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Abstract
The study investigated job stress and the psychological well-being of library employees. It closely
looked into role predictors of job stress namely, role ambiguity and role conflict as well as physical work environment issues; to determine their relationships on the psychological well-being of
library staff in selected University libraries in South-West Nigeria. Survey research design was
used for the study. The population consisted of 125 library staff. Sampling was total enumeration
so as to accommodate all the library staff. Structured questionnaire was employed for data collection. Data collected were analyzed using frequency, percentage counts and mean. The general
findings on job stress revealed that respondents had challenges with technology and excess or
quantity of workload. Job stress resulting from role ambiguity was that the respondents were not
certain of how much authority they have. As regards role conflict, majority of the respondents
stated that it did not cause them any job stress. They also perceived their work environment as
stress free. Findings from the hypotheses revealed that role ambiguity, role conflict, and work environment have a positive significant relationship on psychological well-being of the respondents.
Based on these findings, this study made some recommendations.
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minologies that are used interchangeably which refer to the same thing [1]. Job stress has been perceived to be
an important concept in the study of employees’ responses to their work environments. Occupational stress can
cause unusual and dysfunctional behavior at work and contributes to poor physical and mental health, thereby
putting employees’ health and organizational success at risk. Job stress is, therefore, considered a major issue in
the occupational safety and health aspect as well as organizational well-being [2]. The salience of job stress as a
research topic has resulted partly to the magnitude of its effects on employees. Work related stress has been related to organizational problems such as absenteeism, high turnover, poor job performance, accidents and errors,
alcohol and drug abuse, burnout, and hypertension [3]-[5]. Its effect could also make employees who are physically present at work to perform and produce less [6]. Therefore, there is the perception that stressful employees
are more likely to be unhealthy, poorly and less motivated, less safe at work, and consequently, affecting the
psychological and emotional well-beings of the employees.
Concerns for the psychological health of human beings have led to the interest of researching into the psychological well-being of employees [7]. Well-being is one of the important goals that all human beings desire to
achieve. [8] sees well-being as a term that defies a single definition. Some see well-being in the light of good
health, welfare, comfort, security, and safety. Quality of life has also been used to describe well-being. [9] is of
the opinion that quality of life is a multidimensional construct which comprises the physical, emotional, mental,
social, and behavioral components. [10] adds that well-being is such a complex construct that in spite of all the
attempts by researchers to have a clear meaning of it, they have not been able to find accurate ways to give a
detailed explanation. Psychological well-being, according to [11], has been used in the literature synonymously
and interchangeably with terms such as happiness, satisfaction with life experience and one’s role in the world
of work. Hope, positive affect, positive mental health, well being and quality of life, sense of achievement, utility, belongingness and no distress, dissatisfaction or worry have also been perceived as psychological well-being.
It emphasizes on positive characteristics in terms of growth and development. In the view point of [12], psychological well-being has to do with people’s feeling in the day-to-day life, and these feelings may vary from positive feelings, like satisfaction, to negative feelings, such as depression and dissatisfaction.
Library workers, no matter their classes, status or years of work experience, are not left out from experiencing
stress while performing their functions. These stresses could emanate from pressures from various sources and
these stresses may lead to health compromises and, consequently, affect the psychological well-being of the staff.
Therefore, knowledge about job stress and the extent to which it influences the psychological well-being of the
library staff could play a vital role in the management of staff and in improving those stressors that impact
people. The result of this study may help the mangers in the management of these sources of job stress thereby
improving the health concerns, performance, mental and psychological well-being of their staff.

2. Objective of the Study
The aim of this study is to investigate the relationship between job stress with particular emphasis on the role
predictors of job stress namely role ambiguity and role conflict as well as physical work environmental factors,
and to reveal their relationships on the psychological well-being of library staff in certain South-West Nigerian
University libraries. The specific objectives are to:
1) discover the sources of job stress for the library staff in the university libraries in some South-West Nigeria.
2) find out if role ambiguity factors are sources of job stress among library staff in the university libraries in
South-West Nigeria.
3) know if role conflict factors are sources of job stress among library staff in the university libraries in SouthWest Nigeria.
4) ascertain if physical work environment factors are sources of job stress among library staff in the university
libraries in South-West Nigeria.

