Chapter One

Introduction
1.1 Background to the Study

Higher education institutions operate within a rapidly shifting environment that demands
not only academic excellence but also strong administrative support systems. The
administrative workforce forms the foundation of institutional sustain Q which
ensures that both teaching and research functions are supported effecti e&ﬁmong these
staff, office managers occupy a central role by coordinating ope tasks, facilitating
communication across departments, and maintaining (@%ﬂéﬂ stability. Their
effectiveness is vital for institutional progress, as i@ects the ability to perform

responsibilities with precision while meeting the&@ﬁions of multiple stakeholders.

The productivity of office managers in p versities is influenced by more than just
their personal skills or qualiﬁcations{&arch over the past few years demonstrates that
their effectiveness is shaped b@g?roader organizational context, including workplace

democracy, access to p@onal development, and the degree of involvement in

collaboration‘ arm‘

vels oi}&énitment among administrative staff !. Similarly, investment in staff training

decision-making @esl. A supportive climate characterized by openness,

gnition has been linked to stronger job performance and higher

le

anaﬁrgfth opportunities enhances administrative capacity and contributes to institutional
outcomes 2. The involvement of administrative staff in governance processes is very
important. Studies emphasize that when office managers participate in planning and
policy development, their job satisfaction increases, which in turn supports organizational

effectiveness 3. On the other hand, a lack of inclusion can weaken morale, create



inefficiencies, and slow down institutional progress. In this respect, administrative
effectiveness is best understood as an interaction between personal competence and
institutional support structures. Evidence further suggests that administrative personnel,
no matter how capable, are constrained if the organizational environment is unsupportive.
Inadequate resources, rigid hierarchies, or ambiguous policies can create barriers that
weaken efficiency and threaten long-term sustainability®. This highlights the Q%eed
for universities to create enabling conditions where office managers dfid similar
personnel can thrive and contribute to institutional resilienc@&he increasingly
S
O

Administrative effectiveness in higher education es from the interplay of

competitive higher education sector.

supportive climates, professional growth oppowg, and participatory governance.
Strengthening these factors is essential to*g@’ber office managers as central figures in
advancing institutional performangg& sustainability. Administrative effectiveness
refers to the capacity of adminis(%Dv\e structures, processes, and individuals within an
organization to achieve %@ls efficiently and consistently. It involves ensuring that
operations are well-o@zed, resources are used optimally, and tasks are carried out in a
timely mann(i\\ﬂ ort the overall objectives of the organization. It alludes to the
administra@s ability to achieve the aims and objectives of the company. Recommending,
pla@ creating, executing, and evaluating units are all part of administrative
effectiveness. Resources are also allocated to promote an operational excellence culture,

which includes evaluating administrative programs.>.

In the university system, there are various categories of employees collectively referred

to as human resources. Human resources form an essential and integral component of



every organization, including educational institutions. Among these personnel are office
managers, who play a vital role in ensuring the smooth running of administrative
activities. The effectiveness of office managers in carrying out their duties largely
depends on factors such as the workplace environment and the professional development
opportunities available to them®. Office Managers are vital resources that manages and
utilizes other resources be it financial and material to accomplish set objectiv. Q%oals
in the Institutions. These office managers serve as secretaries in the variouS™university
offices. The provision of an enabling environment is essential &Sce managers to
carry out their responsibilities with excellence and efficiencys Office managers have
important administrative responsibilities that sign affect the university's
reputation. The institution will either be harrn%% hanced by the office manager's

®%

Ineffectiveness and inefficiency ggﬁf 1s one of the challenges faced by public

level of service>®.

universities. This might be a&cﬁ\result of several factors, like lack of required
technological skills, inad@étraining to be effective in carrying out assigned task, lack
of involvement in deasls that have to do with their duties; these in turn has affected
the overall pr(c.h)}&i of the public universities*. The desire of all universities is to be
the best a@ost sought after; this can be achieved if the management of the institution
pr%&raining and development opportunities for the employee and also engage
employee in participatory decision-making, allowing employee to have a say in the

matters that concern them, doing these will bring motivation, career improvement and

sense of belonging which will enable them to put in their best for the institution*>.



