUCTION

Education is an instrument to develop the cog-
nitive qualities, tolerance and understanding of
people, it should prepare future teachers to face
the realities of globalization. Teachers in today’s
educational system face excessive expectations
and demand such as increased accountability,
lack of available resources, lack of parental

support and involvement, negative student
attitudes, low status of the profession, and low
paying salaries. As a result of these demands,
many teachers experience job dissatisfaction.
According to Kyriacou  and Pratt(1989; Kutty,
2000), 50% of new teachers drop out of the
profession during the first five years. Teaching
is characterized as a high stress occupation.
This workplace stress diminishes teachers’
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enthusiasm and distances them emotionally
from their students thereby lessening teacher-
student interaction.

Stress is an integral part of everyday life and
simply cannot be avoided. People encounter
stressful stimuli many times a day in their
personal and social domains and, as work is an
essential aspect of human existence, in the
workplace. (Lazarus & Folkman,  1984; Lazarus,
1999; Kendall  & Muenchberger ,2009). Lu
(1999) argued that stress has become one of
the most serious health issues, a problem not
just for individuals but also for employers.
Research over the past three decades has
shown that the experience of occupational
stress is closely related to the health and safety
of individuals and has definite implications for
the well-being of organizations or institutions
(Rees, 1995; and Redfern, 2000). A recent
epidemiological survey conducted in the United
Kingdom (Jones and Hodgson, 1998) concluded
that stress was the second most frequently
reported condition of individuals who disclosed
a work-related illness. Moreover, occupational
stress has become one of the commonest
reasons for medical retirement (Cooper and
Cartwright, 1994).

Given the critical importance of the issue of
well-being among academics, research indi-
cates that academics are experiencing higher
level of strain compared to other occupational
group (Winefield, 2000; Kinman and Jones,
2004). University management, on the other
side, emphasizes academic excellence, respon-
sibility, accountability and competitiveness.
Stressed academics are a cost to a university
in terms of absenteeism, tardiness and turnover.
Specifically, a higher level of stress among

academics may affect the quality of graduates,
research and publications. It is generally
believed that moderate levels of strain can
stimulate creativity and encourage effort, while
excessive levels of stress are liable to inhibit
creativity and dissipate effort.

Stevenson and Harper (2006) in their study on
workplace stress and student learning experi-
ence reported that the effects of stress on
academic staff are teaching below par,
absence from work, conflict with students and
seeking employment elsewhere. These have
direct detrimental effect on the student learn-
ing experience. In addition, the negative
effects were undeniably significant.

Research has demonstrated that work-related
stressors can have a wide-ranging negative
impact on the individual and the organization.
Coetzer and Rothmann (2002). Occupational
stress contributes to low motivation and
morale, decrease in performance, high turn-
over, sick leave, accidents, low job satisfac-
tion, low quality products and services, poor
internal communication and conflicts (Schabr-
acq and Cooper 2000; Murphy, 1995; Maslach
& Jackson,1986; McHugh, 1993; Morely &
Katherine, 2003).

It is evident, however, that in order for any
organization to address stress-related issues
and implement effective interventions, it is
necessary to diagnose job characteristics and
working conditions that the workforce perceive
to be stressful, investigate the outcomes of
any stressors that are experienced and estab-
lish whether any particular sub-group of the
working population is at greater risk (Kinman,
2001).
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Statement of Research Problems

Some of the elements of stress identified by
Christo and Pienaar (2006) such as working for
long hours, work overload, complexity of work,
role ambiguity, job dissatisfaction are expressed
through the university’s rules and regulations,
strategies, principles, university’s structure,
plans and programmes. This may lead to job
dissatisfaction which results in lethargy and
reduce organizational commitment. (Levinson,
1997;  Moser 1997). This research will attempt
to find out whether university policy contributes
to staff disloyalty and affects the general perfor-
mance of academic staff of a Nigerian university.
One of the major downfalls of Nigerian universi-
ties is resource inadequacy, resource inade-
quacy has affected the quality of research and
publications produced by academics staff of a
Nigerian university. The available human and
physical resources in Nigerian universities have
become increasingly insufficient to meet the
educational needs of both the staff and the
students. (Arubayi 1982; Duze 2006; Ojaide
2005; Ojo 1983; Okoli 1996; Onilude 1989 and
Ukoli 1995).  One of the seventeen potential
stressors identified by Plattner and Mberengwa
(2010) is sharing resources such as an office
e.t.c. Lack of provision for resources like com-
puters, printers, quality books, internet services
will constitute to the production of poor or
imperfect research and publications. Also, It is
dis-quieting to observe that in Nigerian higher
institutions there still remains an acute shortage
of teaching staff. The intakes in Nigerian univer-
sities are not commensurate with the number of
lecturers employed thus further compounding
the problem. (Arubayi ,. 1982) i.e. inadequate
staff/student ratio. The shortage of teaching staff
results in over working the available staff and

