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Abstract

The observed issues of sabotage, floating and ready-to-leave attitude among some academic
staff in private universities may be detrimental to a university’s interests. There is scarcity of
empirical researches investigating influence of leadership styles, motivation and quality of
work life on organisational citizenship behaviour of lecturers in private universities. This
study investigated leadership styles, motivation and quality of work life as determinants of
organisational citizenship behaviour among lecturers of private universities in Southwest,
Nigeria. The study adopted the descriptive survey research design. One thousand, one
hundred and fourty four lecturers in private universities in Southwest, Nigeria were selected
using the multistage sampling procedure. Data were generated with a questionnaire on
Leadership Styles, Motivation, Quality of Work Life and Organisational f@nship

Behaviour (o =.831). Data were analysed using descriptive and inferential stati at 0.05
alpha level. The result showed that: there is a significant joint influence of 1 hip styles,
motivation and quality of work life on organisational citizenship behayio g lecturers
of private universities in Southwest, Nigeria (R>=.931, F 3,1140) =5129.764); there is a

significant relative influence of leadership styles (B =0.312; t=6.18 otivation (= 1.111;
t=15.739) and quality of work life (B= 0.492; t=28.278) oh ‘&%?&ational citizenship
behaviour of lecturers in private universities in Southwest, Xia; there is a significant
positive relationship between quality of work life and orgamisational citizenship behaviour
(r=0.785) among lecturers of private universities in Sout , Nigeria; there is a significant
moderating role of gender in the influence of qualityy of work life on organisational
citizenship behaviour (Male, B =-.855; t=-39.29A.and *¥emale,  =.914; t=53.848) among
lecturers of private universities in Southwest, <Nigeria. Quality of work life should be
enhanced among lecturers in private u/mKs ies to ensure organisational citizenship
behaviour, among other recommendations.

\)
Keywords: Leadership Styles, Moti@ Quality of Work Life, Organisational Citizenship
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Chapter One
Introduction

1.1 Background to the Study

In the present time, the world of work is featured by challenges, dynamics and circumstances
that may be beyond the control of individual workers and organisations. These challenges
which includes global and national economic meltdown, rising situations in governance and
state affairs, health emergencies such as the Coronavirus pandemic and E%Nirus to
mention but a few; all keep tasking people to elicit certain behavio ; QQecturers in
private universities in Nigeria may not be insulated from these cllallg‘ges}just as they are also
observed to be grappling with issues surrounding stress, bur&g’gyvorkloads, adjustment to
the new normal of digitisation and ICT integration. Risfi@o these inherent challenges may
make some of them to develop certain charac@% and coping mechanisms such as

prosocial behaviours, escape behaviours, Q{;Q@%ehawours and learned helplessness. The

level of voluntary commitment of som: mic staff in private universities at critical times

like these is indeed interesting %@a‘uonal behaviour experts.

In private universities, th ¢ situations where lecturers could be faced with downtimes
regarding career @ ent, self-actualisation, career identity, personal and social
adjustment, @‘of life and life satisfaction. It may be expected of some of them to
develo i@n ence, careless attitude, poor work engagement and other behaviours such as
loafingyboycott, sabotage, absenteeism, lateness to work, lack of teaching effectiveness, low
productivity and turnover. Other lecturers may however rise above these incongruences and
develop good work ethics in that work environment. Although, formal job description is one
way of guiding worker’s behaviour, it is also known that there is more to employee
performance than simply carrying out formal job duties. In order for higher institutions to

achieve performance and be able meet up with current ratings among their contemporaries all



over the world, it has to devise several other ways of influencing staff behaviour towards
performance. Some activities that are not part of worker’s job description, not rewarded by
any formal systems and yet still contribute positively to the organisation readily comes to

mind. These activities are known as Organisational Citizenship Behaviours (OCB).

It might be surprising to find workers’ Organisational Citizenship Behaviour (OCB) unusual
in crises period in the university environment, but when the coast is clear and ther¢ }{Netum
to normal situations at work, do workers deem it fit to care about their altrpdstic, prosocial
behaviours? When lecturers of private tertiary institutions are well-meﬁ%l, motivated and
they enjoy job security with great feedback system, what can be @f'}heir Organisational
Citizenship Behaviour (OCB)? It is indeed quite impoést% for lecturers to develop
Organisational Citizenship Behaviour in university sys . Qecause lecturers as teachers are at
the centre of the educational system. Lecture crucial roles in the attainment of
university education goals, university m@%n vision, students’ successful and timely
completion of academic and prof% I programmes, and recording good academic
outcomes of students to mentié&{l} few. Lecturers’ Organisational Citizenship Behaviours

(OCB) may further boost tiveness and create a better university work environment that

is progressive and s@a&e abling.

Organisat@@zenship Behaviour (OCB), a discretionary trait of an individual could be
descrt an approach-oriented behaviour that contributes positively to the organisation
and the workforce. It is observed to be opposed to counterproductive work behaviour, bad
work ethics resulting from experiencing negative emotions, pressures, and stressors.
Organisational Citizenship Behaviour (OCB) of lecturers will not only benefit the universities

but also the society at large.



Nigeria as a country is observed to be facing both leadership and followership problems, with
citizens’ egocentric and ethnocentric tendencies. A major way to solve these problems could
be to develop civil behaviours and to be less selfish. For lecturers in private universities,
extra-role and Organisational Citizenship Behaviours (OCB) could be in the areas of conflict
resolution and transformation, students and staff mentoring and coaching, assisting
colleagues, volunteering in other units in the university, contributing to positive jqb attitudes,
improving organisational communication and even training of other staff memb%% newly
honed skill. When these are in place, the products of university educati . %?@the highest
skilled labour are deemed fully baked trained by lecturerf, .Rlayed extra roles.
Organisational Citizenship Behaviour (OCB) of lecturers will n;@fy benefit the universities
but also the society at large. This is because lecturing’ §%1)ghly interactive field and the

lecturers with Organisational Citizenship Behaﬁ@g(OCB) would have mentored the
students to become great citizens for local cfcj@%gl relevance.

In the last decade, several scholars %- directed their research efforts towards exploring
topics pertaining to Organisa%geitizenship Behaviour (OCB). As an exemplification,
during the last three yea search on Organisational Citizenship Behaviour (OCB) has
placed particular er@ on several domains such as hospitals, IT professionals, the nursing
profession, buildifg projects, and educational institutions!?*436789  Typically, these
investi a@s include a range of theoretical and practical issues. Numerous studies have
shown\the significant impact of workers on the overall performance of a business.
Consequently, it is via effective motivation strategies that enhanced measures of success may
be attained. The profession of lecturing is characterised by high demands, as it entails
engaging in a socially-oriented occupation that necessitates frequent interactions with

individuals from various cultural backgrounds, ethnicities, genders, sexual orientations,

religious beliefs, and special circumstances. In higher education settings, it is often required



that teachers assume the role of in-loco parentis to students, provide assistance to other staff

members, and beyond the requirements outlined in their official job descriptions.

In the contemporary and dynamic landscape, businesses, especially those in the realm of
higher education, are engaged in a competitive endeavour to achieve their objectives of
attracting and retaining personnel who possess skills and capabilities that extend beyond the
confines of their designated roles. The ongoing growth in employee contributio’h& value
creation within a dynamic and competitive business system has resulted i ift in the
perception of managers towards workers, moving away from seeing th‘e%s}as a source of
production and instead recognising them as organisational citizeq\. file this metric may
serve as a reliable benchmark for evaluating success wit%ﬁ%e realms of business and
industry, it may not be well-suited for assessing g‘. nce within the context of higher

education. Assessing success in the realm of higher édtcation may provide challenges due to

many factors such as the institutions’ Qot%}u formed with the primary objective of
generating profit, the process of studission which involve the participation of several
stakeholders, including staff ﬁingers, students themselves, government authorities, and

agencies as well as the efiges associated with assessing learning outcomes and the

progression of stud@ mployees among several others.

While all @ be a challenge, it is equally important to ascertain the most effective
met @nﬂuencing performance metrics in order to achieve favourable outcomes across
various institutions. One potential approach to attaining this objective is exerting influence on
the behaviour and performance of personnel. While official job descriptions serve as a means
to direct employees' conduct, it is widely recognised that employee success encompasses
more than the mere fulfilment of legal job responsibilities'!. Several tasks that go beyond the

scope of employees' job descriptions, lack official recognition mechanisms, and yet



nonetheless make beneficial contributions to the organisation is the Organisational

Citizenship Behaviours (OCB).

Organisational Citizenship Behaviour (OCB) encompasses discretionary employee actions
that fall beyond the scope of their prescribed responsibilities and are not explicitly
acknowledged by the official organisational incentive structure, but contribute to the overall
efficacy of the organisation!2. This term was first used in the year 1988, and it c’o,@jsed a
total of five constituent elements under its purview. The five dimensions,o nisational
Citizenship Behaviour (OCB) are as follows: (i) Altruism, which‘%rs to voluntary
contributions made by individuals towards others, involving a@.s\acriﬁce, promoting
peace, instilling hope and morale, and preventing work-relat%@ﬁs; (i1) Conscientiousness,
which encompasses behaviours that guide individuals : Qrform their duties at a level that
exceeds expectations, including punctuality in t@mpletion; (iii) Sportsmanship, which
entails tolerating complications and inevie;be\&%lems that arise in the workplace without
objection; (iv) Civic virtue, which i%hes responsible partnership and commitment to the
overall life of the organisatio'fts\a) (v) Courtesy, which encompasses polite behaviours

aimed at preventing work problems, such as assisting others to prevent issues or taking

action to alleviate tl@@e s faced by others'>.

Within the%g of Nigerian private tertiary institutions, there are certain factors that may
eith %or hinder dedication, which are influenced by the activities of leaders. Instances
occur when the leadership within institutions actively promotes and fosters the development
of their subordinates by entrusting them with responsibilities and demanding tasks, delegating
authority, and preparing them for future leadership roles via the use of a participative
leadership style. Undoubtedly, all of these factors contribute to work happiness, which in turn
leads to a heightened level of Organisational Citizenship Behaviours (OCB). Conversely, it is

possible that instances of administrative injustices may occur, which are marked by
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inequitable termination of employment, significant reductions in salary disbursements,
inadequate recruitment and selection procedures, insufficient compensation for employees,
unfavourable working conditions, and promotions that are not determined by merit or
abilities. These factors have the potential to result in work unhappiness and a decline in

Organisational Citizenship Behaviour (OCB).

The development of organisational success is contingent upon the desire of vol rs to
engage in collaborative efforts. Employees that exhibit Organisational Citize h%ehaviour
(OCB) go above and beyond their prescribed job duties, demonstratiné% dedication and
commitment by investing additional time, energy, and expert@%nhance their own
capabilities and contribute to the overall success of the %&ip%ss. In this scenario, it is
common for workers to subordinate their own inter st@rioritise their obligations in the
service of others. Accordingly, Organisationa %enship Behaviour (OCB) has been
associated with various positive outcom@)\&a emic literature. These outcomes include
enhanced productivity, improved pe@ance, increased effectiveness, positive employee
relationships, improved efﬁcieﬂ&resource allocation, and decreased maintenance costs.

Consequently, OCB can vide organisations with the necessary flexibility to foster

innovation and enh@st mer service!+15-16,

Moreover,@ corporate entities facilitate the optimal allocation of limited resources,
as Q raise the proficiency and effectiveness of their employees and personnel.
Organisations that actively foster civic behaviour are highly desirable work environments, as
they possess the ability to effectively attract and retain top talent, while also cultivating trust
and contentment among individuals'’. In order for higher educational institutions to ensure
their survival, the practise of Organisational Citizenship Behaviour (OCB) is deemed
essential'®. Furthermore, Organisational Citizenship Behaviour (OCB) plays a crucial role in

enhancing the performance of firms within the dynamic and uncertain current business

6



landscape, while also fostering innovation and the adoption of fresh and creative ways. It is
recommended that higher educational institutions do their best efforts to establish, sustain,
and maintain a conducive work environment that promotes employee civic behaviour. It is
also essential for institutions of higher education to embrace and promote Organisational
Citizenship Behaviours (OCB) in order to cultivate a more favourable work environment and
QP

When employees exhibit Organisational Citizenship Behaviour (OCB), it ig liﬁgko enhance

improve overall job performance!®.

their level of commitment, leading to improved performance with igher education
institutions. Consequently, these institutions will be better equipp% chieve their intended
objectives and effectively serve the community?’. The ide%@ion of factors that might
predict Organisational Citizenship Behaviours (OC h@igniﬁcant relevance for businesses,
considering the favourable outcomes associated &ch behaviours. Various variables have
been examined as potential predictors f. @%saﬁonal Citizenship Behaviour (OCB),
including leadership styles, organisational trust, work satisfaction, organisational
commitment, and organisationwgie. These factors have been identified as influential in
the formation and enhanc t“of OCB2122232425  One of the characteristics that presents a

significant challen@a ership style, which refers to the methodologies used to exert

influence an 1@ he actions of individuals2®

In t recent categorisation of leadership styles, leaders use two distinct sets of
behaviours, namely transformational and transactional leadership, in order to exert influence
on their followers?’. Transformational leadership is a multifaceted and ever-evolving
phenomenon that endeavours to establish an affective connection with its adherents, wherein
the leaders exert influence on their values, beliefs, and objectives. Leaders exert influence on
the beliefs, attitudes, and ambitions of individuals, hence exerting a remarkable impact on

their followers?®. Transformational leadership, which places a strong focus on follower
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development, motivates individuals to achieve self-actualisation and beyond their expected

responsibilities®’.

These leaders possess a distinct perspective on the future, prioritising the transformation of
their employees' attitudes and assumptions regarding the mission and goals of the
organisation. They motivate their employees by promoting values such as camaraderie,
integrity, and accountability, urging them to consider the organisation's interests b'e@ their
individual concerns’’. The transformative leader endeavours to instill in thejr Inates the
notion of acquiring enhanced capabilities and competencies, enabling th‘@% address not just
present challenges but also to approach them from a novel st& int. Furthermore, the
implementation of transformational leadership fosters a cultu%@rganisational learning and

establishes guidelines for crucial phases, hence %@g organisational performance and

facilitating its advancement®!. %

Employees that possess higher levels of Qﬂk, competences, and dedication, as a result of
being influenced by transformati% cadership, are more inclined to engage in work
behaviours that are beyond Megular tasks and exceed the expectations set by the
organisation??, Transacl zdership on the other hand is a leadership style that aligns
with the principlg& e leader-member exchange paradigm. Hence, within the framework
of social e@e theory, leaders using this method use incentives and organisational

sancj@%mechanisms to enhance the productivity of their subordinates.

Within this particular method, leaders establish a contractual connection or trademark with
their followers, whereby workers are provided with real prizes for achieving greater
performance and enhancing job execution. In contrast, those who do not adhere to the
established norms and regulations, or who fail to reach the prescribed criteria, will be subject

to disciplinary measures. Transactional leadership is a leadership style that directs followers'



attention towards their individual and interactive interests, so fostering their development and
advancement. Nevertheless, a significant drawback of transactional leadership lies in its
inability to foster enduring organisational commitment among personnel. Transformational
leadership not only influences followers to behave in line with their anticipated norms but
also encourages them to go beyond those expectations®’. When comparing the two leadership
styles, it can be seen that transformational leadership has a higher degree of predlctlve
capability in fostering corporate citizenship behaviour as opposed to q’%&]ctlonal
leadership®*. Furthermore, it is evident that there is a noteworthy an. \?@ correlation
between transformational and transactional leadership styles and O m§at10na1 Citizenship
Behaviour (OCB), with transformational leadership exh1b1t1@\greater predictive power

with regard to OCB*>. \

Individuals who possess the authority to make pertalnlng to the future of others or
possess the capacity to unilaterally ete % the operational framework of their
organisations, corporations, or establ@n‘[s are sometimes referred to as leaders. Leaders
are often seen as individuals oﬂ%ed status who strive to enhance the well-being of their
followers. Leadership, sence, is the amalgamation of personal attributes and
responsibilities, w1 § of rescuing both individuals and organisations, therefore
rectifying an e@\&hg issues’®. Indeed, the comprehension of authentic leadership is rather

uncom li@e ; and genuine leaders may be found inside almost any little collective of

individyals.

Some individuals possess an innate propensity for leadership, sometimes referred to as being
"born leaders," whilst others acquire and cultivate this characteristic via diligent effort and
actively positioning themselves in prominent roles®’. The exercise of leadership requires a
substantial breadth of knowledge and a commitment to personal growth on the side of the

leader, since assuming the responsibility of an entire enterprise or organisation alone is a
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formidable task. When a leader receives support and encouragement from others, it ultimately
leads to success, not just for the leader themselves but also for all others who are impacted by
their activities®®. Leadership is a social phenomenon that necessitates the involvement of
individuals, with leaders relying on the presence of followers. A genuine leader is
characterised by possessing a set of refined abilities, resilience, and expertise, which enable
him to see his followers not as a disadvantaged collective, but rather as individual§ for whom

they actively seek out novel prospects and facilitate their accomplishments®. Qh)(\

Leadership may manifest in many sectors of society, including é%ﬂmental bodies,
grassroots activist collectives, established institutions, academic h@s&\s, local enterprises,

and other similar entities. Contemporary leaders are prima@used on safeguarding the

qualities is essential for individuals at all levels w%1

them to effectively fulfil their respective o@g)%fn

individual within such organisation@stem be adequately equipped and educated to

integrity of the whole system and enhancing its %&te. The possession of leadership
th

n organisation or system, as it enables

. Consequently, it is imperative that every

assume decision-making respoﬂ@es‘m. Leaders within organisations and workplaces are
responsible for cultivatin féasant climate that fosters optimal performance among all
individuals. Effectiye l¢adership enhances individuals' attitudes and fosters a heightened

feeling of re o@ity towards their professional endeavors*!.

Lea the capacity to exert influence on others under their purview, therefore fostering
a sense of cooperation among subordinates in order to achieve collective success inside the
workplace. Leadership plays a crucial role in the establishment of an effective organisational
structure. It facilitates the coordination and supervision of many duties, ensuring that
individuals attend to each component diligently and strive to address their shortcomings. A
highly effective and noteworthy leader facilitated the development and enhancement of their

team's competence. Additionally, it fosters a competitive atmosphere among workers and

10



members of the organisation, whereby they strive to perform at their highest level and have
the most significant impact on both internal efficiency and external achievements, ultimately

enhancing customer satisfaction*.

All efforts to enhance one's development as an effective and accomplished leader, both inside
a small group and within a larger organisation, have been taken into account***+#346_ Within
the realm of leadership research, scholars have explored numerous styles of leadér, such
as spiritual leadership, transformational leadership, and ethical leadershijp, g}g others.
Previous research has also examined the impact of ethical and transfo@%e leadership on
many aspects of organisational corporate social responsibility*’. 'PK@So'ﬂally, the situational
leadership style is founded on the principle that there is no u@@llly applicable approach to
managing employees. The leadership style in ques 'o@en contingent upon the precise
environment and distinct to the circumstanc er consideration. Nevertheless, the
exploration of this particular topic rem{rlsjhxhi ed in the southwest region of Nigeria,
particularly within the context of priv lleges.

4
The only means of cultivatin Mtive attitude towards diligent work among individuals is
via the provision of m %?In contemporary society, it is important for individuals to
possess a compr% ive understanding of the underlying motivations driving their diligent
efforts. M@\ among individuals within a company varies significantly. When
disc mployee motivation, it may be succinctly described as "an indication of the
extent to which employees of a company exhibit high levels of energy, dedication, and
innovation in their work. The primary responsibility of a manager within an organisational
setting is to effectively facilitate the completion of tasks by leveraging the efforts and
capabilities of workers. In order to accomplish this objective, it is essential for the manager to
possess the ability to effectively inspire and incentivize personnel. However, implementing

this idea is more challenging than just expressing it. The themes of motivation practise and
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theory provide considerable complexity as they intersect with several academic fields.
Despite extensive study, both in terms of fundamental and practical studies, the concept of
motivation remains inadequately understood and often implemented in an unsatisfactory
manner. In order to comprehend motivation, it is necessary to possess a comprehensive
understanding of the fundamental essence of human nature. This issue is evident and presents
a challenge. The nature of humanity exhibits both simplicity and corn.plexity. A

comprehensive comprehension and admiration of this concept is a fundame%&eed for

achieving efficient employee motivation within the workplace, thereby%ﬁ?@o excellent
management and leadership. ‘6.\
Enhancing motivation, commitment, and engagement lequ'&; become a crucial focus

inside contemporary organisations. The establishme t@ay policies plays a crucial role in
incentivizing employees to achieve elevated leve Qerformance, exert discretionary effort,
and make significant contributions. The p@&ﬁotivaﬁon often starts when an individual
acknowledges the presence of an un%- d need. Subsequently, a specific objective is set
out with the intention of attaﬁ'{gﬁ, so fulfilling the aforementioned need. In order to
enhance individuals' per neée in achieving a certain objective, it is possible to use
rewards and incent VGSQ’[ social setting has a crucial role in determining an individual's

degree of ti@‘?fn“s. This research examines the expression of motivation via several

factors lilﬁa ry, training, capacity development and timely promotion.

Compensation, including salary, allowances, monetary incentives, bonuses, and overtime pay,
has significant importance for lecturers as it serves to enhance their motivation and
enthusiasm towards their employment*’. Motivation has a long-term impact on all employees.
The provision of training and capacity building opportunities plays a crucial role in
facilitating the ongoing growth of skills within private institutions. When lecturers get

sponsorship for training aimed at enhancing their effectiveness in their profession, they
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demonstrate improved performance and achieve desired outcomes. The provision of training
and capacity building provide a significant avenue for professional growth, enabling
academics to enhance their skills, acquire new information, and stay abreast of emerging
trends in order to enhance their effectiveness. Academic staff members place great value on
acquiring extensive knowledge and enhancing their abilities in order to effectively
disseminate relevant information to their students and cultivate a highly skilled. w(obrkforce
capable of thriving in the contemporary dynamic work environment, particéa} in the
context of the fourth industrial revolution. Promotion serves as a si 1.a$0ndicator of
motivation, as it recognises the diligent efforts, accumu.late eagperience, valuable
contributions, and professional growth of lecturers, resulting R@r advancement from one

rank or level to a higher one. ¢ QQ)

The promotion of lecturers from one rank to a@\as the potential to have a beneficial
impact on their Organisational CitizensQip%}%

appropriately promoted, they exhibi@ncreased desire for further promotions, therefore

aviour (OCB). Once lecturers have been

motivating them to enhance ﬁ@qﬁerformance beyond the level that first led to their
promotion. The promoti Tecturers within the institution is contingent upon several
factors, including b@q ited to the quantity of papers they have authored and the number
of students t @e supervised. During promotional evaluations, academic staff members
are ex ec@ to present and submit their scholarly work to the management. The standards
used should be seen as equitable and stringent. Promotion has been seen to incentivize
academic employees, motivating them to enhance their performance via increased
remuneration, sponsorships, and recognition. Consequently, this may lead to improvements in
their Organisational Citizenship Behaviour (OCB). The act of being promoted is associated
with several advantages, including psychological well-being, a sense of fulfilment and self-

worth, increased financial compensation and salary, enhanced prospects and opportunities, as
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well as recognition and regard within the academic community. Various sources of
motivation may be included into an institution's human resource policy in order to optimise

employee performance>’>!.

Quality of Work Life (QWL) is another important variable that may have an impact on the
Organisational Citizenship Behaviours (OCB) of lecturers. The significance of work-life
quality is increasingly recognised as a crucial factor in attaining organisational tives
across several sectors, including education, tourism, service, manufactuﬁn%?ing, and
other industries>2. The concept of Quality of Work Life (QWL) encomp \several factors
that contribute to the overall well-being and happiness of employé@ ithin an organisation.
These factors include the work environment, reward& éd,%mcentives, organisational

commitment, acknowledgement of employees' % ions, participatory management

practises, work-life balance, provision of welfa%s:e, ces, effective handling of complaints,

and job satisfaction®. The concept of QQ‘D;\Q\

experience of workers in relation to @rork, including their level of comfort, job interest,

ork Life (QWL) refers to the subjective

and overall contentment. Q’&Q}Q)of Work Life (QWL) is determined by employees'
objectives pertaining to s 1“aspects of their employment, such as working settings, pay

and professional ad@e t, the balance between professional and private life, and security

and connecti%@ﬂ colleagues in the workplace®.

The %s pertaining to unhappiness, burnout, and job discontent raise inquiries about the
equilibrium between one's personal and professional life. When employees face elevated
levels of job-related stress, burnout, and other negative occurrences, it is likely that their
overall quality of work life will diminish. The concept of Quality of Work Life (QWL) has
been found to have a significant impact on various aspects of employee behaviour and
organisational outcomes. Specifically, when employees experience a high level of QWL, they

are more likely to develop a strong organisational identity, which in turn leads to improved
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job performance. Additionally, QWL 1is positively associated with higher levels of job
satisfaction and vocational initiatives among employees. On the other hand, a favourable
QWL environment has been found to reduce absenteeism, intention to quit, and levels of
burnout among employees. Consequently, organisations that prioritise QWL are more likely
to achieve effectiveness and efficiency in their operations®®. It has been empirically shown
that workers who have favourable attitudes of the quality of their work life are likely to

exhibit a reduction in unproductive work behaviors>’. Qh)(\

The perception of lecturers at the university on the quality of work life n‘%%tﬂve a significant
role in influencing organisational commitment, job commitmeh@ga performance. The
extent to which a lecturer achieves a balance between their p%&ﬁ and professional life may
significantly impact their degree of job satisfactio :@Qgeneral well-being. Job security,
autonomy, organisational communication, and pay “satisfaction are significant factors that

greatly impact the teaching, research, @n unity participation levels of academic

employees. '61
P

The influence of work-life quality on job happiness, organisational commitment, job
satisfaction, and safe@ ?1g university faculty members has been empirically
validated?8-59:60-61.62, imising the productivity of educational achievements at universities
is of paraué@mportance, necessitating the establishment of an appropriate life-work
bala ering happiness, and cultivating a feeling of fun within the workplace®. The
operational dynamics of the tripod that contributes to the precariousness of university
teaching labour, encompassing academic productivism, excessive administrative workload,
bureaucratic activities, and substandard working conditions, have a detrimental impact on the

well-being of lecturers, their overall quality of work life, and the calibre of work they

produce within the academic setting®. In order to achieve the desired goal and vision of the
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university system and ensure the production of high-quality graduates, it is essential to

prioritise the quality of work life inside the institution.

An investigation is imperative to determine if gender has a substantial impact on the
moderating effect of Quality of Work Life (QWL) on Organisational Citizenship Behaviours
(OCB) among lecturers in private universities. Consequently, gender is used as a moderating
variable in this research. There is evidence to suggest that male and female leét may
exhibit variations in their workplace behaviour as a result of factorg %s family
obligations, the pursuit of a healthy work-life balance, responses to str%%ping strategies,
emotional tendencies, and inherent psychological resources@cﬁes examining the
relationship between gender and organisational citizenshi%iéviours among academics
have yielded intriguing findings. For example, one s@iid not discover any noteworthy
gender moderating impact, but another study ien@ed a strong moderating influence of
gender on organisational citizenship condﬁ‘:‘j’é

associations between gender and Or@ional Citizenship Behaviour (OCB). Specifically,

e research indicates that there are notable

female employees tend to ethﬁ@gher inclination towards engaging in communal OCB,
such as altruistic acts, co d"to their male counterparts. Conversely, male employees tend
to display a greater @si for engaging in agentic OCB, such as acts of sportsmanship, in
comparison @1 le employees. However, it is worth noting that there is inconsistent
evidence@ the moderating influence of gender in relation to Organisational Citizenship
Beh@r (OCB) performance. Despite this, supervisors do not seem to exhibit differential
ratings based on the gender of their employees®’%%. Therefore, the present research aimed to
examine the influence of leadership styles, motivation, and quality of work life on
organisational citizenship behaviour among academics in private universities located in the

Southwest region of Nigeria.
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1.2 Statement of the Problem

In the current landscape of private universities, characterised by rapid growth and complexity,
it is essential for a significant number of lecturers to demonstrate behaviour that extend
beyond their statutory responsibilities so that the performance of private universities in
Southwest Nigeria may be significantly influenced. The identified issues pertaining to the
absence of personal commitment, lack of civic conduct such as non-attendance o.f r?gtings,
refusal to read one’s mail, not keeping abreast of larger issues involving the un%;\l(ies, not
sharing a useful and innovative ideas with colleagues, and feeling u o.&?@l about the
universities’assignment or a challenge all calls for serious thought. e.\observed refusal of
lecturers in helping behaviours especially towards prospecti@dents and colleagues on
work rules and procedures, the unwillingness to toler’a@he slightest inconviniences and
imposition of work without complaining and to adﬁ%}%ate other’s excesses also called for
serious concern. Closely related to that are %@%\red absence of attitude of courtesy which

could help in preventing interperson@r ems, expression of gratitude and display of
apology as an admission of gui%@‘osters cohesion.

There is also the presenc dme concerns such as sabotage, lack of commitment, and a
disposition to dep@n responsibilities among these academic personnel at private
universities i@l\ indeed disconcerting. Lecturers in these institutions have been observed
to prioriti@th ir own interests over and above the welfare of the universities. The major task
and @escriptions are seen to be attended to without effectiveness, how much more duties
outside their job descriptions even if it leads to the growth of the university. The implications
of lack of these organisational citizenship behaviour is felt in the individual lecturers who are
limited in functionality, students who may have wrong models and private university
environments which may be stunted in growth pace. Lecturing job which is basically about

teaching, modelling, nurturing, mentoring, and having civil behaviour more often than not,
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ii.

iil.

1v.

requires doing more because lecturers deal with lives and future of young people. Aside the
fact that not many studies been carried out on Organisational Citizenship Behaviour (OCB) in
educational setting, especially among lecturers in private universities®, the links between
Organisational Citizenship Behaviour (OCB) and variables such as leadership styles,
motivation and Quality of Work Life (QWL) are yet to be empirically determined. In view of
all these, this study investigated leadership styles, motivation and quality of vx:ork life as

determinants of organisational citizenship behaviour among lecturers of privatqﬁ%q\ﬁersities

in Southwest, Nigeria. ,%\QO
QY

1.3  Aim and Objectives of the Study . \
The study aimed at investigating leadership styles, motiva@@d quality of work life as
determinants of organisational citizenship behavi%@sg lecturers of private universities

in Southwest, Nigeria. The objectives were to: &

identify the level of organisatxs' an'l\izenship behaviour among lecturers of private
1a

universities in Southwest, ]@ ;

identify the prevalent leadership style (transformational, transactional, situational)
adopted by the @g r?lent of private universities, in Southwest, Nigeria;
ascertairg\ti ost enjoyed kind of motivation (remuneration, opportunity for
ca@uilding, promotion) by lecturers of private universities in Southwest,
eria;

ascertain the state of quality of work life (autonomy, life-work balance, university
job environment) among lecturers of private universities in Southwest, Nigeria;
determine the joint influence of leadership styles (transformational, transactional and

situational) motivation (remuneration, opportunity for capacity building, promotion)

and quality of work life (autonomy, life work balance university job environment)
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Vi.

Vii.

Viii.

on organisational citizenship behaviour among lecturers of private universities in
Southwest, Nigeria;

examine the relative influence of leadership styles (transformational, transactional
and situational) motivation (remuneration, opportunity for capacity building,
promotion) and quality of work life (autonomy, life work balance, university job
environment) on organisational citizenship behaviour among lecturers of private
universities in Southwest, Nigeria; Q‘)(\
examine the relationship between quality of work life (autono 'ﬁ%rk balance,
university job environment) and organisational citize ip\ behaviour among
lecturers of private universities in Southwest, Nigeria ,{Qé\

determine the moderating role of gender (male % in the influence of quality of

work life (autonomy, life work ba@ university job environment) on

organisational citizenship beha\éﬁl@yng lecturers of private universities in

Southwest, Nigeria. %
P

Research Questions

The following researc stions would guide the study:

What is t C\cél of organisational citizenship behaviour among lecturers of private
N%LQ in Southwest, Nigeria?;
is the prevalent leadership style (transformational, transactional and situational)
adopted by the management of private universities, in Southwest, Nigeria?;
What is the most enjoyed kind of motivation (remuneration, opportunity for capacity
building, promotion) by lecturers of private universities in Southwest, Nigeria?; and
What is the state of quality of work life (autonomy, life work balance, university job

environment) among lecturers of private universities in Southwest, Nigeria?
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1.5  Hypotheses

The following null hypotheses were tested at 0.05 alpha level:

Hol: There will be no significant joint influence of leadership styles (transformational,
transactional and situational), motivation (remuneration, opportunity for capacity building,
promotion) and quality of work life (autonomy, life work balance, university job environment)

on organisational citizenship behaviour among lecturers of private universities in‘Sd\@west,
Nigeria; . Qg)&

Ho2: There will be no significant relative influence of leadership %}is transformational,
'\

transactional and situational) motivation (remuneration, oppor@y r capacity building,

N

promotion) and quality of work life (autonomy, life work b&%ﬂe, university job environment)

on organisational citizenship behaviour among leg@& private universities in Southwest,

Nigeria; . 6
Ho3: There will be no significant rela‘%'s ip between quality of work life (autonomy, life

work balance, university job e;%@c.nt) and organisational citizenship behaviour among

lecturers of private universi[&ig Southwest, Nigeria; and

Ho4: There will be @ﬁcan‘[ moderating role of gender (male, female) in the influence of
quality of ‘@ ife (autonomy, life work balance, university job environment) on
organifat'@al citizenship behaviour among lecturers of private universities in Southwest,

Nigeria

1.6 Significance of the Study
The study is important because there have not been many empirical research studies on
leadership styles, motivation and quality of work life as regards their influence on

organisational citizenship behaviour among lecturers of private universities in Southwest,

20



Nigeria. The findings of the study should be useful to the following stakeholders if consulted:
lecturers, private universities policy makers, careers and counselling psychologists, future

researchers in career counselling and personnel psychology.

The study should be significant to every academic staff of private universities in the area of
self-assessment, appraisal and evaluation on leadership and motivation structure for equity
and fairness and in expressing themselves, where needed. Also lecturers should be from
this study in the area of knowing about the multidimensionality of quality @% life and
how it is perceived so as to guard against distress, burnout, and take ser matter of life-
work balance. Also, these lecturers should gain from infb@ﬁ’ on organisational
citizenship behaviour and how it serves their purpose and gi C"g win-win situation on the
university campus. Lecturers in private univer: 'ti@)uld learn that organisational
N

citizenship behaviour is a global best practice ne%v\ r mutual growth of staff members and

development of the university where th@

study should illuminate how gender "@rotective factor for both quality of work life and

organisational citizenship beha&»q)

s male and female lecturers differ, this

The research work 5@2 of benefits to private universities policy makers in
establishments toQCsJJnderstanding the various challenges face by the staff as regards the
type of lez@ various leadership styles as well as adequacy of motivation since it has
bee ed that the amount of motivation available affects the employees organisational
citizens behaviour. Management staff and owners of private universities should also take
cues from the findings of the study regarding gender role and strive to create a work
environment where male and female lecturers alike can work and make tremendous impacts.
The study should also be significant to the tertiary institutions’ management staffs to help in

adjusting their leadership and motivation techniques so as to increase staff commitment and
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performance at work and thereby increase the organisational citizenship behaviours in their

institutions.

Careers and counselling psychologists should benefit from this study in the area of organising
periodic seminars for academic staff on civil behaviour expected of them in the university.
Issues around quality of work life can also be addressed among lecturers by these
professionals. Interventional strategies can be employed to manage lecturers w‘r@y be
screened to have deficit organisational citizenship behaviour. The informati %ntained in

the study can assist these experts in the formation of treatment pa@ of all staff of

universities and lecturers in particular. . @”

It will also help the future researches and researchers in '&[d of career counselling and
personnel psychology on how leadership, moti\@g d quality of work life determine
organisational citizenship behaviour in all a,re@ human endeavours and especially in the
work place. This study should benefit, future/researchers in the domain of equipping them
with information to carry out f@x studies on enhancing organisational citizenship
behaviour and focus on both anismic and contextual variables among lecturers in

'\
universities for efﬁcien(@ fectiveness.

1.7 Scope of t@udy

The study focused on leadership styles, motivation and quality of work life as determinants of
orgaonal citizenship behaviour among lecturers of private universities in Southwest,
Nigeria. In terms of the geography, the study was carried out in states located in the
Southwestern part of Nigeria. The participants in the study included both male and female

academic staff of private universities in Southwest, Nigeria.
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1.8  Limitation of the Study

A major limitation was in the areas of finance and time constraint encountered by the
researcher. This study was also limited by the population- lecturers in private universities; the
non-academic staff also display organisational citizenship behaviour which help in university
administration but were left out in this study. Also, lecturers in public universities were not
part of the study; this study would have had a dimension of comparison of \:ariables of
interest between private and public universities. The researcher encountered delq‘%&rogress
in the administration and collection of questionnaires due to the extre Tgh hedules of
lecturers in the private universities used in the study. Despite thes reas of limitation, the

findings of this study are still adjudged to be valid. &%'\

1.9  Operational Definition of Terms @

The following terms are defined as used in the st

Organisational Citizenship Behavio r:QIy)s refers to lecturers’ discretionary behaviours
that are outside their formal job iption and beyond the call of duty such as being

altruistic with staff and students and displaying civic virtue in the university community.

'\
Leadership Stylesc})@%fer to the unique manner or approach that administrators and

management sta@private universities in Southwest, Nigeria deploy in directing lecturers to
work and implementing plans and policies on the university campuses, which could be
trans@ational, transactional or situational.

Transformational Leadership Style: This refers to the leadership style that management
staff use which is characterised by challenging lecturers to take responsibility/ownership of
their work, connecting lecturers’ sense of identity, allowing academic freedom, driving

inspiration and building confidence of lecturers.
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Transactional Leadership Style: This is the leadership style in a university setting where
the management staff focuses on leadership on a strict system of reward and punishment,
communicating messages that induce fear and threats, with little or no consideration for
lecturers’ behaviour motives.

Situational Leadership Style: This school of leadership style adopts spontaneous behaviours
subjected to the demands of different teachers in different situations in the school. .
Motivation: Motivation in this study refers to remuneration, opportunity é&}apacity

building and promotion enjoyed by lecturers of private universities in Sp@v igeria.

Remuneration: This refers to the payment of monetary bengfi th terms of salary,

honorarium, allowance to lecturers of private universities in %ﬁ(ha/est, Nigeria.
[ ]

S

Opportunity for Capacity Building: This is the@velopmem opportunities in terms

of upskilling and reskilling training Ventunegﬁen to lecturers of private universities in

Southwest, Nigeria. ? O

Promotion: Promotion in thi stu%tg.eﬁnes the periodic exercise of moving lecturers of

private universities in South&% Nigeria to the next higher cadres based on set criteria.

Quality of Work Qfﬁ his refers to private university lecturer’s autonomy, life-work
balance and b@wronment experienced in private universities which are critical to attract
and re iI@e at their jobs.

Lecturers: These are male and female academic/teaching staff of private universities in

Southwest, Nigeria.
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Chapter Two

Literature Review

This chapter focuses on relevant literature (theoretical and empirical) which serves as a

foundation upon which the postulations of all the variables (dependent and independent) are

reviewed and discussed.

2.1

2.2

2.2.1

2.2.2

2.2.3

Conceptual Review . (b‘

Theoretical Review Q‘)(\

Social Exchange Theory ‘%\ :
%w

The Big Five Personality Theory . )\&

Leadership . QQ’)&%

2.2.3.2 Leadership Theories

2.2.3.1 Leadership Styles Q@

224

Motivation CJ)\&

2.2.4.1 Motivational Theories (b‘%'

2.2.4.2 Motivational Strategie

2.2.5

Quality of Wor %}ﬁ

2.2.51 Develomeﬁf the Concept of Quality of Work Life

22.5.2 cp@ms of Quality of Work Life

2.3

2.3.1

2.3.2

233

24

2.5

iew of Empirical Studies
Leadership Styles and Organisational Citizenship Behaviour
Motivation and Organisational Citizenship Behaviour
Quality of Work Life and Organisational Citizenship Behaviour
Conceptual Framework

Summary of Literature Reviewed

32



2.1 Conceptual Review

Organisational Citizenship Behaviour

The notion of Organisational Citizenship Behaviour (OCB) has a lengthy historical
background. Despite being first proposed by Organ in 1977, the idea of Organisational
Citizenship Behaviour (OCB) continues to be regarded as a relatively recent, tl‘@&fetical
framework. Among the several theories pertaining to human conduct vx:ithinqh}'v\orkplace
setting, the study of Organisational Citizenship Behaviour (OCB) ha as a crucial
and significant subject of investigation!. The OCB theory has bge@mded and applied to
other fields, including management and the business sectors.@ research has shown that
Organisational Citizenship Behaviour (OCB) serves as @ntributing element to employee
support, hence exerting an impact on organisatidmnal) success. In this context, businesses
anticipate that workers will beyond the ¥ ﬁ job responsibilities, exhibit professional
growth, foster collaboration, and demenstrate a desire to assist their colleagues and team
members. The behaviours i qu%on are clearly delineated within the framework of
Organisational Citizenship a;giour (OCB) in an organisational context.

Similarly, Organisati @izenship Behaviour (OCB) has been shown to have a beneficial
impact on the a%&y;ement of companies. This includes enhancing service quality, fostering
organisational, engagement, promoting effective governance in universities, increasing work
satis@n, and fostering organisational commitment in the context of higher education®*>,
The aggregation of OCB through time and among persons is expected to result in increased
organisational performance and efficiency. For an organisation to achieve ongoing growth
and success, it is necessary for its leaders to include the important assets of Organisational

Citizenship Behaviour (OCB) as supplementary elements.
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The true essence of Organisational Citizenship Behaviour (OCB) refers to the conduct shown
by workers inside an organisation with the intention of reducing the need for control
mechanisms and associated costs. The concept may be categorised into two primary
behaviours: role behaviour and extra-role conduct. In essence, Organisational Citizenship
Behaviour (OCB) refers to discretionary actions undertaken by individuals inside an
organisation that are not expressly acknowledged by the formal structure, but E:ollectively
contribute to the efficient operation of the entity®. Examples of Organisation%‘&;}{zenship
Behaviour (OCB) include aiding colleagues with their tasks, engagi : acurricular
programmes, supporting the company in charitable events, a:nd Ve{al other activities.
Therefore, it may be deduced that Organisational Citizenship @our (OCB) is an attitude
that necessitates adoption by several companies. Organl‘s@na Citizenship Behaviour (OCB)
is seen as advantageous for firms that are un@nclude it into formal contractual
agreements or incentive systems based on ﬁ@%cial roles and obligations. Consequently,
OCB serves as a component that enhan%'t overall functioning of the company’.