3. Hypotheses for the Study
In order to attain the above mentioned objectives, the following hypotheses were developed and tested at 0.05
level of significance.
1) There is no significant relationship between role ambiguity and psychological well-being of library staff.
2) There is no significant relationship between role conflict and psychological well-being of library staff.
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3) There is no significant relationship between physical work environment and psychological well-being of
library staff.

4. Review of Literature
Job stress has been described as the harmful physical and emotional response that occurs when the job requirements do not match the capabilities, resources, or needs of the worker [13]. It is also considered as that response
people may have when presented with work demands and pressures that are not matched to their knowledge and
abilities which challenge their ability to cope. A report on a survey on upcoming generation of employees, according to [14], reveals that most of the employees desire greater meaning and personal development from their
work. They see their work as a calling—enjoyable, fulfilling, and socially useful. This perception reveals that
anything that might hinder them from achieving their works’ calling will affect them and might lead to stressful
condition for them which might compromise their well-being. Evidence from researchers like [15] has disclosed
that well-being is very important to employers in relation to the individual-level of job satisfaction to individuallevel of performance.
There are several causes of job stress. Gallaper, 2002 (in [16]) posits that job stress is a growing concern for
organizations today which libraries and library staff are not exceptions. [17] has identified six sources, namely,
role overload, role insufficiency, role ambiguity, role boundary, role responsibility and physical environment.
For library workers, [18] has identified work overload of a quantitative or qualitative nature; work underload,
interpersonal relationships, lack of respect and recognition, interpersonal relationships, lack of effective positive
feedback from supervisors, co-workers and patrons, expectations from others felt by library staff members (role
ambiguity and role conflict), inadequate office space, career stage or career concerns, and technology and equipment as sources of job stress in the library workplace. In his workshops on stress, the library support staff reported that workload, inadequate training, knowledge, and frustrations on the job are the major causes of job
stresses. The results of [19] study on the causes of stress among polytechnic librarians in Delta State of Nigeria
reveals that pressure from management/bosses, poor work environment, excess workload, inadequate support
system, challenges in coping with new technology and lack of supervision are major sources of job stress.
As has been observed by [20], the library staff, in particular, academic librarians, in an attempt to tackle the
emerging challenges in their profession during this information age, are bound to face new expectation from
their employers and patrons. Further, the roles of the library staff are constantly changing due to the dynamic
nature of information, its delivery, the emergence of ICT in the library, and funding problems. All these have
culminated in the growth of stress among staff. A by-product of working in a technological environment is
techno-stress which according to [21], has to do with the problem of adaptation to a new technology. In his online survey on techno-stress (computer-related stress) among library staff who work in academic libraries, [22]
discovered that fifty-nine (59%) percent of survey participants said their level of computer-related stress has increased in the past 5 years, thirty-four percent (34%) felt it has not changed much, and only 4% believed it has
decreased. Out of the major causes of techno-stress were computer hardware (technology) and ergonomics,
networking problems, information overload, security issues, and vendor-produced databases as well as lack of
training. The study of [23] on library staff on stress reveals that job difficulty, insufficient or too little training
with technology, the rate at which things change is too fast and complicated, and unrealistic pressure to produce
are sources of job stress.
Factors such as the state of work environment, personal or internal factors, home-work interface, professional
and or academic demand, job security, job satisfaction and management problems equally introduce job stress
among staff (Skillsoft, 2006 in [16]). Further, [24] indentified managerial motivated stress; self engineered stress,
job insecurity stress, financially motivated stress, technological as well as task/duty fueled stress, and management style adopted by the managers/administrators as other sources of job stress. These, [25] maintains, lead to