also exerts pressure on them which will in turn
leads to stress on their job.

There is a high level of job dissatisfaction
demonstrated in poor performance of staff.
Data analysis of a study carried out in a branch
of a Public Sector Social Security Institution in
Turkey reveals that there is a positive relation-
ship between working conditions and satisfac-
tion.  Ali Turkyilmaz, Akman, Ozkan,
Pastuszak, (2011). Job satisfaction is so
important in that its absence often leads to
lethargy and reduced organizational commit-
ment (Levinson 1997, Moser 1997). Lack of
job satisfaction is a predictor of quitting a job,
tiredness and poor performance (Alexander,
Litchtenstein and Hellmann 1997, Jamal,
1997). High dissatisfaction among employees
often results in occupational stress, poor
performance and less effective interpersonal
relations at work (Manshor, Rodrigue, and
Chong, 2003).

The Nigerian Institute of Personnel Manage-
ment NIPM (2000) noted that the quality of
graduates in Nigeria is on a rapid decline
especially in the area in respect of valuable
skills including; communication, technical
abilities, human interaction, social, conceptual
and analytical capacity. To collaborate this,
the Nigerian Employers Consultative Associ-
ation NECA (2000) asserted that companies
were not recruiting but adopting employment
protection strategies due to the very poor
quality graduates who do not meet the
demands of industry. When staff work is
intensified, that is when there is workload, it
results in ineffective teaching and over tired-
ness. Smyth, Dow, Hattam, Reid and Geoffrey
(2000).There are four factors that have con-



March4 The Journal  Contemporary Management Research

tributed significantly to the intensification of work
and an increase in teacher’s workload. The four
factors are: (1) lack of time for such things as
preparation, assessment and reporting,
assigned supervision, and attending meetings;
(2) classes that are too large and have too many
students with diverse needs; (3) the implemen-
tation of new programs without adequate
resources; and (4) scheduling challenges that
result in inappropriate and out-of field teaching.
Dibbon (2004). Work intensification “represents
one of the most tangible ways in which the work
privileges of educated workers gets eroded” it
leads to reduced time for relaxation during the
working day and leads to reductions in the
quality of service, as corners are cut sometimes
to save time. (Hargreaves, 1992).

OBJECTIVES OF THE STUDY

The overall objective of this study is to determine
occupational stress among Academic Staff in
Private University in Nigeria . Specifically, the
objectives of this study are:
1. To examine the relationship between univer-
sity policy and the loyalty of academic staff of
private University.

2. To justify the extent to which resource
inadequacy affects the quality of research and
publications produced by the academic staff of
private University.

3. To highlight the effect of job dissatisfaction
on the academic excellence of academic staff
in private University.

4. To determine the relationship between over-
load and the quality of graduates produced by
the academic staff of private University.

LITERATURE REVIEW

Ivancevich and Matterson (2003) have defined
stress as “adoptive response, mediated by
individual characteristics and/or psychological
processes, that is a consequence of any
external action, situation or event that places
special physical and/or psychological
demands upon a person”. Occupational stress
lowers productivity (Adams and Cowen, 2004;
Stein, 2001) and has a negative effect on job
satisfaction and organizational commitment
(Ortega et al., 2007; Stacciarini and Troccoli,
2004). Often, stress and its various effects are
intertwined. Stress can result from an oppor-
tunity, threat or challenge when the outcome
of the episode is uncertain but important
(Robbins and Sanghi, 2006). Stress is a
dynamic condition in which a person is faced
with lot of constraints while functioning in the
organization. Stress causes discomfort, which
leads to disequilibrium in the individual’s mind
set. According to Beehr and Newman, stress
is a condition arising from the interaction of
people and their jobs and characterized by
changes within people that force them to
deviate from their normal functioning. Stress
is also a source of inspiration.