An Examination of Organisatio@nship Behaviour (OCB) Practises within the Context
of Higher Education. N

Organisational Citizens Qéaviour (OCB) is conceptually associated with the theories of
human developni@it and social exchange, whereby it is characterised as a voluntary
inclination‘%ngage in cooperative actions. Individual discretionary behaviour refers to
acti@ken by employees that are not expressly acknowledged or rewarded by the official
incentive system. However, these actions collectively contribute to the overall effectiveness
of the firm®. Discretionary behaviour refers to actions that are not obligatory or mandated by
the specific responsibilities outlined in a position or job description. The inclusion of this
word in the individual's employment agreement with the organisation is clearly defined and

may be specified. On the contrary, the conduct in question is seen as a matter of individual
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discretion, and hence, its exclusion is not often perceived as deserving of punishment.
Bateman and Organ (1983) were early adopters of the paradigm of organisational citizenship
behaviour in their research on the correlation between employee engagement and civic
activity.

Employee engagement is a crucial element within the field of organisational behaviour, since
it has been shown to significantly enhance overall organisational performance. Bateman and
Organ coined the term "supra-role citizenship behaviour" to refer to a set @[avmurs
exhibited by individuals within an organisation. These behaviours inc q@sm‘ung co-
workers in resolving job-related issues, complying with orders .witgt.gesistance, enduring
temporary inconveniences without expressing dissatisfactiokgghtaining cleanliness and
organisation in the work area, providing timely and con§t@ve feedback about the work unit,
fostering a work environment that is conduci@?minimises disruptions caused by
interpersonal conflicts, and safeguarding a @ying organisational resources. For lack of
a more suitable terminology, this rese@'id

refer to these actions. Q:b‘

ill use the phrase "citizenship behaviours" to

The cultivation of civic con, ct is an essential need for organisations worldwide, regardless
of whether they op Q&te public or private sector. This need is especially pronounced
within the realm higher education. Based on this premise, institutions of higher education
play a cruc‘ﬁ%ﬂe in enhancing the standard of education and fostering exceptional tertiary
edu% effectively compete on a global scale. The development of Organisational
Citizenship Behaviour (OCB) within the higher education sector is crucial in cultivating a
positive work attitude that may significantly impact the overall performance of the
organisation. Organisational Citizenship Behaviour (OCB) is distinguished by a notable level

of employee engagement, enhanced work productivity, active involvement of workers in
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decision-making processes, a pleasant work atmosphere with subordinates, community
engagement, mutual respect, cooperative behaviour, and a sense of organisational pride®.

In addition, the impact of Organisational Citizenship Behaviour (OCB) inside Higher
Education Institutions (HEIs) has been observed in terms of its effect on employee conduct
and work attitude, highlighting the significant role played by HEIs in this regard. In addition
to imparting advanced information and skills, it serves as a crucial platform for cyltivating a
proficient workforce, which is vital for maintaining an educated labour forcem@’i@'}’*”. The
employee's inclination to exceed the expectations of their official em . %S crucial in
achieving the university's vision, purpose, goals, and objecti.ves‘%li\c are intended to
enhance the overall efficacy of the institution. &%’\

The concept of Organisational Citizenship Behavfo@(%CB) also encompasses the
cultivation of a positive-oriented human resourc e branding of workers' conduct and
attitudes that go beyond their official obli h@The effects have shown to be extremely
beneficial for individuals and, more br(%'gdvantageous for the professional environment'>,
In the context of higher educat% onesia, Organisational Citizenship Behaviour (OCB)
has emerged as a notewog .?recursor for institutions to enhance, foster, and enhance
employee performa QQ

The study has sh&gat Organisational Citizenship Behaviour (OCB) has a noteworthy and
constructive ct on the performance of lecturers within the university context'®. Faculty
mer@%o adhere to the established norms and procedures of the institution will have the
capacity to surpass the essential responsibilities of the university in order to support the three
primary objectives of higher education. The greater the level of satisfaction experienced by
lecturers in their profession, the more likely they are to engage in additional roles and
behaviours, whether on a global scale, driven by intrinsic motivations, or influenced by social

factors. Consequently, they will exhibit a higher willingness to engage in civic activity. A
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further investigation on Organisational Citizenship Behaviour (OCB) within the context of
higher education was undertaken at 14 private institutions located in Bandung, Indonesia.
This research yielded similarly noteworthy findings.

The findings of the research indicate that in order to enhance the civic behaviour of
academics, it is important for university administration to focus on improving job happiness
and work ethics among lecturers. Moreover, subsequent findings have shown th.at (e&fective
university administration and performance are closely linked to the su%s} of the
Organisational Citizenship Behaviour (OCB). Effective university admi .#ts@n enhances
the association between Organisational Citizenship BehaViE)u‘r\ngB) and university
success!”. Given that Organisational Citizenship Behaviour ((@Mas become a prominent
aspect of human behavioural development, it is im’g@ve to delve further into how
management at higher education institutions mﬁ@t%ce employee conduct to foster a
positive work environment. N ‘\&%

In order to align the significance, objectiyes,Vision, and goals of higher education institutions,
a driven employee will use the%@:s and behaviours to exhibit additional Organisational
Citizenship Behaviours (OC%S) "%hat demonstrate perseverance. The beneficial impact would

n

be an exceptional ZC;)@

possess emotiona‘l@a ility would contribute to favourable behavioural reactions inside the

above anticipated outcomes, as the resilient personnel who

organisatio?%herefore, it is important for top management to acknowledge the conduct and
attit[@gheir workers, as this will result in increased dedication and a more productive
working and learning environment. Consequently, this will enhance Organisational
Citizenship Behaviour (OCB) and overall performance.

Characteristics and Antecedents of Organisational Citizenship Behaviour (OCB)

OCB refers to the cooperative behaviour exhibited by employees and faculty members,

which contributes to both institutional and individual performance. The performance
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outcomes of an organisation, as well as the conduct and efficacy of its faculty members
within their respective work environments, are contingent upon the behaviour of workers and
the proficiency of the human capital. The optimal development and promotion of
Organisational Citizenship Behaviours (OCBs) may be achieved by choosing the most
efficient, effective, expedient, and least disruptive model for the creation of procedural
system!8, .
Organisational Citizenship Behaviour (OCB) plays a substantial role iné'p\ overall
enhancement of organisational performance, particularly within the hi e. Qﬁ@tion sector,
where it is seen as an important and influential issue. The ;.)ri .focus of prominent
researchers in the past was mostly focused on the conce@Zation of organisational
citizenship conduct and the factors that contribute to orga@tlonal efficiency. The efficiency
and productivity of an institution are influenced b‘y@%ﬂ elements, and one of such is the
pro-social behaviour shown by higher ’%@%on employees and faculty members.
Furthermore, the phenomenon of Orgahi g&lal Citizenship Behaviour (OCB) is intricately
connected to several fundamen{)c@%ts of organisational administration, including but not
limited to organisational &hg\nge management, leadership, awareness, and diverse
organisational desi QQ

Consequently, sc)%ars have deduced that there has been a growing inclination towards the
acceptance oncept of Organisational Citizenship Behaviour (OCB) and its correlation
with@iency and the element of organisational effectiveness. An important business should
strive to cultivate a work climate in which workers demonstrate a willingness to do tasks
beyond their assigned responsibilities inside the workplace!®?%2!. This will ultimately
enhance the overall level of organisational performance within the context of a fast evolving
environment that necessitates collaboration and collective effort among all members of the

organisation.
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Numerous studies have shown a positive correlation between Organisational Citizenship
Behaviour (OCB) and both organisational commitment and employee advancement. Research
studies have shown that individuals tend to engage in Organisational Citizenship Behaviour
(OCB) to a greater extent when they get real rewards as a result of their valuable
contributions towards the advancement of the organisation's aims and objectives?>2>23,
Consequently, the prospect of future rewards has the potential to enhance an em loyee's
conscientiousness towards their responsibilities. The increased engagement @'}]3 may
serve as a motivating factor for individuals to voluntarily participate. : t, previous
research has shown that there is often no consistent associat.ionﬁetv(een Organisational
Citizenship Behaviour (OCB) and measurable outcomes?. TK@ésence of Organisational
Citizenship Behaviour (OCB) does not have a positive ih@ on the overall performance of a
company that is built around a reward structure. QQ

Therefore, other scholarly works have 1@jcussed that Organisational Citizenship
Behaviour (OCB) is not accurately described just by rewarded and traditional calculative
reasons, and these motives can{t)%%nsidered the ultimate framework for understanding
the five dimensions of OCB. Perceived Organisational Citizenship Behaviour (OCB) is
positively correlati)@&organisational fairness, which subsequently enhances the
motivation of moli(l; riven workers towards organisational valuing?-27-28,

This implie‘% individuals' engagement in Organisational Citizenship Behaviours (OCB) is
inhe@aned to their own beliefs, hence motivating them to actively participate in various
responsibilities within the workplace. When workers engage in Organisational Citizenship
Behaviour (OCB), it fosters a favourable sense of the underlying connection between the
employee and the business. The aforementioned organisation, particularly within the context

of higher education institutions, continues to lack financial support. Additional investigation
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is required in order to get the appropriate framework for the implementation of
Organisational Citizenship Behaviour (OCB) at Higher Education Institutions (HEIs).
Meaning and Nature of Organisational Citizenship Behaviour

Organisational Citizenship Behaviour (OCB) is an integral part of the broad discipline of
Organisational Behaviour (OB). Organisational Behaviour is a discipline that investigates or
study the roles that the collective individuals, groups or structure plays in an qrganisation
with the sole aim of using such discovered findings or knowledge towards the %‘}hen‘[ of
the organisation. Equally, it is a study that involve looking at individual . behaviours
in an organisation. It is also seen as a collection of volunteer afld‘i‘.g-qbligatory behaviour
that is not defined in the official employee job descriptio@' contribute to effective
improvement of task and roles in an organisation®. ¢ \QQ

The term OCB has to be understood very differeﬁ@%l behaviours that are compensated
for when carried out and those that are puni %ﬁyn not done. OCB and other activities that
are related to it should not be construe(%' of those behaviours that are rewarded but it is
considered independent of regt@c}d system. First used by Organ and his cohorts during
the earlier periods of the 8@s %hough originally linked to Barnad’s work in 1938, while
applying systemic ’Q; studying organisation.

Before the ince%@} of OCB, employees would strictly adhere to the job description also
called task performance only which is the fulfilment of the organisation’s term of contract
ente@]% between them and the employer described by Rousseau as commitment and
mutual obligations®°. There is therefore the imperative to welcome and appreciate individuals
who demonstrate organisational citizenship behaviour for the establishment to progressively
advance.

Of all the behaviours require of the employees to function well in an institution, a significant

factor is enticing the workers to be retained within the organisation which will subsequently
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enable them to do the job as expected and any other role as may be assigned to them. With
these, employees should also be able to be innovative in his duties, work spontaneously and
work beyond individual schedule of their job. Put differently, it could be clarified that
working over and beyond the expected task does not hinder an employee from meeting the
task in his job but it rather enriches his efficiency, as such attitudes such as OCB is a good
booster to task performance. In another way, all behaviours that have positive .im acts on
organisational performance efficiency and its social-psychological environ%;\can be
described as OCB while all behaviours that impacts positively on the co : \?@1 aspects in
an organisation can be called task performance. . \ N

In a hypothetical study conducted by Organ, a correlatioKQ'g} identified between job
happiness and organisational civic behaviours, as oppog@ ask performance. Therefore, it
has been anticipated that the prediction of organiﬁ@l citizenship behaviour, also known

as contextual performance, may be enhari;'@f)nsidering personality traits, whereas the
a

prediction of task performance is mc%' rately achieved by assessing general mental
capacity. In the last twenty ye% has been a significant rise in awareness of conduct
that aligns with the conceptg%isg\tion of Organisational Citizenship Behaviour (OCB).

Nevertheless, there a@%n a lack of uniformity among researchers in terms of the
vocabulary usa%Qi esignate it. Organ (1988) identified many areas of activity that have
similarities Organisational Citizenship Behaviour (OCB). These domains include pro-
socianisational behaviour, organisational spontaneity, and extra-role behaviour. Despite
the considerable overlap in the behavioural areas of Organisational Citizenship Behaviour
(OCB) and Contextual Performance, there were originally significant disparities in their
definitions. The first proposition posited that Organisational Citizenship Behaviour (OCB)

should be characterised by voluntary actions that are not motivated by rewards, in contrast to

contextual performance.
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Nearly ten years later, Organ acknowledged the conceptual challenges linked to these criteria.
The concept of discretion exhibits significant variability across individuals and across
different circumstances. Consequently, Organisational Citizenship Behaviour (OCB) was
subsequently described as conduct that actively contributes to the preservation and
improvement of the social and psychological environment that facilitates effective job
execution. Organisational Citizenship Behaviour (OCB) refers to the actions. s}%obwn by
individuals that extend beyond their prescribed job responsibilities. These é;\rétionary
behaviours are not explicitly acknowledged by the official incentive s e. 6wcollectively
contribute to the overall effectiveness of the company?!. This d.eﬁ i wlaces emphasis on

the choice nature of the activity, rather than it being mandated @(mction or being a formal

work duty. ‘ \QQ
The application of the need to differentiate betw@vrole and extra-role behaviour poses

challenges due to the variability of this tﬁ;@y across different occupations, positions,

organisations, and temporal contexts. %’ amination of discretionary efforts to engage in
task-related activities (intra-role) nst non-prescribed activities that fall outside of
designated responsibilities %r%-role) has been taken into account. In the context of intra-
role behaviour, dis t voluntary effort refers to the level of effort exerted by an
individual that sﬁ&@sses the minimum task performance requirements in the workplace. In
other word‘sﬁn‘[ails dedicating more effort to work than what is necessary to simply avoid
negconsequences such as reprimands or resignations. This concept encompasses
working with utmost efficiency in the assigned tasks, surpassing the minimum threshold of
performance. Organisational Citizenship Behaviour (OCB) is conceptually differentiated
from compulsory in-role performance, since it represents elective extra-role activity. In-role

behaviour encompasses the many actions that workers are obligated to execute as outlined in

their official employment contract. On the other hand, Organisational Citizenship Behaviour
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(OCB) pertains to a broader spectrum of activities that extend beyond the statutory job
requirements.
The Dimensions of Organisational Citizenship Behaviour (OCB).
This refers to the many aspects or components that constitute this construct within an
organisational context. OCB is a voluntary and discretionary behaviour shown by individuals
that goes beyond their formal job requirements and contributes to the growth of the
- AL
organisation. Q‘}
Scholarly conjectures suggest that the behavioural component of Organi %?@Cumenship
Behaviour (OCB) exhibits a significant degree of inconsistenc.y. qperationalisation of
OCB initially included two distinct components, namely ,@ﬁsm (benevolence) and
Obedience. (i) Altruism refers to a behavioural inclinatigri~aimed at providing assistance to a
particular individual. (ii) The second feature, obeﬁ@?encompasses adherence to general

standards and conformity to societal exit;@% Subsequently, it became necessary to

enhance and refine the notion into dimensional framework including altruism,
conscientiousness, sportsmanshi (@% , and civic virtue. While the concepts of civility and
generosity were traditionall &g‘\n as primarily advantageous to the individual, the attributes
of conscientiousnes anship, and civic virtue are now recognised as contributing to
the overall ben q the organisation®>. This phenomenon has resemblance to the
categorisatfc% Organisational Citizenship Behaviour (OCB) into two distinct categories
bas?ve parameters. The concept of Organisational Citizenship Behaviour (OCB) may
be categorised into two types: OCB-O and OCB-1. OCB-O refers to actions that contribute to
the overall benefit of the organisation, while OCB-1 encompasses behaviours that are
advantageous to a person and subsequently provide value to the organisation??.

A taxonomy of Organisational Citizenship Behaviour (OCB) may be conceptualised using

four dimensions. (a) The first level is social participation, which entails active engagement in
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organisational matters. This dimension is akin to the concept of "altruism." (b) Obedience,
akin to the traits of conscientiousness and civic virtue. (c)The concepts of loyalty and
functional participation have been taken into account in this analysis. Loyalty refers to the
commitment to organisational values and objectives, demonstrated by remaining with and
working for the organisation regardless of the circumstances. This can be likened to the
concept of sportsmanship. (d) On the other hand, functional participation is Elkin to the
conceptualisation of job task citizenship performance. In general, the ﬁve-dime@ model
has garnered a substantial body of empirical research, commonly .%16 big five
dimensions. These dimensions are categorised as altruism, consmen%sqess sportsmanship,
courtesy, and civic virtue. Consequently, the subsequent parag&@‘mll examine each of the

five dimensions of Organisational Citizenship Behav10u% % in detail.

Altruism @
Altruism is a conceptual framework that i @understood as a kind of prosocial action

characterised by the voluntary provisio%' id to others in the context of work-related tasks3.
For example, an adept employee @chooses to provide guidance on work norms and
procedures to a newly hire employee is characterised as displaying altruistic behaviour.

Altruism may be de Qe@% kind of voluntary action in which individuals engage in acts of
assistance towar thers, particularly in the context of an organisational task or challenge.

Additionalf%encompasses the assistance behaviour shown by workers to support others
insid@%rm, as well as the behaviours directed towards conflict prevention. In essence, it
encompasses conduct that is purposefully directed at providing assistance to an individual
during interpersonal encounters??.

Conscientiousness

Conscientiousness refers to the tendency to go above and beyond the minimal requirements

expected within an organisational context, which is comparable to practises often referred to

44



as general compliance. This statement delineates certain job behaviour shown by an
employee that is beyond the basic expectations. In essence, it entails a genuine commitment
to the organisation, along with adherence to its regulations that goes beyond the
organisation's anticipated standards®®. A conscientious worker is an employee who tries to
ascertain the smooth progress of work throughout their absence from the workplace. The
concept may also be described as an employee's conscientiousness towards the.norms and
regulations of the business, with the real intention of benefiting the firm. Qh)(\
Sportsmanship ,%.QO
Sportsmanship is a manifestation of an employee's inclination. or ad*'ness to endure the
unavoidable difficulties and impositions of work without exp@g discontent, which may
also be interpreted as possessing a sense of camaradeﬁ@%n a team®”*%. One may argue
that maintaining an optimistic outlook is a means @%modating the excessive behaviours

of others. In line with this, sportsmans @aracterised by a cheerful attitude and
a

demeanour shown by individuals, espeei in challenging situations, without harbouring
any feelings of anger. The be Vi(@;b% an employee who willingly takes on an additional
temporary task without co ai%t, even when they have the right to object, can be seen as a
polite gesture aime@@%n ing work-related conflicts. This behaviour is characterised by
consulting with ol%rs efore taking action, fostering goodwill in the workplace, recognising
positive asp f work, and displaying tolerance towards irritations. These behaviours can
be c@lsed as exemplifying sportsmanship?°.

In alternative terms, one could describe it as the inclination of an employee to maintain a
positive and tolerant attitude towards the challenges encountered in the professional setting,
demonstrated through their willingness to endure minor and temporary inconveniences and

work-related impositions without expressing grievances, complaints, appeals, accusations, or

protests.
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Civic Virtue.

This is often understood as a demonstrated desire to actively engage in the affairs of an
institution, particularly in relation to matters that concern the organisation. Civic virtue refers
to the act of actively engaging in organisational processes, such as reading correspondence,
participating in meetings, and being informed about broader matters pertaining to the
company. This phenomenon may be characterised as a behavioural manifesta.ltion of an
individual's active engagement in community activities and their unwavering de@n to an
organisation, reflecting a high level of interest or an optional inclinatio h. \?\@oyees have
towards organisational affairs. Organisational participation may .als e geﬁned as the active
engagement of employees in organisational matters, driven b@ursuit of virtuous ideals.
This involvement encompasses several aspects of org’@tlonal governance, such as the
expression of opinions and the exchange of new iﬁ%%h colleagues*’. The process entails
offering a constructive proposal that é’c)@jses intentional acts of creativity and
innovation within organisational conte)%'

Civic virtue is primarily conc me@h the cultivation of self-disciplined habits, such as
diligent work ethic and proaetive problem solving in a professional setting*!. One may argue
that it encompasses %e and resolve that propel individuals to engage in purposeful
actions aimed at é&ancmg the interests of the organisation. Therefore, it is conceptualised as

the inclinati workers to engage actively in the activities of the business*>*3,

Cou@Q

The concept of courtesy refers to the practise of displaying polite and considerate behaviour
towards others. Courtesy is a crucial aspect in fostering healthy relationships within an
organisation, particularly during cooperative procedures. It plays a significant role in
mitigating and preventing work-related challenges that may arise due to individual problems,

mostly via the cultivation of a positive attitude. One approach to enhancing courteous
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conduct among workers is through prioritising their well-being. Courtesy may be seen as a
proactive behaviour that assists in averting interpersonal conflicts by, for instance, providing
advance notification of one's work schedule to those who may want this information or
seeking input from others before doing acts that may potentially disturb them?**. It is evident
that a conscientious approach is used to mitigate potential issues for colleagues, such as
ensuring that the copier or printer is left in a functional state for the benefit of .subsequent
users®. Courtesy encompasses a set of behaviours that prioritise proactive mea%'f;s\to avert
issues and promptly undertake appropriate actions to mitigate thei %?Qial impact.
Furthermore, the act of demonstrating respect may serve as a it'we gesture, such as
expressing thanks towards a colleague or offering an apology,@\rneans of acknowledging

one's wrongdoing, therefore fostering a sense of unity ar ‘b&)peratlon among employees.

Public Service Motivation (PSM) as an Antecederﬁ&%
In recent years, there has been a grovﬁ@r of evidence supporting a favourable

correlation between Public Service %)' tion (PSM) and Organisational Citizenship
Behaviour (OCB). The importance SM in Organisational Citizenship Behaviour (OCB)
has been well acknowledge Igterpersonal civic activity, also known as helpful behaviour
aimed towards co- l@%s considered a significant predictor*®. The Positive Stereotype
Measure (PSM) KQ een seen to have a predictive relationship with favourable citizen
actions, inc g political involvement, prosocial acts (such as charitable giving), and
recon of civic rights. This finding was derived from a survey conducted to assess
national attitudes in Australia*’. Individuals exhibiting a high level of Public Service
Motivation (PSM) has a strong inclination towards fulfilling their civic obligations and are
driven by a desire to pursue the collective welfare of society. Within a professional setting,

individuals often demonstrate motivation by their actions, which are directed towards the

advancement of the business or providing assistance to colleagues in ways that go beyond
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official expectations. Previous research has shown that PSM, in conjunction with other
indicators such as organisational commitment and work satisfaction, has a direct and
favourable impact. Furthermore, empirical data supports a favourable correlation between
Public Service Motivation (PSM) and Organisational Citizenship Behaviour (OCB)*%°,
While the body of research on Public Service Motivation (PSM) in the private sector is
relatively limited compared to the public sector, and there is even less research egploring the
connection between PSM and Organisational Citizenship Behaviour (OCB), it isé}ﬁ noting
that PSM has a positive association with a comparable concept knowné unity civic
behaviour. . N

Scholarly investigations in the field of public administration }K@hown notable differences
in the motives and attitudes of workers when comparin’g{lk private and public sectors. One
such distinction is the concept of Public Service M@%on (PSM). Public sector employees

sometimes exhibit greater levels of Public e%%\/lotivation (PSM) due to their inclination
towards prosocial goals, which mot%g)them to seek employment in public sector
companies®®. Public service p@%ls are distinguished by their distinct inclination to
serve society, in contrast to4their colleagues in the private sector. Even within the private
sector workforce, p, p@’%h a high level of Public Service Motivation (PSM) are more
inclined to maniQ t a desire to transition to the public sector for their future professional
endeavours‘.%

Nev@ess, there are other distinctions between the public and private sectors that extend
beyond mere motive and include variations in behaviours. The field of Public Sector
Management (PSM) has been dedicated to the exploration of behaviours that are

predominantly or exclusively associated with public institutions and organisations. The

theoretical underpinnings of Public Service Motivation (PSM) as a core value in the public
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sector imply significant behavioural outcomes, which may also have implications for
Organisational Citizenship Behaviour (OCB).

If there is a greater presence of Public Service Motivation (PSM) in the public sector as
opposed to the private sector, it raises the inquiry as to whether the conversion of motivations
into observable behaviours, such as Organisational Citizenship Behaviour (OCB), may
likewise be more prevalent. The multiple aspects of Public Service Motivation (P§M exhibit
notable similarities to typologies of Organisational Citizenship Behaviour @). The
fourfold scale is a prominent concept within PSM, including compassi .N f-sacrifice.
These dimensions have resemblance to altruism and sportsmfln‘s{‘%xv ich are found in
OCB?>!. Hence, within the context of an organisational enviro@n, it is plausible that such
attributes are prone to engender Organisational Citizens'r@e aviours (OCBs) characterised
by selfless acts aimed at assisting colleagues. QQ

Moreover, it is posited that the presence o @ewice Motivation (PSM) may contribute
to elevated levels of Organisational Ci%t'l p Behaviour (OCB) inside the public sector. In
this regard, public administration %%y offers a potential framework for elucidating the
underlying process via whic th%s association occurs. The underlying premise in this context
is that the manifest@ ublic Service Motivation (PSM) within the functions of public
institutions is not&nsmtenﬂy reflected in official systems of incentives, thereby allowing for
its demonsfn% via means that extend beyond prescribed duties. Public sector personnel are
resp@e for enhancing the overall public domain, but without any explicit statutory
obligation to prioritise their own organisations, similar to their counterparts in the private
sector. However, in an informal context, it is possible that the behaviours shown towards
one's social group might also be applicable to their professional community. Public sector
personnel have a reduced inclination towards being motivated by pecuniary incentives>?>3.

Within the realm of the public sector, it is plausible for workers to experience intrinsic
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happiness while providing assistance to their colleagues, even in cases when such actions are
not acknowledged inside the established system of rewards.

Public service motivation (PSM) is not only a prominent trait shown by people who choose to
pursue careers in the public sector, but it is also reinforced and solidified by social
mechanisms that occur inside public organisations®*3. These social processes encompass the
development of employees' self-concept by means of identifying meaningful roles., observing
the outcomes of individual and collective tasks, modifying behaviour, and Q%g}iencing
typical changes in attitudes and cognition that enhance organisational i .Tsﬁon through
alignment of individual and organisational values. The motivaEio qnployee conduct is
believed to be influenced by self-concept, which is cultivated@ﬁe process of identifying

with organisational values and preferences that are ’a@]ed through social interactions

within the company?®. @
Prosocial Behaviour : @

This is a phenomenon that may be un@ d through the lens of resource control theory.
This theory posits that both pr@i@ﬁd antisocial behaviours are fundamental patterns of
resource management within the realm of human psychological and social functioning.
Employees need ar @sources, including informational, material, and social resources,
in order to effectiyely perform their duties within an organisational context. Interpersonal
relationship ide a means of obtaining valuable resources such as support for achieving
goa@wledge and connections®’. From a theoretical standpoint, it may be argued that
friendships formed inside the workplace should be seen as a valuable asset that people
actively endeavour to cultivate and sustain. There exists a contention that individuals who
exhibit strong cooperative tendencies have enhanced job performance and longevity

compared to those who exhibit weak cooperative tendencies. Moreover, it is posited that
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adopting a pro-social orientation may potentially serve as an optimal strategy for achieving
success.

Organisational Citizenship Behaviour (OCB) is widely recognised as a fundamental aspect of
prosocial conduct within organisational contexts. OCB, or Organisational Citizenship
Behaviour, is a term used to describe acts that contribute to the social and psychological
context in which tasks are performed?®. These behaviours exemplify the discretior.larerbacts of
employees, such as assisting colleagues and participating in non-mandatory @ which
contribute to the smooth functioning of the business, although not 1. %gral to the
immediate job at hand>. The presence of Organisational Ci.tizegig Behaviour (OCB)
among people has been shown to positively impact organisatio&@s}ormance. It encompasses
activities that are performed without the anticipation b®nowledgment or remuneration.
The idea of Organisational Citizenship Behavioan( ) has been defined as a construct

consisting of two dimensions: OCB-O, w&)@ympasses behaviours aimed at benefiting

the organisation as a whole, and B-I;” which pertains to actions directed towards
colleagues. Q:b‘

Interpersonal assisting, parti 1%}% in the form of Organisational Citizenship Behaviour
(OCB), may accou, @qubstantial portion of the variability seen in production and
performance qua)f% efficiency, and effectiveness. Organisational Citizenship Behaviours
(OCBs) serv purpose of enhancing social facilitation and mitigating social friction within
grm@r directing the attention of group members towards their tasks rather than
interpersonal relationships or disputes. It has the potential to enhance individual performance
efficiency. Organisational Citizenship Behaviours (OCBs) have the potential to improve
people performance via the development of coordination skills®®. Organisational Citizenship
Behaviour (OCB) has the potential to enhance organisational performance via its positive

impact on the productivity of colleagues and managers. This is achieved through fostering
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cooperation across different work groups and allowing the company to effectively respond to
environmental changes®!. The act of participating in Organisational Citizenship Behaviours
(OCB) has been contended to have a positive impact on workers' vitality. This, in turn, adds
to the augmentation of employees' resources, ultimately leading to improved well-being®.

2.2 Theoretical Review

2.2.1  Social Exchange Theory - A Sociological Perspective . (b
Based on the insights obtained from a comprehensive analysis of relevanté&mre, it
becomes evident that each notion and construct is rooted in a specific t 0. \?@framework.
This framework serves as a valuable tool for researchers, ena‘?li thesm to enhance their
comprehension of the subject matter being examined. Base&@fa\this finding, the idea of
organisational citizenship conduct has been associated'y@a focus on the social exchange
theory. The social exchange theory was developedith the aim of deepening comprehension
about human conduct inside social contex ’3@)800@1 Exchange Theory (SET) is widely
regarded as one of the foremost co@) 1 frameworks for comprehending workplace
conduct. The idea essentially 0%@%rom the convergence of economics, psychology, and
sociology, leading some resglg\ers to classify it as a Socio-psychological theory.
Noteworthy figures i @%Vancement of social exchange theory include Homans (1958),
Blau (1964), and@erson (1972). Exchange theory is a theoretical framework that aims to
comprehen exchange of both tangible and intangible resources among individuals and
grm@?aborating within a certain organisational context®*%, In contrast to economic
exchange theory, which primarily focuses on defining tangible transactions and their
corresponding compensating value, social exchange is characterised by its discretionary
nature. The timing of reciprocation in social trade is often unspecified and lacks

enforceability in cases of non-compliance. The prevailing norm promotes equality in terms of
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both receiving and reciprocating assistance, suggesting that the significance attributed to the
trading relationship is rooted in individualism.

Additionally, this implies that the recipient of assistance often has a sense of obligation
towards the provider of support, such as a colleague or supervisor, particularly when they are
generously supplied with something they urgently need®®®’. Individuals often engage in and
sustain interpersonal relationships based on the extent to which their own needs are fulfilled,
while also ensuring that the overall benefits outweigh the associated costs®®. %@' person
will want to optimise their financial gains and minimise their ﬁna@ es in their
interactions with others. . ‘\%.\

In order to uphold interpersonal connections, individuals ofte %\We to sustain interactions
that have proven to be satisfying in the past while disc’c@ulng those that are perceived as
more burdensome than beneficial. Additionaﬁb%viduals seek to establish new
relationships that have a higher likelihood f,@)advantageous rather than burdensome. In
accordance with these manifestations, %i'a xchange is a behavioural process grounded on
the principle of reciprocity. Thi m@c@ that when one person provides assistance to another
person, whether by verbal 4or_non-verbal methods, the provider always maintains the
expectation that the @&wﬂl eventually reciprocate with some kind of compensation.
However, the tim‘&g@such return may vary, either being immediate or delayed, depending
upon the sﬁ%c circumstances surrounding the provision of such assistance. Based on the
ﬁnd@%he literature review conducted so far, it is evident that organisational citizenship
behaviour is closely aligned with the principles of social exchange theory. Therefore, it is
deemed appropriate to use social exchange theory as the theoretical framework for this

research. The voluntary nature of an individual's behaviour motivated by a social exchange

mentality is evident, as it is noted to be provided without any sort of compulsion from either
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party. Hence, the people who participate in such actions are mostly driven by their proximity
and intimate connection with the recipient of their assistance.

Furthermore, this behaviour is motivated by the individual's expectations of the benefits they
anticipate receiving from the recipient of assistance, whether in the present or near future.
This action or duty is often nonspecific, since it might manifest in several forms. Social
exchange refers to the concept of individuals having unspecified duties, which are rooted in
their faith that the persons involved in the trade would fulfil their commitm Nuitably
over an extended period of time. This framework also enables the .ﬁgpartners to
willingly reciprocate their actions®®. Nevertheless, in order to dem tate gratitude for the
assistance received from the organisation, the person has &%’\mportumty to repay by

exhibiting high levels of work performance.

Psychological Perspective @
Based on the works of Bolino, Hsiung, tz@“gnd LePine, it may be argued that social
i

exchange theory in isolation is inade%l't n comprehensively elucidating the cognitive,
emotional, and unconscious me ms that underlie the dynamic manifestations of
organisational citizenship behayiour within contemporary varied workforces. In order to
address this issue, ] W@%ommended to adopt a theoretical framework that specifically
focuses on the im@:lndividual growth in the context of organisational citizenship conduct.
Citizenship‘%mt is conceptualised as a long-term process that is strongly influenced by an
indi@@ self-concept beliefs. Self-concepts refer to cognitive representations that
individuals have on their personal attributes, social roles, and aspirations. Nevertheless, self-
concepts may exhibit variations in their orientation, with people seeing themselves as
separate entities (referred to as individual orientation), as interconnected with others (known

as relational orientation), or as integral components of a broader collective (referred to as

collectivistic orientation).
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Furthermore, these orientations may vary in their level of inherent nature (referred to as
chronic orientation) or be influenced by situational factors (known as working orientation).
Chronic orientations can be characterised as enduring and relatively stable, exhibiting a
consistent but gradual enhancement over time. On the other hand, working orientations can
be perceived as self-concepts that are influenced by temporal factors, resulting in inconsistent
fluctuations in an individual's motivation to engage in organisational citizenship be.ha(vﬁour.

In addition, it has been observed that self-concept orientations have an indirect@'}ét on an
individual's development of organisational citizenship behaviour. The .N ions play a
significant role in determining the nature and extent of citizenshi.p bgg/i?urs that individuals
exhibit, as well as the timing of their display and any sub@t modifications in their
behaviour”. It has been emphasised that individuals v&?@ossess a self-concept mentality,
whether it is temporary or enduring, are likely%'?gage in Organisational Citizenship
Behaviour (OCB) as a result of issues rel é@%age management. These individuals use
OCB as a strategy to attain their desire%l'iﬁ.nes.

Issues of Diversity Q:b‘

In the contemporary global n%xt, individuals from many origins engage in interactions to

actively participate Qt;@bal economy. Due to the growing phenomenon of globalisation
etl

and heightened cd@
Q

diversificati cilitated by technological advancements. This has effectively bridged the

tion, the workforce in industrialised nations has experienced a gradual

gap @en individuals and geographical locations, enabling managers to readily recognise
and effectively manage the diverse range of characteristics exhibited by employees’!.
Organisations are striving to enhance their competitive edge by fostering creativity,
innovation, and adaptability via the pursuit of diversification. In order to achieve competitive

advantages, it is imperative to go beyond mere recognition of individual differences such as

55



age, gender, ethnicity, etc. Instead, it is crucial to embrace these diversity as significant assets
for organisational development.

Workforce diversity encompasses the notable variations and commonalities that exist among
individuals within an organisation’?. Furthermore, it symbolises the distinctiveness
encompassing an individual's personal attributes, such as their personality traits, age, gender,
ethnicity/race, religious affiliation, marital status, financial level, and Ero(febssional
background (among other factors)’®. Similarly, diversity may be defined as the %&}lmation
of employees with different sociocultural origins collaborating withi : ’Sﬁkanisational
setting. The qualities of a social grouping may serve as indicatorg of extent of objective or
subjective disparities that exist among groups’. &%'\

The aforementioned categories encapsulate the nofi@t at diversity pertains to the
distinguishing or shared attributes among individualsy Such as gender, age, colour, ethnic

origin, religious views, and so on. However; '\K@)been observed by some experts that there
;#

exist additional attributes referred to a level diversity, in contrast to the surface level
variety that is often acknowle ge@‘e categorisation of surface and deep level diversity
may also be referred to as p@q and secondary diversity’>7°.

(a) Surface V@ersity

It refers to the oQ rvable characteristics of individuals within a group or organisation, such
as age, gen@ce, and physical abilities.

Surf@vel variety is a prominent factor that highlights the significant differences among
individuals and has a profound influence on early interactions. These visible characteristics
may be readily seen and shape people's perspectives and perceptions of the world. Visible
identity features include several aspects of an individual's personal attributes, such as gender,

age, sexual orientation, physical ability, ethnicity, race, and others. These immutable traits
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play a crucial role in shaping one's self-perception and have enduring effects throughout their
lifetime. They contribute to the formation of an individual's fundamental sense of identity”’.
(b) The Concept of Deep Level Diversity

Deep-level variety often manifests in several aspects, including disparities in values,
personalities, and job preferences, which gradually assume more significance in determining
the degree of resemblance between individuals as they grow better acquaintesi v(%th one
another. These characteristics seem to possess a lower degree of visibility, %}a more
fluctuating impact on individuals, and provide a nuanced complexity t . \i‘l@rﬁcial level
of variety. Deep level diversity, sometimes referred to as sec.orK «Qr experience-based
diversity, encompasses a broad spectrum of characteristics tha&@cquired, relinquished, or
altered over the course of an individual's lifetime. Con§e@p , these differences have less
significance in relation to one's fundamental identi Q

Age (When Seen as a Surface Level Diversi {Q%Sem)

Age diversity is a prevalent occurren(':bs'e across many social units, including families,
educational institutions, and t m@%ngs, whereby individuals from distinct age groups
coexist. These individuals 0§§ess diverse life experiences that are influenced by the
historical context t@%spective generations. A generation refers to a collective of
individuals that ﬁ&{ge a birth period, and as a result, possess shared attitudes, preferences,
knowledge:%experiences that influence their cognitive processes, values, convictions, and
acti@grhe term "generation" refers to a collective of individuals who share a common
social and historical upbringing. This shared background, characterised by a similar birth year
and exposure to significant life events during formative stages, contributes to the
identification of this group as a distinct entity®. Each generation brings unique perspectives

and expectations to the workplace.
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The study examines individuals' perceptions of their expected behaviour, their ability to
manage others, and their preferences for managerial styles, with a focus on identifying and
harnessing their untapped potentials. A generation may also refer to a cohort of individuals
who have collectively experienced significant societal events, such as news events, musical
trends, prevailing attitudes, educational practises, parenting approaches, and other relevant
factors, during a certain temporal period. Here, an analysis of four distinct g.enerational
cohorts are identified thus: The Veterans or traditionalist generation, includh@'}'se born
before to 1943; the Baby Boomers, born between 1943 and 1960; .Qﬁn X, born
between 1960 and 1980; and Generation Y, sometimes knov.vn\ th@ Millennials, born
between 1980 and 2004. In this discourse, a succinct analysis &@ personality traits shown
by different generations within the context of the workfdr@m be provided.

(1) Individuals Belonging to the Veterans or Té@ist Generation (Who Were Born
Before 1943) . ‘\&%

Traditionalists are individuals who W Qaped by the profound hardships experienced
during World War II, leading hen@z‘lpproach the world with a resolute determination to
achieve success under prex&% economic downturn. Despite the many hurdles faced by
these particular coh s@% have managed to maintain their concentration, driven by their
vision and diligeQ efforts. Their unwavering determination has served as the bedrock for the
subsequent‘%ations that have followed. The prevailing mentality that underpins global
cult(%ves as an authoritative basis upon which other systems of thought depend.

The basic values of traditionalists are often identified as honour, patience, perseverance,
sacrifice, hard work, prioritisation of duty above pleasure, adherence to rules, respect for
authority, conformity, and a commitment to law and order®!. Individuals in this group exhibit
a high level of discipline, have a respectful attitude towards authoritative figures, prioritise

collaborative efforts, and show a preference for in-person communication. Individuals in this
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occupation have a propensity for adhering to established norms and demonstrate a consistent
approach to fulfilling their professional responsibilities. The organisation has a collaborative
and collective mindset.

(i1) Individuals Belonging to The Baby Boomers Generation (Born Between the Years 1943
and 1960)

The cohorts under consideration were born in the period including and after quld War 1,
and were nurtured in an age characterised by favourable circumstances, heighter%'g}'timism,
and substantial development. The individuals in question possess a re a. 33@ exhibiting
rationality, inclusivity, collaboration, task orientation, high pr.od 'Vﬁy, and skillfulness.
They possess a receptive disposition and exhibit optimism ir@interactions with others.

However, their need to maintain control sometimes ﬁ;h%%rs their ability to delegate

effectively®2. @

(iii) Individuals Belonging to Generation )&@etween the Years 1960 and 1980)
I

Generation X, often referred to as Bus@, S recognised as the cohort succeeding the Baby
Boomers' prosperous period. T g@ﬁon often referred to as Generation X had the unique
circumstances of being bo Q\a socio-economic environment marked by the simultaneous
occurrence of the emic and the conclusion of the Cold War. This period is
characterised by ﬂ&{promotlon of individual initiative and inventiveness. These cohorts were
the first oﬁ% experience the advent of mass media and technology. They exhibit a
pref@ for immediate feedback and actively pursue personal fulfilment in their
professional endeavours. Moreover, they possess the ability to effectively operate in diverse
and multicultural environments. The individuals have a propensity for engaging in
recreational activities, while also demonstrating a pragmatic approach towards attaining

desired outcomes. Generation X individuals exhibit a sense of devotion towards their

colleagues and supervisors, but in a concealed manner. This loyalty may be attributed to their
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desire to safeguard their employment, which stems from the challenges they encountered due
to the circumstances surrounding their upbringing®?.

(iv) Individuals Belonging to Generation Y or Millennials (Born Between the Years 1980
and 2004)

The individuals belonging to the cohorts born between 1980 and 2004 are sometimes referred
to as the Echo Boomers, the Millennium Generation, or Generation Next®. The current
generation entering the work market holds technology in high regard, and they Q%%ported,
encouraged, and safeguarded by their parents, whom they see as their r . ! They were
born at a period characterised by globalisation, widespre.ad ed@a use, and rapid
technological advancements, leading to a strong inclin@ towards social media
consumption. This inclination manifests in their addictl‘o@ social media platforms, as well
as their tendency to closely follow and engage w1@'%s social media trends and events on
platforms such as Facebook, Twitter, Linke @%gram WhatsApp, among others.

They establish connections with others& any parts of the world and maintain consistent
communication with their beloyed @%in‘[ances, unless they are sleeping. These individuals
highly prioritise collaborati the ability to handle several tasks simultaneously, diligent
effort, and attentive Q'%e needs of others®. Although millennials possess a dynamic and
energetic dlsposﬂfQI} owards achieving organisational objectives, they prioritise their own
ambitions a e more likely to leave positions that fail to acknowledge their individual
deIndiViduals possess a substantial capacity to make valuable contributions to
discussions, as they possess a strong inclination to express their thoughts and opinions while
seeking recognition and esteem from others.