The administrative effectiveness of office managers has five key components which are
Planning, Organizing, commanding, coordinating and controlling. Planning is the first
stage where managers establish objectives and identify the most effective strategies to
achieve them. It includes predicting future conditions, defining goals, and mapping out
the steps required to accomplish them. Office managers must create a structured plan for
achieving institutional goals and objectives. The saying that “if you fail to pl Q%lan
to fail” implies that, the performance of the manager would be inhibited with*thadequate

planning, resulting ineffectiveness. O

Once plans are in place, organizing is the next step ﬁves assembling and
coordinating resources like human, financial, and mate@ to implement the plan. This
includes defining roles, responsibilities, and t%@ure of authority, ensuring that
resources are properly allocated. If resoum@fé‘not properly allocated and roles are not
clearly defined, there would be noy@veness. Another component is commanding, it
involves directing and motivat%\ga\ployees to fulfill goals of the institution. Managers
must communicate cleaﬁ@*esolve conflicts, and inspire performance, directing

employees to perfor sks efficiently, when there is no clear communication and

[ ]
conflicts are @ Ived no administrative effectiveness would be recorded’.

Coordi%@is the function that ensures all departments and individuals work in
ha&\o% It involves aligning activities and efforts across the organization to maintain
consistency and efficiency; controlling means monitoring performance, comparing it with
established goals, and making corrections where necessary. It ensures that the
organization stays on track and meets its objectives. Evaluation is very important. Office

manager accesses the activities and makes sure it follows the laid-down-principles and



policies of the institution so that stakeholders are satisfied and will be willing to continue
to patronize the institution®. However, if otherwise, the office managers will not be

effective and it will in turn affect the overall institution’s productivity.

In this study, administrative effectiveness will be measured using the following sub-
metrics; task timeliness, document management, needs responsiveness, sta&lder
satisfaction (faculty, student, supervisors), institutional compliance. In any@emic or
administrative setting, timely execution of tasks is the heartbeat of p ctivity and
reliability. It reflects an individual’s or institution’s ability to e@adlines, prioritize
responsibilities, and deliver results without unnecessary %his not only enhances
workflow efficiency but also builds trust among coll&@s and stakeholders®. Timely

tasks completion reduces blockages and all r better planning and resource

allocation. @%

Equally important is the efficient ma)\%*nent of documents, which involves organizing,
storing, retrieving, and safeg@d(ag records in a way that supports transparency,
accountability, and eas Q.@AGSS. Whether digital or physical, well-managed documents
ensure that critical infotmation is available when needed, reducing errors and duplication
.
while suppong\}}'o ed decision-making. Responsiveness to needs is a cornerstone of
quality ion. It means actively listening to feedback, adapting teaching methods, and
pro\\c&’g timely support services. Institutions that are responsive foster a culture of care
and inclusivity, where students feel seen, heard, and supported in their academic journey.

This responsiveness can manifest in flexible learning options, accessible faculty, and

robust academic counseling.



Stakeholder satisfaction, including that of faculty, students, and supervisors, is a key sign
of institutional success. This implies that when stakeholders feel their expectations are
met or exceeded, it leads to higher engagement, retention, and overall morale.
Satisfaction is often driven by clear communication, mutual respect, and a shared
commitment to quality. Lastly, Institutional compliance, compliance with institutional
regulations ensures that all activities align with established policies, ethic Qn rds,

and legal requirements. It maintains the integrity of the institution and protects’the rights

of all members of the academic community?. é

There are many other factors that could be determinants c@m istrative effectiveness,
however this study would focus on two constructs, the , workplace democracy and
professional development. Workplace Democra%@)) is the degree to which workers
participate in decision that have an im "éimpact on their areas of employment.
Democracy in the workplace is a .cg&@t that enables employees to exercise authority
over their daily tasks and frea\g@l\tribute to the organization's success!’. People in

organizations can be ch@ by workplace democracy, by being more democratic,

politically conscious,\& ly conscious, cooperative, and concerned with good behavior

in general'l. ‘@

WPD h been accepted as one of the necessary stimulants for operational efficiency
ana\Q%nizational performance in developed countries, but in Nigeria, as was to be
expected, management had the prerogative and exclusive preserve in relation to decision
making, so little to no real efforts were made to institutionalize workplace democracy
12

. In some Nigerian tertiary institutions, however, employees often display low

commitment to their duties, largely due to being excluded from processes such as



promotions, procurement of facilities and equipment, and overall policy formulation,

decision-making, and implementation.