When there is a stress for any work it leads to
higher performance. When stress is gravest,
it reduces employee productivity. But there are
examples where people may get immune to
stress having no negative effect on their
performance. Such people do not get tensed.
This type of immunity is achieved through
constant experience and training. As it is clear
from the definition that stress is caused due
to external factors, situations or events. These
have adverse impact on the individual charac-
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teristics and psychological processes. These
together put an additional burden or demands
on individual, hence the stress.

External factors may include social setting, work
ethics in the organization, leadership styles,
availability of resources, workload, level of
technology and the work environment. The
internal factors that are affected are psycholog-
ical in nature and include emotions, ego state,
attitude, perception, motivational factors, need
and demographics. If employees feel that exter-
nal factors are of not much consequence and
have no compelling effect the stress is not
formed within the minds of individuals. High
desire, uncertainty, results of promotion exami-
nation, unrealized ambition may cause stress to
the individual. Kondalkar (2007). Stress should
not be confused with anxiety or nervous tension
and damaging. They occur as regular features
in many cases and have no long – lasting impact
on the working capacities of the employees.
Mishra (2003) has very aptly explained that
anxiety may remain purely psychological and
may not cause any physical impact. Similarly,
only physical impacts will not be stress unless it
is felt by the mind and heart.

Burnout
Burnout is a type of existential crisis in which
work is no longer a meaningful function. Workers
who experience burnout may no longer view
their job as meaningful. They feel work as
tedious, redundant, and insignificant. They
experience total fatigue which may show itself
in the form of boredom, depression and a
powerful sense of alienation. Work related
behaviour of executives indicates very little
concern for quality, creativity, enthusiasm and
contribution to organizational goals. Morely and

Katherine (2003; Maslach & Jackson, 1986)
in their work on the subject have identified the
pattern of behaviour burned out executives.
They concluded that predictable behaviour is
as under:
(a) Tendency to balance others in the organi-
zation for their burnout.
(b) To complain bitterly about aspects of work
which in the past were not areas of concern.
(c) To miss work because of non-specific and
increasingly prevalent illness.
(d) To daydream and sleep on the job.

Theoretical Framework
Lay theories are conceptualised by Furnham
(1988) as the common sense explanations
people provide for aspects of social behaviour.
Their function is to establish cause-and-effect
relationships which ‘‘enables one to apportion
blame, praise or responsibility’’. Research that
has examined lay representations of miscella-
neous psychological phenomena suggests
that they are not naive and deterministic
beliefs but complex and multidimensional
(Furnham, 1988). It has been argued that
insight into lay representations of health and
illness is potentially valuable (see Helman,
1985), but knowledge of how individuals
interpret the concept of stress has particular
utility in the field of health psychology. There
is evidence to suggest that stress has become
an important lay construct for explaining the
aetiology of ailments ranging from fatigue and
menopausal symptoms to hypertension and
coronary heart disease (e.g. Aaronson &
Pallikkathayil, 2003; Conboy, Domar and
O’Connell, 2001; French, Marteau, Senior and
Weinman, 2002; Parker, Finkel and Indice,
1993). The salience of stress as a perceived
cause of illness is emphasised in an interview
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study conducted by Blaxter (1997) where partic-
ipants considered it to be a more important
predictor of health than ‘‘healthy behaviours’’.
The literature on health beliefs suggests that lay
theories of health related concepts predict
help-seeking, compliance with medical advice
and other health behaviours. Petrie and
Weinman (1997) maintain that stress is now so
widely accepted as a cause of disease that ‘‘the
mere perception of the presence of a psychoso-
cial stressor can affect the interpretation of
symptoms and the decision to seek health care’’.