increased sick leave, absenteeism, premature labor turn-over and retirement due to ill health, loss of quality
production and value and employee litigation against the institution. It is argued that the cost of stress related
illness and absenteeism to the library could be huge. Ferkol, 1998 (in [16]) therefore, concludes that the level of
stress experienced by information workers increases geometrically while management understating of stress increases arithmetically. Ferkol therefore, cautions that if urgent steps are not taken, efficient services of the libraries will be jeopardized. So, job stress issues among personnel should be addressed to avert the inseparable
damage that it might pose on the services and functions of the libraries in general, as well as affecting the psyOALibJ | DOI:10.4236/oalib.1101632
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chological well-being of the personnel.
As has been explained by [26], job stress has a major concern in the occupational safety, health aspects as
well as in organizational well-being. Some studies have been conducted using many variables to determine the
influence of job stress on psychological well-being of employees. In examining the relationship between psychological well-being and job insecurity among 600 employees in the UK, [27] found a lower level of psychological well-being among those who felt insecure about their jobs. [11] studied the psychological well-being
among public and private bank employees in India and their study revealed that the psychological well-being of
employees is higher in public sector as compared to those in the private sector banks. In her survey of stress and
wellbeing in Australia, [28] found out that Australians had significantly lower levels of wellbeing and significantly higher levels of stress and distress, depressive and anxiety symptoms than in the previous year. The study
of [29] on the occupational stress, psychological well-being and workers’ behavior in manufacturing industries
in South-West Nigeria revealed that that there is a significant influence of occupational stress on psychological
well-being of the respondents. In the study of stress from role ambiguity and psychological well-being of government officers in Malaysia, [30] found that there is a significant correlation between role ambiguity and psychological well-being.
Individuals are always subjected to work conflicts which carry a lot of ambiguities as well as complexities.
According to [31] role stressors consist of two related but distinct construct, notably role ambiguity and role
conflict. [31] [32] state that role ambiguity is referred to as lack of clear expectation and specific information
regarding work role methods and requirements. This ambiguity occurs when one is not having a clear feedback
from others about one’s responsibilities and performance ([33], and also arises when a person does not have a
clear picture about his work objectives, the scope and responsibilities of his own job as well as his co-workers’
expectation of him ([4]). Since a worker needs to understand clearly what one’s roles are and consequently,
when this information is not clearly known, role ambiguity arises. [34] report that this could lead to higher levels
of job tension and also directly lead to lower levels of job satisfaction for temporary employees. [35] argues that
under this circumstance, one becomes afraid to act or take responsibility for anything. In lacking the necessary
information to perform a job or a task, [36] points out that this situation is likely to result on a feeling of helplessness and uncertain of what is expected on the one’s role set. [37], therefore, claims that the problem of role
ambiguity could be attributed to inadequate training, poor communication, or the purposefully withholding or
distortion of information by others. For the library and information professionals, [38] explains that stress resulting from role ambiguity comes about when an employee does not know that for which he or she is responsible. In addition, when employees do not use their skills, it can be as stressful as being overworked. Librarians
may experience stress in assisting patrons because they do not have time to become an expert on each and every
system.
A general problem that arises in understanding role behavior is that individuals play multiple roles, adjusting
their roles to the group to which they belong at the time. A situation of role conflict exists when two or more
employees have different views regarding their work and when individuals are required to play two or more
roles that work against each other. Role conflicts create expectations that may be difficult to reconcile; and they
create conflicting demands and expectations which lead employees in making incompatible decisions, [31].
Therefore, role conflict could be defined as a condition that occurs when an individual is subjected to competing
or conflicting sets of expectations and demands in the organization, or when the principle of chain of command