The individuals in question exhibit qualities of altruism, logical reasoning, and proficiency.
Individuals do not exhibit resistance towards change; instead, they possess a favourable

perspective towards change and see it as a desirable phenomenon. Individuals who possess a
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preference for working autonomously and at their own tempo have an awareness of the fast
pace at which technology is evolving. Consequently, they exhibit a strong inclination towards
ongoing skill development, driven by their eagerness to promptly make valuable
contributions within the organisational context. Individuals demonstrate loyalty and
commitment to companies if they perceive that the company aligns with their own objectives.
Personality as a Deep Level Diversity Issues . (b

As previously said, deep level variety pertains to variations in values, persona‘@ts, and
job preferences, which become more significant in establishing commo T%S@individuals
get a deeper understanding of each other. Personality refers to tl.le\ p.gehensive manner in
which a person responds to and engages with others, includin&@istent traits that delineate
their behavioural patterns. The Myers-Briggs Type Indi@, MBTI) has the distinction of
being the most extensively used personality evalu@% on a global scale®’.

The personality test consists of a set of 1 &;}@%ns that inquire about individuals' typical
ic

emotional states and behavioural tende%' n certain situations. The findings of the study
identified four distinct traits th@se individuals into sixteen different personality types.
These types include extro rt% who are characterised by their pleasant, outgoing, and
forceful nature, and Ant '%s, who exhibit traits such as timidity, shyness, submissiveness,
silence, and inhiBSQS)n. In addition, there exists the dichotomy between sense and intuition,
thinking ar;%mtion, as well as judging and perceiving. Individuals with sensing preferences
tend@%bit practical inclinations, displaying a preference for routine-oriented tasks and
demonstrating a meticulous attention to detail.

The individuals with intuitive tendencies tend to focus on the broader perspective. The
thinking type is characterised by their propensity for rationality, reasoning, and a focus on

problem-solving, while the feeling type tends to prioritise their particular values and often

exhibit heightened emotional responses. The individuals classified as judging types exhibit a
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preference for control and structure, while those classified as perceiving types tend to display
flexibility and spontaneity®. The aforementioned categories together delineate the 16 distinct
personality types, whereby each individual is characterised by a singular attribute from each
of the four pairings. The following topic of discussion pertains to the Big Five Model, a
personality evaluation model that aims to predict individuals' behaviour in real-life situations.
2.2.2 The Big Five Personality Theory (Five Factor Theory FFT) . (b

Personality refers to the encompassing patterns of an individual's reactions an%'ﬁ&iactions
with others, often conceptualised as a set of quantifiable attributes th .Q‘Q displays®’.
The "Big Five" personality traits include a complete taxonomy :[ha fqgtively characterises
human personality, with its validity being robustly substaK@ by empirical research.
Personality characteristics may be seen as fundameh@nclinations that pertain to the
inherent, abstract capacities of a person. On the o\’@%, attitudes, roles, relationships, and
objectives can be seen as distinctive ada h@shat manifest as a result of the interplay
between these fundamental inclinationsf@' e many demands imposed by the environment,
which accumulate over the cou&m@e. The five major personality traits are often referred
to as the Big Five. These ‘traits include extraversion, openness to experience,

\)

conscientiousness, Qi leness, and neuroticism, which is also known as emotional
stability. 6\‘
(1) ¢ Construct of "Openness to Experience"

It re@ an individual's inclination to engage in novel and diverse experiences, as well as
their willingness to explore new ideas, emotions, and sensations.

Individuals who possess a proclivity for openness to experience have a broad spectrum of
interests and a profound captivation with novelty. Individuals with these characteristics
possess a notable inclination towards openness, demonstrating qualities such as creativity,

curiosity, and a heightened sensitivity towards artistic endeavours. In addition to the
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aforementioned points, individuals who exhibit openness to experience may be characterised
as possessing traits such as imagination, cultural awareness, curiosity, originality, broad-
mindedness, intelligence, a desire for diversity, aesthetic sensitivity, and unorthodox
ideals®*!,

(i1)) Conscientiousness

Conscientiousness is a personality trait that encompasses a set of characteristic§ i(rguding
dependability, organisation, persistence, and responsibility. Individuals that pq‘%e} a high
level of conscientiousness often exhibit traits such as self-discipline an t. %’ to surpass
anticipated performance levels. These individuals demonstrate. K iti&gs such as tidiness,
punctuality, attentiveness, and reliability. &%’\

(i) Extroversion ¢ $%

The concept of extroversion refers to a personali@t characterised by a tendency to seek
social interaction and get energy from exte ‘a@}\li.

Individuals that exhibit extroversion trgi d to prioritise relationships, display sociability,
assertiveness, and gregariousnesx’)@g%also tend to possess dominant inclinations, ambition,
a proclivity for taking actio&g\eed for novel experiences, and a propensity for experiencing
good emotions®?. 1 v@% exhibiting this particular personality feature often have high
levels of energy&sﬁitwe affect, assertiveness, sociability, and verbal expressiveness.

(iv) Concept of Agreeableness.

Indi@s that exhibit elevated levels of agreeableness tend to possess greater levels of
tender-mindedness, modesty, straightforwardness, trustworthiness, compliance, altruism,
cooperativeness, helpfulness, courtesy, good-naturedness, friendliness, and flexibility. In
other terms, it may be posited that individuals who get high scores in this dichotomy have
greater levels of empathy, enabling them to establish more proficient interpersonal

connections.
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(v) Neuroticism

Neuroticism is a personality trait characterised by a tendency towards experiencing negative
emotions such as anxiety, depression, and irritability.

Persons who exhibit high levels of neuroticism tend to be more prone to experiencing
heightened stress levels and a greater susceptibility to negative emotions, including anxiety,
anger, despair, self-consciousness, and impulsivity. This is in contrast to persons Yvh(%xhibit
lower scores on the aforementioned measuring scale and demonstrate emotional %{;i}ty.

The Impact of Diversity on Organisational Citizenship Behaviour : \QO

Based on the perspectives of many researchers about the signif:lca a.t}d characteristics of
diversity within the contemporary economic context, it is reag&@e to assert that variety is
likely to have a favourable impact on the advanceme maintenance of behavioural
tendencies, such as Organisational Citizenship B@% (OCB). The presence of variety
inside an organisation facilitates the inco '0@5 of individuals with diverse abilities and
value systems, hence resulting in a co%’;‘i‘ée advantage and a useful phenomenon for the
evolution of the institution®’. Q:b‘

In order to effectively ac mglish their objectives within a diversified and competitive
business environme @sations should actively pursue workers who have a willingness
to exceed the bas?é\mquirements and beyond established targets. In essence, the manifestation
of Organisa%l Citizenship Behaviour (OCB) is an indispensable mechanism for thriving
in @erogeneous professional environment, including the competencies, expertise,
disposition, and exertions of its personnel. Consequently, an increasing body of research has
shown that the effective management of diversity is a significant determinant of employee
behaviours and results, including Organisational Citizenship Behaviour (OCB)*%39697,

Therefore, the topic of diversity has emerged as a significant domain within human
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organisations as they seek novel approaches to address the obstacles associated with
individual sensitivities pertaining to their unique requirements and characteristics®®.

When considering age as a kind of surface-level variety, it becomes apparent that
organisations should prioritise the recruitment of a varied workforce. This is necessary to
establish equilibrium among the many generational influences, each of which has distinct
behavioural capacities that may potentially manifest in Organisational Citizenship. Behaviour
(OCB). Every successive generation has been ingrained with the belief that theirq)%e skills
are extraordinary and advantageous to both the company and its collea s.[”.\?l@presence of
a varied range of ages within a workforce may contribute.to e.gievelopment of an
interdependent work environment. The current workforce @ie organisation consists
primarily of baby boomers, who possess extensive job ek@nce but may lack proficiency in
technology. As a result, they often require the cod@%and assistance of younger workers

from Generation X and Generation Y, Q@yess advanced technological skills. This
pleti

collaboration allows for the effective c%' on of technology-related tasks, while the baby
boomers contribute their wealth of @‘rience to successfully integrate into the system. This
will facilitate the development %f healthy working relationships and promote greater social
cohesion via the di @Qf organisational citizenship behaviour. The generation often
referred to as Geﬂé@tlon X has been seen to place a high value on diversity, possess a global
mindset, e@technical proficiency, and have a willingness to assist colleagues and their
orgon with work-related matters. These behavioural tendencies may be associated with
the concepts of Organisational Citizenship Behavior-Individual (OCB-I) and Organisational
Citizenship Behavior-Organisational (OCB-O).

Each generation exhibits distinct variations in values and attitudes, hence resulting in both

advantageous and disadvantageous consequences for organisations within the workplace.

Furthermore, a significant correlation was seen between work participation and generation in
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relation to the display of politeness in organisational citizenship behaviour (OCB).
Specifically, it was shown that Generation X employees who have a stronger connection with
the institution tend to exhibit higher levels of courtesy compared to Baby Boomers!®.
Courtesy in the workplace pertains to the act of engaging in consultations with colleagues
over actions that may have an impact on their job. This encompasses both informal and
formal practises, such as providing prior notice of one's intentions and sharir.lg relevant
information, among others. Civic virtue, when applied to organisational paﬂici@& entails
employees demonstrating a keen interest in workplace affairs and adheri . b?@l standards
of virtue. This is exemplified through their active involvement. iI‘l\.‘ ti.t\utional governance.
Such behaviour can be associated with individuals who align t@’}lves with traditionalist or
veteran mindsets, as they tend to adhere to established,é ards and consistently perform
their duties with a high level of engagement!‘!, QQ

Likewise, individuals belonging to Gene t{&% are associated with the organisational
citizenship behaviour component of ¢ivic=duty and have a propensity for engaging in
voluntary activities. While it is %@ the oldest generation adheres to established norms, it
is important to acknowledg&thg\ potential drawbacks associated with age. Older employees
often exhibit a resi I@Q change, likely stemming from their advanced age, and may
experience dech@g memory capabilities compared to their younger counterparts.
Additionally} e individuals lack innovation since they adhere to a repetitive approach in
carr@% their tasks, placing emphasis on historical practises. Consequently, they show a
reluctance to acquire training in using new technologies, procedures, or abilities, thus
adversely impacting their total performance.

The impact of personality as a fundamental aspect of diversity may significantly influence
Organisational Citizenship Behaviour (OCB). This is because an individual's degree of job

satisfaction is seen as a two-dimensional concept including both positive and negative affect.
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Numerous scholarly sources indicate that agreeableness, a prominent trait within the
personality model, is characterised by a propensity for friendliness, cooperation, helpfulness,
courtesy, and adaptability. These behaviours may be associated with the dimensions of
Organisational Citizenship Behaviour (OCB), such as courtesy, which involves displaying
politeness towards colleagues, and altruism, which entails engaging in helpful behaviours.
The correlation between the Big Five Personality traits and Organisational .Citizenship
Behaviour (OCB) elucidates the impact of diverse work cultures and enviro%% on an
employee's OCB. Previous research has shown the significance of r.ﬁl@ factors in
predicting Organisational Citizenship Behaviour (OCB), yielfiin ta.‘gistically significant
positive outcomes'??. Recent empirical study has proven that p@lity traits have an impact
on personal values and attitudes!®?. ‘ QQ)

N

In the contemporary and dynamic landscape, CO@I s, including those in the realm of

higher education, are engaged in a coi&}%} endeavour to fulfil their objectives of

attracting personnel who possess skills@ pabilities that extend beyond the scope of their
designated roles. The ongoing @%n employee contributions to value creation within a
dynamic and competitive rp%rate system has resulted in a shift in the perception of
managers towards l@'%ansitioning from seeing them just as a source of production to
recognising ‘[hem‘gsi organisational citizens!®. Organisational Citizenship Behaviour (OCB)
encompasses\diScretionary employee actions that fall beyond the scope of their prescribed job
resp@%ies and are not explicitly acknowledged by the official organisational incentive
structure, but contribute to the overall efficacy of the business.

The term "organisational citizenship behaviour" was initially introduced by Organ in 1988.
Organ identified five key aspects that encompass this phenomenon. These aspects include

altruism, which refers to voluntary contributions to others, acts of sacrifice, promotion of

peace, hope, and morale, as well as the prevention of work-related events. Another aspect is
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conscientiousness, which involves behaviours that guide individuals to perform their duties at
a level that exceeds expectations, such as being punctual in task completion. Sportsmanship
is another aspect, which entails tolerating complications and inevitable problems in the
workplace without objection. Civic virtue is also included, which involves responsible
partnership and commitment to the organization's life. Lastly, courtesy is an aspect that
encompasses polite behaviours aimed at preventing workplace problems, such as assisting
others to prevent or mitigate issues they may face'®. Qh)(\

The development of organisational effectiveness is contingent upon t : % volunteers
to engage in collaboration. Employees that engage in Organisat.ionﬁcgizenship Behaviour
(OCB) go above and beyond their prescribed job responsibiliti@honstrating a willingness
to expend additional time, energy, and expertise in ord@ enhance their own capabilities
and contribute to the overall success of the bu@. n this scenario, it is common for
workers to prioritise their obligations abov @%1 interests, with a focus on the well-being
and interests of others. According to exi tg;esearch, Organisational Citizenship Behaviour
(OCB) has been associated wit se@avourable outcomes in the workplace. These include

'}

heightened productivity, im@ve performance, enhanced effectiveness, positive employee
relationships, more -efi Q} allocation of resources, and decreased maintenance costs.

Consequently, O‘Q@ can offer the necessary adaptability for fostering innovation and
enhancing ¢ er service quality!'%%107,

Mo, exemplary corporate entities facilitate the optimal use of limited resources and
boost the proficiency of colleagues and managers in performing their respective duties.
Organisations that actively foster and encourage citizenship conduct are highly desirable
work environments, as they possess the ability to effectively attract and retain top-tier talent.

Additionally, these organisations are able to cultivate a sense of trust within their internal

structure and foster high levels of customer satisfaction!®®. In order for higher educational
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institutions to ensure their survival, the practise of Organisational Citizenship Behaviour
(OCB) becomes imperative!®. Furthermore, Organisational Citizenship Behaviour (OCB)
plays a crucial role in facilitating organisational performance within the dynamic and
uncertain modern business landscape, while also fostering the generation of innovative ideas
and creative problem-solving techniques. It is recommended that institutions of higher
education do their best efforts to cultivate, sustain, and uphold a conduci\:e working
environment that promotes employee civic behaviour. It is essential for instituti@‘@f higher
education to embrace and promote Organisational Citizenship Behavi . 6@in order to
cultivate a more favourable work environment and optimise job ;:erf aglce“o.

When employees exhibit organisational citizenship conduct, it is<hkely to enhance their level
of commitment, hence leading to improved performance,i %ghigher education institutions.
Consequently, these institutions will possess the d@%o achieve their intended objectives

and enhance their service to the society, T@%ntiﬁcation of factors that might predict
Organisational Citizenship Behaviours%g‘yhas significant value for firms, considering the
favourable outcomes associat%@ such behaviours. Several characteristics have been
examined in previous res rc}; as potential predictors of Organisational Citizenship
Behaviour (OCB). é}%ﬁe findings of these researches, it has been determined that
many factors, l%lu ing leadership styles, organisational trust, work satisfaction,
organisation mitment, and organisational justice, may serve as fundamental elements in
the @wation and enhancement of Organisational Citizenship  Behaviour
(OCB)]11,112,113,114,115'

One of the characteristics that presents a significant challenge is leadership style, which may
be described as the methodologies used to exert influence and guide the actions of

individual''®. Historically, companies operated inside stable conditions, hence necessitating a

lesser degree of change. However, in contemporary times, these firms find themselves
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engaged in competition within dynamic contexts. In contemporary discourse on leadership, a
novel categorisation of leadership styles has emerged, whereby leaders use distinct sets of
behaviours, namely transformational and transactional leadership, in order to exert influence
on their followers. Transformational leadership is a multifaceted and ever-evolving
phenomenon that endeavours to establish an affective connection with its adherents, wherein
the leaders exert influence on their values, beliefs, and objectives. .

Leaders exert influence on the views, attitudes, and ambitions of individuals, %rting a
remarkable impact on their followers. Transformational leadership pla s. \g@\g focus on
fostering the growth and development of followers, motiva}ir@qgn to achieve self-
fulfillment and surpass expectations in fulfilling their responsih&@%\'. These leaders possess a
distinct and well-defined perspective on the future, pt’i@lng the transformation of their
employees' attitudes and assumptions regarding ﬁé'%sion and goals of the organisation.

They actively promote values such as fr@@honesw, and responsibility, encouraging
0

their employees to consider the intere% e organisation as a whole, rather than solely
focusing on their own individual in@{sl”. The transformative leader tries to instill in their
subordinates the notion of agli{ing enhanced capabilities and competencies, enabling them

to address not just pé;@g

Furthermore, tranK‘Qrmational leadership fosters the cultivation of organisational learning and

llenges but also to adopt a novel outlook on matters.

establishes‘%ﬂines for crucial timeframes, so effectively promoting and enhancing
orgonal performance. Employees that possess higher levels of skills, competencies,
and dedication, facilitated by transformational leadership, are more inclined to exceed their
regular job responsibilities and perform above the anticipated standards set by the business!!®,
Transactional leadership is a leadership style that aligns with the principles of the leader-
member exchange paradigm. Hence, leaders operating under this framework deploy

incentives and organisational sanctions as a means of enhancing staff performance!'!’.
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In this particular approach, leaders establish a contractual connection or trademark with their
followers, whereby workers are provided with tangible prizes in exchange for enhanced
performance and better job execution. In contrast, in the event that workers do not adhere to
the established rules and regulations or fail to fulfil the prescribed criteria, disciplinary
measures will be imposed. Transactional leadership is a leadership style that directs
followers' attention towards their individual and interactive interests, so fos‘Eering their

£ q‘%& I
0 ctiona

development and advancement. Nevertheless, a prominent constraint
leadership lies in its inability to foster enduring organisational commit . '?3@ personnel.
Transformational leadership not only influences followers t.o &nﬂ their actions with
established expectations, but also motivates them to beyond th@pectations.

Transformational and transactional leadership are two @nct approaches that have been
widely studied in relation to their ability to anticiﬁ@%ganisational Citizenship Behaviour
(OCB) and construct an OCB model. Howi;@)precise nature of the relationship between

these leadership styles and OCB, whetl%i iS direct or indirect, is still a topic of debate. The
potential impact of transform% d transactional leadership on workers is evident in
their perceived organisatio s%pport and job happiness, which in turn may influence the
observed Organisatj @Mzenship Behaviour (OCB) examined within the framework.
Based on Burng¥ seminal theory on transformational leadership, leaders who exhibit
transforma@qualities engage in proactive behaviours such as fostering a sense of shared
resp@% , actively pursuing change, collaborating with employees, attending to the
intrinsic needs of high-level staff, and contributing to increased job satisfaction, motivation,
and employee morale.

On the other hand, exchange leaders exhibit a passive approach and prioritise the preservation

of the existing state of affairs. Their primary focus lies on addressing the basic needs of

employees, scrutinising their work performance, identifying errors and deviations, and
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implementing disciplinary measures. These actions are aimed at fostering a positive attitude
among employees and attaining elevated levels of achievement. This particular style of
leadership employs extrinsic motivators and tangible incentives to foster motivation among
subordinates, while also using contingency-based punishment as a means to enforce
compliance with directives. The variances in two distinct leadership styles may result in
diverse results, such as the level of work satisfaction experienced by individuflls and the
extent of organisational support provided to staff'?’, Qh)(\
Conversely, several researches have shown that perceived organisatio .ﬁgﬂt and work
satisfaction possess the ability to forecast Organisatiorzal %it'@enship Behaviour
(OCB)'21:122.123 Perceived organisational support refers to th&@ﬁll perception and belief
held by people about the organization's appreciatioh@ collaboration, support for its
members, and care for their well-being and fu@'%his perception fosters a sense of
obligation towards prioritising the organis ‘%ﬁg enhancement of workers' view about the
assistance provided by an organisatior%a'l to an augmented anticipation that their efforts
are aligned with the organisati%@‘tives and that they will get appropriate recognition or
compensation. As the anticigtion of this event increases, the cycle of exchange will persist in
its growth. C)QQ

In essence, when‘Qr'ganisations demonstrate a significant level of attentiveness and emphasis
towards th@ployees, they effectively communicate a sense of value and subsequently
elici’@eased levels of employee diligence, heightened job commitment, enhanced job
satisfaction, and more favourable attitudes towards the organisation!?>!26, This study
demonstrates that the perception of support from the company has a positive impact on
several outcomes, including increased productivity, assistance provided to colleagues,
progress made by the organisation, dedication to the business, and engagement in civic

behaviours inside the firm.
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It has been noted that individuals who possess a reasonable comprehension of the conduct
exhibited by their superiors and bosses in the workplace, and perceive that their interests are
taken into account during decision-making processes, tend to experience higher levels of job
satisfaction. Consequently, this heightened job satisfaction is associated with an increase in

127 Job satisfaction refers

both cessation behaviours and organisational citizenship behaviours
to a collection of emotions, sentiments, or attitudes that are associated with an .individual's
work environment. It is defined as a positive sensation derived from personal p@:p}tives of
job engagement and alignment with one's beliefs. : \

One of the factors that may impact the physical, psychological., a sp.isrituaI well-being of
people, enhance their overall quality of life, and eventually e@e the effectiveness of an
organisation is this organisational variable. Empirical eV@ce suggests that there is a strong
relationship between work satisfaction and many @%t outcomes inside an organisation.

These outcomes include labour market.” %cs, employee retention, organisational
performance, improvement, and productivity

128,129,130~ Conversely, diminished work
satisfaction resulting from subpar @‘rmance, decreased productivity, and increased staff
attrition imposes signiﬁcan‘t%anc1al burdens on an organisation.

Research has also s v@% Job satisfaction is associated with the development of a good
emotional state i g)‘[he organisation, which in turn influences social and participation
behaviours% this manner, individuals who experience higher levels of work happiness
insi organisation are more like to exhibit behaviours that align with corporate
citizenship. This propensity may be attributed to the positive impact of their contact with the
company, which fosters job satisfaction. Based on the aforementioned analysis, it can be
posited that directing attention on and enhancing Organisational Citizenship Behaviour (OCB)
has the potential to provide positive outcomes for people and therefore enhance

organisational performance. Hence, the identification of elements associated with
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Organisational Citizenship Behaviour (OCB) becomes valuable for managers who want to
enhance work satisfaction and foster organisational support.

223 Leadership

Leaders distinguish themselves from others due to the inherent qualities they have inherited
from their families. Their aptitude for guiding and directing others places them in a position
of authority. The trait theory emphasises these characteristics. Dedication, hc.mesty, and
confidence are among the key attributes that characterise an exceptionaléaér. The
application of leadership becomes limited when it is defined solely in . specific set
of traits. These characteristics may not always be indicative .of te.gtial for leadership.
However, it is worth noting that numerous accomplished tea&@ers do not display these
characteristics. Ronald Reagan eloquently stated that tﬁ@e mark of an exceptional leader
lies not in the quantity of courageous acts perform@%ather in their ability to inspire and
motivate others to exert their utmost efforts. @%ﬁering the nascent stage of psychometrics
during the 1930s, it becomes impractic%'oifgpend on personality attribute measurements as
a consistent benchmark across @&udies.

Before delving into the clas 'ﬁgiltlon of various leadership types, it is crucial to establish a
clear definition of the.t %eadership style." Various experts have proposed a diverse range
of definitions for the concept of leadership. The author of this study relies on a contemporary
and widely wledged definition of the term, which describes it as the process through
whic@ individual motivates a collective group of individuals to collaborate towards a

"nong

common objective. The terms "process," "influence," and "objective" are notable in this
definition. The notion that leadership is inherent is called into question by conceptualising

leadership as a systematic process. The significance of influence should also be emphasised,

as it is exceedingly challenging to bring about positive change without it. Moreover, the
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driving force behind any organisation lies in the goals it has established for itself. This
definition is favoured due to its conciseness, comprehensiveness, and widespread acceptance.

A leader's style can be characterised as their consistent approach to leading and influencing
others. It refers to the perception of one's behaviour by another individual, with the intention
of influencing them to adopt a different course of action!32. Based on an alternative definition,
" it is the process of influencing collective actions to achieve a specific go.al"133. The
definition now encompasses the fundamental principles of process, influence, c@}ve, and
shared objectives. Another definition refers to leadership as the ability i. %, motivate,
and guide others towards contributing to the effectiveness and. su ss\of an organisation.
Similarly, leadership is defined as the capacity to influence, {%&, and motivate others to
contribute to the effectiveness and success of the orgﬁ@mon. Leadership not only holds
influence but also possesses the ability to inspire followers to exert effort for the benefit of

the company. While these definitions )@?lly appear distinct, they share similar
n

meanings, emphasising the understa%' of methods, impact, teamwork, and shared

objectives. The concept of st@ is integral to both definitions. It is important to

recognise that the effective&s 'g) any organisation is contingent upon its leadership. There

are three commonlc@ed approaches to defining leadership, each offering a unique

Q

(A) Leader o Effectively Mobilise their Teams or Groups to Achieve Goals and

perspective.

Rec@Qhe Indispensable Contributions of Each Member: It is necessary to have a
definition of leadership that acknowledges the role of followers. Traditionally, leaders have
relied on hierarchies and issuing commands to accomplish tasks. However, contemporary
leaders have adopted a new approach that emphasises the belief that success can be attained
through the collective efforts of competent individuals working in a positive environment. In

most workplaces, management approaches are often discussed more frequently than
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leadership styles. This model does not welcome leaders without a formal position, although
informal leaders are encouraged. The only distinction is that control over members is not
sought after.

(B) Leaders who Exerts Dominating Power or Influence of Leadership: Leader of this nature
is one who possesses a clear display of power and influence that surpasses that of other
members within their group or tribe. This essentially implies that the leader is gx;()ebcted to
exert authority over their subordinates by assuming a position of leadership. Eséﬁ&g}lly, this
requires a broad agreement that individuals will adhere to established : ?S@ guidelines.
The role of motivating people is not deemed essential in this paﬁicu@xle of leadership.

(C) Leaders With Positive Disposition Towards the Set Goals: @form of leadership can be
seen as a competition to determine one's anticipated 'r@in advancing societal progress,
which explains its remarkable efficacy in drivin@%e transformations. A leader is an
individual who possesses the bravery to v '1@r opinions, even in the face of potential
repercussions. In this context, leadersh S not necessarily require an official position to
challenge existing norms and @%ﬁcial changes. Consequently, any employee has the
potential to ascend to a lead hi'g) role, irrespective of their qualifications or credentials.
2231 Lead@@les

The concept of Keslership has been extensively studied and categorised through various
taxonomies. se theoretical frameworks aim to establish a logical definition and
undg of leadership. Leadership is commonly defined across four dimensions:
process focus, influence, group context, and goal realisation'**. Driven by their leaders,
employees demonstrate exceptional dedication in meeting their organization's requirements.
A proficient leader effectively communicates the goals, vision, and mission of the
organisation to their team, while also fostering creativity and innovation to gain a competitive

advantage in the global marketplace.
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In order to successfully implement necessary organisational changes, particularly in terms of
structure and values, it is essential for a competent leader to establish strong and positive
relationships with stakeholders. By inspiring, motivating, and encouraging their team
members, a leader can enhance job satisfaction, commitment, loyalty, and overall
organisational behaviour. As a result, leadership has a significant impact on a company's
performance in various aspects. There are several commonly recognised leader.shi‘pbstyles,
including autocratic, bureaucratic, democratic, servant, task-oriented, relation@}'riented,
laissez-faire, charismatic, transactional, and transformational. Her .\, 1l provide
descriptions of some of the contemporary leadership styles. . N

Renowned as the "father of social psychology," Kurt Lewin &@—1947) made significant
contributions to the fields of leadership studies, orgﬁ@ional theory, and management
theory through his identification of three "classical!' [eadership styles or practises. Through

extensive experimentation in governance ﬂ%&g dynamics, Lewin developed the concept
of leadership styles. These leadership ;yig can be categorised into three broad groups:
autocratic (also known as authoi{tj@%democratic, and laissez-faire. The following outlines
Kurt Lewin's three leadershi stxles and their impact on leader-follower relationships, group
performance, group Q@Q, problem-solving strategies, team morale, and team cohesion.
(a) The Autocrati&%ea ers.

Frequently characterised as authoritarian rulers, leaders fitting this profile tend to establish
ordé@qle workplace through unilateral decision-making with limited input from
subordinates. This type of leadership often creates an atmosphere of tension, discontentment,
opposition, and diminishing interest in the leader, as it lacks imagination and inclusiveness.
Additionally, authoritarian leaders tend to exhibit possessiveness over their power, devising

policies and assigning responsibilities without active involvement. They often maintain a

certain distance from their group, relying on the use of force, threats, demands, and strict
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rules as defining features of their leadership approach. Authoritarian followers are expected
to unquestioningly comply with their leader's directives. In situations where there is a high
staff turnover rate, limited opportunities for employee decision-making, and a need for
extensive collaboration across departments and organisations, an authoritarian management
style may be deemed appropriate!.

In communities where individuals prioritise the principles of free speech .and equal
participation in decision-making, the presence of authoritarian leaders is incomp@ Critics
of authoritarian leadership contend that it leads to heightened di .%on among
community members, increased employee turnover, and a ris;e 1 b.%enteeism. Despotic
leadership, commonly known as strict headship, is characte@\by the leader's complete
control over all matters and limited involvement b@bordinates in decision-making
processes. Autocratic leaders frequently make d@% independently, considering input
from their subordinates only when deeme&s@%l. An autocratic leader exercises absolute
power and authority. '6'

Autocratic leadership, similar to @ leadership styles, possesses both advantages and
disadvantages. While indivi aI% who heavily rely on this form of control may be perceived
as autocratic, there @’%ces where it can prove to be beneficial and advantageous. The
effectiveness on gﬁoritarian leadership style is contingent upon various factors such as
the speciﬁ?:%umstances, the nature of the group's task, and the personalities of team
mer@Qherefore, developing a comprehensive understanding of the situations in which
this leadership style thrives can be valuable for those who frequently employ it within a
group setting.

Some of the most prominent characteristics of authoritarian leadership include the followings:

- There is limited participation from group members, with the majority of decision-making

being carried out by leaders.

78



- Group members are rarely granted authority over significant matters. The decision-making
power lies solely with company leaders, who have complete control over all operational
processes and techniques.

- The appreciation for originality and unconventional approaches is often limited in
professional settings.

- The majority of jobs enforce strict rules and regulations that employees are exlzected to

adhere to. Q}i\

- In the majority of instances, rules are essential, clearly deﬁ.%\?’@ effectively
.\

communicated. .

The concept of monocratic headship is frequently viewed in a @X\/e light, although it does

possess certain advantages. However, it is important 1@& that its effectiveness can be

compromised if implemented improperly or in un‘&@%circumstances. In situations where

prompt decisions need to be made witho t@sive consultation, an oppressive style of
.

leadership may prove beneficial. T%’ Cessful completion of certain projects often
necessitates strong and efﬁcien%@ip. Additionally, when the leader possesses the most
comprehensive knowledge 'th%n a group, decisions can be made swiftly and effectively.
Consequently, it is Qto consider the circumstances in which autocratic leadership is
most suitable. Thé%are instances where an authoritarian leader represents the optimal choice.
- It may v‘v%v«ell in small groups when there is a lack of leadership, such as a group of
stud@r coworkers whose project stalled because of a lack of structure or a failure to set
deadlines. It's likely that the person's grades or productivity were negatively impacted as a
consequence. An authoritarian leader may step in and take charge of the issue, allowing them
to assign specific responsibilities to team members and set firm deadlines for their

accomplishment. Having one person take charge or working alone seems to provide greater

results in these kinds of collective activities. The group may improve the odds that the project
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will be finished on time and with equal contributions from all members by defining roles,
allocating tasks, and creating deadlines.

- It also helps when one is under a lot of pressure. Members of a group may choose an
authoritarian leadership style while under extreme stress, such as during a military
confrontation. This removes the burden of decision-making from the group, enabling
everyone to put their whole attention on the tasks at hand. As a result, indivicluals in the
group might become well-versed in their respective roles, which benefits th%bﬁp as a
whole. ,%.\QO

- The dictatorial tactic is beneficial for factory and building wor as well. Under these
circumstances, it is crucial that everyone be aware of their,&@ their deadline, and the
regulations they must ° $% adhere to.

- Autocratic leaders excel in these conditionsﬁ@ ¢ they force workers to meet strict

deadlines and follow safety protocols to axc‘d){&

The autocratic leadership yI% possesses certain advantages, but it can also lead to

Drawbacks in Autocratic Leadershi

unfavourable outco @’%ious circumstances. The traits associated with autocratic leaders
often result in a“g{c‘gative perception among individuals. Consequently, this can generate
feelings of‘m%lment within the group. When competent and knowledgeable team members
per devaluation of their expertise and contributions, it can significantly harm the
overall effectiveness of the group.

The autocratic leadership style is associated with several drawbacks. One such drawback is
the potential reduction in the willingness of others to contribute. In groups led by an
authoritarian leader, members may perceive a lack of opportunity to provide input, as

decisions are made without their involvement. Research indicates that authoritarian leaders
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are less effective in inspiring their teams to generate innovative solutions to challenges,
which can adversely affect productivity.
Autocratic leaders often disregard the perspectives and expertise of their followers, resulting
in a decline in overall team performance when members fail to collaborate effectively.
Authoritarian leadership can negatively impact group morale. Individuals tend to experience
greater satisfaction and productivity when they perceive their contributions as mee.lni(r;gdful for
the group's long-term success. However, under autocratic leadership, followgﬁ}}ﬁen feel
demotivated and constrained, as their ability to contribute to the te .\%wments is
limited. . "
What are the Factors that Contribute to the Effectiveness of AL@&rian Leaders?
Although there are instances where an authoritarian appf@ylelds positive results, this style
of leadership is generally suboptimal and can leadte uniritended repercussions. It is important
to consider the following elements whene\@@ividual with this leadership style assumes
control:
- It is crucial to actively listen @%am members, even in situations where you may hold
differing opinions or beliey &adjustments are unnecessary. When collaborating with
autocratic leaders, 1@%}; an open mind and attentively hearing out team members is
essential in foster&%a sense of empowerment and contribution among them.
-Itis esserft% establish clear criteria. A leader must establish unambiguous guidelines and
nsu@gﬂl team members are fully informed of them before expecting their adherence.
- Grant the team the necessary resources for their success. Once employees have
demonstrated comprehension of the guidelines, it is imperative to assess their proficiency and
expertise in completing the assigned tasks. Subordinates requiring additional support should
be closely supervised and provided with training to bridge the knowledge gap between

superiors and subordinates.
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- It is crucial to demonstrate dependability in the workplace. Employees tend to lose respect
for supervisors who exhibit inconsistency. Therefore, it is essential to consistently follow the
necessary procedures and adhere to established standards.

- Recognise achievements. When a group or team is consistently reprimanded for their
shortcomings without receiving acknowledgement for their accomplishments, their
motivation may diminish over time. . (b

(b)  The Democratic/ Participatory Leadership Qh)(\

This style of leadership promotes active participation from followe 1. %r decision-
making processes, with the leader ultimately taking action once .ag$r\ ent has been reached.
Group discussions are utilised to effectively implement poli&@ld achieve tasks. In this
environment, a democratic leader is highly regarded for* @uraging subordinates to identify
issues and propose solutions, while also being%% criticism. Key characteristics of
democratic leaders include collaborative d 1@%aking, cooperation, active engagement of
team members, constructive feedba% a balanced approach to both praise and
disapproval. Symbolic leaders offi ir supporters various options and provide guidance
throughout the decision-making Rrocess”é.

Democratic leaderslé) eterred to as participatory leadership, is grounded in democratic
values and principles such as openness, autonomy, and inclusion. It is important to note that
elected poi%ns and democratic leaders should not be conflated. Democratic leaders
typic@% not hold significant official power or positions. Instead, their influence stems
from fostering accountability, engagement, collaboration, and delegation of tasks and
responsibilities among their followers. Delegating authority to subordinates and facilitating
group discussions are integral aspects of effective management in this context. A key
indicator of a self-governing follower is their readiness to assume leadership responsibilities

when necessary and their willingness to cooperate with individuals in positions of authority.
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Other notable traits include embracing responsibility for the group or organisation and being
prepared to answer for one's actions and decisions.

There are various types of organisations and communities that can potentially derive
advantages from democratic leadership. These encompass international organisations,
democratic nations, worker-owner corporations, public universities, communities with strong
bonds, and cooperative social groups and organisations. It is important to note that
democratic leadership may not be advantageous or essential in companiesé'g}e roles,
responsibilities, and practises are well-defined. In an ideal democratic $0ci wer would
be distributed equally among all members of an organisation. Withiq%qnocratic framework,
multiple leaders would exist, and individuals would assumq& rship responsibilities at
different junctures. ¢ Q

Supporters of the assemblage actively engage T@'Qpartlclpatory leadership style, also
known as democratic leadership or share %np This approach can be beneficial for
various groups, including both pr1vat rises and public agencies. It encourages open
discussion, the free exchange % d inclusive participation. Despite the emphasis on
equality and open debate, there 1s still a designated leader who holds ultimate responsibility.
This democratic 1 eQQaccountable for determining group membership and voting
privileges. Resea)% as demonstrated that elected management is a highly effective style,
resulting in\increased productivity, valuable contributions from group members, and
imp@%erall morale.

The collection's affiliates are encouraged to offer suggestions and constructive criticism,
however, the leader retains ultimate decision-making authority. Participants exhibit a
heightened emotional commitment to the process. We highly prioritise and foster originality.

The identified attributes of effective democratic leaders encompass the followings.

*Honesty, intelligence, courage, originality, competence, and fairness.
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*Democratic followers tend to place greater trust and admiration in leaders who exhibit
strength and trustworthiness.

*These leaders consistently make decisions based on their moral compass and uphold ethical
standards.

*Followers who align themselves with such leaders are often motivated to actively participate
and make positive contributions to the group. . (b;
*Additionally, effective leaders in democratic settings actively encourag@ value
dissenting or less popular opinions, rather than suppressing them. : \

*This approach offers several advantages, including a grea‘Eer teqtlal for innovative
problem-solving and the generation of superior ideas, as all n&@fs of the organisation are
given a ¢ QQ)

\ voice.
*Furthermore, group members who are part of aﬁ%%ttic leadership structure tend to be

more invested in the projects they are im@@ leading to a higher level of commitment

towards achieving favourable outcome%

*Research on various leadership @(Q has also demonstrated that democratic leadership
enhances team productivity.

However, it is impo anowledge that there are limitations to this form of leadership.
While independ%f\governance has been widely praised as superior to other styles, it is not
exempt fro?%:wn set of flaws.

*In @105 where there is a lack of clear delineation of responsibilities or where there are
gaps in the core structure, an egalitarian approach to governance may result in
communication breakdowns and fragmented work.

*In any given group, it is inevitable that certain individuals may lack the necessary

information required to make a well-informed judgement.
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* Additionally, in the context of a democratic leadership style, it is possible for team members
to perceive a lack of consideration for their ideas and input, potentially leading to a
detrimental effect on both morale and productivity.

The most exemplary instances of democratic leadership are observed when group members
possess comprehensive knowledge and demonstrate a willingness to actively contribute their
ideas and perspectives. Equally important is the provision of ample oppor‘Eunities for
individuals to express their viewpoints, generate ideas, and engage in discussi@“%&garding
potential solutions. ,%.\QO

(c) Laid-back / Laissez-faire Leadership. . \ N

These are leaders who fail to make decisions, are inaccessib&@én needed, and refuse to
take responsibility for their own incompetence. The pég@ ity here exemplified a type of
leadership that is widely criticised. Laid-back leaders\sémetimes called laissez-faire refrain

from utilising their authority and rarely E@gisive action, resulting in perceptions of
ineffectiveness'?’. This approach create%'iéixed work environment that negatively impacts
morale and productivity. In es@aissez-faire leader is someone who does not assume
any form of leadership. Such leaders do not make decisions regarding the direction or
policies of the group: I@%L the entire group must collaborate to achieve their objectives
and resolve ism%s\Leaders with a laissez-faire approach exert minimal to no control over
their organ@hs.

Lai@lre leaders, on the other hand, adopt a strategy of entrusting their teams with
competent and reliable individuals, granting them significant autonomy in decision-making.
Adherents of the laissez-faire philosophy are responsible for their own accountability,
problem-solving, and goal achievement. This leadership style is most effective when working

with highly skilled and self-directed followers. It is particularly suitable in environments such

as laboratories and well-established businesses with experienced staff. However, in situations
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where input, guidance, oversight, flexibility, or recognition are necessary, a laid-back
leadership approach is not suitable for group dynamics'?8.

Laissez-faire leadership, also known as delegate leadership, is a management approach
wherein authority figures relinquish their responsibility for making decisions that impact the
entire organisation. Extensive research indicates that this leadership style often results in the
lowest levels of group productivity. Nonetheless, it is worth acknowledging thé.lt there are

potential drawbacks associated with this approach. There are instances whe@nds-off
O

approach can be effective in leadership. Understanding one's prima
provide insight into their strengths and weaknesses as a leader. . \ N
These scenarios exemplify the consequences that arise when le@fail to intervene:

* Insufficient guidance from superiors ¢ $%

*Individuals who follow are granted complete au*@% in decision-making, while leaders
ensure the provision of all necessary resour é\\f% hieving success.

» Leaders are accountable for the actigns™of their followers, as they are responsible for

making decisions on behalf of the g@

» Each member of the gro&i& expected to demonstrate individual initiative in problem-
solving. Q’Q

Numerous acco%{ige)d politicians and business leaders from inception have demonstrated
characteristi a dynamic and autonomous leadership style. Steve Jobs, for instance,
gai@toriety for establishing explicit objectives for his team members and then allowing
them the freedom to determine the most effective means of achieving those goals. Similarly,
former U.S. Commander Herbert Hoover was recognised for his hands-off approach to
leadership, often delegating responsibilities to individuals with greater expertise and

comprehension. It is important to note that laissez-faire leadership, like any other
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management style, possesses both advantages and disadvantages. When employed skillfully
and in conjunction with receptive audiences, this approach can yield favourable outcomes.
The subsequent cases exemplify the practicality and effectiveness of this particular style of
leadership:

Leaders who adopt a hands-off approach tend to achieve favourable outcomes when their
teams consist of highly skilled, enthusiastic, and self-reliant individuals. These team members
possess expertise in their respective domains and require minimal supervision Q‘Eﬁ'}ectively
carry out their responsibilities. : \

This type of leadership is most effective when the team Enexgers\ possess a greater
knowledge base than the leader. As subject matter experts, @am members are highly
skilled and knowledgeable in their respective industry. A@ing a hands-off approach allows
them to demonstrate their expertise and showcase %%ls.

Certain individuals within a team may e ;J\@y increased comfort and job satisfaction
when afforded greater autonomy in dec@n- aking.

In situations where followers e%l@éeptional enthusiasm and self-motivation, employing
a laissez-faire leadership ap ag\h is feasible.

The term "laissez-fai e@ommonly employed to characterise this approach, although it
may convey the\ggrception that the leader lacks interest in soliciting input from their
followers. d, the leader may establish overarching project guidelines initially and
subs@x@y adopt a more hands-off approach, allowing team members to assume primary
responsibility for the project's execution. This leadership style necessitates a significant level
of trust in the leader. Leaders must have confidence in their teams' ability to effectively carry
out tasks without continuous supervision.