From the studies reviewed above, the tendency
to attribute illness to stress appears to have
become commonplace: the implications of these
attributions for health and disease are consider-
able. Some studies suggest highlighting similar-
ities and differences between lay and
professional discourses on stress (Clark, 2003;
Morely & Katherine,2003). It is acknowledged,
however, that to some extent these theories are
mutually reinforcing (Pollock, 1988; Maslach &
Jackson, 1986). There is some evidence that
the lack of consensus amongst stress research-
ers as to the precise meaning of the stress
concept is also found in lay representations of
the phenomenon. An analysis of data obtained
from three interview studies that explored lay
conceptualisations of life stress and illness
reveals considerable variation in how the
concept is understood.

Participants utilized a number of varied and
creative metaphors when describing stress:
such as, a heavy weight pressing down on the
individual; a state of tension such as a wire that
is taut and could suddenly snap; a ‘‘speeding
up’’ of physiological processes that leads to
physical breakdown; a malfunctioning of the

body as a machine; the body being ‘‘under
siege’’; a gradual wearing out of the body’s
defence systems; the depletion of essential
internal resources or ‘‘reserves’’; and the build
up of pressure that needs to be released in
some manner (Helman, 1985; Hodgetts and
Chamberlain, 2000; Pollock, 1988). Intervie-
wees tended to highlight the stressful nature
of contemporary life as an explanation for ill
health. More specifically, Pollock’s intervie-
wees generally believed that stress had
increased (and would continue to do so) in
response to a pathogenic society, a faster
pace of life, greater pressure to achieve, more
materialism and the erosion of social support
networks.

The majority maintained that stress was
unavoidable and, consequently, little could be
done to reduce or manage it. Work was
considered to be a significant source of stress,
but certain sectors were thought to be partic-
ularly at risk from stress-related illness: most
notably, ‘‘the paradigm heart-attack case’’ was
the ‘‘pressurised executive’’. The pervasive-
ness of this belief, and its implications for
health, is illustrated in a more recent study
conducted by Clark (2003). Interviews con-
ducted with patients who had recently experi-
enced myocardial infarction revealed that
stress (especially work stress) was considered
as having a more influential causal role than
other factors such as poor diet and lack of
exercise.

Occupational stress in organizations and
its effects on organizational performance

Henry Ongori and Joseph Evans Agolla (2008)
studied occupational stress in organizations
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and its effects on organizational performance.
The purpose of the study was to understand the
causes, symptoms and effects of occupational
stress on organizational performance. They
explained that Occupational stress has been of
great concern to the management, employees,
and other stakeholders of organizations. Occu-
pational stress researchers agree that stress is
a serious problem in many organizations
(Lazarus & Folkman, 1984;  Lazarus, 1999;
Cooper and Cartwright, 1994; Varca, 1999;
Ornelas and Kleiner 2003).

The cost of occupational stress is very high in
many organizations. For instance, the Interna-
tional Labor. Occupational stress often shows
high dissatisfaction among the employees, job
mobility, burnout, poor work performance and
less effective interpersonal relations at work
(Manshor, Rodrigue, and Chong, 2003).
Johnson (2001) similarly argued that interven-
tions like identifying or determining the signs of
stress, identifying the possible causes for the
signs and developing possible proposed solu-
tions for each signs are required.  A convenience
random sampling of 25 employees each from
the five selected organizations totaling 125
employees was administered questionnaires.
The instrument was divided into two parts. Part
I comprised of Demographic information of the
employees, and Part II exclusively focused on
sources, symptoms, effects, and interventions
of occupational stress. The findings of the study
show that occupational stress affects employees
in several ways and is a major source of employ-
ee’s turnover in many organizations. The study
indicates the signs of stress as employees
experience emotional anxiety, increase of job
dissatisfaction, headache, moodiness, and
anger.

Occupational Stressors, Non-Work  Stres-
sors and Work Performance.

Julian A. Edwards, Andrew Guppy, and
Tracey Cockerton (2007) carried out a longi-
tudinal study exploring the relationships
between occupational stressors, non-work
stressors and work performance. The purpose
of the research was to explore the relationship
between occupational stressors, non-work
stressors and work performance. The
researchers explained that over the past four
decades, significant changes have occurred
within the workplace. The increase in informa-
tion communication technology, the globaliza-
tion of many industries, company
restructuring, and changes in job contracts
and workplace patterns have all contributed
to the transformation of the nature of work
(Sparks, Faragher, and Cooper, 2001). Jones,
Huxtable, Hodgson, and Price (2003) esti-
mated that up to 5 million British employees
felt ‘‘very’’ or ‘‘extremely’’ stressed by their
work. The research therefore examines the
causal structure between work and non-work
stressors and work performance, as it has
both theoretical and practical implications. A
design was devised with data being collected
from three groups of participants. The same
self-completion questionnaires were distrib-
uted to all groups at two points in time.