or the principle of unity of command is violated, [31]. For [39] role conflict is the extent to which a person experiences pressures within one role that are incompatible with pressures that arise within another role. In his argument, [35] maintains that the one may be caught between in the crossfire between two supervisors or the
needs of two functional groups. Based on this, [36] declares that role conflict is a feeling of being torn in multiple directions, as one is unable to find a way to make every role partner satisfied. Therefore, when an individual is confronted by different role expectations, the person is experiencing role conflict [40].
Facets of role conflict, as has been pointed out by [41] include being torn by conflicting demands from a supervisor about the job and being pressured to get along with people with whom you are not compatible. As regards the influence of role conflict on library and information professionals, [38] discovers that due to the fact
that library and information professionals have various supervisors who do not agree on what the employee
should be doing results in job conflict which eventually leads to job stress. Some studies have been done in relation to the relationships that exists between role conflict and psychological well-being. Fairbrother, Cai and
Zhang (in [30]) and [42] discovered in their studies that there is positive relationship between role conflict and
OALibJ | DOI:10.4236/oalib.1101632
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psychological well being. In a study conducted by [30], it was discovered that occupational stress has a significant positive correlation with psychological well-being.
Job stress has long been an important concept in the study of employees’ responses to their physical work environments. [43] asserts that there are many challenges in the work environment such as increased work targets,
threats of job loss, organizational change, lack of time, lack of space, continuous technological development,
and conflicting demand from organizational stakeholders which lead to stressful condition. Among these challenges is also the issue of the physical condition of work environment demands caused by temperature extremes,
poorly designed offices; poor lighting, poorly heated or cooled offices, and excessive noise, [44]; all of which
are perceived as poor ergonomic factors. These situations result in stress as the worker can no longer handle the
effect of these conditions. Eventually, they lead to the hindering or slowing down of the employee’s performance; leading to frustration and eventually and causing threats to employees’ health. For instance, [45] notes
that poor work processes, poor environment, improper workplace design and unsuitable working conditions are
factors that could cause or aggravate conditions referred to as Carpel Tunnel Syndrome, Tenosynovitis, Repetitive Strain Injury (RSI) or Repetitive Motion Injury. In addition, excessive noise in the work environment has
been perceived to have been linked to physiological problems such as hypertension, heart irregularities, digestive disorders, extreme fatigue, ulcers, allergies, fears, and neurological disorders [46].
Further, poor indoor air quality in one’s work environment, according to [47], is likely to affect individuals’
well-being. Adequate ventilation is necessary to remove indoor-generated pollutants from indoor air as they can
have negative impact on several important human outcomes such as communicable respiratory illnesses, sick
building syndrome symptom, task performance and productivity, perceived air quality and respiratory allergies
as well as asthma [48]. So, if poor indoor air quality in the work environment is left unchecked, this condition
could lead to workers taking a long break, increase in complaints and sick leave, mistakes and risks of accidents
at work. All these would negatively influence the psychological well-being of the individuals involved.
[49] in his search found that the ability to personalize one’s work area was positively related to environmental
satisfaction which, in turn, positively influenced job satisfaction and employee well-being. Wells, using structural equation modeling, found that higher satisfaction with the physical environment predicted higher job satisfaction which, in turn, predicted higher employee well-being. Similarly, [50] demonstrated positive links between satisfaction with physical working conditions, job satisfaction and employee physical and mental wellbeing. There is also evidence that better physical health is correlated with higher job satisfaction and other factors such as lower job stress and better psychological well-being [51]. A workplace that is psychologically
healthy will foster employee’s health and well-being while enhancing organizational performance and productivity. Therefore, the ability of workplace to promote well-being rather than engender strains and mental illness
is of considerable benefit to both employees and employers.