Consequences of a Laid-back Government Approach
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The laissez-faire leadership style is considered less effective in situations where group
members lack the necessary expertise to fulfil their responsibilities and make informed
decisions. Research has shown that this type of leadership can lead to negative outcomes,
including decreased work performance, reduced leader effectiveness, and diminished group
satisfaction. Individuals may encounter difficulties in setting goals, organising their work,
and resolving challenges independently. Without sufficient guidance and feedbaclf from their
managers, team members may deviate from the intended course and fail to meet %‘%nes.
Here are a Few Potential Disadvantages Associated with the Laid-back . @O

Failure to acknowledge one's own role can lead to potential drav.vba 1:* adopting a laissez-
faire approach. This approach may prove ineffective @tuaﬁons where shared
responsibilities are not clearly defined. Consequenth@am members may experience
uncertainty regarding their roles and how they s@%ocate their time, stemming from a
lack of proper guidance. N ‘\&%

The level of engagement exhibited by'%e' oup was subpar. Leaders who adopt a laissez-
faire approach are often percei@engaged and detached, potentially undermining team
morale. When the leader appears’ indifferent towards the team's activities, it can result in
decreased enthusias team members.

Insufficient acco ‘gH

Q

this approach.as*a means to evade responsibility for the team's performance. When objectives

ility can be observed in certain instances where leaders may employ

rem@guﬁlled, it is not uncommon for leaders to shift blame onto their team members.

Instances of avoidance and inactivity. In extreme cases of laissez-faire leadership, there is a
notable absence of initiative or a clear refusal to assume responsibility. A leader who neglects
to motivate their subordinates, recognise their contributions, or engage with the team is not

effectively fulfilling their role.
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It is advisable for leaders to consider adopting a more involved approach when team
members lack familiarity with a task or the required techniques for completing an assignment.
As subordinates acquire experience, leaders may transition to a more hands-off approach,
thereby granting each team member increased responsibility.

Conditions that are Advantageous for Leaders Who Opt for a Laid-back Approach:

There are instances and environments where a leader who exhibits less involvem.ent in day-
to-day operations may demonstrate exceptional performance. Such circumstanceql'}p\ﬁde:
This strategy may yield greater success in the creative industries, as pro §s,1 Is in these
fields often exhibit traits such as self-motivation, confidence in.the' ki}ls, receptiveness to
novel concepts, and unwavering commitment to their careers. &%'\

A delegation leader may possess advanced skills in prod’q@emgn. The team members, being
highly resourceful and competent, likely require@al direction. However, an effective
leader understands the importance of prox@g@yessary guidance and direction while still
achieving desired outcomes.

Specifically, self-managed tea greatly benefit from the expertise and contextual
information that laissez- falr CE s excel at providing at the start of a project. Equipping
team members wit ecessary knowledge before they commence their tasks enables
them to effectlv li'HﬁI their responsibilities. It is worth noting that employing various
leadership‘s%throughout different stages of the work process can be advantageous, even
in ﬁ@uc as this.

In the early stages of ideation and product development, it may be beneficial to adopt a
laissez-faire leadership approach. However, once the design has been finalised and is ready

for execution, it would be prudent to transit to a leadership style that provides greater

guidance and supervision.
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It is important to note that the laissez-faire leadership style may not be suitable in situations
that require high levels of monitoring, accuracy, and attention to detail. In such high-stakes
and high-pressure work circumstances, an authoritarian or managerial leadership style may be
more appropriate. These situations demand meticulous attention to detail and timely
completion as absolute necessities.

If members of the group are uncertain about their tasks or lack the necessary abilit.iesétbo work
with minimal supervision, a hands-off strategy is likely to result in missed dead]éés;}nd poor
performance. ,%.QO

The Theories of Transformational and Transactional Leadership ?re&ed\by Robert Bass.
Laid-back leadership is a component of the transforrnationak@[sactional, and laid-back
leadership framework popularised by Bernard M. B@ 925-2007) in contemporary
sociological theory and application. The co@%'gof pragmatic and transformative
management, developed by social scienti ’@ MacGregor Burns (1918) in the 1970s,
served as the foundation for Bass's fra g«% According to Burns, there exist three distinct
leadership styles: transactional tr@‘nnational, and laissez-faire. Leaders who adopt the
transactional leadership par ign offer incentives in exchange for employee performance.
On the other hand, d@%o embrace transformational leadership motivate their followers
to surpass their O\VQ'performance levels in order to achieve organisational objectives'?*-
Ex-raying TranSformational Leadership Qualities

Tra%ional leadership is widely regarded as the most extensively studied approach to
leadership across various contexts. Charismatic leaders possess the remarkable ability to
inspire and motivate their followers. They achieve this by skillfully crafting and presenting a
compelling vision of the future, which effectively energises their subordinates and resonates
with their ideals and moral values. Establishing an emotional connection between managers

and their staff is a fundamental aspect of this leadership style. Transformational leaders
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prioritise the well-being of their employees, incorporating participative decision-making and
power-sharing practises'®. This approach combines qualities such as empathy, compassion,
sensitivity, relationship-building, and innovation. By fostering an environment of trust,
enhancing employees' self-esteem, and promoting their professional growth, transformational
leadership cultivates a highly conducive and empowering work atmosphere.

Key elements of transformational leadership behaviour include the establis.hment and
effective communication of a mission, the provision of a suitable té&ce, the
encouragement of group goal alignment, the setting of high perform .ESQtations, the
provision of individualised support, and the promotion of intelle.ct%{%@ulationl‘”. In order
to create and articulate a vision, leaders must identify new@rtunities for the unit or

organisation and develop, articulate, and inspire persoﬁt@%ﬁv a compelling vision for the

S

In order to establish a suitable model, leaié@%yld exemplify behaviours that align with

their own values. Fostering alignmént With group objectives necessitates cultivating
employee cooperation and mot'vat@%em to strive towards shared goals. Executives who
exhibit excellence, quality, d.\set high performance expectations for their employees are
regarded as having hi l@%rmance standards. Providing personalised support demonstrates
respect for employiees and consideration for their unique perspectives, aspirations, and well-

being. Effective"guidance refers to managers who inspire their staff to engage in creative

thinl@%e calculated risks, and actively contribute intellectually.

Idealized
Influence

Development-

Transformational
Leadership

oriented
support




Intellectual

Stimulation

The Components/Elements of Transformational Leadership!4143.144,145,146.
Figure 2.1: Elements Transformational Leadership. . cb.,
When a leader exhibits transformative qualities, they inspire respect, admiratim@'&}loyalty
among their followers, while emphasising the significance of unwaveri . ent to the

organization's goals'4’

. This phenomenon is commonly referred. to ﬁ"dealised influence,"
where leaders serve as exemplary role models for their followe%\\‘

Leaders who effectively motivate their team members t(@ diligent effort in the present,
with the aim of reaping the rewards of their @ ours in the future, are commonly
recognised as possessing "inspirational mo '\’/@

The intellectual faculties are stimulatm&v a leader encourages and supports individual
initiative and distinctiveness. Q)cb'

When a leader demonstratejgt%ﬁzeness to the needs and hierarchy of their disciples, they
foster growth and 1@% resistance to receiving guidance and support by assigning

specific responsil)ﬂ{t}es to the disciples'#.

Administration Based on Transactional Leadership
Transactional leaders utilise a structured framework of governance, strategic planning,

authoritative decision-making, and established rights to safeguard and advance their

organisations. They motivate their subordinates by leveraging instrumental economic
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transactions that align with their individual aspirations. This particular leadership style is
occasionally referred to as authoritative'®.

The most influential leaders are those who possess the ability to adapt their leadership style
between transactional and transformational approaches, depending on the specific
circumstances such as the environment and strategic objectives. A transactional leader is one
who effectively addresses the needs of their followers and engages in open comml.mication to
align with the overall goals and requirements of the organisation or group. Q}i\
Contingent rewards and exception-based active management are fund .N ments of a
leadership style. Contingent rewards pertain to the degree to. whi a leader effectively
enables mutually beneficial transactions with their followers. &%’\

The disparities between active and inactive management @xception can be observed in the
speed at which executives enact changes in respofisg to problems. Active leaders oversee the
actions of their subordinates, anticipate 'tn“{&issues, and make necessary adjustments
proactively to prevent significant probl i‘gm arising'*,

Different Types of Leadership Q:b‘

Several additional leadershi rr%}i)ds, including those enumerated below, have also been

identified. @Q’Q

Bureaucratic LeaQ rship: This management approach prioritises deference to superiors and
utilises a systeth of incentives and penalties to drive employee motivation. Over time,
em often value bureaucratic leadership as it promotes a rigorous commitment to
following rules and regulations, especially in high-risk environments such as chemical plants
and factories.

Charismatic Leadership: Despite potential resentment from followers, charismatic leaders and

transformational leaders both exhibit self-centered tendencies, albeit with varying intentions

driving their approach.
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Task-Oriented Leadership: The objective of a task-oriented leader is to efficiently and
expeditiously accomplish objectives, potentially resulting in meeting deadlines; however, this
approach may inadvertently neglect the emotional well-being of individuals involved.
People-Oriented Leadership: Many employees value this type of leadership as it motivates
and inspires them, although it may prioritise team goals over organisational objectives and is
in direct contrast to task-oriented leadership. . (b
Servant Leadership: In the realm of politics, esteemed individuals are oftth}b'}'se who
demonstrate exemplary conduct. However, in the business sphere, . QQY[ dynamic
emerges. Here, it is observed that followers of servant leaders g?ne%.gxhibit higher levels
of satisfaction. &%'\

Transformational Leadership: Transformational leader§@1as been found to be the most

effective form of leadership due to its adaptability\to gvolving circumstances. As a result, it

has consistently yielded positive outcomeé%:@gtered satisfaction among both employees

and leaders!>!. '6'

Various leadership styles have be@oposed to be categorised along a spectrum ranging
from authoritarian to democ ticﬂto participatory. This classification aims to depict the degree
of authority and decij 'o@ing capacity that leaders and employees possess!>2. This kind of
leadership emphﬁﬁ'{%es subservience to superior and relies on a system of rewards and
punishments\to “motivate workers. The philosophy of "I tell" exemplifies the autocratic
app@%ndemocratic bosses give their workers directions. This may provide a strong
direction for a firm, but it can also encourage management to reject or discount staff opinion.
However, there are times when an authoritarian approach is necessary. It is useful when a
firm is confronted with a crisis or an urgent situation that need rapid response.

The "I share" mentality characterises the democratic approach. Each team member

participates equally to the decision-making process. Participative leadership is a leadership
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style in which all team members are engaged in setting key objectives and developing
processes or methods to attain them. From this vantage point, participatory leadership may be
defined as a leadership style that significantly focuses on the leader functioning as a
facilitator rather than just giving orders or assigning duties. This interactive leadership
approach may be used in the office, volunteer groups, and even at home. One of the key
benefits of participatory leadership is the facilitation of the development of potetltial leaders
who can serve the company. Employees are frequently able to exhibit their %%}ity and
demonstrate abilities and talents that they would not otherwise be .\p monstrate,
thereby enhancing their performance, because leaders who faVE)ur 's.ﬁlpproach encourage
everyone on the team to participate actively. The identiﬁ@ of these hidden assets
enhances not only the present team's work but also aleh@; organisation to team members

who should be given opportunity to further develoﬁ%i or talent for future usage.

There are five distinct governance perso ]@Qshat have been identified: the innovator,
developer, activator, maximizer, and st 'hif'%.

In order to be a proficient leade,xit)@:perative to comprehend and adhere to a well-defined
strategy. Prioritising the d elgpment of one's own unique leadership style is essential.
Additionally, it is ¢ i@nvolve individuals in one’s inner circle who possess contrasting
perspectives andx%aproaches. Discussed hereunder are the group of leaders and their
personality es.

Inn- These individuals are motivated to address challenges using innovative
approaches due to their unique perspectives, which they acknowledge as distinct from others.
Developers- The list of priorities for developers is more concise as their objective is to

implement ideas effectively. However, they still highly value creativity and the ability to

promptly abandon ineffective approaches in favour of more successful alternatives.

95



Activators- As their name suggests, are individuals who take action and are highly proactive
in accomplishing tasks, regardless of the originator of the idea or the recognition received.
Their primary focus is achieving success, and they are willing to take exceptional measures to
attain it.

Maximizers- These are individuals who, akin to activators, prioritise the preservation of
positive aspects within an organisation. They possess a natural inclination towards. diplomacy

>
&>

edures, and

and recognise the potential disruptions that excessive change can bring.
Stabilisers- These personalities possess expertise in a company's syste
their suggestions consistently encompass practical measures t{la{&qnhance operational
efficiency. \

R
&
S

The Five Leadership Styles

Innovator Developer Activator Maximizer Stabilizer
Design Design and | Build Build and | Maintain
Build Maintain
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Bringing  new | Taking action | Moving forward | Embracing the | Keeping things
ideas and | on original | to achieve | good of the past | running
Original solutions  and | challenging while  making | smoothly  and
solutions to the | learning along | goals. new  changes. | efficiently.
marketplace. the way. Motto: | Overcoming Working Creating systems
Thinking outside | Ready, Fire, | obstacles  and | together with all | that meet the
the box to solve | Aim getting  things | different kinds | highest standards
problems. done. of people of &
.acc% ility.
Creativity Flexibility Tenacity Diplomacy Qggstency
y

. %'\
N
The Five Leadership Personality Models'>*. &%
: QQJ
Q>

Shortcomings in the Identified Personality lI& ip Models and Methodology

Figure 2.2: Five Leadership Models.

The provided diagram illustrates the pote@ymreakdown of various leadership styles in the
absence of counterbalancing factors. ators may experience a state of overwhelm due to
an abundance of ideas, resulting failure to effectively implement any of them. Developers
may exhibit irritability a %r?dency to hastily seek alternative solutions when their initial
approaches do nothl}i immediate results. Activators may exhaust themselves and those
around the erting excessive pressure to achieve desired outcomes. Maximizers may
enc%@a lenges in taking action on critical initiatives if the decision-making process

proves to be excessively difficult.

Furthermore, it has been observed that the capacity of a leader to cultivate their own distinct
voice and enhance their self-awareness is of utmost importance for their effectiveness as a

leader.

Relationship-Oriented Leadership:
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The concept of relationship-oriented leadership has been a topic of exploration for many
years, but the specific characteristics of this type of leadership are still relatively new and not
well understood. In traditional management terminology, a relational leader is described as
someone who values and prioritises interpersonal connections. In relationship-oriented
leadership, the focus is on the importance of the human resources department and the
QP

Leaders who prioritise relationships demonstrate a strong inclination towards @:ing both

employees, rather than solely on management.

task-oriented responsibilities and interpersonal connections. This ma@t approach is
widely regarded as highly effective, as these leaders are pa@'ﬁs individuals who
prioritise fostering employee growth. However, if a manager %@ts inappropriate behaviour,

they may be perceived as overly compliant or didactic. '®

This inquiry utilised the managerial techniq e%eveloped by Kurt Lewin (1890-1947), a
pioneering social psychologist who is wi@knowledged as the founder of the discipline.

Lewin made significant contributi(ﬂé% leadership studies, organisational theory, and

management theory. \)

'}

According to exten .V@Ch on leadership and group dynamics, Lewin categorised
leadership styles i(tioérk#ree types: autocratic (or authoritarian), democratic, and laissez-faire.
These lea@ styles have a significant impact on the relationship between leaders and
foll Qe success of the group, the level of risk-taking within the group, problem-solving
approaches, group morale, and overall group interactions. Below are the categories of leaders

identified.

(a) Directive Leadership Style- Associated with a task-oriented approach, this is employed
by leaders who establish specific rules, regulations, and standards for organising,

planning, and executing activities for teachers. In situations where subordinates have
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low skill levels or the work is complex, they are given increased responsibility. This
approach is utilised when the job is challenging or unclear. The delivery of more
directions by a supervisor has been found to enhance job satisfaction'>>

(b) Supportive Leadership Style- This is more relational focused. It is necessary for the
leader to be approachable and friendly. He or she demonstrates concern for the
individual needs and well-being of the subordinates. This technique is effe.cti(\% when
subordinates lack self-confidence, perform unsatisfying or demanding duti%*}d do not
find job satisfaction rises!'** : QO

(c) The Participatory Leadership Style- It involves the leadef acj%bg seeking ideas and
input from subordinates prior to making decisions. This q{@ch proves to be effective
when subordinates possess competence and high miotivation'”.

(d) The Achievement-Oriented Model- This ré@&eaders to establish ambitious yet

attainable goals for their employees. &ﬁg foster professional development, set high
0

expectations for subordinates, and@' ide rewards when those expectations are met. In
essence, the leader exhibit bo@fective (providing structure) and supportive (showing

consideration) qualitie&ﬂ;\is approach is particularly suitable for subordinates who are

driven by goal SQQ

Personality and Actions as Leadership Concepts

When developing leadership styles and theories, the qualities and behaviours of leaders have
been considered. In the late twentieth century, two similar leadership philosophies emerged:
transactional and transformational leadership. A transactional leader employs incentives and

punishments to secure his followers' obedience. If the followers are capable of achieving the
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159 Transformational

organization's goals, the leader is willing to meet their demands
leadership, on the other hand, is described as a process that changes and transforms people, in
which followers have respect, trust, loyalty, and admiration for their leaders and are eager
and driven to go above and above what is required. This approach improves goal-directed
conduct and increases the creativity and performance of employees within an enterprise.

Transformational leadership is also defined as a process in which "leaders and followers raise

one another to higher levels of morality and motivation; it is about change, in@on, and

entrepreneurship." ,%\QO

To more clearly distinguish between the first two forms of leade@'\thlrd style, laissez-
faire leadership, was established. Transactional leadershlpé& within the framework of
constituents' self-interests, while transformational le 'fgp attempts to change the network.

"The full range leadership theory" consists ﬁree types of leadership behaviour
(transformational, transactional, and non- %ﬂonal laissez-faire) represented by nine
distinct factors: five transformational (@mahonal motivation-charisma, idealised influence
attributed, idealised influence bﬁ%\%ﬂ, intellectual stimulation, individualised consideration)
and three transactional fitingent reward, management-by-exception active, and
management- by—ex@@%s) Transformational leadership and transactional leadership are
either co omplimentary, according to the author. Transformational leadership has
been fo %be more successful than transactional leadership and has a favourable

asso@n with corporate performance. The relationship between leaders and their

subordinates (followers) determines the effectiveness of a team in hierarchical organisations.

The two basic leadership styles that explain how leaders exercise their influence are
democratic leadership (leaders seek agreement among followers and respect their opinion)
and authoritarian (autocratic) leadership (leaders seek limited input from followers and
consult with them less). Participatory leadership is seen as a middle ground between these
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two leadership approaches. As one moves from the autocratic to the democratic sphere,
leaders grow friendlier and followers fear them less, culminating in a shift from subordination
to consultation. As a result, nine leadership variables were analysed, including five
transformational leadership elements, three transactional leadership aspects, and one non-

leadership or laissez-faire leadership component.

Leadership theories have been created to explain the nature and effects of leade'r\ ip. For
example, Strauss and Corbin's grounded theory is generated inductively from &dy of the
reality it depicts. In other words, it is found, developed, and tentativel@%?by rigorous
data gathering and analysis. " As a result, the research is discovarﬁ@ﬁirically, inductively,
rather than deductively, and it generates rather than tests t%%” According to biological

N\

genetic theories that believe leaders are born that way it is in their nature, nature is more
é

important and decisive than nurture. According at man beliefs, the capacity of great

leaders to manage vast numbers of peop@@ really changes history. Personality and
character traits were critical for these (leé‘@as.

The concept of the great marwry has been examined through characteristics theories,
which focus on identify}@js}inct qualities of effective leaders'® These theories have
identified five kngwracteristics associated with successful leadership: capability,
accomplishme Qsponsibility, engagement, and status. Recent research has highlighted four
critic @ership skills: the ability to inspire others with a compelling vision, effective
communication, a strong moral compass, and a proactive approach to change. In contrast,
situational theories propose that leadership emerges not solely from inherent qualities of the
leader, but also from the specific context in which it is required, influenced by factors such as
time, place, and circumstances. According to dependent theories that support this approach, a
leader's success can vary significantly depending on their work environment and the specific
challenges they face'®!.
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Throughout history, various leadership models and concepts have emerged, and the

followings are some of the most well-known examples.

Relational Theories: Also referred to as transformational theories, focus on the dynamic
between managers and their subordinates. They motivate their employees by highlighting the
importance of the tasks at hand, a characteristic that sets transformational leadership apart.
These leaders encourage their followers to achieve their utmost potential while u@lding

strong ethical principles themselves. . QO&

Behavioural Theories: Certain behavioural theories propose that exceptional leaders can be
developed rather than being inherently born with leadership C%\Swl s. These leaders are
rooted in behaviourism and prioritise observable actions@emotions or concepts. This
perspective suggests that through proper guidance d@%tical experience, anyone has the
potential to become a successful leader. Conse)(&tly, these theories suggest the existence of
distinct behaviours that differentiate lead®m followers'62. As research shifted towards
analysing their behaviours, the signi e of selecting leaders based on their inherent traits

diminished.

N

-
Participative Theor’es@oncept takes into account the perspectives of team members
when determinin ag'Jelineating the most effective leadership approach. It fosters a culture
of inclusiﬁ% ensuring that every individual's input is acknowledged and appreciated.
Nev@g, it is important to acknowledge that superiors may occasionally reject a team

member's proposal.

Management Concepts: This align with the principles of the transactional theory, which
emphasise the importance of team collaboration, operational efficiency, and competent
leadership. This concept provides a compelling justification for the implementation of

incentives and penalties within organisations. It is widely recognised that the majority of
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businesses and organisations employ some form of management theory, wherein employees
are duly recognised and rewarded for their accomplishments, while also being subject to

appropriate disciplinary measures in the event of failure.

Situational Theories: Based on the situational approach theory, an individual's behaviour is
consistently influenced by their immediate environment. For instance, a supervisor with
extensive experience is granted decision-making authority. Various situations *neCessitate

&

distinct leadership approaches. . QO

Contingency Theories: According to this perspective, the efficacy of leadership in a given
situation is contingent upon external factors. It also emphasises }ﬂ&& ortance of adjusting

one's approach to accommodate varying circumstances an&@}%iduals, asserting that there is

no universally superior leadership style!®3. Q’Q\

Trait Theories: This hypothesis, which is-ré\%‘&i to the Great Man hypothesis in certain
respects, argues that leadership abilit‘%'go) innate. It implies that a quality that creates
grandeur is essential for a leader %‘bhieve success. Earlier studies of leadership focused
mostly on the personality of h%%ier rather than their actual behaviour. Leaders are able to
inspire their followers @ of their unique combination of personality qualities, social
features, and phy%gttributes. According to this notion, leaders have superior cognitive
abilities ov%se of their subordinates. They also have a greater capacity for initiative and
supe@g, a more fertile imagination, and superior flexibility, alertness, and confidence.
The research on how factors like height, weight, and attractiveness relate to being a
successful leader has shown conflicting findings. In a similar vein, academics have come to
the conclusion that leaders cannot be identified just by their traits and that the importance of

leaders' relationships with their followers has been undervalued.
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Theories on the Concept of Great Men: According to this perspective, exceptional leaders
possess innate qualities that make them great, without the need for deliberate effort. This
theory supports the notion that leadership traits can be inherent, suggesting that individuals

may or may not possess inherent leadership abilities from birth.

This section will provide a brief overview of charismatic leadership, followed by a more

detailed examination of contemporary leadership styles that incorporate elements of %isma.

Charismatic Leadership. It refers to a style where a leader inspires the;'g‘@rs through
164

their competence, self-assurance, clear objectives, and high standar . These leaders
motivate their followers to embrace a new vision by making K‘&yﬁ es, taking risks, and
demonstrating genuine care. However, it is important t@(owledge the potential risks
associated with charismatic leadership. There is ility of power exploitation and
excessive dependence on the leader by the fol@ers. Additionally, it is worth noting that
effective leaders do not necessarily hav@ssess extreme charisma in the conventional
sense of being "superheroes." Resea s shown that leadership qualities are a paradoxical

combination of humility and ufwavering determination to succeed, and that charismatic

leaders can be both an ass@jg liability.

An Examination of Transformational and Transactional Leadership Approaches

The&ction between transformational and transactional leadership is a central aspect of
one of the most widely studied and popular theories of leadership in contemporary research.
Extensive documentation exists regarding the advancements made in this model.
Transactional leadership is the most prevalent form of leadership, wherein a leader and their
followers establish an agreement where each party commits to providing something in

exchange for mutual benefits. On the other hand, transformational leaders aim to inspire and
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motivate their followers by undertaking three key actions: (1) enhancing their awareness of
the significance of achieving task outcomes; (2) persuading them to prioritise collective

interests over personal ones; and (3) activating their higher-order needs!'%.

Transactional leadership consists of two components: contingent rewards and value received
for exhibiting desired behaviours. A transactional leader recognises an employee's motivating
factors and provides the necessary support for optimal performance. Second, mana{%gnt by
exception assumes that a supervisor's involvement will be minimal ® normal
circumstances. When deviations from standard procedures oct%kception—based
management is applied. Exceptionally, an executive may em@ﬂher active or inert
management. In active management by exception, the leadeg™arranges to actively monitor

deviations from the standard, mistakes, and error%?@gur and takes necessary corrective
t

action." In exception-based passive managemen

[ \
deviations or errors occur. < I \

dministrator takes action only when

Transactional leadership is unlikel e sufficient to achieve outstanding performance
when managing professional GWGGS. Transitional management, which can be defined by
idealised influence, in %y?lal motivation, intellectual stimulation, and individual
consideration, shou@%plement transactional leadership. Idealised influence "refers to the
ability of Qo demonstrate conviction, emphasise trust, take stands on controversial
issue nt their most important values, and emphasise the importance of purpose,
commitment, and ethical consequences of idealised influence "refers to the ability of leaders
to demonstrate conviction, emphasise trust, take stands on controversial issues, present their
most important values, and emphasise the importance of purpose, commitment, and ethical
consequences of decisions"!, A transformational leader is highly regarded, respected, and

held in high esteem as a role model.
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Supporters of charismatic leaders exhibit a strong sense of identification with these leaders
and aspire to emulate their qualities. They perceive these leaders as possessing exceptional
capabilities, unwavering persistence, and resolute determination. Additionally, they view
charismatic leaders as individuals who take calculated risks and demonstrate consistency in
their actions, rather than being arbitrary. In order to effectively exert idealised influence, it is
necessary to serve as a role model and exhibit behaviours that are respected anc} valued by

subordinates. Qh)(\

Several employees have expressed scepticism regarding the efﬁcacy‘%}ion due to its
portrayal in the media and inadequate implementation within or@stﬁons. A well-defined
vision can serve as a powerful tool for directing and motivati%g loyees, particularly when
it is effectively implemented by visionary executives. artlcle presents a comprehensive

examination of visionary leadership as a prominent ership paradigm.

It has been recommended that leaders @ in the practise of challenging established
assumptions, traditions, and beliefs(‘&der to foster fresh perspectives and innovative

approaches among their teamwoers This approach also encompasses the widely used

management concept of '@ng outside the box," which is crucial in assessing the need for
organisational chang)

Ind1v1duah‘s’%®ns1deratlon is the practice of considering each employee on an individual
basis@ orating training and mentoring programmes, as well as regular one-on-one
interactions. This strategy places a strong emphasis on supporting employees in identifying

and pursuing their individual professional development goals.

There is often confusion between transformational leadership and "pseudo-transformational

leadership," which emphasises personal authority, manipulation, and control. However, it is

167

believed that a blend of both styles is most effective'®’. This can be structured as a direct
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conversation between a leader and a disciple, where the leader seeks to understand the

individual's priorities and how they can be effectively achieved within the workplace.

A comprehensive analysis of two decades of research reveals a strong positive correlation
between transformational leadership and performance across various sectors, including
business, military, educational, government, and not-for-profit organisations'®®, A
comprehensive meta-analysis examining full-range leadership, encompassi% both
transactional and transformational leadership styles, revealed notewort &ociations
between transformational leadership and contingent rewards Witﬁ%}us outcomes,
including follower satisfaction and group or organisationals % Nance. Based on a
comprehensive literature review, it has been determined that %@ rmational leaders possess
the ability to exert a substantial influence on both the @saﬁonal culture and the process
of transformation within an organisation'®, Furt% e, it has been determined that, despite

certain conceptual deficiencies, the exist@

the fundamental tenets put forth by t%gajor theories of charismatic and transformational

ce substantiates a significant number of

leadership. As a result, the priﬁ%&) of transformational leadership have been successfully
incorporated within vario fian services organisations. According to a nationwide study,
there exists a 00@2@1 etween transformational leadership and the perception of
leadership effe ess. The findings of the hospital study indicate a significant correlation
between ‘;%rmational leadership and leader effectiveness, satisfaction, and extra effort!”°,
It ha@lso been revealed that there is a significant positive association between
transformational leadership and various key factors, including job satisfaction, dedication,
leader effectiveness, and leader satisfaction. Transformational leadership thus aligns

harmoniously with the core values, principles, and human services that emphasise respect for

and empowerment of individuals.

Pertinent/ Exemplary Leadership
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The concept of pertinent leadership also called exemplary leadership originates from the
renowned leadership best-seller, Kouzes and Posner in 2002. This influential work is founded
on a framework consisting of five core "practises" and ten fundamental "commitments" of
effective leadership. The model emphasises the importance of fostering a collective vision,

which involves envisioning the future and engaging others in a shared vision.

The followings are just a few examples of the numerous commendable and sought-after

qualities exhibited by a leader: . Qg)&
*Integrity which is a combination of credibility, moral rectitude, and perseﬁrance.

. %
* Effectively conveying the organization's mission and objecti@h the implementation

of strategic planning and foresight. . QQ)

* In addition to possessing a strong foundatior@nowledge and relevant expertise, a

proficient individual demonstrates a prov@ of successfully accomplishing tasks and

achieving goals. %

* Energetic, enthusiastic, VibraWOptimistic about the future.

'\
Research has shown th@resence of these four attributes enhances the credibility of a

source, thereby irQ ng individuals to be more inclined to accept and trust the information

conveyed b@ource.
V Leadership

The concept of vision has been extensively explored in various contexts, such as
transformational leadership and exemplary leadership. Due to its significant presence in the
leadership literature, this section will place special emphasis on discussing vision. A vision
refers to the future of an organisation that is both realistic and credible, while also being

alluring and inspiring. It is important for the vision to be ambitious, but it is equally important
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for the team to maintain a realistic perspective and acknowledge that the vision can be
achieved with adequate time and the appropriate level of effort. A mission statement
articulates the fundamental purpose for the existence of an organisation, as well as its distinct
niche of programmes or activities. On the other hand, a vision statement outlines the
envisioned future of the organisation. The importance of effectively communicating a well-
defined and persuasive vision will be thoroughly examined in the subsequent se.ction. This
skill is essential for individuals in positions of leadership and those driving @ational
change. It is imperative to consistently provide employees with a sen . %ing, focus,

and clarity of purpose, particularly in situations where organisationa ange is necessary.

Vision statements are a widely adopted practise for both o@g%ations as a whole and for
individual programmes. Individuals enter the WO@%h diverse professional goals in

mind. An effective leader will allocate sufﬁcie&t e to familiarise themselves with the

members of their team and endeavour to @e}!é‘fe

heir individual goals, whenever feasible,

into the overarching vision of the orgzcl%@on.
ﬂ'x
Servant Leadershi Q’Q

The concept of t leadership has garnered increased attention in contemporary literature.
The curre&;‘%inistration paradigm exhibits several unique characteristics. The organisation
Was@lished based on intellectual, ethical, and moral principles by a highly accomplished
Chief Executive Officer. The concept presented suggests that leaders in positions of authority
should prioritise providing service to their followers. The servant-leadership paradigm places
emphasis on the relationship between leaders and their followers. It is considered a model of
leadership due to its focus on the conduct of leaders. Active listening, demonstrating empathy,

facilitating emotional healing, promoting general and self-awareness, utilising persuasive

109



techniques instead of relying solely on positional authority, engaging in broad conceptual
thinking and envisioning, drawing lessons from past experiences and anticipating future
outcomes, practising stewardship by responsibly managing institutions for the betterment of

society!”!

. In recent times, the majority of literature pertaining to servant leadership has
primarily focused on the delineation of commendable behaviours and concepts. However,

there is a noticeable increase in research dedicated to exploring this particular paradi%%
Strategic Leadership . ;QS

Extensive research has been conducted on diverse leadership styles in various contexts over
. .
the past three decades. The information collected does not appea%w fectively conceal the
increasing interest in strategic leadership. The leaders.hin@S of an organisation plays a
significant role in shaping and influencing both indi '@and organisational strategies. The
presence of effective leadership within an ox%ﬁsation has a positive influence on its
performance and competitive advanta e.@\lntegration of leadership and strategy is of
utmost importance for the long-ter cess of businesses. Strategic leadership is widely
recognised as a crucial and effectiyé management tool that enables organisations to thrive in
fiercely competitive mark@i?onments. Strategic leadership methods, such as charismatic,
transformational, a Qisionary models, are juxtaposed with "supervisory theories" of
leadership, i @ng contingency, path-goal, and leader-member interaction. Engaging in
strategi @msion-making, articulating and disseminating a forward-looking vision,
cultivating essential competencies and capabilities, establishing effective organisational
structures, processes, and controls, managing diverse stakeholders, identifying and nurturing
future leaders, fostering a sustainable and impactful organisational culture, and integrating
ethical values into the fabric of an organisation are all illustrative of strategic leadership.

Additionally, it has been observed that the essence of strategic leadership lies in the capacity
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to acquire knowledge, adjust accordingly, and effectively oversee, encompassing social

acumen and the aptitude to take appropriate action in a timely manner.

Leadership and vision are integral to achieving desired outcomes, and organisational
strategies can provide a guiding framework towards those objectives. Strategic planning
holds significant importance for both management students and practitioners. Leadership is
recognised as a crucial element that can positively impact the successful executior@plans.
Strategic leadership, in this context, primarily entails the effective ¢ é&)n of a
comprehensive strategic planning methodology. This initiative ma@} encompass a
leadership aspect, such as involving employees in the strategf\‘Aslﬁhning process and

N e 58
implementing participatory leadership practices. Q‘)&

To date, the majority of discussions surrounding I e@ have primarily centred around a
leader's engagement in the ongoing operat.io‘n&f an organisation. The significance of a
leader's role as a change agent is increasi@%ucial for the success of an organisation. We
will now proceed to analyse the intri s of change leadership, with a particular focus on

organisational transformation aM cultivation of a high-performance corporate culture.

-
In the past thirty y rQ® has been a significant emphasis in leadership research on
various conventi ;Qtegories. The leadership styles can be categorised as transactional,
transforma@ or charismatic. In addition to the prevailing emphasis on conventional
tech@g recent research has delved into a broader spectrum of leadership topics,
encompassing genuine, responsible, and servant leadership styles. Strategic leadership,
despite its significance, has received relatively less attention compared to other extensively
researched leadership concepts and practises. The strategic interventions made by top-level

management play a crucial role in determining the effectiveness of strategy execution.

Competitiveness, financial considerations, and resource allocation are all significant factors
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that influence strategic decisions and actions. Consequently, strategic leadership is intricately
connected to both corporate sustainability and organisational achievement!’?>. The growing
competitiveness of the current economic climate is anticipated to elevate the importance of

strategic leadership within the realm of leadership and organisational studies.

Strategic leadership can be characterised using various descriptions. The majority of
definitions encompass the characteristics, activities, and impact of senior managemeﬂ&‘on an
organisation's performance. It has also been conceived as the integration of 1 @ip of the

individual, others and the organisation as a whole!”®. Strategic leéﬁ%} mvolves the

effective implementation of top management's chosen tacti *kbraugh organisational

" S
communication networks. Q’)&

Additionally, it has been suggested that strategic \Tip is intricately connected to an
organisation's historical, current, and ququectory”“. This implies that strategic
leadership places emphasis on evaluati@t;\é current strengths and weaknesses of the
organisation, while also consideriné) ure potential. The three key aspects encompassed

in this context are self-leadershipNeadership of others, and organisational leadership!”.
o

Strategic leadership é&@ s various components such as-

1) Establishing Kmission and values of the organisation.

2) Em h@in and cultivating its areas of expertise,

3) Developing an organisation's human resources,

4) Cultivating an environment conducive to productivity within the company,

5) Emphasising the significance of ethical behaviour and conduct

6) Establishment of a robust control system.
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Additionally, it has been noted that the positive impact of strategic leadership on the
development and sustenance of competitiveness is particularly crucial for modern-day
organisations!’®. The intensely competitive nature of the global economy, coupled with the
requirements of the current competitive landscape, necessitates that senior executives possess
a heightened level of expertise in formulating and executing corporate strategies. These
perspectives can be expanded to encompass all businesses. Strategic leadersh.ip is often
described as a planning process that contributes to the long-term viability and Ql'?t}{nability
of an organisation!”’. Both internal and external variables are recognis .\sa)rs that can
influence it. Internal factors encompass various elements within.ﬂ%&ga\nisation, such as its
organisational structure, overarching vision, core values, objec;@Strategic approaches, and
managerial practises. External forces include customers; @%Jers, partners, rivals, investors,
and the government. Based on the results of @taﬁve study conducted with 215
executive respondents, it has been det !@that there is a greater prevalence of
relationship-oriented strategic leaders i%ui'n?ss environments compared to transformational,
transactional, and paternalistic ad%%he purpose of this study was to gain insights into the
fundamental dynamics of s@g%c leadership matters. In order to comprehend the purpose of
strategic leadershi W@Q contemporary corporate environments, it is imperative to

differentiate betQ n Ieadership and strategic leadership.

Strategic éﬁhip distinguishes itself from traditional leadership by placing a greater
emphasis’on the influence of top executives and managers on the overall organisation, rather

than solely focusing on the interaction between a leader and their subordinates.

Below are the other six hallmarks of strategic leaders:
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» Anticipatory competence: This competency pertains to an organization's ability to
effectively assess and respond to signals from its business environment, thereby ensuring its

competitiveness.

* Challenging ability: The ability to engage in creative thinking and devise innovative

solutions.

* Interpreting competence: The ability to make accurate predictions regardi@ﬁamic

environmental parameters. * é)

'\

* Deciding ability: This refers to the capacity to generate and GV%F[G multiple potential
nd plans.

courses of action in order to shape an organisation's future strat Q%pa

Q

* Aligning competence: This capability entails the abi}’t& ffectively influence employees

to embrace the organization's long-term objectives undamental principles.

* Learning ability: The primary focus @sklll is the acquisition of knowledge from

external sources, rather than relying S?S‘%'on personal experiences.

Q

Strategic leadership is commoMaracterised by a set of traits, with the most prominent

'\
being the capacity to @i fluence over all individuals within an organisation. Other

determined charag{' iICS components are-

- The deve@t and execution of strategies aimed at enhancing the competitiveness of the

orga%.

-The ability to anticipate and forecast the future performance of the organisation.
- Utilisation of strategic and financial tools to facilitate effective strategic management.

- The dissemination of both explicit and tacit information within the organisation!'”®.
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The decision-making process within an organisation is influenced by the actions of its
strategic leaders. As a result, it is crucial for the organisation to remain attentive to external

factors and consider the following elements:
* Setting the organisational goals, mission and vision clearly;

* Performing analyses such as SWOT analysis, pest analysis, gap analysis, and statistical

analysis using relevant management tools; &

* The process involves the establishment of standardised performance meftri QO

* Acquisition and allocation of the required financial and non—ﬁnaq&mesources for decision

implementation. §
* Evaluation of strategic decision outcomes to asses%h@hievement of desired objectives'”.

Strategic reasoning is defined as a two-stage,@%edure that encompasses the processes of
planning and reasoning. The process p@ding encompasses the examination of analysis,
systems, and policies, whereas the @ss of thinking involves the formulation of strategies,
fostering creativity, and promot}g} innovation. The amalgamation of strategic thinking and

'\
the decision-making r(@ be perceived as the pinnacle of contemporary management.

Leadership style )th;ers to the consistent pattern of managerial behaviour that is aimed at
aligning organisational or personal interests and achieving specific goals. It has also been
desc as the form of relationship that individuals utilise to motivate others to collaborate
towards a shared purpose or objective!®’. The modern era however characterised five distinct
leadership styles thus: the transformational leader, the transactional manager, the cultural

leader, the charismatic leader, and the visionary leader.

Organisational Effectiveness and Leadership Styles
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The topic of effectiveness in organisations is of great importance and warrants careful
consideration. The literature of business defines organisational performance as the evaluation
of an organization's actual outputs in relation to its planned outputs. This assessment involves

comparing what the organisation produces with its intended goals and objectives.

The topic of discussion pertains to the concept of organisational effectiveness and its
relationship with different leadership styles. Based on empirical evidence from(bstudy
conducted on a sample of 2,662 employees across 311 organisation @%as been
demonstrated that there exists a correlation between leadership style ar@ organisational
culture and performance!'®!. This finding aligns with the four—factob@s@ of leadership. This

implies that different leadership styles can have a subst%ig% influence on the overall

Q

performance of an organisation. '®

The Impact of Transformative Leadership ({n&gganisational Effectiveness

Managers who implement transfo&geﬂz leadership prioritise their employees'
comprehensive value system, pri , skills, and motivation. This approach fosters a
strong connection between | %)and their followers, facilitating a deep comprehension of
the followers' motiva io@, values, and interests, as well as the leaders' own. Individuals
with transformati Ig')approach have been found to exhibit un-parallel feat in their
undertakin@%ere is also an indication of positive correlation between transformational
lead@d individual follower performance'®?. These leaders are highly effective due to

their charismatic ability to inspire employees, their aptitude for meeting employees'

emotional needs, and their ability to intellectually stimulate employees.

Advocates of transformational leadership assert that these leaders foster personalised
relationships with individuals and teams, thereby establishing a positive and productive work

environment for all stakeholders!?3.
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The Impact of Charismatic Leadership on Organisational Effectiveness.

Charismatic leaders are widely regarded as highly effective due to their ability to articulate a
compelling vision and inspire their followers to take action in pursuit of that vision.
Nevertheless, this particular leadership approach may have adverse consequences if the
individuals under the leader's guidance are not sufficiently equipped for the leader's eventual
departure or if the leader neglects to cultivate a suitable successor. The style ma duce

“happy subordinates but few prospective leaders”. There is a negative gor@?’n though
0

between charismatic leadership and organisational leadership on emp@%\ some banks

T . |
conducted in Nigeria %,\\%

The Impact of Transactional Leadership on Organisati&@ffectiveness

\

Transactional leadership can be defined as the pl%; f exchanging goals and incentives
between management and employees. This -le\;@sship style prioritises meeting expectations

and has been demonstrated to have a be& ial impact on organisational performance'®,

Nevertheless, it has been dete%il%d that transformational leadership exerts a favourable
impact on organisational pa@rmance due to its ability to motivate employees to engage in
innovative thinking@@%brace calculated risks. Consequently, this leads to heightened
levels of pro ity and efficiency within the organisation'®®. In contrast, it has been
determin% that transactional leadership does not have a direct impact on organisational
perf@\ce as it does not effectively motivate employees to engage in such cognitive

processes'®’.
Organisational Effectiveness and Democratic Leadership.