Distribution of questionnaires was via the
organizations’ internal mail and staff intranet
systems. The three samples are: The first
group of participants consisted of staff
employed at a university in South East Eng-
land, nurses who were on hospital ward
placement, students who were also in part-
time employment and studying at the same
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university as the staff employed in sample one.
The results produced a good fitting model with
one-way causal paths from work-related and
non-work stressors to job performance. Nested
model comparison analysis provided further
evidence to support this best fitting model,
emphasizing the strong influence that non-work
factors have within the workplace.

 METHODOLOGY

The data analyzed in this paper were collected
through a survey of workers in the selected
organizations in Lagos, Nigeria. The survey was
administered in 2013, under the auspices of a
well trained research assistant. One hundred
and fifty surveys were administered, and 138
usable surveys were returned, yielding a
response rate of  92%.  The surveys were
addressed to the academic staff in the two
colleges. The respondents were asked to
provide the following data regarding their jobs
and personal histories: age; gender; years and
area of education; professional memberships;
professional conferences attended in the previ-
ous 4 years; job title, whether their job was
full-time or part-time; the number of years
employed in their current position; previous rate
of turnover in their position; and their salary and
associated benefits.

Questionnaires were distributed only to those
who qualified and agree to participate in the
study. The researcher then briefly explained the
nature and requirement of the survey before the
respondent filled up the questionnaire. Typically,
assessment of reliability in terms of internal
consistency cannot be computed for single- item
measurement ( Fischer, 1990).Though Gurrette
(2007) argued that single items are unreliable,

Asika(1991) opposed this by demonstrating
that the main issue is the validity problem
rather than reliability problem. The study
adopted a five-point Likert scale. The statisti-
cal package for social science, Windows
version 17.0(SPSS 17.0) was used to analyze
the data collected.

RECOMMENDATIONS

Based on the summary of the findings of this
study, for management to achieve their overall
goals and objectives of improving their quality
and performance, management is advised to
take note of the impact of stressors such as
job characteristics, workload and inadequate
resources in order to protect both the
employee and the organisation against the
negative effects of occupational stress. If the
physical and psychological stressors are
allowed to continue unattended, the organisa-
tion can expect to encounter negative costs
associated with continued, elevated levels of
stress, such as burnout, absenteeism,
employee turnover and lowered levels of
service. One of the theoretical findings indi-
cates that academics are experiencing higher
level of strain compared to other occupational
group. Management of institutions must there-
fore come up with various interventions to
manage occupational stress.

The traditional approach of counseling
employees is not enough to manage stress.
Therefore, there is need for paradigm shift in
managing occupational stress in order to
minimize its impact on the employee’s lives
and that of the institution. Management must
manage stress in a holistic way and minimize
its effects that are felt across the institution.
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Thus, the institution should also regularly
conduct audit of its practices, policies, proce-
dures, and systems to ensure that it provides an
enabling working environment that protects the
well-being of the work force, since resource
inadequacy is also considered as work stressors
e.g having to share resources. Institutions
should be able to identify the troubled employ-
ees and provide them with an appropriate level
of support.  To manage occupational stress
among academics, minimizing the sense of role
overload, role ambiguity, and role conflict will
contribute to reducing strain. A reduced level of
strain is believed to be beneficial in reducing
adverse consequences of strain such as dimin-
ished organizational commitment and increased
turn over intention.