5. Research Methodology
The study employed descriptive survey research design to collect data in order to answer questions concerning
the current status of the subject of the study. This design was chosen because the study is a self-report research
that would enable the researcher to collect data from the library staff in the four (4) selected University libraries
in South-West Nigeria, so as to determine the relationships between the predictors of job stress namely role ambiguity, role conflict and work environment on the psychological well-being of library staff. The population was
made of 125 library employees in the selected University libraries in South-West Nigeria. Sampling was enumerative so as to ensure that all members of the population were used for the study. Variable such as gender, age
and position in the library were determined from the responses of the respondents from the questionnaire. The
questionnaire was the only instrument used in the collection of the data for this study. The researcher adopted
[31] research questions for role ambiguity and role conflict. Data was analyzed using descriptive statistics of
percentages, frequency count and mean.

6. Presentation of Findings
A total of 137 copies of questionnaires were distributed and 125 copies (91.2%) were returned.
Table 1 reveals the demographic information of the respondents. It is shown that 68 (54.4%) of the respondents are male, while 57 (45.6%) are female. Hence, most of the respondents are male. From the table, it is also
revealed that 63 (50.4%) of the respondents are within the ages of 20 - 30 years, 29 (23.2%) are within the ages
OALibJ | DOI:10.4236/oalib.1101632
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of 31 - 45 years, while 33 (26.4%) are within the ages 45 years and above. So, most of the respondents are within the ages of 20 - 30 years. In relation to the position in the library, it is revealed that 60 (48%) are professional
librarians, 18 (14.4%) are para-professionals, 42 (33.6%) are library assistants, while 5 (4%) are administrative
staff.
Table 2 reveals the respondents by questionnaire distribution. From the table 31 (83.8%) of the respondents
are from Babcock University, 45 (90%) are from University of Lagos (main Library), 39 (97.5%) are from University of Ibadan (Kenneth Dike library) and 10 (100%) are from Lead City University. Hence, most of the respondents are from University of Lagos (main library).
Table 3 reveals the respondents’ view on specific sources of job stress in the library. It is revealed from the
responses that the major causes of job stress are challenges with computer related problems/technology (56%),
nature of work (52%), heavy job demands (48%), management problems (47.2%), tight academic and professional demands (47.2%), and too heavy or excess work load (42.4%). On the other hand, job insecurity and low
salary with 28.8% and 28% respectively were seen to be the least job stressors.
Table 4 shows the respondents’ view on role ambiguity sources of job stress. From the table it is shown that
61.6% of the respondents do not feel certain about how much authority they have. Apart from this, 95% of the
respondents know exactly what is expected of them, 90% of them know what their responsibilities are, 86% of
them have divided their time properly, 80% of them receive clear explanations of what has to be done 80% and
76% of the respondents responded that they have cleared, planned objectives for their jobs.
As regards respondents’ opinion on role conflict as a source of job stress, some of the notable responses are
the disagreement that they do things that are appropriate to be accepted by one person and not accepted by
Table 1. Demographic details of respondents.

Gender

Frequency

%

Valid %

Cumulative %

Male

62

49.6

49.6

49.6

Female

57

45.6

45.6

95.2

3.00

6

4.8

4.8

100.0

Total

125

100.0

100.0

20 - 30

63

50.4

50.4

50.4

31 - 45

29

23.2

23.2

73.6

45 and above

33

26.4

26.4

100.0

Total

125

100.0

100.0

Professional librarian

60

48.0

48.0

48.0

Para-professional librarian

18

14.4

14.4

62.4

Library assistant

42

33.6

33.6

96.0

Administrative staff

5

4.0

4.0

100.0

Total

125

100.0

100.0

Valid

Age (in years)

Position in the
Library

Valid

Valid

Table 2. Questionnaire distribution by university library.
S/N

Name of university library

No. of questionnaires
administered

No. of questionnaires
returned

Copies not
returned

Percentage
returned

1

Babcock University Library

37

31

6

83.8

2

University of Lagos (Main Library)

50

45

5

90.0

3

University of Ibadan (Kenneth Dike) Library

40

39

1

97.5

4

Lead City University Library

10

10

0

100

137

125

12

100

Total
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Table 3. Job stress.
S/N

Statement

Agree

Not agree

Neutral

1

Challenges with computer related problems/technology

70 (56%)

49 (39.2%)

6 (4.8)

2

Nature of work

65 (52%)

48 (38.4%)

12 (9.6%)

3

Heavy job demands

60 (48%)

65 (52%)

0

4

Management problems

59 (47.2%)

60 (48%)

6 (4.8%)

5

Tight academic and professional demands

59 (47.2%)

54 (43.2%)

12 (9.6%)

6

Too heavy or excess workload

53 (42.4%)

54 (43.2%)

18 (14.4%)

7

Much work pressure

48 (38.4%)

71 (56.8%)

6 (4.8%)

8

Inadequate support system

48 (38.4%)

77 (61.6%)

0

9

Job insecurity

36 (28.8%)

77 (61.6%)

12 (9.6%)

10

Low salary

35 (28%)

72 (57.6%)

18 (14.4%)

Table 4. Role ambiguity and role conflict.
S/N

Role ambiguity statement

Agree

Not agree

Neutral

1

I feel certain about how much authority I have

18 (14.4%)

77 (61.6%)

30 (24%)

2

I have clear, planned objectives for my job

95 (76%)

6 (4.8%)

24 (19.2%)

3

I know that I have divided my time properly

108 (86.4%)

11 (8.8%)

6 (4.8%)

4

I know what my responsibilities are

113 (90.4%)

12 (9.6%)

0

5

I know exactly what is expected of me

119 (95.2%)

6 (4.8%)

0

6

I receive clear explanations of what has to be done

101 (80.8%)

6 (4.6%)

18 (14.4%)

7

I feel certain how I will be evaluated for a raise or promotion

85 (68%)

16 (12.8%)

24 (19.2%)

8

I am able to act the same regardless of the group I am with

66 (52.8%)