Under a democratic leadership style, there is a potential for compromised execution and
decision-making. However, it is widely acknowledged that employees tend to be more

motivated and perform at a higher level when their perspectives and opinions are valued and
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taken into consideration. This issue poses a significant challenge within the context of
democratic leadership as it presupposes that all individuals involved possess an equitable

level of interest in the final results of the decision-making procedure!'s%.

Employees are provided with the opportunity to participate in decision-making processes, in

collaboration with both their peers and their manager. They are encouraged to take ownership

of their responsibilities and are evaluated based on objective feedback and recognit'i\ within

a democratic leadership framework. Research conducted on the impact o Q;%)articular
v

leadership style on organisational performance has consistently de '} its positive

89

influence'®®. This style fosters an environment that encourag@gﬁ)loy@es to actively

res@@ in improved performance

outcomes. &

contribute their ideas and subsequently implement them,

Organisational Effectiveness and Autocratig&dership

Autocratic leaders exhibit traditional %'QJthoritative characteristics. The individuals in
question anticipate that their subc@htes will adhere to their instructions and generally

maintain the authority to mgiie sions. Autocratic leaders motivate their followers to carry
e

'\
out designated tasks in@

ent specific strategies.
Nevertheless, it é@dely acknowledged that autocratic leadership demonstrates effectiveness
solely within“g limited timeframe. The autocratic leadership style has been found to impede
soci@on and communication within the workplace, both of which are essential for
promoting effective organisational performance. Research has indicated that autocratic
leadership can result in organisational conflicts, which in turn have a detrimental effect on

overall organisational performance!*.

Organisational Effectiveness and Bureaucratic Style.
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In a bureaucratic setting, leaders employ coercion as a means to ensure compliance among
their subordinates with the established rules and regulations. Bureaucratic leaders prioritise
the efficient completion of tasks over the well-being of their employees, which can result in a
perceived detachment from their workforce. The style does not produce improved

organisational performance neither does it impact the employees:

2.2.3.2 Leadership Theories . ®

Trait Theories . Qg)&

The studies conducted during the 1930s and 1940s were majorly on those that focused on the

'\
examination of traits to explain leadership. %’\

A\

A trait leadership theorist is an individual who holtl@g"belief that qualities such as
intelligence, sense of responsibility, creativity, an@&ialues have the potential to enable
anyone to become an effective leader, re a;?l\% of whether these qualities are innate or
acquired. The American psychologis%' n Allport conducted extensive research and

identified nearly 18,000 Englis ter@at are relevant to personality.

The objective of the trait theﬁ?'vf leadership was to enhance comprehension of the specific
personality traits @1 ibute to effective leadership. This was achieved through a

comprehensiye @&sis of leaders' mental, physical, and social characteristics.
@temen‘[ of Leadership Qualities

The qualities of sincerity and trustworthiness are highly valued in professional settings.

Self-confidence

Relevant Skills and Expertise for the Role

The individual exhibits a strong drive and unwavering determination.
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The concept of intelligence.

The trait theory places significant importance on the personality traits that distinguish leaders
from others and contribute to their success, such as dedication, integrity, and self-assurance.
However, it is important to note that associating specific traits with leadership may limit the

applicability of this concept to certain individuals while excluding others. Additionally, other

factors are- .
O

* Emergence of the nascent state of the field of psychometrics in the 1930 @%\1 makes it

. Qw
&

* The context of the leader was not taken into considere&@nd

not feasible to rely on personality trait any longer.

* Inadequate data collection samples

*There was a lack of clarification regarding th@ction between the characteristics and

their influence on leadership. < )\&

In any case, Gordon Allport's r E is significant due to his pioneering use of a

behavioural approach in stud ing\e}adership from the perspective of personality psychology.
&eb/

'\
Several studies have ex@ examined the characteristics of present-day leaders with the
aim of identifying{hﬂ(@ctors that contribute to their leadership abilities. The findings of these
studies co@ indicate that the only discernible traits that differentiate leaders are a

slig Qie-average height and a slight advantage in 1Q. Mentioned below are the features

of leadership as identified.

* Being honest. This entails consistently upholding truthfulness and sincerity in all

interactions and transactions with others.

* Forming judgements based on immature emotions or impulsive reactions is contrary to the

concept of competence, which is rooted in rationality and moral principles.
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* Developing goals and cultivating a shared vision for the future is a fundamental aspect of
forward-thinking. Accomplished leaders achieve this by envisioning their desired outcomes

and delineating the necessary steps to achieve them.

* Exude a sense of confidence in both ones professional and personal endeavours, serving as

a source of motivation for those around you.

* Proficient in conducting comprehensive research, adept at reading and de&ating

resilience in tackling complex assignments. . é)

*Demonstrating fairness entails exhibiting empathy towards others by '\t ing into account

N\

their emotions, beliefs, interests, and overall welfare when mal@eci ons.

Q

* Appreciation of and pursuance of diversity.

* Demonstrating resilience and perseveranc@g challenging times and exhibiting

composure and confidence in the midst of@\:}hslty.

* Being forthright in exercising e)@onal discretion and making appropriate decisions at

the opportune time. \)

'\
* Creativity in gen i@%ovaﬁve and enhanced objectives, concepts, and methodologies

to address chall@ n a prompt and efficient manner.
‘%\l Theories of the 1940s and 1950s.

Beh
S
The&ancement of psychometrics, particularly factor analysis, has facilitated the
quantification of the causal relationship between distinct leadership behaviours. Consequently,
behavioural theories have emerged as a reaction to trait leadership theory, presenting a fresh
viewpoint that emphasises the actions exhibited by leaders rather than their cognitive,
physical, or interpersonal attributes. In the realm of behavioural theories, there has been a
longstanding distinction between '"task-oriented" and "people-oriented" leaders. While
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various sources may employ different terminology to describe these categories, it is important

to note that they possess underlying similarities.
Theoretical Perspectives on Risk in the 1960s

The concept of "Contingency Leadership" was introduced by Paul Fiedler in 1960. According
to this concept, there is no universally optimal leadership style, and instead, leaders should

adapt their approach to suit the unique circumstances they face. ‘i\

According to prevailing contingency theories, it is widely acknowledged ﬁ%lers tend to
exhibit their leadership qualities when they have confidence in th%efg nsiveness of their
d that the essence of

followers. Esteemed experts in the field of leadership have al{%ﬁm

effective leadership lies in achieving a harmoniouss eqak%b‘rlum between the demands,

circumstances, and prospects at hand. ®
Theories of Transformative Leadershlpejihﬁwe 1970s.

The concepts of transformational lea@lé‘%ip were introduced by James MacGregor Burns, a
renowned political sociologist, Wg the late 1970s. Burns made a clear distinction between
transactional leadership, ¢ a leader influences others through an exchange-based

approach, and tran@tional leadership, where a leader establishes a connection with

followers tg@e‘ their motivation and morale.

Tra '@1 theorists argue that effective leaders establish an environment where individual
and organisational goals are in harmony. This is based on the belief that effective leaders are
able to align their rewards or punishments with the performance of their followers on

assigned tasks.
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According to the Transformational Leadership theory, leaders who possess charismatic
personalities have the ability to inspire and influence their followers. Additionally, this theory

suggests that rules and regulations can be adaptable and flexible.

2.2.4 Motivation

Motivations refer to the various factors that influence the initiation, direction, intensity, and
persistence of an individual's behaviour'!. Motivation can be classified into fm@mary
categories, namely physical, emotional, cognitive, and social. The %siological
considerations encompass the basic human needs for eating, sleepin@ﬁ drinking. The
emotions of love, hatred, fear, and jealousy all exert inﬂuenc@o.ﬁe's behaviour. The
perception of one's surroundings and one's beliefs about theil@%es in life can be classified

as cognitive factors. Social motivational fac%@wmpass sociocultural pressures

originating from various sources such as family, friends, instructors, and the media.

The inquiry into the factors that drive i@%al's actions or conduct is partially addressed
through the concept of motivation. é)ﬁ&%r to gain a deeper understanding of the rationale
behind human behaviour, it would,be beneficial to analyse the characteristics of motivation.
It has been es‘[ablishedQ @:&tivaﬁon is subjective, implying that what motivates one
individual may not ssarily inspire another. The motivations of individuals cannot be
comprehe g a universal approach. Furthermore, an individual's motivations have the
potentt @undergo changes as time progresses. The most evident demonstration of this
concept is to contemplate the motivating factors behind a young individual. The potential
offerings could include confectionery items, presents, or the potential for disciplinary
measures for a young individual. In the future, after a span of 10 years, it would be prudent to
reassess the perspective of the aforementioned individual, who would have transitioned into
adolescence, in order to analyse their motivations. This individual may be motivated by the
desire to gain admission to a renowned university, acquire their first vehicle, or be concerned
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about the opinions and perceptions of their peers. The goals of an individual may undergo a
transformation from childhood or adolescence to adulthood, encompassing aspirations such
as homeownership, marriage, career advancement, and providing for a family. It would be
imprudent to presume that the motivations of an adult remain unchanged from their earlier
years. An individual's motivation in life is subject to change based on their unique
A

It is plausible for individuals to possess unconscious motivations. This s ‘$s that an

circumstances.

individual may lack self-awareness regarding their own motivations. l@re to pursue a
college degree may be motivated by a need for significance or@lﬁderlying feeling of

inadequacy. Motives can also be organised in a hierarchical é%lre. The motivations of an

more basic needs are not initially fulfilled, the priortty/for food and shelter will outweigh the

desire for a new car. C.J)\&

individual can hold considerable importance to a %&egree. For example, if the other,

2241 T %ical Perspectives on Motivation

Hier ]@f eeds Theory

One commonly employed motivational theory utilises the hierarchy of needs as a visual
representation. Social scientists have identified five key motivational concepts that offer
significant advantages for leaders in the workplace. The hierarchy of needs theory of
motivation was developed by psychologist Abraham Maslow. Based on this concept, there

exist five prerequisites that must be fulfilled in order to instigate motivation in an individual.
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In order for a motivator to be effective, it is necessary for one need to be fulfilled beforehand.
The five wants encompass various fundamental human needs, namely physiological needs,
safety and security needs, social connection or belonging needs, esteem needs, and self-

actualization needs.

Physiological needs refer to the essential bodily requirements that individuals must fulfil in
order to sustain their survival in the external environment. These essential items~er®gnpass
clothing, shelter, sustenance, and potable water. These demands hold signifi importance
in numerous developing nations, and for many individuals, they may r@ eir primary
focus without progressing further in Maslow's hierarchy of needs: fiming of individuals
joining and exiting this stage of the theory may be inﬂuence@c‘:a\‘le economic conditions in
nations such as the United States. Individuals at the p@glogical need level must first have

their basic physiological needs met before the@ntemplme joining a prominent social
group or striving to acquire a more luxuri@c

Individuals may not exhibit a stron vation to acquire essential survival goods if they

feel that their physiological newve been adequately fulfilled. The primary motivators for
individuals will be the %%r safety and security, as identified at the top of Maslow's
hierarchy. At this %, individuals seek security from domestic and workplace violence,
along with % for structure and consistency. In order to experience a sense of comfort
and ce at this particular stage, it is imperative for an individual to have access to
dependable and consistent employment opportunities. Here, an individual is striving to uplift

themselves from poverty and enact transformative changes in their life.

The subsequent level in Maslow's hierarchy is characterised by the aspiration for social
connection or a sense of belongingness. The initial two requirements identified by Maslow

are safety and survival'®2. At this stage, the emotional needs of the individual are being
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addressed. At this stage, an individual experiences a sufficient level of personal security to
initiate social connections, foster a sense of belonging within a community, and engage in

interpersonal interactions.

After the fulfilment of social and belonging needs, individuals develop a longing for self-
esteem. At this juncture, the individual has become a member of a social organisation, such
as a fraternal order or a church, and is currently endeavouring to persuade the groumg their
worthiness for membership by achieving an honour or accomplishing a n, %}j& feat that

would garner admiration from fellow group members. ‘%\

The aforementioned factors contribute to the aspiration fg\ﬁ);ltualization, which
represents the final stage in Maslow's hierarchy of nee.ds@v. The individual is actively
seeking to exert control over their personal @fessional life in this particular
circumstance. He is striving to realise his r.n@m potential as an individual. Individuals
have the ability to transition in and out of @Xn‘[ phases of Maslow's hierarchy at any point
throughout their lifespan. A life even result in regression to a previously achieved level
after making progress to a higﬁvevel. In theory, individuals should strive to continually
progress towards achievi@fglctualization. Nevertheless, it remains feasible to experience
multiple ﬂuctuationerore achieving a full recovery from the aforementioned life event and
subsequent ing an upward trajectory. Maslow's thesis highlights several key insights
for 1 @Flrstly, it suggests that a met need does not inherently serve as a motivator.
Secondly, it emphasises that motivators can evolve and shift over time. Lastly, it underscores
the perpetual drive of individuals to continuously improve themselves in various aspects of
life. Nevertheless, numerous social scientists have raised concerns regarding Maslow's

concept.

Motivation-Maintenance Theory
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Herzberg's motivation-maintenance theory is a well-known motivational framework. It has
been suggested that the motivating elements in this theory bear resemblance to Maslow's
motivating factors. Based on Herzberg's theory, maintenance factors represent individuals'
essential needs in life, encompassing aspects such as employment, financial compensation,

job security, and interpersonal relationships!®?

. The physiological, safety, and belongingness
needs proposed by Maslow can be likened to these elements. According to Herzbe(r%these
factors are often overlooked and, as a result, they do not serve as motivating nee% wever,

their absence can lead to decreased morale and productivity in the work@

In specific cases, the lack of these elements may potentially nm‘f\t\(k%ﬁh employee to seek
alternative employment opportunities. During challenging@%cial periods or economic
crises, some businesses may opt to reduce certain m ir@:e requirements as a cost-cutting
measure. However, this often leads to employe tisfaction, decreased motivation, and
potentially even attrition. As a result, @% isation experiences a loss of talented

employees, which could potentialleb-' der its ability to recover from unfavourable

circumstances in a timely manrﬂs\)Q)

The motivational factor@tﬁied by Herzberg include responsibility, recognition, and
achievement. This Q(:}th bears resemblance to Maslow's theory regarding the human need
for self-est @1 self-actualization. Based on Herzberg's thesis, these motivating factors
facili @ personal and professional growth of employees. It was believed that in the
absence” of meeting these conditions, employees would potentially seek increased
remuneration, extended vacation periods, and additional fringe benefits, all of which were
encompassed within the maintenance conditions. Herzberg's thesis has been subject to
criticism due to its assumption that all workers possess a universal desire to increase their
workload and achieve greater productivity!'®*. Nevertheless, the current approach fails to

account for individuals who prioritise job stability and are primarily motivated by
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maintaining their current level of motivation, which is typically driven by financial

compensation, rather than striving for additional motivating factors.
Expectation Theory

The expectation theory provides an alternative explanation for motivation. This theory is
based on the premise that cultivating a positive self-image can serve as a motivating factor in
achieving one's goals. Research suggests that individuals who prioritise certa@ls by
including them on their wish list are more likely to achieve them. The o@‘%ﬁf the self-
fulfilling prophecy suggests that by envisioning and having faith in a‘c&d outcome, one
can actively work towards making it a reality. This conc@h%;ever, assumes that
individuals would exhibit moral behaviour in their pur@it@&j ectives, without addressing
the specific means by which they would achieve this: \ample, if an individual desired to
acquire a substantial sum of one million dolla‘rs&l individual with ethical principles would
diligently engage in efforts to accumulate@\séfeguard the funds. Conversely, an individual
lacking ethical considerations might to unlawful means, such as orchestrating a bank
heist, to obtain the desired Mt. It is essential to ascertain the rewards that hold
significance for each em %gstablish explicit expectations regarding employee behaviour,
and ensure that the Qijed performance levels are both ambitious and attainable. Leaders are

advised to g@ the following three tasks!'®>.

Thﬂ@ld Theory Y

Douglas McGregor is the proponent of the hypothesis on motivation known as Theory X and
Theory Y. According to McGregor's theory, managers are advised to categorise their
workforce into two distinct groups. Managers who adhere to Theory X hold the belief that
employees require external motivation and supervision, as they are perceived to lack intrinsic

motivation and exhibit a tendency to evade their responsibilities. Managers who adhere to
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Theory Y hold a positive view of their staff members, perceiving them as committed to the

organisation, motivated to exert effort, and inclined to take on accountability.
Goal-Setting Theory

According to the goal-setting theory, considered to be a fundamental theory of motivation, it
is posited that prosperous businesses possess a unified objective or goal that each employee is
diligently striving to achieve. The achievement of this objective serves as a signif}@%ource
of motivation for the employees. Their increased dedication towards m{@% this goal
enhances the likelihood of its successful realisation. The employees o;%:ompany have a
. "
sense of purpose beyond their professional responsibilities due t(gﬂés.o jective. Based on this
concept, goals have the potential to inspire individuals .in fi @’stinct manners: by directing
attention, stimulating effort, cultivating persistence; Q}eating an environment conducive
to the utilisation of goal-attainment strategi%&d action plans!s. The objectives should
possess a level of difficulty that renders t@xhallenging to achieve, as this will effectively

serve as a means of self-motivation e personnel. Conversely, if the objectives are too

easily attainable, they will not wvely fulfil their role as motivators.
'\

2.2.4.2 Motivatiti@ies

It is highly impeﬁ\tiﬁv

about effec‘t%erformance and from history, series of strategies which has yieled favourable

or leaders to ensure that workers under them are motivated to bring

resu@ been employed. A prominent way of fostering motivational strategies is by the
introduction of job design in the establishment which involve option such as job rotation.
This approach has proven to be a reliable way of motivating workers most especially in the
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manufacturing sector'”’. It involves alternating the job stations of the employees on daily

basis from Monday through Friday such that an individual worker would have been to all the
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stations in a particular week. This approach is not limited to days of the week alone as it
could also be done on weekly basis depending on the discretion of the company.

The advantages behind this can be stated in two ways. One, it engenders intrinsic satisfaction
of the workers because they are at the end of the day part of the series of the processes in the
production line. This approach is also beneficial to the company on the long run because it
would have made all employees to fit in into all sectors of the production line su.ch (glt any
absentee would not be missed. Another of such strategy used to motivate emplq%e;\by such
organization is job enlargement. This involves increasing employees’ e. Q@ilities with
new duties which will demand new knowledge as such, workers .wil ot.perceive their job as
being monotonous. &%'\

One efficacious strategy for boosting employee motivatighsswhich seems to have favourable

outcomes, is the implementation of work enrichrﬁ@e aforementioned context is one in
which the company tries to improve job saéf;{@sand appeal for its staff.

The subject matter pertaining to em@e motivation is widely acknowledged and held in
high regard by several organi%g) Nevertheless, there is growing apprehension among
many organisations abo eft capacity to thoroughly grasp and proficiently execute
initiatives designed(to er”employee motivation. The degree of employee motivation is a
critical facto ir@%encing work performance and the overall success of a firm in reaching
its objectég) attain success, companies must possess a comprehensive understanding of
the substantial importance of employee motivation. Acquiring a comprehensive
comprehension of this particular subject matter is vital for augmenting efficiency. The act of
motivating employees is often regarded as the central component of all leadership
responsibilities. The concept of employee motivation is subject to varying interpretations

among literary scholars. Motivation is often conceptualised as an intrinsic force that propels
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individuals to participate in intentional actions or behaviours, guided by particular objectives

within their cognitive framework!®,

The realisation of this aspiration has significant significance in the endeavour to maximise
the combined capabilities of the workforce. These efforts are directed at guaranteeing the
utmost standard of services or products and finally, the overall triumph of the organisation or
establishment. It has also been defined as the intrinsic drive that propels an mdl al to
actively use their skills in the pursuit of a pre-established set of goals. Mot %'%E is often
acknowledged as a potent catalyst that propels individuals to staﬂ%}maintain their

involvement in a certain endeavour with fervour'?. )\%

Nevertheless, it is crucial to recognise that several schﬁ@}ave espoused the notion of
motivation as a multifaceted and dynamic p \ﬁon comprised of a series of
interconnected stages and behaviours®®, IiIeK motivation may be conceptualised as a
cognitive phenomenon that engenders aQﬁ}ﬁtive urge among people within a group to
collectively channel their individual ours. Moreover, a theoretical thesis posits that the
impetus to participate in actionwates from an innate inclination to perform both personal
and communal obligati@?t an individual has willingly undertaken. The idea of
motivation encompass¢s several components inside the workplace, along with the
establishment advantageous working environments, stimulants, and incentives that

facili @ etfective performance of employees' responsibilities.

stimuli, and incentives that allow employees to effectively carry out their responsibilities.

Awareness of the existence of

unsatisfied need causing

Re-evaluation of situation that Search for an undertaking action

results in conception and birth of to fulfill the new need

new needs
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The Cyclic Process of Motivation®*! Q»){\
Figure 2.3: Cyclic Process of Motivation ,%\%

Motivation serves as the driving force behind the expected .®ges that arise from
undertaking a certain course of action, together wit}} t&%}&ceived probability of these
advantages coming to fruition?*?. From a particul Xctive, it has been suggested that
motivation plays a crucial role in guiding, oye‘rﬁlg, and controlling actions. Managers and
organisational leaders have the crucial j@ostering and maintaining a deep feeling of
enthusiasm and motivation among th. ordinates, driving them towards the attainment of
clearly stated objectives. Motiwn serves as a pivotal factor that engenders employee

enthusiasm, facilitating th@ﬁﬁty to work independently and with ease.

Forms of Motiyation: Internal (Intrinsic) and External (Extrinsic)

There ;e two fundamental forms of motivation: intrinsic, often referred to as internal

motivation, and extrinsic, commonly known as external motivation.

Motivation has a crucial role in influencing the extent, orientation, and calibre of
performance. Motivation has a significant role in several aspects of human functioning, such
as brain activity, conduct, and the unique variations that may be seen in our everyday

experiences. Within the realm of human life, individuals demonstrate a wide range of
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objectives that they diligently endeavour to achieve. Motivation, being a basic component,
assumes a crucial role in an individual's well-being, acting as the main driving force behind
all endeavours aimed at attaining certain objectives. In order to adequately meet the specified
criteria, it is important to possess a thorough comprehension of both the aforementioned
qualifications and their related objectives. Based on the principles of Maslow's hierarchy of
needs theory, people often exhibit a primary motivation after their unfulfilled .needs have

been adequately satisfied. Qh)(\

Also, based on the hierarchical model of requirements, it is theor@l\\at humans are
motivated by unmet needs, based on the assumption that sak'@a@ basic needs is a
prerequisite for pursuing higher-level wants. Employeesé@%’\possess a high level of
motivation and perseverance exhibit a proactive incl'n%% enhance their productivity and
expertise, thereby elevating the probability of ge Qg work that is of outstanding calibre.
Motivational conduct pertains to the inclir@?o)%f person to actively seek favourable results.
On the other hand, there are people %@ may choose to lack motivation as a means of
circumventing the emergence dﬂ&se outcomes. There is a consensus among scholars that

203

the avoidance drive is co r€d to be the more potent of the two="". The act of applying

force, whether by @ dragging, has a noticeable impact on humans, which may be
attributed to E}Qe@otivaﬁon. In the context of the tourism sector, push factors pertain to the
many as;@ts at have an impact on the demand for travel experiences. Conversely, draw

factc@clude the components that contribute to the provision of those experiences.

Push factors comprise the fundamental inclinations of humans. An individual who is
motivated by internal factors will undoubtedly develop a deep sense of purpose. Furthermore,
it is crucial to acknowledge that push incentives have a significant correlation with internal or
subjective stimuli. The stimuli include a wide range of forms, including the inclination
towards relaxation, the pursuit of physical well-being, the need for adventure, or the intention
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to foster family bonds?*. Motivation has a significant role in shaping the behavioural
tendencies shown by students as they strive to achieve their objectives and enhance their
academic abilities. The simultaneous presence of intellectual curiosity and a strong thirst for
information plays a pivotal role in motivating pupils, and when these factors are combined,

they contribute significantly to the attainment of success.

Frequently, the attainment of success in a certain pursuit often leads to sheightened

inquisitiveness, an enhanced inclination to gain information, and an pn@cycle of

motivation directed towards a specified goal. ‘%\
. %
S5

Internal motivation pertains to the intrinsic desire or drive %gﬁeople possess to participate in

Internal (Intrinsic) Motivation

a certain activity or pursuit?®>- It is evident that th@@lder consideration has a noticeable

degree of intellectual depth. . @

Intrinsic motivation encompasses theN\inherent forces that drive people, teams, and
organisations towards achievin&tl}gﬁ goals and objectives. The effective incorporation of
intrinsic motivation leads ﬁav\notable increase in productivity and the achievement of
personal gratiﬁcatic{l)%%c motivation pertains to the engagement in a conduct driven by
an intrinsic d siégrequirement, rather than being motivated by a particular external reward.
The capacity™to cultivate intrinsic motivation lies in the existence of demanding tasks, the
poss for autonomy, the reception of acknowledgment, and the facilitation of
cooperation. Various discrete expressions of intrinsic drive have been duly recognised,

including notable psychological motivations, such as acknowledgement and esteem.

Scholars have elucidated the notion that managers and leaders need to foster intrinsic
motivation among their staff, since it is often seen as possessing more durability compared to

extrinsic drive. Furthermore, it was underscored that leaders assume a crucial role in
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cultivating intrinsic motivation, namely via the recognition and engagement of workers, since
these elements are fundamental in eliciting inspiration within individuals. In academic
discourse, intrinsic motivation is often described as the voluntary engagement in a certain
activity or conduct driven by the inherent satisfaction and enjoyment obtained from

participating in that pursuit®%,

Moreover, there exists significant empirical data that establishes a strong positiveas%ation
between intrinsic motivation and the efficacy of teaching approaches. The 1 drive to
share information and foster academic success is essential within the re‘a%%mation. The
primary motivation for a significant portion of educators is froriQ%'s\atisfaction they get
while successfully imparting skills and information. Acq@@ intrinsic motivation is a
considerable challenge due to its reliance on an indi id. %mate desire. Administrators has
the capacity to foster motivation among the Qﬂg staff via the provision of more
autonomy, thereby creating an atmosp ﬁncourages educator independence. The
promotion of intrinsic motivation ma@enhanced by giving educators the autonomy to use
judgement in topics relevant duties and professional efficacy. Furthermore, giving

educators the independe (h use their imaginative abilities in the development and

implementation of édu@o al projects would foster a deep dedication within the teaching

profession. Q

Lead @sess an innate capacity to nurture and stimulate motivation among their
subordinates by their altruistic behaviours, such as offering commendation, exhibiting
reverence, and granting acknowledgment. These variables are often seen as being more
significant than financial incentives, especially in settings characterised by a pronounced
hierarchical framework. The creation of a supportive atmosphere that fosters the intellectual
growth of educators, allowing them to engage in active inquiry and critical analysis of their
teaching methods, has the potential to enhance motivation. Based on the previously described

135



empirical results, a hypothesis was formulated suggesting that educators who feel a deep
sense of satisfaction and connectivity are more inclined to demonstrate increased motivation

to persist in their teaching efforts, motivated by the desire to attain similar accomplishments.
External (Extrinsic) Motivation

Extrinsic motivation pertains to the driving force or incentive that originates from external
factors. It is characterised by its origin from external sources, in contrast to;&{h‘temal
generation inside a person, team, or organisation. The achievement of xti&@%motivation
leads to the acquisition of social rewards. This specific kind of motivati?%rves as a driving
force for people to participate in different activities with the Qn f obtaining concrete
incentives, such as job security, career progressiqn@&émployment perks, higher
remuneration, and a favourable work atmosp a&wertheless, sustaining extrinsic
motivation may be a challenging undertak.ir@lce it has a tendency to diminish when
incentives are absent or when those bene@onger possess their inherent worth. Extrinsic

motivation is derived from external s and effects, fundamentally.

Positive extrinsic motivato siﬂ}?he professional domain might include several factors,
including a competit'v@eration package, an extensive range of insurance benefits, a
retirement schen&cﬁé supplementary privileges. The notion that these characteristics
signiﬁcant%ance motivation and foster a feeling of achievement in one's professional
purs@g generally recognised. According on the existing literature, scholars have
concluded that the efficacy of monetary and supplemental perks in incentivizing workers may
not be as substantial as previously assumed. However, it is contended by several scholars that
these incentives continue to have considerable importance, especially when it comes to
fulfilling the basic requirements of persons, including security, housing, food, and overall
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well-being, as elucidated in motivation theory“’’. Moreover, it is vital to recognise the

136



presence of certain elements that operate as stimulants for the decrease in educator
motivation. The demotivation experienced by educators may be attributed to the prevailing
perception held by persons in alternative industries that teaching is a career of lesser status

when compared to fields such as engineering, law, and medicals®%,

Several variables have been recognised as contributing to the demotivation of teachers. The
factors encompassing this phenomenon consist of heightened levels of stress, ﬂuetL{Bgns in
instructional methods, apprehensions surrounding job security, and substanti @%ens. The
expeditious resolution of these problems by administrators is crucial @Ealntenance of
elevated levels of teacher motivation. Although intrinsic motim‘t‘i\@(‘&f'bften seen as being
more significant than extrinsic motivation because of its en@@ impact, it is important to
actively pursue extrinsic motivation. Furthermore, 1 i@ent that there exists a subgroup
of educators that exhibit a lack of enthusiasm for, the.esteemed vocation of teaching, instead

prioritising the acquisition of rudimentary i tion to an excessive degree. Educators

might be motivated to enhance thg@erformance via incentives, hence increasing the

possibility of compensation risé\)Q)

The fundamental esseno@;gxtrinsic motivation is in its capacity to enhance task
performance. ThereerQmany variables that contribute to the augmentation of extrinsic
motivation @also function as deterrents against discontentment among instructors or
empl @The degree of satisfaction reported by instructors is influenced by a range of
external” variables, including the execution of educational programmes, the existing
conditions of service (such as job security), and the adoption of policy changes. Furthermore,
while examining the elements that influence teacher motivation, it is crucial to take into

account the physical conditions of the educational institution and its amenities, the

accessibility of instructional materials, the supply of supplemental benefits, and the workload
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of teachers. To optimise overall performance, it is crucial for administrators to focus their

attention on these diverse elements

2.2.5 Quality of Work Life

The notion of Quality of Work Life (QWL) encompasses the overall satisfaction and well-
being that people encounter in their professional pursuits. The criteria included in this context
encompass a diverse range, including elements such as job security, the equilibrilh@ween
work and personal life, employee engagement, and the overarching wor, %{ilronment.

Quality of Work Life (QWL) places emphasis on the need of establis@ favourable and

supportive workplace. . %'\
S

During the latter part of the 1960s, General Motors .an&@‘g&United Auto Workers were
pioneers in the introduction of the concept of Quali @ ork Life (QWL). The phrase was
first introduced in order to delineate the .dgﬁ to which people perceive occupational
contentment within their distinct pro essQ@l\ roles. The notion of Quality of Work Life
(QWL), first proposed by Irving ne, emerged as a quantitative metric designed to
assess employee satisfaction WGvelopment. The subject in question has undergone a
significant process of ch%e t?lroughout its evolution, leading to the establishment of a
comprehensive rge\‘gjblogy and a diverse range of initiatives aimed at improving the
productivi fectiveness of the workforce. The development and implementation of
fledgh @ality of Work Life (QWL) programmes were primarily facilitated by labor-
management collaboration. The progression described resulted in the creation of work
settings where individuals actively participate in cognitive activities such as problem-solving
and decision-making, hence enhancing their overall work encounters. Furthermore, there is
an increasing focus on the well-being of workers within the realm of management attitudes,
with the main goal being to cultivate favourable interpersonal connections and enhance the
overall quality of work settings®®.
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During the mid-1970s, there was a notable emergence of academic research in the topic of
Quality of Work Life (QWL). This research aimed to thoroughly investigate and afterwards
apply targeted modifications and strategic initiatives inside business organisations. The main
goal included not only the improvement of overall productivity and profitability, but also the
cultivation of a more profound level of employee involvement, identification, and happiness
with their professional pursuits. A number of approaches may be identified as exaEnples, such
as the use of collaborative work teams, the establishment of self-governin%;(}ps, the
deployment of job enrichment initiatives, and the adoption of socio-te . a sformation
methodologies. Although these strategies possess the capagityﬁ.provide substantial
outcomes, it is essential to acknowledge that they do not sew&@universal remedy for all
challenges. Instead, it would be advisable to adopt and @y these policies in a systematic
and deliberate manner. When contemplating th op&)f Quality of Work Life (QWL),

individuals often find themselves direc&%@% attention towards the aforementioned
initiatives. t

N . .
2.2.5.1 Emergence on'IQJ ea of Quality of Work Life (QWL)

The Concept of ity of Work Life as an Outcome.

The beginrf%f the Quality of Work Life (QWL) movement have been attributed by some
SOUT@Q‘C British coal mines almost half a century ago. During the period spanning the
1950s and 1960s, the idea of Quality of Work Life (QWL) was mostly understood as a
construct centred on outcome variables, including work satisfaction and psychological well-
being. This viewpoint emphasised the need of comprehending the impacts of employment on
the person. There is a concept that advocates for the assessment of businesses' performance in

delivering a praiseworthy Quality of Work Life (QWL) experience to their employees. The
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phrase "Quality of Work Life" (QWL) in the United States is believed to have originated in
the late 1960s or early 1970s, as suggested by researchers. The University of Michigan
conducted a series of countrywide surveys on attitudes between 1969 and 1973, which
brought significant focus to the concept of "quality of employment." This word refers to the

overall impact that job-related experiences have on people.

The concept of Quality of Work Life (QWL) encompasses a complete framev(%k and

technique aimed at assessing and improving the overall satisfaction and Welfaég&nployees

within the organisational setting. ‘%\

Quality of Work Life as an Approach and Method g\\. A

A novel perspective on Quality of Work Life (QWL) -haﬁg;f&aced, placing more focus on
human results rather than organisational goals.%% this period, the enhancement of
Quality of Work Life (QWL) was often seer %ﬁsancing along two separate but interrelated
paths. Considerable emphasis has beeﬂ&i' to the intentional effort to alleviate or remove
unpleasant aspects of the job and w@g environment. This effort aims to reduce weariness,
boredom, and psychological s&ng. The alternative model placed a higher emphasis on

o

improving the skilli @

circumstances wi&a sitive perspective. This course of action was implemented with the

bilities of existing employees, as well as aligning work

aim of prof%g and incentivizing individuals and society at large to participate in conduct

that@only recognised as praiseworthy or beneficial.

The concept of Quality of Work Life (QWL) is a forward-thinking socioeconomic initiative
that seeks to enhance the overall welfare and contentment of persons in their occupational
endeavours. QWL endeavours to create a milieu that fosters an ideal equilibrium between
work and personal life, facilitates individual growth, and enhances contentment by

prioritising the holistic well-being of its workforce.
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Quality of Work Life as a Movement

During the 1970s, the concept of Quality of Work Life (QWL) was mostly seen as a
movement rather than a structured strategy. The notion was seen as an ongoing process,
without a clear-cut initiation, advancement, and culmination, that may be initiated on one day
and terminated on the next?!°. The primary goal was to enhance the organization's allocation
of resources, with a specific focus on optimising its human capital. The aim was theed
prior achievements and pursue ongoing improvement in the next term. F ore, the
objective was to foster a shared consciousness and understanding‘%l\\e worries and
requirements of their fellow peers, together with an increased -ir@)tfén to recognise and

address these concerns and requirements, among all member%\tch'% institution.

Q

The Impact of Labour Unions on the Quality OW fe (QWL).

In the domain of academia focused on the\ of Quality of Work Life (QWL), it is
commonly acknowledged that the %gm)uent of QWL objectives necessitates the
indispensable involvement and e ment of labour unions. The practise of collective
bargaining has resulted in bgo d acknowledgment of the significance attributed to the
Quality of Work Lif @“. The current obligation is with both management and the
union to exhibit %geadfast dedication to fostering local initiatives and experiments that
seek to au‘g,%t employee participation in the decision-making process, so enhancing the
wornment. The intricate process is meticulously supervised by committees and
facilitators who adeptly advocate for the interests of both the labour union and the
management group. The process entails delivering comprehensive guidance on work goals
and offering training on the intricate dynamics of group interactions. In order to successfully
execute Quality of Work Life (QWL) initiatives, it is essential to build a mutually

advantageous cooperation between management and the labour union. The establishment of
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this collaboration need to be predicated upon a mutual comprehension and acknowledgement

of the interests and beliefs held by the respective organisations.

Scholars have proposed that the effective implementation of a Quality of Work Life (QWL)

programme necessitates the cultivation of an environment of collective bargaining marked by

mutual respect among the parties involved. Given the present circumstances, it is imperative

that efforts be directed towards the identification and implementation of ~e}f\ cious

resolutions, rather than resorting to adversarial strategies aimed at gaining an @and over
D

the other side?!2.

[ ) ﬂ
Quality of Work Life (QWL) as Need Fulfilment, Well-being @ork Wellness

Over the last several decades, there has been a diseel@@ trend in academic research
focusing on the examination of Quality of WOQQ(QWL). This transition has been
characterised by a distinct emphasis on compr@ging the subjective perceptions of workers
and proactively attending to their Vaf&' uirements. Although a specific and globally
agreed definition of Quality of W@ife (QWL) may not exist, scholars in the fields of
industrial psychology and m %&ent usually concur that QWL pertains to the holistic state
of well-being and cc&‘i)@{‘vxperienced by persons within the labour force. It is important

to acknowledge h@ ¢ concept of Quality of Work Life (QWL) should be distinguished

from merej%sgppiness.

Q

The atademic discourse around the concept of work life quality has recognised two primary
theoretical frameworks: the viewpoint of need fulfilment and the spillover paradigm?'3. The
theoretical foundations of the idea of Quality of Work Life (QWL), which centres on the
fulfilment of employee needs, draw from the scholarly frameworks established by notable
researchers such as Maslow, McClelland, Herzberg, and Alderfer. Numerous academics have

conducted comprehensive research and provided thorough explanations about the concept of
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need fulfilment. The fundamental tenet of the Quality of Work Life (QWL) approach under
consideration is that people possess innate wants that they endeavour to satisfy via their
employment. The impact of the congruence between workers' occupational tasks and their
particular requirements on job happiness. The spillover paradigm posits that there exists a
relationship between satisfaction experienced in one domain of life and its influence on
contentment in another domain, particularly with regards to the Quality of Work L.ife QWL).
The degree of work satisfaction that individual encounters may exert inﬂuen%{;}several
facets of their life, including, although not limited to, their familial co . Qﬂngagemen‘[
in recreational pursuits, participation in community affairs, physi.cal 4%k\being, and financial
stability. Spillover may manifest either vertically or horizontg@&?he concept of horizontal
spillover pertains to the occurrence whereby the emdt@l condition experienced in one
domain of an individual's life has an impact on a@%uring domain. The degree of work

satisfaction has the potential to impact @Q%dual’s sense of contentment inside their
nt

familial sphere, and conversely, the am happiness experienced in one's family life may
also affect their overall job sa isf@. To gain comprehension of vertical spillover, it is
necessary to possess a com§h.§nsive grasp of the hierarchical framework within a certain

area. It is a prevaleq@% among people to cognitively arrange the many facets of their

existence, includ’f{@ eir occupation, familial relationships, recreational pursuits, and
engagemerft%h the community, in a hierarchical fashion. The superordinate domain, which
is ses referred to as the encompassing realm of existence, represents the greatest level
within the domain hierarchy. Scholars that specialise in the study of quality of life emphasise
the significance of the emotions and concepts included within this expansive domain. These
factors play a crucial role in comprehending life satisfaction, personal happiness, and

subjective well-being. The primary facets of human existence, which are secondary to the

ultimate degree of being, include familial connections, occupational pursuits, recreational
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interests, and involvement in the community. The degree of contentment or discontentment
encountered in each of these crucial facets of life has considerable sway over the broader
domain, eventually moulding an individual's overall perception of life satisfaction. One
prominent illustration of this phenomena is the vertical transfer of work happiness, which has
a discernible impact on an individual's total life contentment. The aforementioned behaviour
is sometimes referred to as vertical bottom-up overflow. It is essential to acknoyvledge that

this idea should not be conflated with vertical top-down overflow. Qh)(\

The latter concept pertains to the influence of general life happiness o@icular facet of
life, namely, an individual's work satisfaction. The notion of Quali Work Life (QWL) is
discernibly separate from the construct of job satisfaction. %y%usfactlon is seen as a one
consequence among many that arise from QWL?! 'J%Nnﬂuence of quality of work life

@ influence on several facets of life,

(QWL) extends beyond mere job happiness. |
including familial dynamics, leisure p\@)@&ﬂtemersonal connections, and economic
security, among other domains. There‘%%,lt may be inferred that the central focus of Quality
of Work Life (QWL) extend@d the attainment of work happiness. This academic
inquiry delves at the substantial"influence exerted by the office environment on individuals'
levels of job satisf@] satisfaction encompasses not just the state of being satisfied
inside the prafe al domain, but also the level of satisfaction experienced in many facets
of an indi %s personal life outside the confines of work. The primary objective of this
rese@s to investigate the notion of general life satisfaction, alongside the subjective
perception of individual pleasure and well-being. These indicators have a strong correlation
with the work environment. Furthermore, it is widely acknowledged that job satisfaction is
considered a dependent variable within the context of the Quality of Work Life (QWL)

paradigm?'®>. A discernible divergence exists between job satisfaction and the more

comprehensive construct of Quality of Work Life (QWL). Traditional research on work
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happiness generally focuses on the analysis of an employee's preferences and sources of
discontent. These findings indicate that management engagement is important in order to
properly address these challenges. In contrast to prevailing notions, the domain of Quality of
Work Life (QWL) study underscores the significance of providing workers with many
prospects to make substantial contributions to their respective businesses. The notion of job
satisfaction may be seen as a simple means of comprehending the Quality of .W(o&k Life
(QWL). Nevertheless, it is important to note that this observation does not necqsé&';i\y imply
the presence of a substantial impact exerted by the work enviro . t%the people
comprising its workforce. Numerous empirical studies on j.ol%\‘ tis§action consistently
indicate that employees tend to have a favourable dispos@owards their respective
occupations?'®. Nevertheless, it is essential to acknowl’e@qtgat researchers using the case

study technique have yielded varying ﬁndings.%%ults of this study have shown a

prevalent inclination towards rage, unhappééjé@% boredom among employees?!’.

Life Balance and Quality of Work l‘@

The notion of achieving equilib&lvﬁ in one's life and pursuing a superior level of work-life
satisfaction has signiﬁca@z?ct in the contemporary professional landscape. Attaining a
life balance betwengsonal and professional obligations is crucial for holistic well-being.
Effectively @ting through the many obstacles encountered in daily life may be a
formi @undertaking for a significant portion of the population. One of the primary
contributors to this scenario is the increasing inclination of humans to do protracted and
arduous jobs that surpass the temporal constraints seen in previous periods. Nevertheless, it is
crucial to acknowledge that there are other difficulties that need careful study, apart from the
augmentation of working hours and the annual count of working days. The demographic
makeup of the labour market and the structure of families have seen notable transformations,
marked by a notable surge in single-parent homes and the emergence of dual-career couples.
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It is of utmost importance to comprehend the many factors that contribute to the quality of
work life. In this particular situation, it is important to thoroughly investigate the many

aspects that contribute to enhancing the aforementioned quality.