Office managers are the backbone of every organization, they are the image makers of
the institutions, their interactions and relationships with students, client and other
customers of the institutions will determine whether those people will continue to
patronize the institution or not'2. The way they discharge their duties will Qng way
to make or mar the image of the institutions, the office managers arg,th s who will
implement all those policies that are being made by the manag nd if these set of

people are excluded in the policy formulation; how are t@go' g to implement those
policy as expected of them. Q

The way and manner office managers are being@ﬁ in institutions calls for rethink, in
most cases, they are considered as behir@ cene workers that should not be seen or
heard; office managers are not prd(& with opportunities to take part in decision

S
managers in decision @d matters concerning their work and promotion will give

making or have input on m at concerns them. The participation of office

them sense of belo§in nd this will go a long way in boosting their moral and thereby

°
make them v@e?f'ec ive in the discharge of their duties'?.

Traditi&&odels of democracy, which focuses on representation and voice, were
criticizéd by researchers as they are not adequate to explain the full transformative
potential of democratic workplaces. A researcher introduces employee involvement as a
distinct and equally necessary element that actively reshapes power relations within
organizations. He begins by redefining democracy in a way that prioritizes participatory

and emancipatory practices. Sketching on humanistic psychology and organizational



theory, he outlines how employee involvement, historically rooted in early 20th-century

participatory movements'3.

The dimensions of workplace democracy are functionalism, liberalism and
constitutionalism. Functionalism view society and its institutions as systems working
together to maintain stability and social order. When applied to workplace demecracy,
functionalism evaluates how participatory structures (for example, emplo@Q)uncils,
shared decision-making) contribute to the efficiency, cohesion, and ility of an
organization. Workplace democracy is functional if it enhan peration, reduces
conflict, and ensures smooth operation by aligning emplc@;%ﬂs with organizational
objectives. Metrics that align with this perspective inch@b satisfaction, organizational

commitment, and productivity levels. a ’bQ

Liberalism is a dimension that emphas&@fﬁividual rights, freedom of choice, and

limited government intervention.OD\\' workplace, liberalism supports democratic

principles to the extent that theéso ct individual autonomy and voluntary participation.

Workplace democracy ﬁ@u in liberal theory when it ensures freedom of expression,

equitable access toy in ation, and voluntary involvement in decision-making!'#!>,
o \

Constitutiona@efe s to the idea that governance should be bound by a set of rules,

norms, titutional frameworks that ensure accountability, checks and balances, and

pro\\c%n of rights'>.

In workplace democracy, constitutionalism ensures that participatory practices are
formalized, consistent, and safeguarded against abuse. It emphasizes the rule of law in
organizational governance, such as having codified procedures for decision-making,

elections of representatives, and transparent conflict resolution mechanisms.



Measurement from this lens includes existence and enforcement of workplace
constitutions or policies, employee representation structures, and institutional checks on

managerial power.

Professional Development is an ongoing training and education that enhances employees'
skills and career prospects. The key components include continuous &ning
opportunities for training and skill enhancement. Mentorship Programs; ng less
experienced employees with seasoned professionals. Career Pathing; leg,ptathways for

advancement and development within the organization. It as to policies and
programmes that are put in place for workers wellbe:@u

as legal provisions,
continuous funding, sponsorship to conferences, W@Ops, seminars, payment of

professional subscription due!®. &Q

Professional development has a lot of i@rgce which include Career Advancement,
Organizational Performance and Em Engagement. Studies indicate that continuous
professional development (CP]%sfa.lcial for career progression; employees who engage
in CPD are more likely, tqéewe promotions and salary increases. According to a report
by the American Society for Training and Development (ASTD), organizations that
invest in em@e elopment experience higher productivity and lower turnover rates.
Professipbmevelopment is linked to increased employee satisfaction and engagement.
Or?sg%tions fostering development opportunities report higher employee morale and

commitment!”.

There might be a belief that when office managers are released to go for workshops,
seminars, conferences or to acquire higher degrees, the time spent on those programes

will have negative impact on the operations of the institution and then reduce the



productivity but this is not what actually happens at the end of the day because those
programs will eventually improve the capacity of the office manager in performing
his/her duties. During the program, the office manager would have learn new strategies
that would help the institution to grow, new ways of doing things would have been part
of the knowledge acquired. Now that we are in the era of evolving technologies, office
managers that are allowed to go for conferences and workshop will always Q%\r to
use new emerging technologies, learn how to improve on the use of the existifig one and
all these will go a long way in making the office managers to be @1 in running the

daily operation of the office!®. This in turn will incrfse ¢ productivity of the

institution. Q

Office managers are essential in every instituti %is is because their services are
needed in all units and sections of the insﬂ&. The achievement of the management,
academic staff, students and custo;ng&ft e institution relies on the services rendered
by the office managers. Their ﬁﬁﬂ\iency in the discharge of their duties enables the
institutions to achieve th.‘@goals and objectives. There is no institution that can
survive without the s@e of office managers as they are relevant and provide support
services in ad@%ﬁa ive, financial, library, medical, technical and every other unit in the
institutioné{ is pertinent that these office managers are administratively effective to

ac@e objectives set down by the institutions!”2°,

Professional development comprises continuous learning opportunities that build skills
and knowledge, mentorship programs that connect less experienced employees with
seasoned professionals, and clear career pathways that support advancement within the

organization'®!°, Social learning theory is the theory for professional development and