29 (23.2%)

30 (24%)

S/N

Role conflict statement

Agree

Not agree

Neutral

1

I have to do things that should be done differently

40 (32%)

56 (44.8%)

29 (23.2%)

2

I have an assignment without the manpower to complete it

42 (33.6%)

71 (56.8%)

42 (33.6%)

3

I have to work with two or more groups who operate quite differently

23 (18.4%)

54 (43.2%)

48 (38.4%)

4

I receive incompatible requests from two or more people

17 (13.6%)

54 (43.2%)

54 (43.2%)

5

I do things that are appropriate to be accepted by one
person and not accepted by others

18 (14.4%)

107 (85.6%)

0

6

I receive assignment without adequate resources and materials to execute it

11 (8.8%)

84 (67.2%)

30 (24%)

7

My job has a lot of responsibility, but I don’t have very much authority

46 (36.8%)

49 (39.2%)

30 (24%)

8

I have to work under vague directives or orders

22 (17.6%)

55 (44%)

48 (38.4%)

others (85.6%); that they receive assignment without adequate resources and materials to execute it (67.2%) and
have received assignment without the manpower to complete it (56.8%). About 43.2% of them are neutral as
regards receiving incompatible requests from two or more people.
Table 5 indicates the respondents’ opinion on work environment. From the result it is revealed that most of
the respondents did not see poorly designed workplace, office and equipment problems, poor lighting, much
noise and distraction in their office as sources of stress. They perceived their workplace environment as pleasant
or safe place as indicated in the “not agree” responses on the table.
OALibJ | DOI:10.4236/oalib.1101632
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Table 5. Work environment.
S/N

Statement

Agree

Not agree

Neutral

1

Poorly designed workplace

21 (16.8%)

92 (73.6%)

12 (9.6%)

2

Office and equipment problems

17 (13.6%)

96 (76.8%)

12 (9.6%)

3

Poor lighting

12 (9.6%)

107 (85.6%)

6 (4.8%)

4

Much noise and distraction in my office

12 (9.6%)

107 (85.6%)

6 (4.8%)

5

Workplace environment is not pleasant or safe

11 (8.8%)

102 (81.6%)

12 (9.6%)

6

Inadequate fresh air in the office?

6 (4.8%)

107 (85.6%)

12 (9.6%)

7

Unpleasant or dangerous physical conditions

6 (4.8%)

107 (85.6%)

12 (9.6%)

8

Poor office ventilation

0

119 (95.2%)

6 (4.8%)

9

Uncomfortable workspace/workplace

0

101 (80.8%)

24 (19.2%)

10

Poorly heated or cooled offices

0

107 (85.6%)

18 (14.4%)

7. Testing of Hypotheses and Presentation of Results
This segment presents the results of the formulated null hypotheses tested at 0.05 significance level.
Hypothesis One: There is no significant relationship between role ambiguity and psychological well-being of
library staff.
The result from Table 6 shows a strong positive relationship between role ambiguity and psychological
well-being. This was tested using correlation which value is 0.822 and is significant at p < 0.05 with mean value
of 4.5322 and standard deviation of 2.3441 for the first variable while the second variable has mean value of
4.4214 and standard deviation of 0.2893. This, therefore, implies that there is a significant relationship between
role ambiguity and psychological well-being.
Hypothesis Two: There is no significant relationship between role conflict and psychological well-being of library staff.
The result from Table 7 reveals a strong positive relationship between role conflict and psychological wellbeing. This was tested using correlation which value is 0.612 and is significant at p < 0.05 with mean value of
3.3172 and standard deviation of 0.3921 for the first variable while the second variable has mean value of
4.4214 and standard deviation of 0.2893. This, therefore, indicates that there is a significant relationship between role conflict and psychological well-being.
Hypothesis Three: There is no significant relationship between work environment and psychological wellbeing of library staff.
The result as shown in Table 8 reveals a strong positive relationship between work environment and psychological well-being. This was tested using correlation which value is 0.764 and is significant at p < 0.05 with
mean value of 3.3561 and standard deviation of 0.4021 for the first variable while the second variable has mean
value of 4.5213 and standard deviation of 0.3634. Therefore, this implies that there is a significant relationship
between work environment and psychological well-being.