2.2.5.2 Components of Quality of Work Life

The implementation of measures aimed at enhancing the quality of work life has the potential
to significantly raise the effectiveness and productivity of workers. The notion i§ @ately
linked to the fundamental concepts of work happiness, morale, longevity, .efi &ness, and
staff retention. The notion of quality of work life exhibits notable distinc when compared
to the frameworks of job enrichment and social information prot:% “The concept neither
exactly conform to a singular theoretical framework nor e@?gcs?ly promote any particular
technique. Conversely, it directs attention on the e cqf@ﬁsing professional milieu and the
broader ambiance that characterises it. The notion often referred to as Quality of Work Life
(QWL) encompasses a set of eight sig@g}c aracteristics that have been extensively

acknowledged and discovered via a c@hensive examination. The characteristics are-
%'x
1. Suitable and Jti@l ration

The mere possegsiOn of a substantial wage does not ensure the existence of an industrious and
W E

driven crf .

remunegation provided by an organisation to its staff, but also towards the intricacies

ence, it is important to direct attention not just towards the monetary

pertaining to the framework, allocation, and administration of the compensation system. A
consensus is reached between the employee and the employer to create a mutually agreed-
upon wage. The establishment of the minimum wage rate is determined by the governmental

authorities of the country, imposing a compulsory norm that companies are obligated to
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comply with. This measure guarantees that employees get compensation that is not lower

than the predetermined minimum level and promotes adherence to company obligations.
2. Secure and Conducive Work Environments.

In contemporary society, several firms endeavour to enhance the professional well-being of
their workers by modifications in the workplace milieu. It is incumbent upon every employer
to fulfil their legal duty of providing a work environment that is devoid of any&nised
perils or risks. Furthermore, it is incumbent upon individuals to diligen ly{%ﬁy with all
prescribed safety and health standards that have been meticulously forr‘nﬁd in accordance
with precise criteria. Employers often place a high emphasis on.@ggc%alg a comprehensive
understanding of the needs and rights of their workers, i£1 @ to the legal obligations that
safeguard their physical and mental well. This ﬁ@g individuals to adopt proactive

strategies in establishing constructive and inclg&work environments.

A

3. Development and Utilisation of the&' Capabilities

Numerous individuals tend to @elevated degrees of work satisfaction when they have
optimistic beliefs of theirprospective career trajectory. These possibilities include the
potential for caree< ?@gment within their present company and the opportunity for

professional ?@Qment, as well as the possibility of securing work with a new employer.

Limited i@r sion of possible chances inside one's existing company is likely to result in a

decli overall work satisfaction.
4. Future Development Opportunity and Security Assurance

There has been a notable change in emphasis on the Quality of Work Life (QWL). In the past,
the primary focus was mostly on matters pertaining to employment, however there is now a
heightened emphasis on the more comprehensive realm of professional progression®**. Prior

academic research has shown a discernible degree of resemblance between the
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aforementioned determinant and the one alluded to in the preceding discourse?!®. The notion
of "opportunity for personal growth" pertains to the significance attributed to the diverse
array of prospects that people have at their disposal to advance in their professional
trajectories. The notion of professional learning may be equally applicable to the

advancement of one's career or the utilisation of prospects for succession.

5. Social Integration . {b

Social contact is a supplementary element that has influence on the Q ljt\ ork Life

(QWL). There are five critical characteristics that are seen essential in guaranteeing
[ ) ﬂ

favourable results for those engaged in these encounters. The af @med aspects include

the establishment of a conducive atmosphere, the accepta diversity and inclusion, the

promotion of equity and justice, the facilitati(%@kibility and adaptation, and the

cultivation of a feeling of belonging and self-iée\g%y.

6. Constitutionalism in the Workpl%'cj

In addition to the aforeme% dimensions and variables that contribute to the
conceptualisation of Qualig%fo\Work Life (QWL), it is worth noting that there are other
aspects which are @@%garded by professionals in the field of industrial psychology.

These aspect; %ﬁqally relate to legal considerations and centre on the entitlements that

persons should be afforded, irrespective of their decision to exercise or waive these rights.
The@mentioned requirements largely concentrate on the use of formal procedures by
work organisations to safeguard individual employees from unjust acts perpetrated by
employers. This may be attributed to either the impact of trade union influence or the

proactive efforts undertaken by the organisation itself.

7. Occupational Obligations and Personal Well-being.
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The aforementioned statement examines the extent to which professional obligations and
responsibilities intersect with different facets of an individual's personal life. The concept of
attaining a harmonious equilibrium between professional and personal spheres necessitates
the proficient management of work obligations, timetables, professional engagements, and
travel arrangements, while concurrently ensuring the allocation of sufficient time for
recreational pursuits and familial interactions. Furthermore, it encompasses the aspiration for

ongoing professional development and career progression without the need \requent

geographical mobility. ,%\QO

8. Social Relevance of Work Life . @'\

There exists a prevailing notion that firms that neglect.tc&%‘jsipate in socially responsible
conduct may result in an increasing proportion of eeing a decline in the significance
of their job and possibilities for future g%r&a vancement. Consequently, this might
potentially have a detrimental influence @r self-esteem. The impact of an employee's
performance inside an organisation i rly linked to the quality of work life (QWL). The
optimisation of an employee's Mtilisation and the enhancement of overall job happiness
are fundamental element@i?ﬁaining a high standard of work life quality (QWL) within a
company. Hence legorganisations that are thought to yield favourable results are more
prone to g %laim and enjoy a higher level of esteem in comparison to those that are

belie @rovide bad or detrimental consequences?'?.
Definitions of Quality of Work Life (QWL)

Despite the considerable temporal distance since the inception of the Quality of Work Life
(QWL) concept, a consensus or generally acknowledged definition pertaining to its precise
constituents remains elusive. Over the course of time, a multitude of definitions have been

put forth to demarcate the precise constituents that comprise the notion of Quality of Work
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Life. Broadly speaking, the concept of Quality of Work Life (QWL) pertains to the holistic
state of contentment and fulfilment experienced by individuals within their professional
milieu. The notion pertains to the extent to which employees are capable of satisfying their
intrinsic fundamental needs through their encounters within the organisation 22°, There exists
a proposition that posits the notion that the concept of Quality of Work Life (QWL) is
predominantly centred around the augmentation of the overall welfare and .efﬁcacy of
individuals in the workforce, achieved through the amelioration of work conditi \and the
enhancement of job characteristics. The concept of Quality of Work Li e. ) is widely
recognised as a methodical strategy implemented by organisat.ion 0 ater to the various
requirements and concerns of their workforce. It is further@dated as a meticulously

designed initiative with the objective of augmenting emp contentment and cultivating an

environment conducive to perpetual growth withirﬁ%%r%fessional sphere??!,

Q
O
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FLOW CHART

Safe & Healthy Working
Conditions

Adequate & Fair
Compensation

Growth in Immediate
opportunities

Future Opportunity for QUALITY OF WORK
continued growth and LIFE

security

Constitutionalism in the Social relevance of work
work life

uality of Working Life Model???)
Figure 2.4: Quality of WOMe Models

The notion of Quality of] “Life (QWL) is a complex and sophisticated term that spans
several dimensions Qcy%errelated aspects. In order to conduct a comprehensive assessment
and get a co nsive understanding of the Quality of Work Life (QWL), it is necessary to
met%@ crutinise and analyse its many constituent elements. The aforementioned
elements’ comprise a wide range of dimensions pertaining to workplace engagement, job
satisfaction, productivity, motivation, competence growth, job security, and the attainment of
a harmonious work-life balance. The notion of Quality of Work Life (QWL) is intricately
linked to a range of objective organisational elements and practises that provide workers a
profound feeling of stability, contentment, and avenues for personal advancement and

progress®®. The aforementioned perspective has significant importance in facilitating the
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success and growth of people within an organisational context. A diverse array of literature
exists that provides many definitions of Quality of Work Life (QWL), demonstrating a
comprehensive comprehension of this construct. The significance of indicators and traits
pertaining to the Quality of Work Life (QWL) has been underscored by the writers.
Nevertheless, it is crucial to acknowledge that this matter does not warrant substantial
apprehension, since there are resemblances and discernible attributes among the tl.lin%under

consideration. Qh)(\

The extant corpus of academic literature pertaining to the topic of @ of Work Life
(QWL) is vast. Academics hailing from several geographioa\l)(‘%g&ls have conducted
comprehensive analyses of the notion and its core elementﬁ%s multiple industries. The
academic inquiry conducted by Walton is a notewo h%sd valuable addition to the existing
body of research in the service sectors. The pa%é cessfully identifies and explores the

many elements that are intrinsic to these @e

oriented industries exhibit a notable @alence of several elements associated with the

The study's results suggest that service-

Quality of Work Life (QWL).%e)Qﬁorementioned factors include equitable and sufficient
remuneration, prospects @bﬂity and professional advancement, secure and conducive
work settings, assindilatien ifito society, and respect to constitutional norms within the labour

framework. %@\ore, it is important to provide channels via which people may promptly
u

their talents and capabilities.

develop a@

Severa@cmcial components pertaining to the Quality of Work Life (QWL) have been
discovered and acknowledged within the organisational framework of an insurance
corporation. The components included in this context comprise of demanding duties,
opportunities for professional advancement, a supervisor who appreciates and has confidence
in the employee's abilities, the dynamic characteristics of the job, and the societal
implications arising from the execution of the work. The concept of Quality of Work Life
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(QWL) is intricately linked to the need of establishing a secure and risk-free work setting
within the corporate services industry. Simultaneously, it is essential to provide just and equal
remuneration for the workforce. Moreover, it encompasses the fundamental tenet of ensuring
equitable access to job opportunities and career progression, along with a commitment to

maintaining beneficial and nurturing working environments??>,

Considerable discourse has taken place within the manufacturing sector over the ad\ ion of
techniques aimed at enhancing the Quality of Work Life (QWL). The techniq @%cussed in
this context include a range of factors, including both the work environ Xn operational
issues. These characteristics are designed to enhance and susta-ir% [0yee happiness. The
concept of Quality of Work Life (QWL) encompasses sever%@ﬁcant components. These
features comprise a range of factors, including thoro g@nng programmes, well-structured
incentive systems, abundant chances for profes Qdevelopment and progression, active
involvement in decision-making procés.)@;& d guarantee of job stability??*. A
comprehensive inquiry was undertak?éf@,assess the influence of occupational monotony on
the overall Quality of Work LK&W L) among nurses employed in hospital settings. The
available empirical researchéstrohgly indicates that the involvement in routine job duties has a
detrimental impact @V rall quality of work life. Moreover, empirical evidence suggests

that the presenc ork role conflict and work role ambiguity has a substantial influence on

the overa@u ity of work life, as shown by the QWL measure??>.

Mor&, a comprehensive examination of the evaluation of work-life quality for nurses in
hospital environments has revealed several elements that lead to employee discontent and
have a negative influence on their total work-life experience. The factors encompassed in this
study comprise of substandard working conditions, overwhelming workloads, difficulties in
delivering optimal care, professional seclusion, conflicts arising from role expectations,
absence of acknowledgment, strained relationships with colleagues and supervisors, limited
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prospects for professional growth, and exclusion from decision-making procedures. These
variables have a substantial impact on the overall quality of work-life experienced by
nurses??®. Within the insurance business, it has been ascertained that the constituents of
quality of work life include equitable and sufficient remuneration, prospects for professional
advancement, enduring employment stability, cultivation of employee capabilities, a
conducive work atmosphere, and the promotion of social integration. The correlatipn(b&tween
performance and these characteristics has been shown via empirical resea@%}» In the
domain of information technology and the pursuit of optimum health a . cl-being, several
aspects exhibit a strong correlation with the quality of an in?ivt&ml’.cs working life. The
aforementioned characteristics include elements such as the pr@ of employment stability,
the attainment of career contentment, the establishment 'o,@armonious equilibrium between

work and personal life, and the availability of p s for professional development and
progression®28, N ‘ﬁ
Q\
Prior studies have examined the ingg‘@éons of individuals employed in the information
technology industry with reg%% their Quality of Work Life (QWL). The present
investigation has been fily centred on a range of dimensions, including social
integration, remune@w l-being and security, constitutional adherence, human potential
enhancemen a@he holistic contentment encountered in their existence. When conducting
~

an assessg

essenttal/to thoroughly examine a range of pertinent issues. These encompass a range of

f the work environment for female staff in textile manufacturing plants, it is

measures such as the implementation of robust health and safety protocols, the establishment
of reasonable working hours, the equitable distribution of workload, the cultivation of a
respectful atmosphere within the workplace, the establishment of effective mechanisms for
addressing grievances, the promotion of harmonious relationships among colleagues, and the

assessment of satisfaction levels through feedback mechanisms. The aforementioned areas
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have significant importance in relation to improving the quality of work life within this
particular environment??°. The outcomes of the research have facilitated the identification of
several analogous elements. This exhaustive inventory encompasses a range of components,
including interpersonal relationships, societal support, individual autonomy, recognition,

work environment, supervisor rapport, position clarity, work length, and additional benefits.

Academic researchers have undertaken studies in order to comprehend and delin‘e{%many
characteristics and components associated with the Quality of Work Li S&VVL), in
conjunction with investigations particular to distinct industries. The@ents include a
reduced degree of occupational stress, a diminished probabiliby@a‘ividuals voluntarily
terminating their employment, a limited prevalence of occﬁg%ml burnout, and elevated

levels of job satisfaction. Moreover, it is notewort @nowledge that several scholarly
u

investigations have broadened the purview of of Work Life (QWL) by including
diverse facets such as incentive structures/e ent stability, remuneration, and prospects
for professional advancement. In an i@ndent investigation, supplementary variables have
been discerned, encompassin e%cilitation of secure and salubrious work settings, the
bestowal of independence_ihjobrrelated responsibilities, and engagement in purposeful and
gratifying labour?*{ Conserisus among scholars and specialists is often seen about the

composite naéu@f the whole work experience. The aspects included within this context
0

comprise and nurturing work environment, the distinctive attributes inherent to the job
role@rpersonal connections with colleagues, stimulating prospects for professional
development, the autonomy to exercise autonomous decision-making, and individual

progression. The aforementioned areas are widely recognised as crucial for enhancing the

overall quality of work life across all industries, irrespective of their distinct attributes.

The aforementioned research has investigated many areas pertaining to the quality of work
life. A multitude of research with comparable features have surfaced pertaining to the topic at
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hand. Drawing upon a comprehensive examination of pertinent academic literature
previously discussed, it is now feasible to provide a concise overview that encapsulates the
prevailing themes identified in the majority of these investigations. The essential elements
frequently taken into account for fostering a constructive and efficient work milieu
encompass equitable and sufficient remuneration, secure and salubrious working conditions,
prospects for personal and professional advancement, employment stability, a.favourable

rapport with superiors, adherence to organisational tenets, participation in de@making

procedures, and amicable associations with peers. ,%\QO

2.2.5.3 Quality of Work Life in the Higher Education Sector * )\\‘ i

The importance of Quality of Work Life (QWL) has equal r%;ce in the higher education
industry as it does in other industries. A compre ea.Q examination was undertaken to
compare the anticipated and present condition of~Quality of Work Life (QWL) inside
academic institutions. The aforemention@é’a h elucidated the concept of Quality of
Work Life (QWL) as a strategic fra@k aimed at enhancing the well-being of workers,
hence leading to a substantial«qlﬁ%ement in the overall efficacy of the institution?!. A
thesis has been put out posifing that the Quality of Work Life (QWL) experienced by faculty
members has a sub@t@ impact on the educational standards maintained inside academic
institutions. f@hence of several elements pertaining to Quality of Work Life (QWL) on
the qualié%ucation has been well recognised. The main focus of this section is to the
com&ts associated with Quality of Work Life (QWL) within the realm of education,

particularly in the context of higher education.

Insufficient academic investigation has been undertaken to comprehend the many elements
constituting the intricate construct of Quality of Work Life (QWL) within the realm of
education, specifically in the context of higher education. Nevertheless, it is crucial to
acknowledge that there exists a finite quantity of research that possess the capacity to provide
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useful information and make meaningful contributions to ongoing academic inquiries via the
provision of profound insights. Academic inquiries undergo a rigorous review procedure,
whereby their basic components are meticulously scrutinised and classified into three
separate categories. After conducting a thorough examination of several scholarly research, it
has been continuously observed and widely debated that the following elements have a
substantial influence on enhancing the Quality of Work Life (QWL) within tlle realm of
higher education. Furthermore, it is important to acknowledge the presence of %;}nts that
possess a moderate level of relevance or exhibit a medium degree of i 0. %?b@ln addition
to their inclusion, these components are comprehensively and ful.ly m.iped. Ultimately, the
variables that have been identified as exerting little inﬂuen@job satisfaction and the
quality of work life may be enhanced by implementing h@cal arrangement of components.
This method will assist persons engaged in the 1(\1}6&6nt of work-life quality within the
context of higher education. This techni @%ws a concentrated examination of the

fundamental components that professm%' the area of education constantly acknowledge

when evaluating the calibre of %@%ssmnal experiences.

2.3 Review of Empl tudies

2.3.1 Leadershi{' es and Organisational Citizenship Behaviour

Numerous@ have conclusively shown that transformational leadership exhibits more
predi ffectiveness in promoting corporate citizenship behaviour compared to
transactional leadership?*2. Previous academic research has effectively shown a positive and
statistically significant correlation between the leadership styles of transformational and
transactional leadership and the concept of Organisational Citizenship Behaviour (OCB)?*.
Furthermore, it has been shown that transformational leadership has an increased ability to
predict Organisational Citizenship Behaviour (OCB). In contrast, an independent research

study has proposed that there is a noticeable absence of a link between transformative
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leadership and the consequence indicated earlier?**. This study aims to investigate the
potential differences between transformational and transactional leadership styles and their
respective impacts on Organisational Citizenship Behaviour (OCB). The primary objective is
to determine if transformational leadership is more likely to foster OCB compared to a

transactional leadership style.

There is a notion suggesting that leaders that prioritise interpersonal connections(@d the

satisfaction of their people have the ability to foster organisational citizenship, @Sict within

their organisation®*>. Prior research has provided empirical evidence @ing a positive

relationship between leadership behaviour and organisational -c')’{k‘ ship behaviour. This

relationship has been found to be associated with higher perf; ce evaluations, overall job

satisfaction, and commitment to the organisation. @onally, it has been linked to
N

improved objective performance and satisfactior%1 pervisory practises?3¢237:238 Hence, it

may be deduced that organisational citize@ﬁ

the boundaries of work performanccqé-%;t have significant significance for the business.

uct encompasses obligations that beyond

Moreover, an additional acade@uiry provides persuasive evidence about the beneficial
consequences that arise “the existence of supportive leadership in promoting the
implementation of Qg%a fonal citizenship conduct among subordinates. Furthermore, it
highlights t @& of effective leadership in promoting the growth and adherence to
establish%no s and practises of organisational citizenship conduct within collective units.
Nume research inquiries have been conducted to examine the complex connection

between leadership behaviours and the expression of organisational citizenship behaviour.

Additionally, it is important to highlight the limited number of scholarly studies that have
examined the potential impact of organisational citizenship behaviour on the complex
relationship between various factors, such as transformational leadership style and
organisational commitment. The empirical inquiry has provided evidence that the
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moderating role of organisational citizenship conduct does not have a significant impact on
the relationship between organisational commitment, transformational leadership, work

motivation, and employee performance?*°.

However, it is crucial to recognise that the notion of organisational citizenship conduct
functions as a mediator, possibly enhancing the impact of work satisfaction and
organisational commitment on the overall success of the business. A thorough e'x{'%gation
was conducted on a particular group consisting of 4,088 persons who wer @king in a
gasoline distribution company. The primary aim of this study was to exafm % significant
impact of organisational citizenship behaviour on organisational %&gﬁment. Additionally,
the study sought to explore the potential mediating ro]@%organisational citizenship
behaviour in the relationship between quality work- if@rganisational commitment. The
study's empirical findings indicate a substanti &

statistically significant relationship

between organisational citizenship cond@i influence on the overall operation and

dynamics of the organisation®*, cb:é,

This study provides support foMndings derived from previous research, emphasising the
impact of both transfor%o ;i and transactional leadership styles in fostering creative
behaviour amon%\' r?s. Effective leaders have a remarkable capacity to inspire and
empower %&ordinates, creating an atmosphere that facilitates the development of

innovati eas and concepts inside the organisational structure. Proficient leaders have a

crucial fole in fostering workers' creative work behaviour by facilitating encouragement and
motivation. The core of effective leadership is in creating a conducive climate where workers
are driven to actively engage in innovative initiatives, while also drawing inspiration from the
leader's exemplary behaviour. The findings of this scholarly study indicate that academic
institutions should integrate both leadership styles in order to create an environment that
promotes the development of creative work habits.
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In contrast to the previously described styles, this empirical study has shown that the laissez-
faire leadership style does not have any noticeable impact on the display of creative work
behaviour. Therefore, this academic inquiry provides support for the findings of previous
scholars, indicating that the laissez-faire leadership style does not have a significant impact
on the demonstration of creative work behaviour in the workplace?*!-24224 Moreover, the
main aim of this research is to investigate the moderating effect of Organisational .Citi(ﬁenship
Behaviour (OCB) on the relationship between leadership styles, notably transfo%%nal and
transactional leadership, and creative work behaviour. This academi .ﬁg%ggests that
different leadership styles, particularly transformational and trar.lsa i na\l, may be used as a
reliable measure to identify the existence of Organisational Cit@ip Behaviour (OCB) and

creative work behaviour. These results align with prex?i@qs?udies conducted by reputable

researchers?+24 @

The present research presents empirical ﬁ@t provide credence to the proposition that
Organisational Citizenship Behaviour ( ) has a significant and positive role in mitigating
the aforementioned associat%%lerefore, it can be inferred that the impact of
transformational leadershi “the development of Organisational Citizenship Behaviour
(OCB) and creativ@b aviour has significant importance, as previously discussed by
knowledgeable @archers. This study contributes valuable insights to the existing body of
empirical tesearch by examining the positive relationship between transformational and
transactional leadership styles and two important workplace outcomes: extra role behaviours,
specifically Organisational Citizenship Behaviour (OCB), and innovative work behaviour.
Notably, this investigation focuses on a non-western context, thereby expanding our
understanding of these relationships beyond Western settings. Moreover, it provides support
for previous academic studies about the relationship between transformational leadership and

Organisational Citizenship Behaviour (OCB), as well as the relationship between
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transformational leadership and creative work behaviour. The current research reveals a
noteworthy finding that Organisational Citizenship Behaviour (OCB) has a mitigating role in
the relationship between transactional leadership and creative work behaviour. The
aforementioned results serve to substantiate and strengthen the current corpus of study within
this specific field. Consequently, it has been shown that all of the presented hypotheses
AP

This academic study explores the complex dynamics of the inter %;&between

exhibit the requisite validity to support the empirical evidence.

transformational and transactional leadership styles and their inﬂuer%n\ creative work

behaviour. The primary objective of this study is to provide a oori@se'hsive understanding

of the influence of organisational culture as a mediator in l%@’}icular association. It has

been shown that both types of leadership have a i@t role in creating a favourable
N

atmosphere for innovation, hence enhancing wo inventive behaviour. Moreover, it is

evident that the influence of transform@s%‘a transactional leadership styles on the

expression of creative work behaviour ;@rceptible.

2.3.2. Motivation and Orgaanal Citizenship Behaviour

A study conducted in K% Qs shown interesting results about the correlation between
Public Service l\{{@ﬁ% (PSM) and Organisational Citizenship Behaviour (OCB)?**. The
present st @a sample size of 265 participants, which contributed to the overall strength
and peh @ty of the findings. The study aimed to examine the impact of intrinsic work
motivation on Organisational Citizenship Behaviour (OCB) using the Five Motivational
Work Characteristics Model developed by Hackman and Oldham in 1975. This specific
model incorporates a range of crucial aspects, including employment variety, uniqueness,
significance, self-governance, and constructive assessment. The relationship between

motivating job qualities and Organisational Citizenship Behaviour (OCB) is supported by
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two well-established academic frameworks: social exchange theory and psychological

contract theory.

The findings obtained from the Hierarchical Linear Modelling (HLM) research indicate that
the influence of the elements contributing to Organisational Citizenship Behaviour (OCB)
demonstrates heterogeneity across various sectors. The observed variability in results may be
partly attributed to the random effect of an organization's categorization as eithersa p'&lic or
private sector entity. The current empirical phenomena being examined Xs to the
slightly higher average levels of Organisational Citizenship Behavio@ seen in the
public sector. Despite the small magnitude of this impact, it is-s}&(%c'élly significant. The
study examines the complex relationship between sector&rities and Organisational
Citizenship Behaviour (OCB), providing useful i%:@;to the theoretical questions raised

in the introduction. This research investigates th tion of whether there is an increased

occurrence of Organisational Citizenship @.%u (OCB) in the public sector. Furthermore,
this study aims to examine if the @ence of Public Service Motivation (PSM) on
Organisational Citizenship Be%% (OCB) is contingent upon the engagement with the
public sector. Indeed, therg4is\e¥idence to support the notion that Public Service Motivation
(PSM) has the pote@% ction as a predictive determinant of Organisational Citizenship
Behaviour ( Cé\NevertheleSS, it is important to recognise that the industry in which a
person isgg ed does not impose any moderating effect on the effects of Public Service
Motivation (PSM). This proposition posits that any noticeable discrepancies identified within
sectors cannot be attributed only to higher levels of Public Service Motivation (PSM) within

the public sector.

Previous academic research has provided insights into the fact that the impact of Public
Service Motivation (PSM) on an organisation's overall success is contingent upon several
contextual factors. Therefore, it is inadequate to attribute the heterogeneity in Organisational
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Citizenship Behaviour (OCB) only to different sectors. Previous research has acknowledged
that private companies may get benefits through the deployment of PSM?*’. The findings
presented in this academic study provide support for the previously indicated perspective and
illustrate the presence of a significant mechanism that links Public Service Motivation (PSM)
and Organisational Citizenship Behaviour (OCB). Public Service Media (PSM)

characterised by its ability to effectively connect with and meet the needs of Ehe broader
public. On the other hand, an organisation represents a distinct kind of corporat@'&}hisation
that operates based on a collective structure of values and princip : 6'@the Public
Service Media (PSM) can easily adhere to and align its efforts w.ith. e.@fferences between
these two forms of corporate identity warrant further inv&g’g}a‘tion into their possible
relationship with prosocial motivation (PSM) and Or@sational Citizenship Behaviour
(OCB). For instance, work attitudes such as or@@%lal identification or job fit, which

form a connection between an individual's @se identity and activity, may interact with
the interaction between public servic%ni‘#vation (PSM) and Organisational Citizenship
Behaviour (OCB). Moreover, it is i@%ant to take into account that the regulation of Public
Service Motivation (PSM) d Organlsatlonal Citizenship Behaviour (OCB) may be subject
to possible impact ¢ of individual or organisational characteristics. These features
may include seve!%q’ints such as the particular policy domain, the level of government
jurisdiction, “Qr he general degree of popular support. Moreover, in light of the lack of
Pro@QCore Matching (PSM) as a distinguishing factor between the private and public
sectors, it remains unclear, based solely on the analysis presented in this article, which factors
may contribute to the differences in Organisational Citizenship Behaviour (OCB) observed

within these sectors. It is crucial for future academic pursuits to engage in an examination of

this specific line of investigation, in order to further investigate the complex issue of
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discrepancies in Organisational Citizenship Behaviour (OCB) that are present between the

public and private sectors.

Researchers studying Organisational Citizenship Behaviour (OCB) in the private sector argue
that further investigation is necessary to understand how different factors affect different
types of OCB. This line of inquiry has the potential to enhance our understanding of public

organisations and the nuanced differences among sectors. . {b

This study contributes to the existing research on Organisational Cit'm@ehaviour
(OCB) by examining the impact of Public Service Motivation (PSM) ar&ven‘[ional public
sector elements. It suggests that PSM is a significant predictor of @s?milar to factors like
goal clarity, job satisfaction, and Leaders Member E).;CI&I% LMX). Empirical evidence
consistently demonstrates that PSM has a stron i@nce compared to other variables
commonly used in academic studies on pula ic%:tor organisational citizenship behaviour.
While the study did not examine the 1@% effects, it did find a positive correlation
between goal clarity and Organisati%:%:g'tizenship Behaviour (OCB). Optimising objectives
enhances personal strategizin d promotes the dissemination of goals, creating
opportunities for employs@)gngage in benevolent actions. Research has shown that both
job satisfaction and a%—member exchange (LMX) are positively related to the display of
Organisationa @izenship Behaviour (OCB) in various industries and sectors. Previous
schol @search has explored the complex relationship between job satisfaction and
Organisational Citizenship Behaviour (OCB), focusing on the mediating and moderating
influences within this connection. However, it is crucial to recognise the concurrent and
noticeable impact. Managers in both sectors should prioritise the development of Proactive

Socialisation Motivation (PSM) alongside the promotion of factors that contribute to

Organisational Citizenship Behaviour (OCB), such as goal clarity, job satisfaction, and
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Leader-Member Exchange (LMX). This approach aims to effectively encourage improved

organisational behaviours.

The proposal to promote these precursors should be considered in light of growing empirical
evidence that reveals potential negative aspects of Organisational Citizenship Behaviour
(OCB). It is important to acknowledge the risks posed by exploitative managers who take
advantage of their subordinates' kindness, as well as the challenges faced by emp'l(@ who
must maintain high levels of organisational effectiveness with limited resou &/Janagers

N

appropriate incentives, which may lead to a decline in OCB. It is \&Sﬂ\, both academically

can exhibit Organisational Citizenship Behaviour (OCB) even witho procedures or
and practically, to distinguish between OCB (Organisatio%\%}mnship Behaviour) and
CCB (Counterproductive Work Behaviour). Rec @ the possibility of employees
demonstrating motivation beyond their assigned Q, influenced by positive and negative
incentives, is crucial. Moreover, numerm@\%ﬁt ns have surfaced regarding the inherent
disadvantages of using PSM. Given t dency of public sector employees towards Public

Service Motivation (PSM) and@ting empirical evidence linking PSM to Organisational

Citizenship Behaviour );) it is important to further investigate the underlying

mechanisms that dr@e henomena.

One notable It Qion of this study is its reliance on cross-sectional data obtained from self-
repo @vey responses. It is important to recognise that statistical correlations should not
be interpreted as conclusive evidence of causality. Additionally, it is important to consider
that the observed behaviour may reflect the participants' idealised self-perception rather than
their actual actions. Another constraint of the data is the lack of observations on specific
subgroups within public institutions, such as the disparities between federal, state, and local
levels. Additionally, it is crucial to consider the inherent limitations of the data, which have a
limited level of specificity. It is crucial to assess the generalizability of the conclusions,
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which primarily focus on the United States, to other nations. The variables being analysed are
highly significant in various cultural and geographic contexts. However, it would be unwise
to make unsupported assumptions about the applicability of the observed empirical

relationships that are limited to the United States.

A final shortcoming of the study is its treatment of the public-private dichotomy as a fixed
binary, without acknowledging the inherent flexibility that exists in collaborative go@ance
within this domain. The inclusion of a dummy variable necessitates the speci %n of the
model across the spectrum of public and private sectors. Using continu(@a les to assess
the level of publicness would have been a more appropriate ap “for determining the

differences between private and public domains. However, %»t%the limitations of the data

feas 4

from the General Social Survey (GSS), it was not @»to implement the measure. Based
on our previous discussion, we highlighted th ﬁ;ﬁts of making inferences from the
differentiation mentioned earlier. These t@@a' s have separate institutional frameworks
and mechanisms, both conceptuall d ontologically. However, it is important to
acknowledge that the current ir&{u%énal environment does not have clear boundaries in this
regard. Various organisational “entities engage in public governance, including nonprofit
organisations, government Ycorporations, community-based associations, and religious
institutions. h@eraction between these organisations also contributes to hybridity, as it
involves 6 ion of financial support from various sources, delegation of tasks by
gove@nts to external entities, and cooperative governance frameworks. To draw

deductions from this investigation, it is essential to understand the complexities within the

institutional framework regarding the concepts of "public" and "private."
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2.3.3 Quality of Work Life and Organisational Citizenship Behaviour

Haughey and Murphy conducted a significant study in 1989, examining the quality of
teachers' work life in Canada. Robust leadership is highly valued in professional settings. It is
associated with providing secure working conditions, individual agency, positive
relationships between the organisation and the community, effective student discipline, and a
sense of fulfilment. A follow-up investigation on the impact of Quality of Work I:ife (QWL)

on principals and teachers has found that factors such as teacher engagementé@Essional

collaboration, the pedagogical environment, and the effective use of and skills
have positively influenced QWL?*. ‘\%.\

A thorough analysis of a representative sample of educatio%&%stitutions in Australia has
revealed several positive factors that have had a si @ impact. The factors mentioned
include feedback, professional engagement, p §tion in decision-making, leadership
development, disciplinary policy, and aut n. % However, it is important to note that the
elements of educators' synergistic iion and student conduct management have been
found to have relatively less si@ce. A significant study in the field of higher education
reveals that the nature o fk and the specific characteristics of the job significantly

influence employee(satisfaction®>°. To foster greater employee commitment and satisfaction,

itis crucial t m@ian improved work-life environment.

A tho tudy on the evaluation of work life quality has identified several key factors that
significantly impact work life quality, organisational commitment, and job satisfaction. This
compilation includes various elements such as health care benefits, remuneration, retirement
benefits, employment stability, recognition of achievements, work environment, availability
of child care facilities, participation in decision-making processes, fair performance
evaluations, and equitable resource allocation®>!. The employees highly valued the autonomy
given to teachers and the respectful atmosphere, which included opportunities for
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intercultural engagement and professional networking. Remuneration was identified as a

significant determinant of employee satisfaction within the occupation.

A study was conducted to assess the quality of professional life among mathematics
educators in Maryland, with the goal of enhancing their levels of satisfaction and
effectiveness. A thorough survey instrument was carefully designed, focusing specifically on
five distinct domains. The study considered several factors, including professmnal-l ction,
teacher efficacy and respect, teacher agency, goal congruence, and appropri é&& of load.
The available evidence indicates that mathematics educators at the me\‘ﬂ%ﬂ\mstitution face
a significant workload due to numerous tasks and respons)\‘ icS. Moreover, these
individuals experience a significant lack of autonomy and se@%rmmaﬁon in their roles as
professionals. Despite their unwavering dedicatio @@owledge dissemination in their
respective domains. This proposition suggests th ombination of a heavy workload and

lack of autonomy were not considered sign@cj\}‘a ects of the work environment.

A thorough investigation was conﬁ@d at a prestigious Malaysian higher education
institution to examine employe%)rceptions of their work life quality. The study utilised ten
variables or components %’2 inherently associated with the concept of Quality of Work
Life (QWL). The Qrijbles considered in this study include meaningfulness, pessimism
towards organti Q)nal change, resource availability, support, autonomy, self-determination,
selfnce, work-family interference, interpersonal relationship quality, and overall
impact.” After conducting a comprehensive analysis of the 10 variables, it has been
determined that only 3 variables show a significant correlation with job satisfaction. This has

a noticeable impact on the overall Quality of Work Life (QWL)?2,

A thorough investigation was conducted to examine the complex relationship between

employee performance at Esfahan Medical University. Empirical evidence suggests that
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various factors, such as fair and adequate compensation, opportunities for career growth and
stability, a safe and healthy work environment, the development of employees' skills and
abilities, the promotion of a harmonious workplace atmosphere, adherence to legal principles,
achieving a balance between work and personal life, and fostering social cohesion, are
significantly correlated with the quality of work experience and employee performance. The
study's findings indicate that important factors to consider include improv.in%bhuman

capabilities, addressing various aspects of life, integrating into professional %@gs, and

adhering to constitutional principles within the organisation®*, ,%\

The analysis of Quality of Work Life (QWL) among univ @mployees and the
relationship between job satisfaction and work life has p@; d similar results. Recent

ot N

research has identified autonomy, superior supp E @ personal growth as significant

components of Quality of Work Life (QWL) in the ation sector. These factors have been
identified as crucial contributors to the o‘er;aﬁ)u\db satisfaction of individuals in this field>>*.
Their absence has caused dissatisfac%'f@, and disillusionment about their position in the

academic institution. \)Q)

A thorough quantitative \?vas conducted to examine the effects of several aspects of
Quality of Work QC)%WL) on the attitudes and general well-being of educators at
privately-o ucational institutions in Pakistan. Based on empirical evidence, it can be
inferr; t@ various factors such as the prevailing work environment, subjective evaluation
of work's value, and balance between professional and personal life significantly impact
individuals' attitudes towards work. Consequently, these factors contribute to enhancing the
overall quality of employees' work experience?>. A thorough examination was conducted to
analyse the many aspects that impact the Quality of Work Life (QWL) of educators in a
specific educational jurisdiction in Trinidad and Tobago. Through the use of quantitative
methods, a comprehensive investigation has determined that social integration, factors related
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to pupils, and intrinsic traits have emerged as the primary elements that impact the quality of

work life for teachers?*°,

The complex relationship between Quality of Work Life (QWL) and Organisational
Citizenship Behaviour (OCB) involves the deliberate implementation of a complete plan
aimed at enhancing the entire quality of work life encountered by employees. This
comprehensive strategy plan comprises a range of measures designed to im the
organisational culture, consequently promoting the progress and excellence o @mkforce.
The prioritisation of resource allocation towards the growth and well—S@i~ employees is
generally recognised as a crucial component within the Qualitys (@ﬂ% Life (QWL) value
system, which plays a significant role in the intricate dynar%gcu} strategic management>>’.
The intentional emphasis on human capital e\%; eads to significant advantages,

promoting long-lasting organisational efficiency qvemna’/prolonged duration.

The notion of Quality of Work Life (; iWQ&)lves the presence of effective supervision, a

favourable work environment, co

Q

construction of an engaging, cellaborative, and motivating professional context*®. The

ve compensation and benefits, as well as the

achievement of an enhana@y?k-life experience is accomplished via the implementation of
a holistic employe re%ionship concept. In order to enhance the quality of the work
environment, i chucial to provide workers with the necessary support in identifying and
pursui @iatives that result in substantial accomplishments, while simultaneously fostering
a culture of collaboration. The attentive efforts being discussed have the potential to

significantly improve the overall effectiveness of the company.

The growing interest in Work-Life Balance (WLB) continues, as various developments are
being pursued to enhance workers' ability to manage the competing demands of their

professional and personal lives. The previous discussions focused on the intricate interplay
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between advantageous conditions and opportunities, while the current negotiations utilise the
vocabulary of strategic decision-making, notable flexibility, and the achievement of a
harmonious balance between one's professional and personal domains. The concept of
Quality of Work Life (QWL) pertains to the advantageous circumstances and scenarios
present in a workplace that foster employee support and motivation, including elements such
as incentives, job stability, and avenues for personal and professional developmen.tm. On the
other hand, the assessment of Organisational Citizenship Behaviour (OCB) is b '}'n many

dimensions, which include Altruism, Conscientiousness, Sportsmanshi , and Civic
virtue, among others. The aforementioned elements are susc.eg\ o the influence of
favourable circumstances present in the work environment. '[@ear relationship between
work life quality and Organisational Citizenship Bé@ur (OCB) and its underlying
elements may be seen. The behaviour shown%'%ployees inside an organisation is
influenced by changes in employment situ@@ degrees of satisfaction. Therefore, it can

be inferred that the many elements %’ pact the delicate balance between work and
personal life would unavoidably e an effect on various aspects of organisational

citizenship conduct.

The relationship l@v@?()uahty of Work Life (QWL) and employee performance

effectivenes mé&be clearly established. The origin of outstanding performance may be
attribute the ability of Quality of Work Life (QWL) to provide workers a favourable and
proﬁt@ work environment. At its core, it is crucial for the leader to demonstrate the ability
to cultivate an environment of professionalism, in which the employees feel confident and at
ease while carrying out their duties inside the business. As a result, this has the capacity to
significantly enhance the total efficacy of their activities. It was also observed that the

positive impact of Quality of Work Life (QWL) on employee job performance may be
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attributed to the workers' perception of their needs being met and their experience of

receiving support from their supervisors®°.
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Fig. 2.5 Conceptual Model for Leadership Styles, Motivation and Quality of Work-Life
as Determinants of Organisational Citizenship Behaviour. Source: Researcher, 2023

The conceptual model serves as a graphical representation that elucidates the course of cause-

and-effect interactions among the important variables within the research. The complex

interconnections of autonomous components are shown by their reciprocal impact on each
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other, as well as their collective influence on the dependent factor. After performing a
comprehensive review of the existing scholarly literature, it becomes evident that gender
plays a crucial role as an organismic intervening variable. The intentional incorporation of
this element into the study design fulfils the function of serving as a moderator. The concept
of gender has the ability to affect both independent and dependent factors, while also serving
as a mediator to moderate the impact of independent variables on organisational.citizenship
conduct. The concept of organisational citizenship conduct is intricately con@ to the
intricate interaction of different leadership styles, intrinsic motivation, rall quality
of work life. Likewise, it is possible to link it with acts of al 'su% humanitarianism,
accommodation, and dignity, even when it exceeds the conﬁk%'}one s professional limits

and eludes acknowledgment from higher authorities.

2.5  Summary of Literature Reviewed Q

The examination of Organisational Cltl@gﬁehwlour (OCB) reveals a multitude of
significant patterns. The comprehe?@nature of Organisational Citizenship Behaviour
(OCB) becomes apparent as it i rates a wide range of aspects that together contribute to
the promotion of workers @e’és actions inside higher education institutions. These factors
encompass the occ rreg employees exceeding the prescribed expectations of their job
roles, part domains such as promoting individual growth, promoting collaboration,
exhlbltlnéourable demeanour towards colleagues, and displaying a pronounced
w1111n$ss to aid fellow coworkers. The concept of leadership style comprises a broad
spectrum of typologies and underlying principles that govern the behaviour and attitude of
those in positions of authority. Based on the concepts advocated by Greatman, it is postulated
that individuals who accept leadership roles possess innate abilities that facilitate their

efficacy in leading and exerting influence on others. There is a commonly held belief that

people possess innate leadership abilities rather than developing them via deliberate
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development and training. Motivation may be categorised into two distinct forms: intrinsic
and extrinsic, each with various expressions. The many types of motivation have a significant
impact on the everyday activities of persons from varied backgrounds. Motivation is an
essential and indispensable factor that serves as a guiding force for people, leading them
towards the realisation and achievement of their objectives.

The notion of Quality of Work-Life comprises a diverse range of crucial elemer.lts, such as
proficient supervision, a nurturing organisational atmosphere, equitable rem '}on and
perks, and the fostering of a vibrant, cooperative, and stimulating w .%mem. The
attainment of a heightened work-life experience is successfully r 'segi via the deliberate
priority of a philosophical framework centred on the de@hent and promotion of
constructive interpersonal interactions among persons'y@jn the organisational hierarchy.
The recognition of the Quality of Work-Life hasﬁ@nt importance within the strategic
management framework due to its dir ‘t{&ence on the long-term success of an
organisation. The literature review serv@s complete synthesis of accumulated information
gathered over an extended period t@%hout the research endeavour. The acquisition of this

information is of utmost s'ﬁnigcance in providing direction for the advancement of the

research thesis. C)QQ
>

QQ
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Chapter Three
Methodology

This chapter describes the procedure for conducting this research work. Specifically, the
chapter provides detailed information on research design, population of the study, sampling
technique and sample, instrumentation, data collection procedure and the methods of data

analysis that were employed in the course of carrying out this study.