10



the metrics to be used for measurement of this variable are observational learning,
vicarious reinforcement and self-efficacy?'. In the light of the above, this study seeks to
investigate the influence of workplace democracy and professional development on
administrative effectiveness of office managers in public universities in Osun State,

Nigeria. \
1.2 Statement of the Problem OQ

Administrative effectiveness is a fundamental aspect of organizatio@gegs in tertiary
institutions. Universities play an important role in Nigeria's al and economic
growth. Office managers in universities are pivotal admin@ive personnel responsible
for maintaining the smooth and efficient functt&@of institutional operations?.
However, concerns have been raised regard%{be overall level of administrative
effectiveness among office managers s@ic universities. Evidence suggests a
noticeable decline in the efficient dh\tﬁ' ge of their duties, which may have adversely
affected key aspects of unive&@gﬁinistration such as teaching and learning processes,

admission procedures, n@meral service delivery. This inefficiency potentially leads to
N\

e of institutional resources, and weakened interpersonal

poor patronage,
SN
relationships et@%en ffice managers and their supervisors, colleagues, and students.

A surve e literature, careful observation, and preliminary research have shown that
the%dre factors responsible for the declined administrative effectiveness of office
managers like organizational culture and incompetency of employee. Incompetency is a
big challenge causing ineffectiveness among office managers. Many universities have
struggled with low productivity due to gaps in the required skills and competencies,

which in turn weakens overall effectiveness. To overcome this, workers’ capacity need to

11



be developed towards discharging their duties effectively?!. Administrative effectiveness
is therefore dependent on the organization’s workforce commitment to continuous
improvement by attending workshops and seminars in order to acquire relevant skills that
will make them effective in their day to day operations. Studies have explored workplace
democracy and professional development but there is lack of empirical research
regarding how workplace democracy and professional developme Q&nce
administrative effectiveness in the case of office managers in the publicfunivetsities!>!°.
This research, therefore, aims to investigate the influence of won@‘ democracy and

professional development on administrative effectiveness f officé managers in public

universities in Osun State, Nigeria. Q
1.3  Aim and Objectives of the Study &Q

The aim of this study was to investiga@bmﬂuence of workplace democracy and
professional development on adm'n‘)\lk' ive effectiveness of office managers in Public

Universities in Osun State, Nig@{aw objectives were to:

1. identify th%@v\@f administrative effectiveness of Office Managers in Public
Uniye’r&s in Osun State, Nigeria.
il. idg@ﬁy the level of workplace democracy experienced by Office Managers in
Q blic Universities in Osun State, Nigeria.
\1§/ identify the level of professional development enjoyed by Office Managers in
Public Universities in Osun State, Nigeria.
iv. determine the influence of workplace democracy on administrative

effectiveness of Office Managers in Public Universities in Osun State, Nigeria.

12



V. ascertain the influence of professional development on the administrative
effectiveness of Office Managers in Public Universities in Osun State, Nigeria.
vi. establish the combined influence of workplace democracy and professional

development on administrative effectiveness of Office Managers in Publie

R

This study sought answers to the following research questions; < O

Universities in Osun State, Nigeria.

14 Research Questions

1. What is the level of administrative effectiveness of Of @ anagers in Public
Universities in Osun State, Nigeria?
2. What is the level of workplace democracy e@e ced by Office Managers in
Public Universities in Osun State, Nigeg Q
3. What is the level of professional d pment enjoyed by Office Managers in
Public Universities in Osun k\gigeria?
1.5 Research Hypotheses &C;\\'

The following hypotheses a@%ulated for testing at 0.05 level of significance.

Hol: There will be &niﬁcant influence of workplace democracy on administrative

(]
effectiveness(f Qﬁc Managers in Public Universities in Osun State, Nigeria.

Ho2: Th@ﬂl be no significant influence of professional development on administrative

effé&less of Office Managers in Public Universities in Osun State, Nigeria.