CONCLUSIONS

In conclusion, the result of this research study
indicates that occupational stress has a negative
effect on faculty performance in a Nigerian
University. It is therefore important for institu-
tions that intend to increase in performance to
develop strategies to reduce or manage stress
among its academic staff. Employer’s duty is to
ensure its staff are job satisfied, provided with
adequate resources and reduce the strict poli-
cies and ensure that they have moderate work-
load, this will make them to perform at their best.
While the results of this research project cannot
be generalized in its current form to different
Universities since the study was carried out
within the Covenant University context, we
therefore believe that the results in this research
project are significant and open for further
research. Finally, this research has revealed
insights on the effects of occupational stress on
faculty performance in a Nigerian University. It

has revealed that occupational stress affects
faculty performance in a negative way. The
study also shows that academics are experi-
encing higher level of strain compared to other
occupational group. Therefore, an institution
that emphasizes quality, performance and
accountability must work towards reducing
and managing occupational stress among its
staff.

Limitations and Suggestion for Further
Study

Although this research has contributed to the
existing body of knowledge, yet it might carry
various limitations that need to be addressed
in future by other scholars. For example, the
sample size study for this research was not
large enough to generalize to other or similar
institutions, which were not part of this study,
this is because this study was limited to only
Covenant University and the results of the
study might not necessarily apply to other
universities. Secondly, Nigerian Universities
have different work contexts; this study was
carried out considering only Covenant Univer-
sity work context, therefore additional research
will be necessary to compare occupational
stress and the relationship with staff perfor-
mance in Nigerian Universities while compar-
ing their different work contexts. Further
research could also examine the relationship
between work stress and individual worker’s
health. The study should not only interpret the
threat a particular illness may pose but should
also suggest the actions workers can use to
mitigate the stress.
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Table 1: Analysis of Response Rate

Questionnaire Respondents Percentage (%)

Returned 138 92

Not Returned 12 8

Total Distributed 150 100

Source: Research Field Summary Result (2013)

Analysis and Discussion

The questionnaires designed for this research were distributed to one hundred and fifty (150)
academic staff of Covenant University. Out of this number, one hundred and thirty eight (138)
questionnaires representing 92% were returned, and twelve (12) questionnaires representing 8%
were not returned.

Table 2: I have adequate time to concentrate on my research and publications as
desired

One-Sample Statistics

N Mean Std. Deviation Std. Error Mean

I have adequate time to
concentrate on my research and
publications as desired

138 2.36 1.009 0.086

Source: Field Survey 2013
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One-Sample Test

Test Value = 0

T Df Sig. (2-
tailed)

Mean
Difference

95% Confidence
Interval of the

Difference

Lower Upper

I have adequate time to
concentrate on my research
and publications as desired

27.407 137 0 2.355 2.19 2.52

Source: Field Survey 2013

From the above table 2, the calculated value is 27.407 and the tabulated value (in
correspondence with the df of 137 and a 0.05 level of significance among the critical values of
t) is 1.96. The mean being 2.36 satisfies the “disagree” side of the alternatives. This means that
large number of lecturers do not have adequate time to concentrate on their research and
publications as desired.

Table 3: All Nigerian graduates are employable and fit to work
One-Sample Statistics

N Mean Std. Deviation Std. Error Mean

All Nigerian graduates are
employable and fit to work 138 2.03 0.714 0.061

Source: Field Survey 2013

One-Sample Test
Test Value = 0

T Df Sig. (2-
tailed)

Mean
Difference

95% Confidence
Interval of the

Difference

Lower Upper

All Nigerian graduates
are employable and fit
to work

33.373 137 0 2.029 1.91 2.15

Source: Field Survey 2013
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From the above table 3, the calculated value is 33.373 and the tabulated value (in
correspondence with the df of 137 and a 0.05 level of significance among the critical values of
t) is 1.96. The mean being 2.03 satisfies the “disagree” side of the alternatives. This means that
large number of lecturers disagreed that all Nigerian graduates are employable and fit to work.

Table 4: The university policy includes adequate health care plan for me

One-Sample Statistics

N Mean Std. Deviation Std. Error Mean

The university policy
includes adequate health
care plan for me

138 1.38 0.488 0.042

Source: Field Survey 2013

One-Sample Test
Test Value = 0

T Df Sig.
(2-

Mean
Difference

95% Confidence
Interval of the

Difference

Lower Upper

The university policy includes
adequate health care plan for
me

33.308 137 0 1.384 1.3 1.47

Source: Field Survey 2013

From the above table 4, the calculated value is 33.308 and the tabulated value (in
correspondence with the df of 137 and a 0.05 level of significance among the critical values
of t) is 1.96. The mean being 1.38 satisfies the “disagree” side of the alternatives. This means
that the University does not include adequate health care plan for lecturers.