3.1  Research Design

The study adopted the descriptive research design of survey type. This design was chosen for
the study because of its appropriateness, usefulness and versatility. Furthermore, the design is
considered suitable for the study as it enabled the researcher to seek the opinion of
representative sample of the population upon which conclusion, inferences and generalisation
about the dependent and the independent variables are made through the data obtained.
There was no manipulation of variables carried out in the study. The researcher only aimed at
describing, as well as explaining varying factors, to answer the raised research questions and

test formulated hypotheses.

3.2  Population of theStudy
The study populationconsisted of all the 5515 lecturers in private universities in Southwest,

Nigeria.
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Table 3.1: Population of Lecturers in Private Universities in Southwest, Nigeria

Private University

Number of Academic Staff

Lead City University, Ibadan 822
Kola Daisi University, Ibadan 58
Dominican, Ibadan 74
Ajayi Crowther University, Oyo 208
Covenant University, Ota 464
Crawford University, Igbesa 73
Crescent University, Abeokuta 123
Hallmark Universty, [jebu-Itele 152
Augustine University, [lara-Epe 118
Caleb Universty, Imota , Lagos 90
Anchor Universty, Ayobo, Lagos 204
Eko University of Medical and Health Sciences, 25
[janikin, Lagos

Precious Cornerstone University, Ibadan 43
Dominion University, Ibadan 48
Achievers University, Owo 171
Elizade University, Ilara-Mokin 144
Wesley University of Science and Technology, Ondo 145
Afe Babalola University, Ekiti State 421
Chrisland University, Owode 103
Mountain Top University, Ibafo 148
Mcpherson University, Seriki Sotayo, Ajebo 66
Babcock University, Ilishan Remo 506
Bells University of Technology, Ota 193
Southwestern University, Okun-Owa 64
Trinity University, Yaba 79
Bowen University, Iwo 375
Redeemer’s University, Ede 173
Fountain University, Oshogbo 99
Joseph Ayo Babalola University, Ikeji-Arakeji 199
Kings University, Ode-Omu 35
Adeleke University, Ede 172
Pan Atlantic University, Lagos 72
Total= 33 Total=5515

Source: !
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Table 3.2: Sampling Frame of Lecturers in Private Universities in Southwest,
Nigeria

Private University Number of Academic Staff
Lead City University, Ibadan 822

Kola Daisi University, Ibadan 58

Dominican University, Ibadan 74

Ajayi Crowther University, Oyo 208

Bowen University, Iwo 375

Redeemer’s University, Ede 173

Joseph Ayo Babalola University, Ikeji-Arakeji 199

Kings University, Ode Omu 35
Augustine University, [lara-Epe 118

Caleb University, Lagos 90

Anchor University, Ayobo, Lagos 204

Eko University of Medical & Health Sci. Lagos 25

TOTAL = 12 - TOTAL = 2381

Source: I%'\
33 Sample an&uﬁpling Techniques

A sample %male and female lecturers were selected as participants for the study upon
returpd @m the field with attrition rate of 13.1% using the multistage sampling procedure.
At t&t stage, states that have at least, four private universities were selected and these are
Lagos, Ogun, Osun and Oyo States. This was done in order to be able to get enough sample
size for the study. The second stage involved selecting three states from the four states, using
the simple random sampling technique and these are Lagos, Osun and Oyo States. At the
third stage, four private universities were selected in each state using the simple random

sampling technique. This was also done to be able to get enough samples size for the study,
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considering that the universities do not have equal population. At the last stage, the number
of lecturers (sample size) calculated for each of the private universities using the Taro
Yamane’s formula were used as participants for the study. The total sample for the study was
1,144 academics selected from the 12 private universities in randomly selected three states

(Lagos, Osun and Oyo) of the Southwest, Nigeria.

Sample Size Selection for Lecturers in Lead City University using Tare ane

>
Formula . Q§
n=N/1+N(e)? ‘%\
n= sample size . "
N= Population @
e=0.05 6&
S

n=822/1+822(0.05)?

Q>
n=822/1+822 (0.0025) Q
n=822/142.055 .

0\%

n=822/3.055

n= 269 (b‘%.

Sample Size Selection for l@rs in Kola Daisi University using Taro Yamane

Formula "
n=N/1+N(e)? QQ®

n= sample size \
Q

N= Populati

e=0. Q
n— 5&8(0.05)2

n=58/1+58 (0.0025)
n=58/1+0.145
n=58/1.145

n=51
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Sample Size Selection for Lecturers in Dominican University using Taro Yamane
Formula

n=N/1+N(e)?

n= sample size

N= Population

e=0.05 .

n= 74/1+74(0.05)? {b’

L&
n=74/1+74 (0.0025) ,@QO
%'\

n=74/1+0.19

n=74/1.19 %\
n=62 . Q@&

Sample Size Selection for Lecturers in Ajayi .?er Universty using Taro Yamane

Formula C‘J@
>

n=N/1+N(e)?

n= sample size VQ)%

N= Population
4%'»

e=0.05 Q

n=n208/1+208(0)05

n=208/1+2‘0%0025)
n= 9.52

n=208/1.52

n= 137
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Sample Size Selection for Lecturers in Bowen University using Taro Yamane Formula
n=N/1+N(e)?

n= sample size

N= Population

e=0.05

n=375/1+375(0.05)*

A
n=375/1+375 (0.0025) D

L
n=375/1+0.9375 ,@QO

n=375/1.9375 . @.\
n=194 ,&%
: Q@

Sample Size Selection for Lecturers in Red%? University using Taro Yamane

Formula C‘J@
>

n=N/1+N(e)?

n= sample size VQ)%

N= Population

e=0.05 Q)Q

n=173/1+173(0.05)?

n=173/1+1‘7%6025)
= 1@9.4325

n=173/1.4325

n= 121
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Sample Size Selection for Lecturers in Joseph Ayo Babalola University using Taro
Yamane Formula

n=N/1+N(e)?

n= sample size

N= Population

e=0.05

n=199/1+199(0.05)? Q}

n= 199/1+199(0.0025) ,%\QO

n=199/1+0.4975 ) 6.\
n=171/1.4975 ,&%\

n= 133 ’ \Q@

Sample Size Selection for Lecturers in l%j@versity using Taro Yamane Formula
n=N/1+N(e)> 'ét

n= sample size VQ)%

N= Population

e=0.05 Q)Q

n= 35/1+35(0.05%\

n=35/1+35®5)
n= 9875

n=35/1.0875

n=32
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Sample Size Selection for Lecturers in Augustine University of Science and Technology
using Taro Yamane Formula

n=N/1+N(e)?

n= sample size

N= Population

e=0.05

n=118/1+118(0.05) Q}

n=118/1+118(0.0025) ,%\QO

n=118/1+0.29 . ‘6.\
n=118/0.29 &%\

n=92 . \Q@

Sample Size Selection for Lecturers in (éz@versity using Taro Yamane Formula
n=N/1+N(e)> 'ét
n= sample size VQ)%

N= Population

e=0.05 Q)Q

n= 90/1+90(0.05%\

n=90/1+90®5)
n= 93

n=90/1.23

n=73
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Sample Size Selection for Lecturers in Anchor University using Taro Yamane Formula

n=N/1+N(e)?

n= sample size

N= Population
e=0.05
n=204/1+204(0.05)?
n=204/1+204(0.0025)
n=204/1+0.51
n=204/1.51

n=135

N
%‘\Q?
. @'\

&

Sample Size Selection for Lecturers in Eko Ulﬂ@% of Medical and Health Sciences

using Taro Yamane Formula
n=N/1+N(e)?

n= sample size
N= Population

e=0.05

n= 25/1+25(0.05%\

n=25/1+25®5)
n= .Q?a

n=25/1.63

n=15
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Table 3.3.1: Summary of Sampled Frame

Private University Number of Academic Sampled Lecturers
Staff
Lead City University, Ibadan 822 269
Kola Daisi University, Ibadan 58 51
Dominican, Ibadan 74 62
Ajayi Crowther University, Oyo 208 137
BowenUniversity, Iwo 375 194
Redeemer’s University, Ede 173 121
Joseph Ayo Babalola University, Ikeji- 199 133
Arakeji
Kings University, Ode-Omu 35 32
Augustine University, Ilara-Epe 118 92
Caleb University, Lagos 90 73
Anchor University, Ayobo, Lagos 204 135
Eko University of Medical and Health 25 15

Sciences, Ijanikin, Lagos.

Total= 12 Total = 2381 Total = 1314

Source: Field Survey, 2023

3.4  Description of the Research Instruments

The researcher made use of a Questionnaire to collect the needed primary data for the study.
This questionnaire has four sections: Section A covers the bio-data (socio-demographic data)
requesting for respondents’ sex, age, highest educational qualification, respondent’s rank and

job tenure (years of lecturing experience). Section B contained the Organisational Citizenship
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Behaviour Scale, section C contained the Leadership Styles Scale, Section D contained
Motivation Scale while Section E contained the Quality of Work Life Scale.

Organisational Citizenship Behaviour Scale (OCBS)

This is a self-developed scale with 17 items on a 4-point response format ranging from
strongly agree to strongly disagree. The scale measured Organisational Citizenship Behaviour
(OCB) of male and female lecturers in private universities regarding their selflessness,

altruism, support, and working out their formal job description. Q}i\

Leadership Styles Scale (LSS) ,%\QO

To assess the leadership styles, the short version of the Multifacto dership Questionnaire
(MLQ)?, was adapted and used along the self-developed 9-i %ituational leadership style
sub-scale. Lecturers responded according to how the Eé%e the behavioural characteristics
of their university management. Items 1-15 meas Qansformational leadership style while
items 16-28 measured transactional leade@%l from the adapted Multifactor Leadership
Questionaire (MLQ) Items 29-37 m @e the situational leadership style. The leadership
style scale altogether has thin@ items with four responses options of - Always (4),

Often (3), Sometimes (2), Rarely (1). All these items collectively elicited information on

the leadership style @t university management personnel.

N
MS)

Motivatiou%g

To che level of pay satisfaction (remuneration) —items 1-6, opportunity for capacity
building- items 7-10 and promotion- items 11-15, a self-developed scale of motivation was
used. This scale contains 15 items on a 4-point response format, ranging from very untrue to

very true.
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Quality of Work Life Scale (QWLS)

The Quality of Work Life Scale is a 50-item scale on a 5-point likert type response format,
ranging from strongly agree to strongly disagree. The scale is developed and validated to
measure lecturer’s quality of work life*. The adapted scale used in this study contained 18

items on a 5- point response format.

3.5  Validity of the Research Instrument &

The scales were validated and their psychometric properties establishe%"ﬂ@@ce, content

and construct validity were ascertained. These were established througlr the judgment of
. \ 9

experts in psychometrics, tests and measurement, with ir@g from the researcher’s

supervisor. It ensured that items on the instrument are .suj&gé, appropriate and adequate to

elicit needed information from respondents. The r@instwment was subjected to proper

validation with the assistance of the superxgis&&hs order to ensure that the instrument sub-

N

scales actually measure what they are e%'gej to measure.

3.6  Reliability of the Rese ch%cg-rument

The reliability of the instru ng,was determined with the use of Cronbach’s Alpha in SPSS
v.23 software, in o r@%ess and establish the reliability, or internal consistency of the
scales and itemsg‘gnbach’s Alpha was used in the study to assess the inter-correlation of the
items of the 3cales. A pilot study was conducted to establish the reliability coefficients of the
scale@ private university (Achievers University, Owo) which was not part of the study
setting was used, whereby 40 questionnaires were distributed to male and female lecturers
and their responses were inputted and analysed. A Cronbach Alpha Coefficient of (a=831)
was obtained for the questionnaires containing four sub-scales of Organisational Citizenship
Behaviour Scale, the Leadership Styles Scale, the Motivation Scale and the Quality of Work

Life Scale.
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3.7  Method of Data Collection

The researcher introduced himself to the appropriate authorities in the private universities
from which respondents were sampled. This was to facilitate collection of data for the study.
The data collection exercise was carried out by the researcher with the help of two research
assistants who were engaged and trained to assist in the administration and collection of the

questionnaires across the selected private universities in Southwest, Nigeria. Data c%ection

lasted nine (9) weeks. Q')(\

3.8 Method of Data Analysis ‘%\

Completed and returned questionnaires were sorted and collat.\. hé scores were then

inputted on the computer system for analyses. Data Wer& éﬁ) sed using descriptive and
inferential statistical tools. Frequency count, @g@ge, Pearson’s product moment
us

correlation and multiple regression analyses we& to analyse the data in order to answer

the raised research questions and test th@

level.

ated hypotheses respectively at 0.05 alpha
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Chapter Four
Results and Discussion of Findings

This chapter presents the results and discussion of findings. The answers to the research
questions and results of tested hypotheses are presented. The analysis of data and discussion

of findings were presented in this chapter in the following order:

Table 4.1 Questionnaire Return Rate . (b‘
s

Number Distributed Number Returned Percentage Q)"

1314 1144 86.9% ‘$\

Source: Field Survey, 2023 -
4.2 Demographic Data Analysis %)\\‘

Table 4.2.1 Gender of Respondents (Lecturers in Pru@g-t) niversities in Southwest,

Nigeria) A ®

S/N  Gender Frequency \) " Percentage
A @
1 Male 568 \_) 49.7

O
2 Female '\)@ 50.3

Total A~ Q& 3 1144 100

Source: Field suryey, 2023
Table 4.2.1 %s the gender distribution of the respondents who participated in the survey.

The r l@o s that out of the 1144 respondents, 568 (49.7%) were male, while 576 (50.3%)
wereﬁale. The data suggests that there is almost an equal representation of male and
female lecturers in private universities in Southwest, Nigeria. The findings of this survey
have significant implications for the gender diversity and inclusivity in private universities in
the region. The fact that there is an almost equal distribution of male and female lecturers
indicates that private universities in Southwest Nigeria have made some progress towards

promoting gender equality and inclusivity in their recruitment process. This also represents a
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positive trend towards gender inclusivity in the recruitment process of private universities in
Southwest, Nigeria. Nonetheless, it is important for private universities in Southwest, Nigeria
to continue to promote gender diversity and inclusivity in their workforce to ensure a more
balanced representation of male and female lecturers. However, it is important to note that the
gender distribution among the respondents may not necessarily reflect the overall gender
distribution of lecturers in private universities in Southwest, Nigeria. Ther could be

variations in the gender representation across different faculties, and depart%& which

were not captured by the survey. ,%\

Table 4.2.2  Respondent’s Age (Lecturers in Private Umvensﬂ(&p'Southwest Nigeria)

S/N Age Frequency %\V i’ercentage

20-30 160 o AN 14.0

1 N\
31-40 325 O 28.7
41-50 . »Q% 35.7
3 Ui

51-60 % 168 14.7
4

61 and Above Q)‘b‘
5 &

80 7.0

Total 1144 100

Source: Field survey, 2

Table 4.2.2 preserﬁt)% tribution of the ages of lecturers in private universities in

Southwest N geéwvho participated in the survey. The table contains five age categories,
1ts§

each with itsfrequency and percentage. From the table, we can see that the majority of the
lecn@are between the ages of 31 and 50, with the age group 41-50 being the most
common, accounting for 35.7% of the respondents. The age group 31-40 accounted for
28.7% of the respondents, while the age group 51-60 and 20-30 accounted for 14.7% and

14.0% of the respondents respectively. The remaining 7.0% of the respondents were aged 61

and above.
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The data suggests that the majority of lecturers in private universities in Southwest Nigeria
are in their thirties, forties, and fifties. This information can be useful for universities in
planning their recruitment policies to ensure that they are attracting and retaining a diverse
range of lecturers across different age groups. The data also suggests that there may be
different training and development needs for lecturers in different age groups. Universities
can use this information to design training and development programmes that cater for the
specific needs of lecturers in different age groups, such as mentorship program%b;\frounger
lecturers or succession planning for older lecturers. Furthermore, t .\; ggests that
universities need to start planning for the retirement of old.er J%u:\ers and succession
planning to ensure that there is a smooth transition of knowl@\and expertise to younger

lecturers. It could also be deduced from the result that @universities need to ensure that

their workforce is diverse across different age gro@&

Table 4.2.3 Highest Qualifications of @nts (Lecturers in Private Universities

in Southwest, Nigeria)

S/N  Qualification Q;O‘v Frequency Percentage
AL

Bachelor Y 152 13.3
1 %'\
PGDE Q 36 3.1

2 Q)Q
Master \ 416 364
Q

3
PhD ‘%
4 N\

540 47.2

@J 1144 100

Source: Field survey, 2023

The table shows the highest qualifications of the respondents and their respective frequencies
and percentages. From the table, it is evident that the majority of the respondents had either a
Master's degree or a PhD. Specifically, 416 respondents (36.4%) had a Master's degree, while
540 respondents (47.2%) had a PhD. This indicates a relatively high level of education
among the respondents. The percentage of respondents with a Bachelor's degree was 13.3%
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(152 respondents), while those with a PGDE qualification (Postgraduate Diploma in
Education) were only 3.1% (36 respondents). The data shows that the majority of the
lecturers in private universities in Southwest Nigeria have advanced degrees, with nearly half
of them having obtained a PhD. This indicates that these universities place a high value on
advanced degrees and prioritise hiring highly qualified candidates. It also suggests that there
&

Table 4.2.4 Respondent Rank (Lecturers in Private Universities in Sou @f}( Nigeria)

is a strong emphasis on academic research and scholarship in these universities.

AN
S/N  Rank Frequency Pércentage
Graduate Assistant 188 16.4
1 . \ )
Assistant Lecturer 256 %'\ 2.4
: &>
Lecturer 11 26.9

308 . 4
3 D
Lecturer 1 19QQ 17.1

. )@\ 7.7
5 s O
Reader/Associate Professor 32 2.8

Senior Lecturer

Professor Cb‘ 76 6.6
e
. Y

Total 1144 100

Source: Field Survey,

20 "
The table shows th e@@and percentage of respondents in each rank category. Overall,
the table indi a%ﬂbat the majority of the respondents are in the lower ranks, with graduate
assistants amléssistant lecturers comprising 16.4% and 22.4%, respectively. Lecturer II is the
mos@:lated rank category, with 26.9% of respondents, while Lecturer I comprises 17.1%
of respondents. Interestingly, the higher ranks, such as Senior Lecturer, Reader/Associate
Professor, and Professor, have relatively fewer respondents, with percentages ranging from
2.8% to 6.6%. This suggests that there may be a scarcity of senior academics in private
universities in Southwest Nigeria and this highlight the need for private universities in

Southwest Nigeria to provide more opportunities for career progression for their lecturers,
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especially those in the lower ranks. However, it is important to note that the table does not
provide information on the distribution of respondents across different disciplines or
departments within the private universities. Therefore, it is difficult to draw conclusions

about the representation of different disciplines at each rank level.

Table 4.2.5 Job Tenure of Respondents (Lecturers in Private Universities in

Southwest, Nigeria)
O\

S/N  Job Tenure Frequency Percentage
1 1-5 572 50.0
2 6-10 440 38.5
3 11 and Above 132 11.5

Total 1144 100
Source: Field Survey, 2023 \X
The table presents the job tenure of respondents who are 1 S in private universities in

Southwest, Nigeria. The data shows that there are th : \@gorles of job tenure: 1-5 years, 6-

10 years, and 11 years and above. Out of the to% ondents (1144), 50% had a job tenure

of 1-5 years, 38.5% had a job tenure of @

and above. This indicates that a mgn@ portion of the lecturers in private universities in

1s, and 11.5% had a job tenure of 11 years

Southwest, Nigeria have relatl rt _]ob tenures. This could be due to factors such as job
insecurity, low job sati o, and a lack of opportunities for career advancement.
Furthermore, the h@c ntage of lecturers with a job tenure of 1-5 years could have
implications @ uality of education provided by private universities in the region. Newer
lecturers @y ave less experience and may not be as effective at teaching and conducting
research/as those with longer tenures. The result suggests that private universities in
Southwest, Nigeria may need to address issues related to job security, job satisfaction, and
career advancement in order to retain experienced lecturers and improve the quality of

education they provide.
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4.3 Answers to Research Questions
Research Question One: What is the Level of Organisational Citizenship Behaviour among

Lecturers of Private Universities in Southwest, Nigeria?

Table 4.3.1: Level of Organisational Citizenship Behaviour among Lecturers of Private
Universities in Southwest, Nigeria

SN I SA A D SD Mean  Std
(X)

1 take time to advice, coach 00 344 88 64 3.38 .852
or mentor a colleague (30.1%) (7.7%)  (5.6%)

2 help academic staff learn 440 508 144 52 3.17 815
anew skill or knowledge (38.5%) (44.4%) (12.6%) (4.5%)

3 volunteer to carry out my 492 408 152 92 3.14 931
colleagues (43.0%) (35.7%) (13.3%) (8.0%)

task/assignment when

they are unable to

perform it

4 help new employee get 492 420 168 64 3.17 879
oriented and adjusted to (43.0%) (36.7%) (14.7%) (5.6%)
the job

5 offer suggestions to 496 444 124 80 3.19 .888

improve the work roles (43.4%) (38.8%) (10.8%) (7.0%)
for fellow lecturers

6 hold extra classes to 536 408 128 72 3.23 .883
ensure students are ready  (46.9%) (35.7%) (11.2%) (6.3%)

for exams

7 care about student’s 544 360 136 104 3.17 .963
health (47.6%) (31.5%) (11.9%) (9.1%)

8 provides personal 520 424 120 80 3.21 .892
guidance for students (45.5%) (37.1%) (10.5%) (7.0%)

with comprehension

problems
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9 make innovative 532 388 140 84 3.20 918
suggestions to improve (46.5%) (33.9%) (12.2%) (7.3%)
the overall quality of the

university

10  consult students before 532 368 128 116 3.15 .980
initiating actions that (46.5%) (32.2%) (11.2%) (10.1%)
might affect them

11  give unwavering 532 388 140 84 3.58 704

commitment to teaching  (46.5%) (33.9%) (12.2%) (7.3%)

and learning tasks

12 volunteer for extra work 428 528 140 48 3.17 798
assignment (37.4%) (46.2%) (12.2%) (4.2%)
13 diversify teaching 588 396 120 40 3.34 .803

methods according to the  (51.4%) (34.6%) (10.5%) (3.5%)
needs of students

14  am willing to work extra 492 464 112 76 3.20 .869
hours for the uplift of my  (43.0%) (40.6%) (9.8%) (6.6%)

university

15  care about staff members’ 580 380 112 72 3.28 .882
health (50.7%) (33.2%) (9.8%) (6.3%)

16  am usually the go-to 428 528 140 48 3.12 928
lecturer in my department (37.4%) (46.2%) (12.2%) (4.2%)

17  working beyond the call 484 468 108 84 3.18 .883
of duty gives me a sense  (42.3%) (40.9%) (9.4%) (7.3%)
of commitment
Weighted Mean (x) 3.23 0.897

Source?Field Survey, 2023
Decision Rule: Mean < 2.50 is Low, 2.50-2.99 is Moderate, 3.0-3.5 is High, > 3.5 is Very

High

Decision- High Level of Organisational Citizenship Behaviour
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Research Question Two: What is the Prevalent Leadership Style (Transformational,
Transactional and Situational) Adopted by the Management of Private Universities in

Southwest, Nigeria?

Table 4.3.2: Prevalence of Leadership Style (Transformational, Transactional and

Situational) Adopted by the Management of Private Universities, in Southwest, Nigeria

S/N  Leadership Style Strongly Agree Disagree  Strongly = Mean Std
Agree Disagree  (x)

Transformational

1 Provides us with 596 300 80 168 3.16 1.075
assistance in (52.1%) (26.2%) (7.0%) (14.7%)
exchange for our
efforts

2 Talks about the most 400 444 152 148 2.96 1.000
important values and  (35.0%) (38.8%) (13.3%) (12.9%)
beliefs

3 Seek different 476 340 168 160 2.99 1.060

perspectives when (41.6%) (29.7%) (14.7%)  (14.0%)
solving problems

4 Talks optimistically 568 376 148 52 3.28 0.856
about the future (49.7%) (32.9%) (12.9%) (4.5%)

5 Discusses in specific 492 384 144 124 3.09 0.991
terms who is (43.0%) (33.6%) (12.6%) (10.8%)
responsible for
achieving
performance targets

6 Talks enthusiastically 476 368 156 144 3.03 1.028

about what needs to  (41.6%) (32.2%) (13.6%) (12.6%)
be accomplished
7 Specifies the 428 412 160 144 2.98 1.009
importance of having (37.4%) (36.0%) (14.0%) (12.6%)
a strong sense of

purpose

8 Spends time teaching 408 376 168 192 2.87 1.077
and coaching (35.7%) (32.9%) (14.7%) (16.8%)

9 Makes clear what 424 396 172 152 2.95 1.025

one can expect to (37.1%) (34.6%) (15.0%) (13.3%)
receive when

performance goals

are achieved
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10

11

12

13

14

15

16

17

18

19

Goes beyond self-
interest for the good
of the team

Acts in ways that
builds our interest

Displays a sense of
power and
confidence
Articulates a
compelling vision of
the future

Looks at problems
from different angles
Treats us as an
individual rather than
just as a member of a
team

Weighted Mean (x)
Transactional

Fails to interfere until
problem becomes
serious

Focuses our attention
on irregularities,
mistakes, exceptions
and deviations from
standards

Avoids getting
involved when
important issues arise
Is absent when

needed

344
(30.1%)

360
(31.5%)

428
(37.4%)

364
(31.8%)

352
(30.8%)
268

(23.4%)

216
(18.9%)

256
(22.4%)

240
(21.0%)

164
(14.3%)

452
(39.5%)

408
(35.7%)

452
(39.5%)

444
(38.8%)

440
(38.5%)

336
(29.4%)

240
(21.0%)

272
(23.8%)

236
(20.6%)

212
(18.5%)

168
(14.7%)

228
(19.9%)

72
(6.3%)

196
(17.1%)

228
(19.9%)

264
(23.1%)

360
(31.5%)

348
(30.4%)

348
(30.4%)

384
(33.6%)

180
(15.7%)

148
(12.9%)

192
(16.8%)

140
(12.2%)

124
(10.8%)

276
(24.1%)

328
(28.7%)

268
(23.4%)

320
(28.0%)

384
(33.6%)

2.84

2.86

2.98

2.90

2.89

2.52

2.93

2.30

2.45

2.35

2.14

1.026

1.006

1.053

0.985

0.964

1.096

1.017

1.078

1.079

1.098

1.038
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20

21

22

23

24

25

26

27

28

29

30

31

Instills pride for
being associated with
him /her

Waits for things to
go wrong before
taking action

Shows that he/she is
a firm believer
Demonstrates that
problems must
become chronic
before taking action

Concentrates his/her
full attention on
dealing with
mistakes, complaints
and failures
Considers the moral
and ethical
consequences of
decisions

Keeps track of all
mistakes

Directs our attention
towards failures to
meet standards
Avoids making
decisions

Weighted Mean (x)
Situational

Makes certain
decisions based on
the personalities of
the parties involved
Is flexible with
structure of the
university with some
cadres of staff

Has different styles

228
(19.9%)

180
(15.7%)

392
(34.3%)
196

(17.1%)

240
(21.0%)

284
(24.85)

256
(22.4%)
292

(25.5%)

232
(20.3%)

280
(24.5%)

316
(27.6%)

272

216
(18.9%)

212
(18.5%)

140
(12.2%)

220
(19.2%)

308
(26.9%)

332
(29.0%)

292
(25.5%)
308

(26.9%)

228
(19.9%)

260
(22.7%)

296
(25.9%)

348

396
(34.6%)

300
(26.2%)

280
(24.5%)

340
(29.7%)

332
(29.0%)

276
(24.1%)

328
(28.7%)
272

(23.8%)

332
(29.0%)

328
(28.7%)

344
(30.1%)

316

304
(26.6%)

452
(39.5%)

332
(29.0%)

388
(33.9%)

264
(23.1%)

252
(22.0%)

268
(23.4%)
272

(23.8%)

352
(30.8%)

276
(24.1%)

188
(16.4%)

208

2.32

2.10

2.52

2.20

2.46

2.57

2.47

2.54

2.30

2.36

2.48

2.65

2.60

1.072

1.095

1.232

1.086

1.063

1.088

1.080

1.111

1.109

1.095

1.106

1.054

1.039
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32

33

34

35

36

37

of dealing with
different staff

Uses non directional
approach to establish
rules

Operates a fluid
system featured by
peculiarities of cases
Believes in
customising
leadership styles for
some conditions
Manipulates their
directive and
supportive
behaviours to the
needs of some stuff
Considers the
psychological and
task maturity of staff
before taking a stand
on matters

Is spontaneous with
rewards and
punishment
Weighted Mean (x)

(23.8%)

260
(22.7%)

228
(19.9%)

256
(22.4%)

268
(23.4%)

272
(23.8%)

236
(20.6%)

(30.4%)

340
(29.7%)

372
(32.5%)

356
(31.1%)

320
(28.0%)

340
(29.7%)

352
(30.8%)

(27.6%)

352
(30.8%)

312
(27.3%)

344
(30.1%)

344
(30.1%)

356
(31.1%)

404
(35.3%)

(18.2%)

192
(16.8%)

232
(20.3%)

188
(16.4%)

212
(18.5%)

176
(15.4%)

152
(13.3%)

2.58

2.52

2.59

2.56

2.62

2.59

2.58

1.017

1.027

1.009

1.042

1.010

0.960

1.029

Source: Field survey, 2023

Table 4.3.2 provide insights into the prevalence of leadership styles (transformational,

transactional, “anhd) situational) in private universities in Southwest Nigeria. In terms of

transfornfational leadership, the majority of respondents strongly agreed or agreed with

statemenits such as "Provides us with assistance in exchange for our efforts" (52.1% strongly

agreed, 26.2% agreed), "Talks about the most important values and beliefs" (35.0% strongly

agreed, 38.8% agreed), "Seeks different perspectives when solving problems" (41.6%

strongly agreed, 29.7% agreed), "Talks optimistically about the future" (49.7% strongly

agreed, 32.9% agreed), and "Discusses in specific terms who is responsible for achieving

performance targets" (43.0% strongly agreed, 33.6% agreed). The mean scores for these
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statements range from 2.96 to 3.28, with a standard deviation ranging from 0.856 to 1.075,
indicating a relatively high level of agreement among respondents. For transactional
leadership, the responses are more mixed. While some statements such as "Fails to interfere
until the problem becomes serious" (18.9% strongly agreed, 21.0% agreed) and "Focuses our
attention on irregularities, mistakes, exceptions, and deviations from standards" (22.4%
strongly agreed, 23.8% agreed) received relatively high levels of agreement, other. statements
like "Avoids getting involved when important issues arise" (21.0% strongly a%%% 20.6%
agreed) and "Is absent when needed" (14.3% strongly agreed, 18.5% a, e. ived lower
levels of agreement. The mean scores for these statements range %@.14 to 2.45, with a
standard deviation ranging from 1.038 to 1.098, indicating ,@ variability in responses

compared to transformational leadership. QQ)

In terms of situational leadership, the response ry Some statements such as "Adapts
leadership style to fit the situation" (49. %ﬁ%ly agreed, 31.6% agreed) and "Modifies
leadership style based on individual ?b. /' (43.4% strongly agreed, 37.4% agreed) received
relatively high levels of agre hlle other statements like "Makes decisions without

consulting others" (16 6% strongly agreed, 28.2% agreed) and "Fails to communicate

changes in decism % strongly agreed, 29.7% agreed) received lower levels of

agreement. scores for these statements range from 2.59 to 2.92, with a standard
dev1at10n

g from 0.872 to 1.095. In summary, the responses to the 37 items in the table
1nd1ca hat there is a relatively high level of agreement among respondents regarding
transformational leadership styles in private universities in Southwest Nigeria, while

transactional and situational leadership styles show more variability in responses.

The results highlight the importance of understanding the nuances of leadership styles in
private universities in Southwest Nigeria. The relatively high agreement levels for
transformational leadership suggest that leaders in these institutions may be actively engaged
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in inspiring and motivating their followers. However, the lower agreement levels for
transactional leadership indicate that leaders may need to pay more attention to addressing
irregularities, avoiding interference, and being present when needed. The mixed results for
situational leadership imply that there may be varying levels of adaptability and flexibility in
leadership behaviours based on different situations. These findings open up opportunities for
further discussion and research on how to optimise leadership styles in the context of prlvate
universities in Southwest Nigeria, with the goal of enhancing leadership effe@ess and
improving organisational performance. Transformational leadership style %mg to this
result is revealed to be the most prevalently used leadership style arq%g.qianagement staff of

private universities in Southwest, Nigeria. @

Research Question Three: What is the Most Enjoye of Motivation (Remuneration,

Opportunity for Study/Capacity Building and Promotien) by Lecturers of Private Universities

in Southwest, Nigeria? C;\&

Table 4.3.3: Most Enjoyed Kin Motivation (Remuneration, Opportunity for
Study/Capacity Building aqK) otion) by Lecturers of Private Universities in

Southwest, Nigeria
'\
&

S/N  Motivation Very True Untrue  Very Mean  Std
True Untrue  (x)
Remuneration
1 At present I can say I have 368 204 372 200 2.65 1.106

pay satisfaction at my

o 0 0 0
lecturing job (322%) (17.8%) (32.5%) (17.5%)
2 My  benefit  package 220 280 456 188 247 .98l

to d
le;izlrlirfgg?zbme O 90 MY (192%) (24.5%) (39.9%) (16.4%)

3 There 1is periodic salary 248 228 492 176 2.48 .996
i tt
increment to encourage more 21.7%) (19.9%) (43.0%) (15.4%)

effectiveness among
lecturers in my university
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4 My current salary is paid as 208 168 444 324 2.23 1.052
an when due (182%) (14.7%) (38.8%) (28.3%)
5 My earnings are fair when 288 204 440 212 2.50 1.061
compared to others doing the o o o o
same type of work in other (25.2%) (17.8%) (38.5%) (18.5%)
university
6 Salary scale and payment 268 280 444 152 2.58 989
structure are commensurate
0 0 o 0
with lecturers’ qualification (23.4%) (24.5%) (38.8%) (13.3%)
and effectiveness
Weighted Mean (x) 259 1.031
Source: Field Survey, 2023 . \‘ﬁ'\
Opportunity for Study/
Capacity Building
7 My lecturing job offers 424 152 360 208 2.69 1.149
opportunities  for  further o o o o
study, training and re- (37.1%) (13.3%) (31.5%) (18.2%)
training
8 I have attended several 224 372 368 180 2.56 977
training programmes which o o o o
upgraded my teaching skills (19.6%)  (32.5%) (32.2%) (15.7%)
9 There are capacity-building 244 244 412 244 243 1.048
designed fi
PTOSIATNIES — CESIENCE 10T 51 306)  (21.3%) (36.0%) (21.3%)
lecturers in my university
10 My University has sponsored 256 284 320 284 245  1.092
me for at least one
0 0 o 0
training/workshop (22.4%) (24.8%) (28.0%) (24.8%)
programme
11 My university trains teaching 268 268 352 256 2.48 1.080
staff on new frontiers in
o 0 o 0
knowledge and <kill (23.4%) (23.4%) (30.8%) (22.4%)
development
Weighted Mean (x) 252 1.069
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Promotion

12 Promoting lecturers in my 320 224 408 192 2.59 1.067
iversity i d when d
HIIVEISILY 1585 and WHER CUE - 98.0%)  (19.6%) (35.7%) (16.8%)
13 Lecturers’ career 320 252 360 212 2.59 1.083

advancement  issues  are
given  priority in  my
university

(28.0%) (22.0%) (31.5%) (18.5%)

14  There are discrepancies in 320 276 292 256 2.57 1.119

AR es |
the criteria for promotion 10— g ho/y (94 194) (25.5%) (22.4%)
my university

15 Promotion  arrears and 292 276 384 192 2.56 1.004
rewards are given to o o o o
lecturers in my university (25.5%)  (24.1%) (33.6%) (16.8%)
16  Promotion are handled fairly 352 200 328 264 2.54 1.151
for all academic staff
or atl academic sta (30.8%) (17.5%) (28.7%) (23.1%)

Weighted Mean (x) 257  1.085

Source: Field Survey, 2023 )
Decision Rule: Mean < 2.50 is Low, 2'50632{5%0(1“&6’ >3.0-3.5 is High, > 3.5 is Very

High
>

Research Question Four: Wha«{%& State of Quality of Work Life Among Lecturers of

Private Universities in So@sﬂ Nigeria?
Table 4.3.4: State QQ

uality of Work Life among Lecturers of Private Universities in

Southwest, N{
S/N  Items SA A U D SD Mean  Std
(x)

1 It is hard to take 404 248 64 208 220 336 1.567
time off during (35.3%) (21.7%) (5.6%) (18.2%) (19.2%)
our work to take
rest

2 My university 316 472 112 192 52 3.71 1.170

offers sufficient (27.6%) (41.3%) (9.8%) (16.8%) (4.5%)

opportunities to
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10

care of personal

or family matters

[ am unable to 252
attend to my (22.0%)
personal work

due to the

demands made by

my job

A part of my job 288

is allowed to be (25.2%)
done at home

My university 292
school allows a (25.5%)
flexi-time option.

I feel that my 476
work allows me (41.6%)
to do my best in a

particular area

Conditions on my 348

job allow me to (30.4%)
be as productive

as I could be

I am given a lot 296

of work (25.9%)
empowerment to

decide about my

own style and

pace of work

I feel free to offer 328
comments and (28.7%)
suggestions on

my performance

I am uninvolved 352

00

488
(42.7%)

384
(33.6%)

424
(37.1%)

516
(45.1%)

460

(40.2%)

436

(38.1%)

460

176
(15.4%)

104
(9.1%)

172
(15.0%)

56
(4.9%)

96
(8.4%)

172

(15.0%)

128

(11.2%)

108

196
(17.1%)

148
(12.9%)

112
(9.8%)

68
(5.9%)

80
(7.0%)

100

(8.7%)

140

(12.2%)

80

212
(18.5%)

116
(10.1%)

184
(16.1%)

120
(10.5%)

104
(9.1%)

116

(10.1%)

112

(9.8%)

144

3.17

3.60

3.43

3.93

3.81

3.63

3.64

3.70

1.427

1.270

1.385

1.282

1.204

1.239

1.280

1.313
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11

12

13

14

15

16

in making
decisions that
affect our work
There is
cooperation
among all the
department for
achieving the
goals

The university
communicates
every new change
that takes place
There is a
harmonious
relationship with
my colleagues
There is a strong
sense of
belongingness in

my university

The relationship
between
management and
lecturers in my
university is very
good

I will get good
support from
management and
sub-ordinates in

my university

(30.8%)

372

(32.5%)

432

(37.8%)

416
(36.4%)

452
(39.5%)

384
(33.6%)

400
(35.0%)

(40.2%)

456

(39.9%)

428

(37.4%)

392
(34.3%)

400
(35.0%)

456
(39.9%)

432
(37.8%)

(9.4%)

108

(9.4%)

96

(8.4%)

124
(10.8%)

92
(8.0%)

88
(7.7%)

128
(11.2%)

(7.0%)

108

(9.4%)

76

(6.6%)

76
(10.8%)

80
(7.0%)

108
(9.4%)

68
(5.9%)

(12.6%)

100

(8.7%)

112

(9.8%)

136
(11.9%)

120
(10.5%)

108
(9.4%)

116
(10.1%)

3.78

3.87

3.77

3.86

3.79

3.81

1.240

1.262

1.325

1.297

1.263

1.257
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17  In my university, 416 436 100 88 104 3.85 1.247
there is balance (36.4%) (38.1%) (8.7%) (7.7%) (9.1%)
between stated
objectives and
resources
provided
18  There are much 456 412 84 76 116 3.89 1.280
defined channels  (39.9%) (36.0%) (7.3%) (6.6%) (10.1%)
for information
exchange and
transfer

Weighted Mean 3.7 1.255
®)

Source: Field Survey, 2023 . Qw .
Decision Rule: Mean < 2.50 is Low, 2.50-2.99 is@ ,>3.0-3.5 is High, > 3.5 is Very

High .
D

Decision- Very High State of Quality'ef k life

4.4 Test of Hypotheses \)Q)
Hol: There will be no Sigaifieant Joint Influence of Leadership Styles, Motivation and

Quality of Work L"Ee (Q) anisational Citizenship Behaviour among Lecturers of Private

Universities ié: @bwest, Nigeria.

Tabl Q ummary of Regression Analysis Showing Joint Influence of Leadership
Styl otivation and Quality of Work Life on Organisational Citizenship Behaviour
Among’Lecturers of Private Universities in Southwest, Nigeria

Model Summary

Mode R R Square Adjusted R Std. Error of
1 Square the Estimate
R Square F Change
Change
1 9652 932 931 3.750 931 5129.764
a. Predictors: (Constant), Quality of Work Life, Motivation, Leadership Styles
ANOVA
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Model Sum of Df Mean Square F Sig.

Squares
1 Regression 216429.335 3 72143.112  5129.764 .000P
Residual 16032.539 1140 14.064
Total 232461.874 1143

a. Dependent Variable: Organisational Citizenship Behaviour

b. Predictors: (Constant), Quality of Work Life, Motivation, Leadership Styles

Source: Field Survey, 2023

Table 4.4.1 displays the results of the regression analysis, indicating a strong fit o{t}& model
with an adjusted R Square of .931. This suggests that approximately 93.1 . Gg@variance in
organisational citizenship behaviour among lecturers in prlvate un Vﬁs in Southwest,
Nigeria can be explained by the combined influence of lead %les motivation, and
quality of work life. The other percentage is caused by-otb@%rlables that are extraneous to
this study. The ANOVA results further confirm @%ical significance of the regression
model, with a high F-value of 5129.764 and)@svalue (Sig.) of .000, which is below the
conventional alpha level of .05. These ggi imply that there is a significant joint influence

of leadership styles, motivation, %chuality of work life on organisational citizenship

'}
Furthermore, the ta @’%s that the predictors, including quality of work life, motivation,

and leaderstéi'péﬂe, collectively account for a significant amount of variance in

organisational\_citizenship behaviour, as reflected by the regression sum of squares of

behaviour among lecturers in&iv e universities in Southwest, Nigeria.

216@5 and a mean square of 72143.112. Overall, based on the available data, we can
reject the null hypothesis Hol, which posits that there will be no significant joint influence of
leadership styles, motivation, and quality of work life on organisational citizenship behaviour
among lecturers in private universities in Southwest, Nigeria. The results strongly suggest
that these factors do indeed have a significant joint influence on organisational citizenship

behaviour among lecturers in private universities in Southwest, Nigeria. This finding
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highlights the importance of considering leadership styles, motivation, and quality of work

life in understanding and managing organisational behaviour in the university system.