Ho3: There will be no significant combined influence of workplace democracy and
professional development on administrative effectiveness of Office Managers in Public

Universities in Osun State, Nigeria.

1.6  The significance of the study

13



This study, if published in reputable journals, would be of benefit to office managers,
management of institutions, students, parents and the government. The office managers
would gain from it since it will educate them on the many abilities and significance of
being efficient in carrying out their responsibilities. The institution's administration
would gain since they will be able to comprehend that funding different professional
development initiatives will contribute to staff members' increased self> &nce,
upskilling, productivity, effectiveness, and efficiency. The country's governfiient would
also benefit from the findings since they will make sure that re ﬁare created that
would motivate corporate entities to use a participati 1sion-making process.
Students would gain from it since it will help them co the value of training and
development, which would increase their conce tr@n their studies and prepare them
to continue learning new abilities. ParengaQ ents would gain from this since they

N

will realize that professional growth is }hmited to employees; it also allows them to
improve themselves and acquire {ﬁa}kﬁs which would make them to be more effective
in their duty and the stm@ also enlightened them on the benefit of workplace
democracy in fosteri@% of belonging among workers..

Finally, the st @dings would be a basis for future researchers to critically analyze
additional&rla les while also providing a source of reference for other academics
wn@’grelated subjects.

1.7 Scope of the Study

This study focuses on investigating the influence of workplace democracy, and

professional development on administrative effectiveness of Office Managers in Public

Universities in Osun State Nigeria. Administrative effectiveness of office managers were

14



measured using the following sub-metrics: task timeliness, document management, needs
responsiveness, stakeholder satisfaction (faculty, student, supervisors), institutional
compliance. The first independent variable, workplace democracy were measured with
office manager functionalism, office manager liberalism and office manager
constitutionalism while the professional development as the second independent variable
were measured with observational learning, vicarious reinforcement and sel- cy. The
geographical scope covers Public Universities within Osun State, whichlare;"Osun State
University, Osogbo; Obafemi Awolowo University, Ile-Ife; Feder@ersity of Health

Sciences 1la-Orangun; and University of Ilesa, Osun State,. T rget respondents are

Office managers in the four public universities in Osun :
The challenge encountered during the perio@ administering questionnaire for data

o

re so busy that they could not attend to the

1.8 Limitation of the Study

collection was that some respondents
.

questionnaire on time. The limita{ﬁﬁ\vas overcome through determination and consistent

encouragement of the resea@%

1.9 Operational Definit Q)f Terms

Administrati e@tiveness: This is the ability of office managers to efficiently and

effectively, a(n/ge administrative tasks and processes using the acquired professional

skills @articipation in decisions to achieve set goals in public universities in Osun

State, Nigeria.

Task Timeliness: This refers to the office manager’s ability to ensure that tasks such as,

processing academic records, scheduling meetings, and implementing institutional

15



programs are completed within established deadlines in public universities in Osun State,
Nigeria.
Document Management: This refers to the ability of office managers in the systematic
handling, storage, retrieval, and security of institutional documents to ensure
accountability, enabling staff and stakeholders to participate meaningfully in decision-
making in public universities in Osun State, Nigeria. Q
Needs Responsiveness: This refers to the capacity of office managers to der and
address the needs of academic staff, students, and administrative @1 efficiently in
the public universities in Osun State, Nigeria. é
Stakeholders Satisfaction: This refers to how we Qfﬁce manager meets the
expectations and requirements of internal and tp& takeholders, including students,
faculty, administrators, and government bo% n public universities in Osun State,
Nigeria. \

R\
Institutional Compliance: Thi&f%{s to the office managers’ adherence to the rules,
regulations, and policies es@gfed by the university such as compliance with academic
standards, financial p@%res, and ethical codes in public universities in Osun State,
Nigeria. ‘@
Workpla emocracy (WPD): This is the degree to which office managers participate
in de@, that have an immediate impact on them in their work domains in public
universities in Osun State, Nigeria.
Office Manager Functionalism: This is the ability of office managers to efficiently

perform specific roles and responsibilities such as communication, coordination, and

16



record-keeping, to maintain organizational stability and productivity in public universities

in Osun State, Nigeria.

Office Manager Liberalism: This refers to the fundamental human rights of office

managers in terms of freedom, fairness, integrity, tolerance and participation in decision

making in public universities in Osun State, Nigeria.