8. Discussion of Findings
This study focused on the relationship between some factors that cause job stress. It specifically indentified role
ambiguity, role conflict, and work environment as sources of job stress. It also investigated the relationship that
exists between role ambiguity, role conflict, work environment and psychological well-being of library staff in
South-West Nigeria University libraries. In considering some of the major factors that resulted in job stress for
the respondents, Table 3 revealed that challenges with technology and excess or quantity of workload are major
causes of job stress for the respondents. These findings corroborated those of [22] and [19] who discovered from
their studies that problems and challenges with of technology is a source of stress to library workers. [18], [19],
and [4] also reported from their studies that excess workload or quantity of work load is major source of job
stress for library staff an in all types of occupations.
OALibJ | DOI:10.4236/oalib.1101632
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Table 6. Relationship between role ambiguity and psychological well-being.
Variables

Correlation (r)

Role ambiguity

Mean

Std. D

4.5322

2.3441

4.4214

0.2893

0.822
Psychological well-being

Prob.

Remark

0.012

Significant

Prob.

Remark

0.011

Significant

Prob.

Remark

0.031

Significant

125

N

Table 7. Relationship between role conflict and psychological well-being.
Variables

Correlation (r)

Role conflict

Mean

Std. D

3.3172

0.3921

4.4214

0.2893

0.612
Psychological well-being

125

N

Table 8. Relationship between work environment and psychological well-being.
Variables

Correlation (r)

Work environment

Mean

Std. D

3.3561

0.4021

4.5213

0.3634

0.764
Psychological well-being

125

N

When factors of role ambiguity as is shown in Table 4 were considered, it was found that the only source of
job stress for respondents was that they do not feel certain about how much authority they have (61.6%). Apart
from this, role ambiguity is not seriously perceived as major source of job stress for the respondents. In connection with role conflict as is also indicated in Table 5, the respondents did not agree that role conflict is a source
of stress. However, quite a number of them are neutral on issues like I receive incompatible requests from two or
more people (43.2%); I have to work with two or more groups who operate quite differently (38.4%) and I have
to work under vague directives or orders (38.4%). Finally, the result of this study reveals that physical work environment as is seen in Table 5 is not a source of job stress for the respondents of this study.
The hypotheses tested, revealed the following: The first hypothesis which predicted that there is no significant
relationship between role ambiguity stress and psychological well-being is shown to have a significant relationship as is shown in Table 6. [30] study reported that four dimensions of occupational stress, namely role overload, role insufficiency, role ambiguity and role boundary have significant relationships and influence on psychological well-being.
The second hypothesis stated that there is no significant relationship between role conflict and psychological
well-being of respondents. The finding as revealed in Table 7 shows that role conflict has a positive effect on
the psychological well-being, and this implies that this hypothesis is confirmed. This finding corroborated with
the findings of Fairbrother, Cai and Zhang, 2008 (in [30]), [42] and [30], who discovered in their studies that
there is positive relationship between role conflict and psychological well being.
The last hypothesis said that there is no significant relationship between physical work environment and psychological well-being of the respondents revealed that physical work environment has a positive relationship on
the psychological well-being of library staff as is indicated in Table 8. This infers that this statement can be accepted. This finding is supported by the findings of [49] and [51] who found in their works that there is a positive link between satisfaction with physical working conditions, job satisfaction, and employee physical and
mental well-being.

9. Conclusion and Recommendation
Based on the findings, the study concludes that the library staffs in selected University libraries in South-West
Nigeria have generally identified some problems resulting from job stress. In addition, the study has revealed
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that there exists a positive relationship between role ambiguity and role conflict and also physical work environment and psychological well-being. On these established facts, the study recommends that the library administration makes effort in creating awareness of and understanding those factors that result in job stress for the library staff. More, the organization should strive to implement measures of intervention to curb these stressors.
Further, since role ambiguity is attributed to lack of clear or effective communication, improvement in communication between the staff and their bosses/supervisors is encouraged. Finally, it is also recommended that
measures that would cater for the welfare and psychological well-being of the library staff be clearly stated in
the strategic plan of the administration. This will help over-see the needs and challenges of the library staff. A
part of it will be to create a suitable work environment and this could help alleviate the magnitude effects of
stress-related problems on the well-being of library staff.
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