Test of Hypothesis 1
Ho: There is no relationship between university policy and the loyalty of academic staff of
Nigerian University.
Hi:  There is a relationship between university policy and the loyalty of academic staff of
Nigerian University.
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Table 5: Correlation between University Policy and Loyalty of Academic Staff
UP LA

UP

Pearson Correlation 1 -.184*

Sig. (2-tailed) 0.031

N 138 138

LA

Pearson Correlation -.184* 1

Sig. (2-tailed) 0.031

N 138 138

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

Source: Field Survey 2013

From the above table, the relationship between university policy and loyalty of academic staff
were investigated using Pearson product moment correlation.  The analysis shows that there is
a negative correlation between the two variables, university policy and loyalty of academic staff
(r = - .144; N = 138), meaning that the relationship is inversely related.

Decision Rules:

According to Cohen (1988), the following is the rule for interpreting results from correlation;
When r = .10 to .29 or when r = - .10 to - .29 (Small Relationship)
When r = .30 to .49 or when r = - .30 to - .49 (Medium Relationship)
When r = .50 to .1.0 or when r = - .50 to - .1.0 (Large Relationship)
Therefore, based on the above analysis and decision rules, the alternative hypothesis which
states that there is a relationship between university policy and the loyalty of academic staff of a
Nigerian University is accepted while the null hypothesis that says that there is no relationship
between university policy and the loyalty of academic staff is not accepted.

Test of Hypothesis 2

Ho: Resource inadequacy does not affect the quality of research and publications produced by
academic staff of Nigerian University.
Hi:  Resource inadequacy to a large extent affects the quality of research and publications
produced by academic staff of Nigerian University.
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Table 6: Model Summary for Hypothesis 2

Model Summary

Model R R
Square Adj Std. Error of the Estimate

1 .161a 0.026 - 0.748

a. Predictors: (Constant), ADEQUATE BOOKS, OFFICE FACILITY, MAINTENANCE
POLICY, INTERNET FACILITY

Source: Field Survey 2013

The table above shows R an R2 value. The R-value is 0.161, which represents the simple
correlation and therefore indicates a low degree of correlation. The R2 value indicates how
much of the dependent variable (quality of research and publication), can be explained by the
independent variable (resource inadequacy measured by adequacy of books, office facility,
maintenance policy and internet facility). In this case, resource inadequacy contributes 2.6%
to the quality research and publication.

Table 7: Coefficient for Hypothesis 2
Coefficients a

Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.
B Std.

Error Beta

1

(Constant) 4.224 0.524 8.069 0
INTERNET
FACILITY 0.171 0.107 0.139 1.595 0.113

OFFICE
FACILITY 0.113 0.124 0.078 0.91 0.364

MAINTENANCE
POLICY -0.033 0.078 -0.037 -0.427 0.67

ADEQUATE
BOOKS -0.009 0.091 -0.009 -0.1 0.92

a. Dependent Variable: QUALITY RESEARCH
Source: Field Survey 2013
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The table above shows which of the variable included in the model contributed to the prediction
of the dependent variable. It also provides us with the information necessary to predict quality
research and publication from resource inadequacy. From the table 7, it can be seen that both
the constant and the predictors of resource inadequacy contribute significantly to the model.
The independent variable (resource inadequacy measured by internet facility and office facility)
contributes 0.171 and 0.113 respectively to the prediction of the dependent variable (quality
research and publications) which is statistically significant.

Table 8: ANOVA for Hypothesis 2

ANOVA b

Model Sum of
Squares Df Mean

Square F Sig.

Regression 1.995 4 0.499 0.89 .472a
Residual 74.498 133 0.56

Total 76.493 137
a. Predictors: (Constant), ADEQUATE BOOKS, OFFICE FACILITY, MAINTENANCE POLICY, INTERNET
FACILITY

b. Dependent Variable: QUALITY RESEARCH

Source Field Survey 2013

From the table above, F-value is 0.890 while p-value is 0.472
Criteria for decision: significance level = 0.05

 Critical value(s) and regression region(s)
  Reject the null hypothesis if pvalue ≤ 0.05

Decision: Do not accept the null hypothesis as p-value 0.472 is less than 0.05. Thus, resource
inadequacy to a large extent affects the quality of research and publications produced by
academic staff of Nigerian University.