Office Manager Constitutionalism: refers to the ability of office managers

institutional regulations, employee rights, and democratic pr1nc1p1es pholdmg

established rules, policies, and ethical standards that govern w@a ¢ operations in

public universities in Osun State Nigeria.

Professional Development: This is an ongoing trai education that enhances

office managers' skills, knowledge, competeg% and career prospects in public

universities in Osun State, Nigeria.

Observational learning: This refers K\m ability of office managers to learn best
.

practices, acquire new skills, lors, or attitudes by watching and imitating

experienced administrators Q&%(rlsors or mentors in public universities in Osun State,

Nigeria. QQ

Vicarious reg@ent This refers to the learning process based on the observation

of consequenceS where office managers are motivated to adopt certain behaviors after
se in@s rewarded for similar actions in public universities in Osun State, Nigeria.

Self-efficacy: This refers to an office manager’s belief in their own ability to plan,
organize, coordinating academic processes, implement institutional policies and execute

tasks successfully within workplace in public universities in Osun State, Nigeria.
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Office Managers: These are the Secretaries in the various offices that are responsible
for performing specific roles and responsibilities such as communication, coordination,
and record-keeping, to maintain organizational stability and productivity in public

universities in Osun State, Nigeria.
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2.1.  Conceptual Review

2.1.1 Administrative Effectiveness

The administrator sets a visible plan to reach the pre- defined objectives of the
organization but fails if the organizational climate is not backing him. Administrative
effectiveness signifies the ability of the administrator to achieve the goals an ives
of the Organization. = Administrative effectiveness recommends, Q@ develop,
implement, and evaluates units and provides resources to cultivate a culture of
operational excellence, including administrative program revie@man resources as an
important and integral part of organization and e %1 institution are not in
exception, Office Managers are part of these h@n resources workforce of the
institution and for them to be effective in th%&nistrative work depends on factors

like their workplace environment and the&\\pgessional development'.

)

Administrative effectiveness is g&ral theme in organizational and higher education
management studies, pa 9@1}] within the university system where office managers
serve as the backbonegustitutional operations. In universities, office managers perform
fundamental ()‘(%na ing, supervisory, and record-keeping functions that ensure smooth
governancéccountability, and service delivery. Their effectiveness is often reflected in
th%%ﬁness of task execution, accuracy of documentation, adherence to institutional
policies, and the ability to foster communication across departments. Effectiveness in
administration is not merely the completion of routine duties but also the capacity of
office managers to adapt to dynamic institutional demands, utilize professional

competencies, and sustain participatory governance practices. As universities are
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complex organizations that blend academic, administrative, and social responsibilities,
the role of office managers extends beyond clerical functions to strategic involvement in

decision-making processes, human resource coordination, and resource management?.

Administrative effectiveness refers to the ability of an administrator or administrative
unit to successfully achieve its goals and objectives. It is not just about simply\doing
work, but doing it in a way that leads to tangible results and positive effec @ iveness
entails aligning administrative efforts with stated goals, maint 'ngtg“ﬁciency in
decision-making, and successfully distributing jobs!?. Admini Q effectiveness and
performance measurement entail analyzing how efficientl effectively administrative
activities are performed to meet organizational go@ his is done by a systematic

process of gathering, analyzing, and evaluating@elevant to performance indicators,

ultimately informing decision-making for@vement?

Performance measurement is Vita@ninisﬁative effectiveness as it provides data-
driven insights into how @tly and effectively administrative procedures and
functions are runnin@\mploying metrics and key performance indicators (KPIs),
organizations c‘a&tify areas for development, measure progress towards goals, and
make edLgtg./lecisions to boost overall performance*. PMMS, or performance

meaﬁ@n

of performance measurement’ is being influenced by researchers from a wide range of

and management system, is now a multidisciplinary field of study. The area

disciplines, including marketing, information systems, organizational behavior, human
resources, strategy management, operations management, management accounting, and
control. Performance measuring has therefore been developed from a variety of

perspectives and orientations®.
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Measuring performance involves quantifying the efficiency and effectiveness of actions.
A performance measurement system is made up of three interrelated components:
individual measures that evaluate specific actions, a collection of measures that assess
overall organizational performance, and a supporting infrastructure for collecting,
processing, analyzing, and sharing data. Budgets, profitability, return on investment, and
cash flow are just a few of the financial metrics that businesses have his‘@@y sed

extensively to assess success*>. <

¢\
Traditional performance assessment systems have come under @ criticism over the
past ten years due to the fact that they were created f %ironment of mature
goods as well as reliable technologies. The autl@ emphasized how financial
performance metrics are unable to capture s@%the competitive landscape and
strategies of contemporary businesses. S@al metrics are not directly related to
manufacturing strategy and show,@niﬁcance for production control. Overuse of
return on investment (ROI) ha@&cﬁn\pact on strategy planning as well and can lead to
sub optimization and co f %Vith strategic goals. Techniques for measuring financial

success only offer @rical perspective; they do not predict future performance®. In
light of these<1m?\%‘lo s, scholars have sought to develop new conceptual frameworks for

perform measurement systems that address the shortcomings of traditional

app%giesé.