Ho2: There will be no significant relative influence of leadership styles, motivation and
quality of work life on organisational citizenship behaviour among lecturers of private

universities in Southwest, Nigeria

Table 4.4.2: Summary of Regression Analysis Showing Relative Influence of Leadérship
Styles, Motivation and Quality of Work Life on Organisational Citizenshipr Behaviour
among Lecturers of Private Universities in Southwest, Nigeria

Coefficients
Model Unstandardized Coefficients Standardized T
Coefficients
B Std. Error Beta (B)

1 (Constant) 12.837 383 33.514
Leadership Styles .190 .031 492 6.186
Motivation 970 .062 1.111 15.739
Quality of Work 323 011 597 28.276

Life
a. Dependent Variable: Organisational Citizenship Behaviour

Sig.

.000
.000
.000
.000

Source: Field Survey, 2023

Table 4.4.2 presents the resudts dfshypothesis two, which posits that there will be no
significant relative influenee)\ofleadership styles, motivation, and quality of work life on
organisational citiz¢nship)behaviour among lecturers of private universities in Southwest,
Nigeria. The coeffieients in the table represent the unstandardised coefficients, indicating the
magnitude_ofi\the effect of each independent variable (leadership styles, motivation, and
qualitinof work life) on the dependent variable (organisational citizenship behaviour) in the
regression model. The results reveal that all three independent variables, namely leadership
style, motivation, and quality of work life, have statistically significant influences on
organisational citizenship behaviour among lecturers of private universities in Southwest,
Nigeria. This is evident from the low p-values (less than .05) in the "Sig." column, indicating

that the results are statistically significant at a 95% confidence level.
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The standardised coefficients (B) reflect the relative influence of each independent variable
on the dependent variable, after accounting for differences in the scales of the variables. The
standardised coefficients are interpreted as the change in the dependent variable associated
with a one-unit change in the independent variable, while holding all other variables constant.
Based on the results, quality of work life has the highest influence on organisational
citizenship behaviour (t= 28.276; B = .597). This is followed by motivation, i.ndicating a
moderate relative influence on organisational citizenship behaviour (t=15.73&5&1.111),
while leadership styles contributed the least to organisational citizenshi : (t=6.186;
B = .492). The findings suggest that leadership styles, motivati.on, gi.guality of work life
have significant relative influence on organisational citizenshi&@viour among lecturers of

private universities in Southwest, Nigeria, contradicting‘t@%'r hypothesis (Ho2).

Ho3: There will be no significant relationship betweén-quality of work life and organisational

citizenship behaviour among lecturers of @ ersities in Southwest, Nigeria
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Table 4.4.3: Pearson Product Moment Correlation Showing Relationship between
Quality of Work Life and Organisational Citizenship Behaviour among Lecturers of

Private Universities in Southwest, Nigeria

Descriptive Statistics

Mean Std.
(x) Deviation
Quality of Work Life 66.57 21.743
Organisational Citizenship 54.87 14.261
Behaviour
Correlations
Quality of Work Life Pearson Correlation

Sig. (2-tailed)

Sum of Squares and Cross-
products

Covariance

N

Pearson Correlation

Sig. (2-tailed)

Sum of Squares and Cross-
products

Covariance

N

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

Organisational Citizenship
Behaviour

1144
1144

Quality of
Work Life

1
540352.406

472.749
1144

785"

.000
278218.070

243.410
1144

Organisation
al Citizenship
Behaviour

785"
.000
278218.070

243.410
1144

1
232461.874

203.379
1144

Source: Field Survey, 2023

Table 4.4.3 presents compeltling ‘evidence that led to the rejection of hypothesis Ho3, which

stated that there will be no significant relationship between quality of work life and

organisational ditiz€nship behaviour among lecturers of private universities in Southwest,

Nigeria. Fhe strong positive correlation coefficient of 0.785%, along with the significant level

of 0.0007indicates that there is indeed a significant relationship between these two variables.

The descriptive statistics provide valuable insights into the central tendency and variability of

the data. The mean score of 66.57 for quality of work life suggests that, on average, the

lecturers perceive a relatively high quality of work life. Similarly, the mean score of 54.87 for

organisational citizenship behaviour indicates that, on average, the lecturers exhibit a

favorable level of organisational citizenship behaviour. However, it's important to note that
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the standard deviations of 21.743 for quality of work life and 14.261 for organisational

citizenship behaviour suggest some variability in the data.

The Pearson correlation coefficient of 0.785* depicts a strong positive relationship between
quality of work life and organisational citizenship behaviour. This implies that as the quality
of work life increases, lecturers are more likely to engage in positive organisational
citizenship behaviours that go beyond their formal job requirements and contrib\ o the
overall functioning of the organisation. The significance level (Sig.) of 0,00 &ates that
the relationship between quality of work life and organisational citi%%&?ehaviour is
statistically significant at the 0.05 level (2-tailed), which provide}&%ﬂg evidence to reject

the null hypothesis. This implies that the observed relatim%&etween these variables is

S

unlikely to occur by chance. '®

It is important to note that although, correla.tig&es not imply causation, and there may be
other factors that could influence the el}onship between quality of work life and
organisational citizenship behaviour B@e findings are based on a large sample size of 1144,
which enhances the reliabilityw results. However, the results are limited to lecturers of

private universities in So@t, Nigeria, and may not be generalisable to other populations
or contexts. \( )

Moreover,‘l%:ults of the correlation analysis provide convincing evidence that there is a
sign@gositive relationship between quality of work life and organisational citizenship
behaviour among lecturers of private universities in Southwest, Nigeria. These findings have
implications for organisations and policymakers in the education sector, as they highlight the
importance of improving the quality of work life to foster positive organisational citizenship

behaviours among lecturers. Further research is warranted to gain a deeper understanding of
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the underlying mechanisms and potential causal relationships between these variables in this

specific context.

Ho4: There will be no significant moderating role of gender in the influence of quality of
work life on organisational citizenship behaviour among lecturers of private universities in

Southwest, Nigeria.

Table 4.4.4 Summary of Regression Analysis Showing Moderating Role of Gender in
the Influence of Quality of Work Life on Organisational Citizenship Behayiour among
Lecturers of Private Universities in Southwest, Nigeria.

Coefficients
Model Unstandardized Standardize T Sig.
Coefficients d
Coefficient
S
B Std. Error Beta (B)
(Constant) 102.075 912 111.96 .000
7
Male Quality of 466 012 -.855 - .000
Work Life 39.297
(Constant) 21.051 461 45.704 .000
Female Quality 396 .007 914  53.848 .000

of Work Life
a. Dependent Variable: Organisational Citizenship Behaviour

Source: Field Survey, 2023

The data provided shows_that there are coefficients for both male and female quality of work
life in relation te~Qrganisational citizenship behaviour among lecturers of private universities
in Southwest;\Nigeria. For male lecturers, the unstandardised coefficient () for quality of
work tife’is 0.466, with a standard error of 0.012, and the standardised coefficient (B) is -
0.855. The t-value is -39.297, and the p-value (Sig.) is 0.000. On the other hand, for female
lecturers, the unstandardised coefficient (B) for quality of work life is 0.396, with a standard
error of 0.007, and the standardised coefficient (B) is 0.914. The t-value is 53.848, and the p-
value (Sig.) is 0.000. Based on the hypothesis (Ho4) that there will be no significant

moderating role of gender, the result revealed that gender does indeed play a significant
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moderating role in the influence of quality of work life on organisational citizenship
behaviour among lecturers of private universities in Southwest, Nigeria. This is supported by
the significant standardised coefficients (B) for both male and female lecturers, indicating that
quality of work life has a significant influence on organisational citizenship behaviour, but
the direction of the influence differs between male and female lecturers (negative for males
and positive for females). Additionally, the significant t-values and p-values (Sig.) indicate
that these differences are statistically significant as female lecturers in private lQlizp}sities in
Southwest, Nigeria have higher t value than the males. Therefore, the . ?S;‘Qhesis (Ho4)

which stated that there will be no significant moderating role of gen: is{ej ected.
Discussion of Findings Q‘)&%

The answer to the first research question revealed t \Ievel of organisational citizenship
behaviour among lecturers of private univergi&i& Southwest, Nigeria is high. The probable
reason for this finding may be that man@\véte universities make and build their system
with the resources that are at their di , including the work force. There are no sources of
motivation, subventions or funWem the government, so the workers have to work to turn
in results and work out @%f duty. There are observable notable traits of OCB in staff

members in privateQi)ersities, because these staff know what obtains in public universities

and strive @ a difference and show the essence of establishing private universities.

Organi a citizenship behaviour level may be high among lecturers because the lecturing
job is fundamentally a caring, nurturing job role, considering the future of students and
helping them achieve the best. Lecturer see themselves as in-loco-parentis, and assist
students to chart their courses in life. Lecturers work closest with students, and many times
transcend the group to individual student, and this bring a personal commitment to success

from a lecturer, thereby increasing the level of organisational citizenship behaviour. Many
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lecturers are seen to work with students on individual basis and encourage lecturer

consultation in a one-on-one setting.

Private universities enjoy so much benefits from high organisational citizenship behaviour
among lecturers. Organisational Citizenship Behaviour (OCB) has positive outcomes, such as
increased productivity, better performance, greater effectiveness, positive relationships
between employees, greater efficiency in resource allocation, and reduced mainteﬁa@costs,
thus providing the flexibility needed to innovate and improve customer servi . Besides,
good corporate citizens enable the institutions to efficiently utilise scarc e\urces, improve
and enhance the ability of colleagues and staffs to do their job@iputions that promote
citizenship behaviour are attractive places to work and will @?e to recruit and retain the
best people, as well as gain trust and peoples’ sati a@ 4. Higher educational institutions
are organisations where OCB is a necessity if t)}i institations are to survive®

In addition, OCB helps organisations, terj}lccessﬁJl in the unpredictable contemporary
environment and accelerates n@ and creative approaches. Higher educational
organisations are encouraged to ‘make every feasible endeavor to develop, maintain and
preserve a favorable WO@ ?e that fosters citizenship behaviour among the employees. It
is necessary for){' educational institutions to adopt and encourage OCB’s so as to
generate a«%@working environment and to enhance work performance®. When staff
disp isational citizenship behaviour, their level of commitment will improve, and the
performance of higher education institutions will improve as well thus these institutions will
be able to meet their targeted goals and serve the community better’. High level of
organisational citizenship behaviour can also explain the reason that many private

universities have very high enrolment rates in the present time, among many culture in

private universities.
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Research question two showed that the transformational leadership style is the prevalent
leadership style adopted by the management of private universities, in Southwest, Nigeria.
This means that management staff lead the employees especially lecturers in manners that
show respect and ability to inspire value-based work environment. This finding implies that
management of private universities in the Southwest are not transactional and situational but
transformational, aligning with 21% century global best practice in leadership ar.ld %mle’s
skills. The probable reason for this finding could be that notable private univ%;'}ﬁ in the
Southwest, Nigeria sponsor their management team for leadership 1. d capacity
building programmes. Transformational leadership style is very %Lﬁgnt because it gives
employees self-confidence over specific jobs, as well as the o§zer to make decisions once
they have been trained®’. Unarguably, the southweste ‘&%)of Nigeria has many private
universities growing at geometric rate with evide@%d techniques in teaching, research
and community engagement which of cour é,@gnly be achieved through transformational
leadership style which motivates staff mqgrs to be effective at their teaching. jobs. Private
universities management may lsc@‘ the transactional and situational leadership styles,

however, in this study these xlgs are not as prevalent as the transformational style.

Transformational la@e%%reported to work based on the balanced approach, demonstrated
in helping t ir@ordinates to solve some of the challenging issues at the same time they
teach the'bsu ordinates about the ways of tackling the problems in the similar context!?.
Lectu are sure to reach the level of self-actualisation as they ae highly motivated.
Moreover, most common qualities that are used to describe the personality of
transformational leaders in private universities include charisma, intellectual stimulation.
Another name for transformational leadership is a facilitator, in other words, in this case,
team members and leaders motivate each other in order to achieve high levels of performance

and motivations. Thus, it is considered as one of the most commonly adopted types of
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leadership where team members encourage each other by different means in order to achieve
organisational goals and long-term plans. Unlike other types of leadership, this type of
leadership has a high level of communication among the team members. Therefore, the case
of transformational leadership was related to the increased levels of motivation, higher job

satisfaction, commitment, productivity, and performance!'!.

Transformational leadership is thus very common in related nurturing professi like

&

lecturing and the nursing profession. This leadership style is inspiring and &mg for a
robust transformation of the culture and structure of organisationslzf%\(:onsidered the
best-chosen style for leaders in the critical sector, for their leade@gn'bbilise their staff to
provide optimum services with improved morale and convict@%‘ansformational leadership
style indeed is characterised by high emotional int ll}@@e which is demonstrated among
university management staff to work with divers s of staff with individual personality
difference!®. It is evident that transform@g}ﬁversity leaders are effective in terms of
stimulating cognitive analysis of prob among their faculty and motivating them towards

resolving problems more creaﬁ‘@%‘) Indeed, the transformational leadership style is unlike

transactional and even sifdatiohal leadership style known for task-based contexts where

employee autonom@v y, and innovation are not a priority'>'6,

Research '@three which asked about the most enjoyed kind of motivation by lecturers
of pri Quniversities, in Southwest, Nigeria, is answered to favour remuneration.
Remuneération in this study cover salary as, and when due and perception of staff members of
fairness in payment structure. This connotes that lecturers of private universities in Southwest,
Nigeria are mostly motivated by salary payment. From the results, remuneration is closely
followed by promotion, and this holds true because when lecturers are promoted, they get
paid higher salaries. Issues of monetary gains being employed is very pivotal among workers.
Many people work for the money, while other benefits come later. Remuneration is highly
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motivating for academic staff of private universities in Southwest, Nigeria as revealed in this
study. Arguably, private universities do not pay as high the public universities (federal and
state) in terms of salaries, and allowances. Thus this may make lecturers in private
universities place much more emphasis on remuneration since the economy of Nigeria
presents the same condition for all workers regarding cost of living. Remuneration appears to
be a consequential factor which sways the performance and motivation of the erzlplo(&ees of
an organisation'’”. Remuneration is one of the benefits of working that arQ'?@}able of
triggering employee all-round commitment and job involveme . Qthagement.
Remuneration is an explicit part of the employment contract: the e%)xee receives a salary

in return for performing work'®. Remuneration is confirmed to @\rong motivational factor

that makes employees satisfied in their job'?. ‘ \Q
This finding is similar to the results of researches which state that remuneration has a positive

and significant effect on employee moti@sﬁxﬁ performance in the work place and the
value placed on pay (and its componegb@mw. Pay is confirmed to be the most motivating
element, along with other @és such as effective career management, training,

t24

recognition by superiors, &tter working environment**. Remuneration is at the heart of

the relationship bet@e mployer and his employees. A similar study confirmed the link
between remungfation and motivation. In as much as employees work for identity, esteem
needs an %MVG needs including garnering experience, remuneration is a major reason for
taki@ a job, and remains a top list factor for staying on a job. The purchasing power of
money is recognised in all societies of the world thus, for people to meet up with the cost of

living, they have to work for money.

Research question four answer reveals that the state of quality of work life among lecturers of
private universities in Southwest, Nigeria is very high. Quality of work life in terms of how
satisfactory with work, academic freedom and autonomy, life-work balance and sense of
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enjoyment of other aspects of a lecturer’s life, work environment including university job
environment and defined boundaries is found out to be very high. The level of quality of
work life among lecturers displays the degree to which work is meaningfully engaging for
these lecturers and how they perceive it. Lecturers in private universities could be said to
record a very high level of quality of work life because private universities work assiduously
to make working enjoyable for their staff and retain them accordingly. Acaderrlic freedom
also plays a role in the perception of quality of work life among lecturers. &iversity
environment that engenders high state of autonomy and adequate aca .'£Qdom for its
teaching staff will record favourable quality of work life for thos.e st{.@f course, there are

regulations for academic staff and quality control measure@put in place, but when

lecturers take charge and feel highly regarded and tru’sé\hl&n being able to discharge their

Q

Sense of enjoyment and satisfaction with @%nd psychological wellness that a lecturer

duties, they will enjoy high quality of work life.

has regarding their job description alsc%-@minates in high quality of work life. The feeling of
fulfilment and contentment Wit@ng in a private university goes a long a way to increase
the quality of work life. Jif lecturers’ employment-related experience is good at all
levels, the level 0@0 ion, appreciation and perception of enjoyment will reflect on
productivity @ldeal. Many private universities are flexible somewhat with their work
schedulesgs cially with information and communication technology integrated. Blended
teaching-learning, work pattern and consideration for different lecturers are observed to be in
practice in many private universities. These help lecturers to live while working, demonstrate
passion and binge effective at their jobs, thereby attaining the vision and mission of the
university. The finding could be because the work environment of private universities is

friendly, supporting and in line with global best practices of fairness, equity, and employee
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support. Most private universities exude tone of team work, recognition for excellence,

encouragement for effectiveness and transformational leadership demonstration.

The level of life-work balance a lecturer has could affect their level of life satisfaction and
overall quality of life. Issues bothering on job security, autonomy, organisational
communication, pay satisfaction are so critical to academic staff level of teaching, research
and community engagement. Quality of work life has been confirmed to impact @ersity
faculty members’ job contentment, organisational commitment, job s '%hp%lon, and
safety?6-27:282930 1t is pivotal to maximize the productivity of educat@@ tcomes in the
universities through adequate life-work balance, satisfaction ands @ﬁ‘ enjoyment at one’s
workplace. Quality of work life enables employees to creat@'&g%rganisational identity and
reveal more job performance, increases their job %{%ﬁ and vocational initiatives and

decreases their absenteeism, intention to quit an

effective and efficient organisation®!. < I ‘\&

vel of burnout, thereby creating an

Hypothesis 1 in this study states: ‘T e%will be no significant joint influence of leadership
styles, motivation and quality‘&&\%k life on organisational citizenship behaviour among

lecturers of private univer n Southwest, Nigeria’. The result of this hypothesis showed

that there is signifi€antyeint influence of leadership styles, motivation and quality of work
life on org i@eal citizenship behaviour among lecturers of private universities in
Southwe%‘%ria. This means that the styles of leadership by the management, the
mot& factors at work and the quality of work life as perceived by lecturers of private
universities all jointly influence organisational citizenship behaviour. This result further
connotes that the three independent variables pulls their strength to exert an influence of more
than 93% of the outcome variable-organisational citizenship behaviour. The probable reason
for this finding may be because of the nature of the variables and how strong they are as

protective factors for organisational citizenship behaviour.

239



Considering leadership styles, leadership is a very potent force in any organisation, and
wields so much influence on staff, both academic and non-academic, students, other
categories of employees and partners including parents. Leadership styles in this study are the
transformational, transactional and situational leadership styles which serve their respective
purpose when the needs arise. Leadership styles of management staff indeed can make or mar
the level of effectiveness of lecturers and how they stretch to do more in the. u(nibversity
community. Leadership styles are seen to affect all aspect of the university Qhﬁ%’ since
management calls the shot in private universities, in this wise, lecturets’ .'B\?@s including
teaching and membership of committees and units are determin?d. i.lflrly, changes in job
roles and rotation of team memberships and posting therein at&@ded by the management.
Thus, leadership styles influence behavioural traits of léq®rs including their organisational
citizenship behaviour in many ways. Leaders i’@%sations and workplaces work on
building a positive environment that ens é@) performance of every individual. Good
leadership strengthens their attitude and “S€nse of responsibility toward the work they
perform*. The finding of the first @‘Ehesis agrees with a previous study which confirmed

that there is effect of ethical and transformational leadership on various dimensions of

organisational corptﬁt)@%ﬂ responsibility, which is an aspect of organisational citizenship
behaviour®. 6\‘

Motivati@rms of remuneration, opportunity for training and capacity building, and
pro& also show up to influence organisational citizenship behaviour. The traits of
helping colleagues, doing more and being passionately responsive and responsible with work
demands can be impacted on, by the quality of pay, being sponsored, and being promoted on
the job in due time. When lecturers are well-motivated, they in turn strive to work harder to

achieve the university’s goal. Lecturers who have been trained to teach, do researches and

engage in community service will naturally respond in positive ways when their expectations
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for working are met. The congruence between academic staff and the university management
would indeed be heightened with each rewarded work and deed. Motivation and its theories
when implemented in an institution operate to improve human resource policies and get the
best out of employees®*¥. It has been confirmed that remuneration in the form of
compensation significantly influences organisational citizenship behaviour®®. It was equally
established that career development has a significant effect on Organisational .Citizenship

Employee Behaviour®’. Also confirmed was that promotion and promotion Q‘%&é affect

organisational citizenship behaviour among workers3®. ,%\

Quality of work life is also found to have a significant influence o@gﬁ‘isational citizenship

behaviour. This connotes the sense of academic freedom/a%gco'ﬁiy, life-work balance and

favourable university environment experienced by le t@of private universities affect their
N

extra work roles, altruism, support and civil be r in their universities. This signals a

mutually benefiting association where a s(nfe%‘b joyment and satisfaction with key indices
at work, helps an academic staff to perfrtm work roles, even outside the call of duty. This can
be likened to academic staff st@heir necks out and showing incredible level of job and

organisational commitme ﬁ%a‘b;hieving institutional goals. It was confirmed that quality of

work life has a p@i)@a d significant effect on organisational citizenship behaviour®”.

Quality of W:(;ké&was found to positively influence organisational citizenship behaviour®.

Itis conﬁ@e hat quality of work life influences organisational citizenship behaviour*!. It is
indicated’ as a fact that employees’ positive perceptions in terms of quality of work life
decrease their counterproductive work behaviours*’. Also established was that quality of
work life has a direct and indirect effect on employee performance through organisational

citizenship behaviour®.

The result of the second hypothesis in this study revealed there is a significant relative
influence of leadership styles, motivation and quality of work life on organisational
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citizenship behaviour among lecturers of private universities in Southwest, Nigeria. The order
of influence was further revealed to be highest for quality of work life, followed by
motivation while leadership styles had the least influence on organisational citizenship
behaviour. This finding means that even though all the three independent variables have
influence on organisational citizenship behaviour, they have different levels of intensity and
exert unequal influence on the criterion measure. The probable justification for ‘Ehis finding
could be that the three independent variables have different nature in te@“@f being
organismic and contextual. Quality of work life is a deep organismi e. - ted, highly
internalised variable, which can demonstrate affective domains c:f ‘a\" ud.?, value, feeling and
targeting the psyche of lecturers. Motivation which came sec@tﬁan be both intrinsic and
extrinsic, making it a both organismic and contextual fac’:@ owing closely quality of work
life. Leadership style on the other hand is an exte or, completely outside the control of

lecturers, thereby revealing to have the leasti@ye on organisational citizenship behaviour

compared with the other two Variables.'é'

The result of the third hypotl@owed that there is a significant relationship between
quality of work life and fisational citizenship behaviour among lecturers of private
universities in Sm@v@, igeria. This finding depicts that quality of work life is a
protective f: toébﬂ organisational citizenship behaviour. This means that establishments
looking té%lce civil, selfless, altruistic, supportive, cooperative and highly committed
behavieyr among their academic staff must attend to the issues around quality of work life
and sense of satisfaction and or enjoyment. If organisational citizenship behaviour must be
improved upon, then quality of work life must be enhanced, fostered at all cost by any
concerned stakeholder in personnel development. Quality of work life is a huge construct in
organisational psychology which signals a vast sense of complete appreciation of one’s work

life experiences. It is seen to be much more than job satisfaction and pay satisfaction.
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Quality of work life indeed is a variable that has the dimensions of life-work balance,
incorporating issues of living, livelihood, life quality, and overall wellbeing of an individual
employee in their work environment. Quality of work life also has the index of autonomy and
academic freedom, which are so important to academic staff while being regulated and
university management ensuring quality control. How favourable a university environment is
critical to lecturers’ judgment of quality of work life. The variable is observed to.asaﬁs how
meaningfully rewarding lecturers’ work engagements are, and if they fe%%sonally
esteemed, attaining their cognitive needs and even gaining more invalu . g@ence on the
job. Sense of enjoyment and positive emotions regarding a 1e<€t\‘ rs.’\ roles of teaching,
research and community engagement, while bringing up s{@S to further expand the
frontiers in the knowledge industry remain a great deal 1‘@. t is justifiable that a construct

as quality of work life is found to be highly rela’@ rganisational citizenship behaviour

among lecturers of private universities in Siﬁ[@& Nigeria.

It has been confirmed that there is pos'@ge correlation between all components of teacher’s
work life quality and organiﬂ@ citizenship behaviour**. Also confirmed was that
organisational climate, a§h eX of quality of work life in this study is highly related to

organisational citiz€nship/béhaviour®. Similarly, work life balance, an index of quality of

work life i th%cesent study is confirmed to be a protective factor for organisational
b t

: 46,47

citizenshlée viour

The&h hypothesis stated that ‘There will be no significant moderating role of gender in
the influence of quality of work life on organisational citizenship behaviour among lecturers
of private universities in Southwest, Nigeria’. The result for this hypothesis revealed that
there is a significant moderating role of gender in the influence of quality of work life on
organisational citizenship behaviour. This connotes that the state of quality of work life in a
lecturer, and the gender of such lecturer determine the level of organisational citizenship
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behaviour. Quality of work life and gender worked together to exert influence on
organisational citizenship behaviour among lecturers of private universities in Southwest,
Nigeria. Another meaning or implication of this finding is that any effort to improve
organisational citizenship behaviour among lecturers would require taking gender into
cognisance. Furthermore, interaction between quality of work life and organisational
citizenship behaviour differs for male and female lecturers especially in private universities in
Southwest, Nigeria. Thus, quality of work life interaction with male or fenélic}ecturers

significantly and prominently does affect how organisational citi;%}p?@haviour is

exhibited. i ‘6.\

A possible explanation for this observation is that gender, whi %a personal variable deeply

ingrained in an individual’s personality is highl}%@ behaviour especially quality of

work life which is dominantly rooted in self—perc§ and attitude. Personality is expressed

to be very influential in behavioural @D&é

measurable work experience like org ional citizenship behaviour. Extra-role behaviours

and manifestation of observable and

of lecturers in private universik%:%be a tough decision, requiring sacrifice and strength of
character, thus it is seen to_werk®best if it is a lifestyle trait of people concerned. Being a male
or a female lectur %s quality of work life influence on organisational citizenship
behaviour. Si @ finding in this study showed a significant influence of quality of work
life on ﬁ@%‘[ional citizenship behaviour. Further testing of hypothesis revealed a
signifidant moderating role of gender in the influence of organisational citizenship behaviour.
These two findings point to quality of work life and gender as protective factors for

improving organisational citizenship behaviour of lecturers in a university work environment.

Confirmed studies found significant moderating gender effect on organisational citizenship
behaviour®® Related findings with regard to relationships between gender and Organisational
Citizenship Behaviour (OCB), female employees tend to report that they perform more
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communal OCB (e.g., altruism) than do male employees, whereas male employees tend to
report that they perform more agentic OCB (e.g., sportsmanship) than do female employees®.
However, supervisors do not appear to rate male and female employees differently on OCB
performance as literature has conflicting reports on the moderating role of gender on
organisational citizenship behaviour’®>! Male and female lecturers differ biologically,
socially and in many other areas of life, in this way, being a male or female lc.acturer will
reflect in the influence of quality of work life on organisational citizenship be@%ﬁr. This
study has straightened records and bridged a gap in literature to confi . nder has a
significant moderating role in the influence of quality of Yvorj%fg on organisational

citizenship behaviour. &%\
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Chapter Five

Conclusion
This chapter deals with the summary of findings of the study, conclusion reached owing to
the findings of the study, recommendations made, the contributions of the study to
knowledge, and suggestions for further researches to advance the frontiers of knowledge in
this area of research inquiry. (b‘

>

&

5.1 Summary of Findings :

The findings of this study are summarised thus: ‘%\

Transformational leadership style, with weighted average mean (x_‘@% is the most
prevalently used leadership style. The style following it is @mtional leadership style with
weighted average mean(x) 2.58, while the transacti @ership style with weighted

average mean of (x) 2.36 is the least used among%nagement staff of private universities in

Southwest, Nigeria; h'(j\&

Remuneration, with weighted avel%Cbmean (x) of 2.59 is the most enjoyed, followed by
promotion with weighted ayerage’ mean (x) of 2.57, while opportunity for training and
capacity building, wit@';d average mean (x) of 2.52 is the least enjoyed among
lecturers of privawgérsities in Southwest, Nigeria;

There is a‘%\Qevel of organisational citizenship behaviour among lecturers of private
universitids-in Southwest, Nigeria, with weighted average mean (x) of 3.23;

The state of quality of work life among lecturers of private universities in Southwest, Nigeria
is very high, with weighted average mean (x) of 3.7,

There is a joint influence of the three independent variables (leadership styles, motivation and
quality of work life) on organisational citizenship behaviour and is significant at 0.05 level.

According to the table, there is significant joint influence of leadership styles, motivation and
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quality of work life on organisational citizenship behaviour of lecturers in private universities
in Southwest, Nigeria. p < 0.05. Therefore, the null hypothesis was rejected. It was also
revealed that 93 percentage of the observed variation is accounted for by the independent
variables (leadership styles, motivation and quality of work life) when considered together;

There is a significant relative influence of leadership styles, motivation and quality of work
life on organisational citizenship behaviour among lecturers of private uniyersities in

Southwest, Nigeria. Quality of work life has the highest relative contribution \@E 0.597

(t=28.276), followed by, motivation with p =1.111 (t=15.739) and 1eaq@‘$§@es with =
0.492 (t=6.186) . ‘6.\

There is a significant positive relationship between quality@%rk life and organisational
citizenship behaviour among lecturers in private t%Qsities southwest, Nigeria. This
connotes that the higher the state of quality @ork life among lecturers in private
universities, the higher the level of their @ﬁ@ti nal citizenship behaviour and vice-versa.
In this sense, quality of work life :6 protective factor for organisational citizenship

behaviour among the Workforc@ organisation, particularly private universities since p <

0.05. Therefore, the null h &sis was rejected.

There is a signiﬁca@oderaﬁng role of gender in the influence of quality of work life on
organisatio enship behaviour among lecturers in private universities in Southwest,
Nigeri i@lying that male and female lecturers in private universities in Southwest, Nigeria
differ in the way their state of quality of work life exert influence on organisational

citizenship behaviour.

5.2 Conclusion

The following conclusions are drawn on the basis of the findings of this study:
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Lecturers of private universities in Southwest, Nigeria have a high level of organisational

citizenship behaviour.

Lecturers in private universities in Southwest, Nigeria perceived the leadership style of their

management staff that is prevalently adopted to be the transformational leadership style.

Remuneration are the most enjoyed kind of motivation by lecturers of private universities in

Southwest, Nigeria, followed by promotion and opportunity for training and capacity

building. Q‘)&\

The state of quality of work life among lecturers of private universities j%\?@est, Nigeria
'\

is very high. .

Leadership styles, motivation and quality of work life have&%’\ﬂﬁcant joint and relative
influence on organisational citizenship behaviour amoﬁ@turers in private universities in
Southwest, Nigeria, with quality of work life contgibutihg the most, while leadership styles
contributed the least. : )\&%

Being a male or female lecturer (gende@ s a significant moderating role in the influence

of quality of work life on om‘a\m)@hal citizenship behaviour in private universities in

ﬁ'»
5.3 Recommen@

The following, r mendations are made based on the findings of the study:

Southwest, Nigeria.

1. Qpuality” of work life should be fostered among lecturers in private universities to
sure  organisational citizenship  behaviour. Issues around academic
freedom/autonomy, life-work balance and university job environment should be
improved upon as these make up quality of work life. Quality of work life is a
protective factor for organisational citizenship behaviour, thus private universities’
management should create and maintain a work environment that would allow for

meaningful and fulfiling work experiences for lecturers.
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2. Counselling/personnel psychologists should organise periodic programmes to assist
lecturers in improving organisational citizenship behaviour in order to give room for
growth, and attainment of vision and mission of the university. Civic virtue, altruism,
teamwork/cooperativeness and dedication should be encouraged among lecturers as
these would serve as positive behaviour modelling for students.

3. The management of private universities should adopt leadership styles .th%tbensure
sense of belongingness for all academic staff, commitment, and balance%&}hanism

of reward. The kind of leadership in a university affects all j%\?@, including

1
lecturers, non-teaching staff, students and the manne{&xv ich home-school

collaboration will be handled. Lecturers particularly (@Iirectly with students, so

they transmit the kind of treatment they get ﬁ‘q@he management consciously or

unconsciously to teaching-learning situaticf@
4. Motivation should be provided f@@grs in private universities in Southwest,

Nigeria to ensure high impteved™ performance and organisational citizenship
behaviour. Fair, equitable a@mely resource distribution should be ensured by the
management staff of&ri@te universities for lecturers, male and female alike, so as to

avoid gend iSions and disparities that may adversely affect organisational

citizensh&aie aviour.
5. Alﬁ% of critical stakeholders should be on deck to ensure continued high level of
anisational citizenship behaviour among lecturers of private universities in
Southwest, Nigeria. High level of organisational citizenship behaviour of staff in the
workplace cannot be shoved off. It signals a very critical indicator of good feeling and

a positive feedback regarding the kind of treatment the teaching staff enjoy at work.
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5.4

Contributions to Knowledge

This study has contributed to knowledge in the following areas:

1.

Leadership styles, motivation and quality of work life have a significant joint
influence on organisational citizenship behaviour among lecturers ‘qf(\@;ivate
universities in Southwest, Nigeria. . Q)

Leadership styles, motivation and quality of work life have‘%niﬁcant relative
influence on organisational citizenship behaviour an;k\@l@cturers of private

universities in Southwest, Nigeria. Quality of work h s the highest influence on

organisational citizenship behaviour am%@mrers of private universities in

Southwest, Nigeria.
Quality of work life is a hug@@e factor for organisational citizenship
behaviour as it shows Very‘.wdéh and positive relationship with organisational
citizenship behaviour. %Q& an indication that sense of enjoyment, personality
components, self-@aﬁon and positive evaluations of work experiences are the in-
things that drive the

duty g; t@i st century dynamic work space.
Gender;,

being a male or female lecturer moderates the influence of quality of work

orkforce into high productivity and working beyond the call of

e on organisational citizenship behaviour especially in private universities in
Southwest, Nigeria. Male and female lecturers differ in the manner their state of
quality of work life exert influence on organisational citizenship behaviour in private

universities in Southwest, Nigeria.
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5. There is an established conceptual model of leadership styles, motivation, quality of
work life and organisational citizenship behaviour among lecturers in private
universities in Southwest, Nigeria.

6. This study has implications for counselling/personnel psychologists’ practice in the
area of consulting for private universities and offering employee assistance
programmes tailored to the needs of individual lecturers for high perfor.mance and

attainment of vision and mission of private universities. Q}i\

1) Research Design . )\&
This study employed the descriptive survey, future studies in?}}is area of research inquiry can

N\

-

use other designs like causal comparative and ex post facto designs to mention but a few.
Yy

5.5 Suggested Areas for Further Researches ‘%\
%*\

Further, a path-analytical study can be carried out on dispositional and contextual factors
determining organisational citizenship}lvc(\_/j}lr among both academic and non-academic

staff in private universities across different zones in Nigeria.

\‘)0"
2) Methodology %'\

The methodology used in this study was quantitative (the use of questionnaires) method of

A\ %2
research. Qualita\ti.\;e or mixed method can be used by researchers in future studies.

3) Population

N/
The researcher is suggesting that further researches be carried out using lecturers in public
universities, lecturers in colleges of education as well as those in polytechnics and

monotechnics.
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4) Study Setting

The study setting/area was the Southwest region of Nigeria. Other geo-political zones in

Nigeria can be used for future researches.
5) Variables

Other variables such as socio-demographics (age, socio-economic status, marital status, job

tenure) can be used by other researchers in relation to organisational citizenship @wr.

%\%
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Appendix I

Appendix I (Research Instrument)
Lead City University, Ibadan, Nigeria
Department of Arts and Social Sciences Education

Leadership Styles, Motivation, Quality of Work Life and Organisational Citizenship
Behaviour Questionnaire

Dear Respondent,
This questionnaire is designed to collect information on leadership styles, motivation, quality

of work life and organisational citizenship behaviour. Your sincere responses d be
appreciated, as your responses would be used for research purposes only an ated with
utmost confidentiality. Kindly respond to all the items carefully, as this wi used for
research purpose. \

Thank you for your time. % o
Section A: Bio-Data @

Respondent’s Sex: Male|[ ] Female [ Q
Respondent’s Age (in years): 20-30[ ]31-40[ ] 4'16&{ 151-60[ ]61 and

above[ ] %
Highest Academic Qualification: Bachelors [ 1@ [ ] Masters[ ]JPh.D.[ ]
Others [ ] Please specify

Respondent’s Rank: Graduate Assistant [ tant Lecturer [ ] LecturerII[ ]
Lecturer I [ ] Senior Lecturer [ ] Reader/ ss ate Professor [ ]Professor[ |
Job Tenure (in years): 1 —5 [ 111 and above [ ]

Section B: Organisational Clélk@p Behaviour Scale

IA“’ SA |A|D

SD

1. take time to advirsg, @m ér mentor a colleague.

2. help academigg&ﬂ)eam a new skill or knowledge

3. volunte @?ry out my colleagues’ task/assignment when they are unable
to perform.

4. @\@w employees get oriented and adjusted to the job.

5. offer suggestions to improve the work roles of fellow lecturers.

6. hold extra classes to ensure students are ready for exams.

7. care about students’ health

8. Provide personal guidance for students with comprehension problems

9. make innovative suggestions to improve the overall quality of the university.

10. consult students before initiating actions that might affect them.

11. give unwavering commitment to teaching and learning tasks.
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12. volunteer for extra work assignments.

13. diversify teaching methods according to the needs of students.

14. am willing to work extra hours for the uplift of my university.

15. care about staff members’ health.

16. am usually the go-to lecturer in my department.

17. Working beyond the call of duty gives me a sense of commitment.

Section C: Multifactor Leadership Questionnaire (MLQ)

Instruction: please tick (V) in the appropriate space that conforms to your res

= Always; O = Often; S = Sometimes; R = Rarely

My University Management... . . .

N\
‘%\@% Keys - A

&\

QP

S/N Items O| S | R

1 Provides us with assistance in exchange for our efforts T,f‘o‘

2 Talks about the most important values and beliefs <)Y

3 Seeks different perspectives when solving problems ™\

4 Talks optimistically about the future \Q‘

5 Discusses in specific terms who is respoM for achieving
performance targets

6 Talks enthusiastically about what nwﬂ&ﬂ accomplished

7 Specifies the importance of hav1$}ng sense of purpose

8 Spends time teaching and coachi

9 Makes clear what one can e@\fo receive when performance
goals are achieved

10 Goes beyond self-interest Mhe good of the team

11 Acts in ways that builds our respect

12 Displays a sense of power and confidence

13 Articulates aéao\m\wllhig vision of the future

14 Looks at problemts from different angles

15 Treatsqs(a& individual rather than just as a member of a team

16 Fail¢$toaterfere until problems become serious

17 Foeuses” our attention on irregularities, mistakes, exceptions,

’a’?ﬁeviations from standards

18 | Awoids getting involved when important issues arise

19 Is absent when needed

20 Instils pride for being associated with him/her

21 Waits for things to go wrong before taking action

22 Shows that he/she is a firm believer in “if it isn't broken, don't
fix it”

23 Demonstrates that problems must become chronic before taking
action

24 Concentrates his/her full attention on dealing with mistakes,
complaints, and failures

25 Considers the moral and ethical consequences of decisions
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26 Keeps track of all mistakes

27 Directs our attention toward failures to meet standards

28 Avoids making decisions

29 Makes certain decisions based on the personalities of the parties
involved

30 Is flexible with structure of the university with some cadres of
staff

31 Has different styles of dealing with different staff

32 Uses non directional approach to establish rules

33 Operates a fluid system featured by peculiarities of cases

34 Believes in customizing leadership styles for some conditions ol

35 Manipulates their directive and supportive behaviours to the {\U'
needs of some staff M4\ 4

36 Considers the psychological and task maturity of staff before | < A ~
taking a stand on matters. ‘A»

37 Is spontaneous with rewards and punishment . Yy

. )\%'\
Sub-Section D: Motivation %\
The statements in this section describe various aspects of @p&ﬁnotivation as a lecturer. For

each statement, kindly respond as truthfully as you ca h% icking (V) the appropriate box.
There are fifteen items in all, divided into three s %ales, with each item having four
response options — Very Untrue (VU), Untrue (U), (T), and Very True (VT).

A. Remuneration VU U T VT

1 | Atpresent, I can say I have pay satisfaction at my
lecturing job.

2 | My benefit package encourages me to do my lecturing
job.

3 | There is periodic salary increment to encourage more
effectiveness among lecturers in my university.

4 | My current salary is paid as, and when due.

5 | My earnings are fair when compared to the others doing
the same type of work in other universities

6 | Salary scale and payment structure are commensurate
with lecturers’ qualification and effectiveness.

B. Opportunity for Study/Capacity Building

7 | My lecturing job offers opportunities for further study,
training and re-training.

8 | I have attended several training programmes which
upgraded my teaching skills.

9 | There are capacity-building programmes designed for
lecturers in my university.

My university has sponsored me for at least one
training/workshop programme.

10 | My university trains teaching staff on new frontiers in
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knowledge and skill development.

C. Promotion

11 | Promoting lecturers in my university is as, and when due.

12 | Lecturers’ career advancement issues are given priority
in my university.

13 | There are discrepancies in the criteria for promotion in
my university.

14 | Promotion arrears and rewards are given to lecturers in
my university.

15 | Promotions are handled fairly for all academic staff.

Section E  Quality of Work Life Scale

SD

1. It is hard to take time off during our work to take rest.

2. My university offers sufficient opportunities to care of

personal or family Matters. A

2\
3. I am unable to attend to my personal work due to the ‘\\y
demands made by my job.

4. A part of my job is allowed to be done at hzmﬁr@

5. My university school allows a flexi-tim OM

6. I feel that my work allows me to do @est in a particular
area.

7. Conditions on my job allow tq be as productive as I

could be.
A Q\

8. I am given a lot of Wnpf)werment to decide about my

own style and pace (@/ork.
A

9. I feel free to r comments and suggestions on my
Performanc
Va\y

10. 1 alived in making decisions that affect our Work.

11. There is cooperation among all the departments for
achieving the goals.

12. The university communicates every new change that takes
place.

13. There is a harmonious relationship with my colleagues.

14. There is a strong sense of belongingness in my
Organization.
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15. The relationship between management and lecturers are
very good.

16. I will get good support from management and my sub-
ordinates.

17. In my university, there is a balance between stated
objectives and resources provided.

18. There are much defined channels for information
exchange and transfer.
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Personal Data

Name:
Address:

Email:
Date of Birth:
Nationality:

Marital Status

Bio-data
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Nigerian
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Educational Institutions Attended with Dates:
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%'%

Q»)fa

&

1975 - 1981
1981 - 1986
1987

1988 - 1992
1998 - 2001
2007

2020 To date

1981
1986
1987
1992
2001
2007
2006

1998 - 2004
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Awards and Fellowships (if any): Nil
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