Test of Hypothesis 3

Ho: Job dissatisfaction does not affect the academic excellence of academic staff in Nigerian
University.

Hi: Job dissatisfaction affects the academic excellence of academic staff in Nigerian University.
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Table 9: Model Summary for Hypothesis 3

Model Summary

Model R R Square Adjusted R
Square Std. Error of the Estimate

1 .158a 0.025 0.003 0.487

a. Predictors: (Constant), PROMOTION CRITERIA, CURRENT PAY, WELFARE SYSTEM

Source: Field Survey 2012

The table above shows R an R2 value. The R-value is 0.158, which represents the simple
correlation and therefore indicates a low degree of correlation. The R2 value indicates how
much of the dependent variable (academic excellence of academic staff), can be explained by
the independent variable (job dissatisfaction measured by promotion criteria, current pay and
welfare system). In this case, job dissatisfaction contributes 2.5% to the academic excellence
of academic staff.

Table 10: Coefficient for Hypothesis 3
Coefficients a

Model
Unstandardized

Coefficients
Standardized
Coefficients t Sig.

B Std. Error Beta

1

(Constant) 4.637 0.178 26.006 0

CURRENT
PAY 0.07 0.092 0.065 0.759 0.449

WELFARE
SYSTEM -0.084 0.059 -0.141 -1.419 0.158

PROMOTION
CRITERIA 0.077 0.057 0.135 1.358 0.177

a. Dependent Variable: LECTURER SUPPORTIVE

Source: Field Survey 2012
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The table above shows which of the variable included in the model contributed to the prediction
of the dependent variable. It also provides us with the information necessary to predict academic
excellence of academic staff from job dissatisfaction. From the table 10, it can be seen that both
the constant and the predictors of job dissatisfaction contribute significantly to the model. The
independent variable (job dissatisfaction measured by current pay and promotion criteria)
contributes 0.070 and 0.077 respectively to the prediction of the dependent variable (academic
excellence of academic staff) which is statistically significant.

Table 11: ANOVA for Hypothesis 3
ANOVA b

Model Sum of
Squares Df Mean

Square F Sig.

1
Regression 0.815 3 0.272 1.146 .333a

Residual 31.793 134 0.237
Total 32.609 137

a. Predictors: (Constant), PROMOTION CRITERIA, CURRENT PAY, WELFARE SYSTEM

b. Dependent Variable: LECTURER SUPPORTIVE

Source: Field Survey 2012

From the table above, F-value is 1.146 while p-value is 0.333
Criteria for decision: significance level = 0.05
 Critical value(s) and regression region(s)
  Reject the null hypothesis if pvalue ≤ 0.05
Decision: Do not accept the null hypothesis as p-value 0.333 is less than 0.05. Thus, Job
dissatisfaction affects the academic excellence of academic staff in Nigerian University.

Test of Hypothesis 4
Ho: There is no relationship between workload and the quality of graduate produced by the
academic staff of Nigerian University.
Hi: There is a relationship between workload and the quality of graduate produced by the
academic staff of Nigerian University.
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Table 12: Correlation between Workload and Quality of Graduate

WL QG

WL

Pearson Correlation 1 -.278**

Sig. (2-tailed) 0.001

N 138 138

QG

Pearson Correlation -.278** 1

Sig. (2-tailed) 0.001

N 138 138

**. Correlation is significant at the 0.01 level (2-tailed).

Source: Field Survey 2013

From the above table, the relationship between work load and quality of graduate were
investigated using Pearson product moment correlation.  The analysis shows that there is a
negative correlation between the two variables, job dissatisfaction and academic staff
performance (r = - .010; N = 138), meaning that the relationship is inversely related. Therefore,
based on the decision rules, the alternative hypothesis which states that there is a relationship
between work load and quality of graduate is accepted while the null hypothesis that says
there is no relationship between job dissatisfaction and academic staff performance is not
accepted.
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