The concept of administrative effectiveness in public universities has evolved
considerably in recent years, shaped by the demands of institutional reform, technological
advancement, and a renewed focus on staff development and organizational performance.
Administrative effectiveness is no longer solely about completing tasks but rather
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encompasses strategic leadership, the ability to manage digital systems, and fostering a
work culture rooted in motivation and competence’. The conceptualization of
administrative effectiveness, therefore, draws from theories of organizational behavior,

management principles, and human resource development.

It emphasizes efficiency (doing things right), effectiveness (doing the right thingkk and
responsiveness (adapting to emerging needs). In higher education office
managers are expected to uphold standards of accountability, agﬁrency, and
innovation while ensuring that academic and non-academic s Q}erform optimally.
Hence, administrative effectiveness is not an isolated cons@but is shaped by enabling
factors such as workplace democracy, professional &3 ment, organizational culture,
and leadership style®’. In the perspective ofé’xgrian universities, it is frequently

undermined by inadequate training, lack 1vation, and poor working environments.

o 5\'
One of the foundational eleme@ministrative effectiveness is role clarity and

institutional alignment, cl@Q@ﬁned job responsibilities and modernized administrative
strategies are vital @Qsmooth operation of university offices. Without clarity,
administrativ @el struggle to perform efficiently, which in turn affects institutional
coordinati%m service delivery. Improving administrative capability thus centers on
st ct@ob analysis, enhanced communication pathways, and management training
that aligns with the evolving goals of higher education institutions’. Another dimension

is staff training and professional development.

A comprehensive study across multiple universities in Vietnam found that the

effectiveness of middle-level administrative managers is significantly influenced by
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institutional support, staff capability, and motivation. Particularly, leadership support and
the ability of personnel to access tailored development programs emerged as the most
influential factors. These findings underscore that administrative effectiveness is directly
linked to how well institutions nurture the growth of their managers through structured
and responsive training initiatives®. Technological competence also Kys a

R
(S

transformative role in enhancing administrative functions.

A study argues that cloud computing and system integration siéé ly improve
administrative workflows by enabling real-time data sharin Qs automation, and

departmental coordination. This research demonstrated @ administrative platforms
powered by intelligent algorithms can reduce t dundancy, save institutional
resources, and enhance responsiveness. The L& digital systems has thus become

integral to maintaining administrative ac@ and accountability in universities’.

The presence of effective incen 'G;\ﬂ\'nec anisms is essential for sustaining long-term
performance and job saﬁ@%ﬂ among administrative staff. An investigation at a
Chinese university, found that many staff members were dissatisfied with their current
reward syste ,@ insufficient material benefits, limited recognition, and inadequate
promotion@hways. This lack of motivation directly impeded administrative efficiency.
They @ate for the implementation of comprehensive reward systems, flexible salary
models, and scientific performance evaluation methods to create a more responsive and

motivated administrative workforce'”.

Digital recordkeeping skills are increasingly recognized as essential competencies for

office managers. A recent study by a researcher in Nigerian tertiary institutions revealed
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that administrative staff require proficiency in word-processing and cloud storage tools to
efficiently handle electronic records. These competencies not only ensure the security and
accessibility of institutional data but also reduce operational delays and errors. The study
recommended frequent workshops and digital literacy programs to ensure office
managers stay up-to-date with technological tools relevant to modern admithive

X

The entire aforementioned are embedded in the administrative man& theory that

functions!!.

borders on the functions of managers. Planning, organizing, co ing, coordinating,
and controlling are the five main tenets of administrative @a ment theory. The first
task for managers is planning, during which they este@\ goals and choose the most
effective strategy to reach them. It entails pre%@%ture circumstances, establishing
objectives, and detailing the activities n@’éy to achieve those objectives. Office

managers must create a structured ng&achieving institutional goals and objectives.

N\

Once plans are in place, oréizmg is the next step it involves assembling and

coordinating resourc% man, financial, and material, to implement the plan. This

includes deﬁnin§\r§es, responsibilities, and the structure of authority, ensuring that
er

°
resources ar@p

directin motivating employees to fulfill goals of the institution. Managers must

y allocated. Another component is commanding, it involves

cohﬁ@nicate clearly, resolve conflicts, and inspire performance, directing employees to
perform tasks efficiently, coordinating is the function that ensures all departments and
individuals work in harmony. It involves aligning activities and efforts across the

organization to maintain consistency and efficiency; controlling means monitoring
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performance, comparing it with established goals, and making corrections where

necessary. It ensures that the organization stays on track and meets its objectives.

Evaluation is very important, office manager accesses the activities and make sure it
follows the lay down principles and policies of the institution so that stakeholders are
satisfied and will be willing to continue to patronize the institution'?. For admir%uive
efficiency office managers must ensure smooth academic and administrat@rations
by structuring workflows and allocating resources effectively whijklgsplanning and

organizing as mentioned in the theory. There must be authority @Sponsibility to set

clear delegation of tasks in order to ensure acco and prevention of

administrative bottlenecks!?. Q

Unity of command and direction will also hel &intaining consistency in university
policies and procedures. When there is é@ and stability of tenure, it encourages fair
treatment of staff, leading to hi%g, job satisfaction and retention of employee.
Coordination and control flre (@&mechanisms of management functions which ensure
that different depart l@\/ork amicably, encouraging collaboration among team

members and thig&m will improve institutional effectiveness!?.
°

Administr@e effectiveness in public universities is a multifaceted construct, deeply
in%@ by clearly defined roles, proactive training systems, advanced technologies,
structured incentives, and essential digital skills. It is also influenced by democratic work
environment where workers are allowed to have input in decisions that as to do with their
job, this will make them to feel belonged and motivated to put in their best at all time.

Universities that prioritize these factors are more likely to develop competent, motivated,
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and technologically skillful administrative teams capable of supporting institutional

growth and transformation’.

The following sub-metrics will be employed to measure administrative effectiveness;
timely execution of task, efficient management of document, responsiveness to academic

and student needs, stakeholder satisfaction (faculty, student, supervisors), com&ance

with institutional regulation. In any academic or administrative setting, ti cution

of tasks is the heartbeat of productivity and reliability. It reﬂect&l ividual’s or
institution’s ability to meet deadlines, prioritize responsibiliti Qud deliver results
without unnecessary delay. This will not only add to work@ efficiency but it will also

build trust among colleagues and stakeholders'3. Q

When tasks are completed on schedule, it ces blockages and allows for better
planning and resource allocation. E b‘lmportant is the efficient management of
.
documents, which involves orgal'{ﬁé‘, storing, retrieving, and safeguarding records in a
way that supports transpar %ccountability, and ease of access. Whether digital or
physical, well-manag@uments ensure that critical information is available when
needed, redu 'h@rs and duplication while supporting informed decision-making.
Responsiv@ss o academic and student needs is a cornerstone of quality education. It
mg/@rely listening to feedback, adapting teaching methods, and providing timely
support services. Institutions that are responsive foster a culture of care and inclusivity,

where students feel seen, heard, and supported in their academic journey.

This responsiveness can manifest in flexible learning options, accessible faculty, and

robust academic counseling. Stakeholder satisfaction, including that of faculty, students,
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and supervisors, is a key sign of institutional success. This implies that when stakeholders
feel their expectations are met or exceeded, it leads to higher engagement, retention, and
overall morale. Satisfaction is often driven by clear communication, mutual respect, and a
shared commitment to quality. Lastly, compliance with institutional regulations ensures
that all activities align with established policies, ethical standards, and legal requirijnts.

It maintains the integrity of the institution and protects the rights of all mef% of the

academic community!'3. <

S

Workplace democracy refers to a system where emplohave a role in decision-

2.1.2. Workplace Democracy

making processes, enabling a more inclusive and r&ative work environment. It
stresses shared governance, openness, and coll%’bon between management and staff.
It is an inclusive system through whi@ members engage in decision-making
processes through dialogue and -ob\tzéssus rather than strict hierarchical authority,
contributes to discussions @pcaicies, organizational strategies, and workplace
improvements, partici a@ committees or serve on boards to advocate for their
interests such as n ang working conditions, salaries, and benefits through unions
R

and commit%s/\an gives feedback and dialogue between different levels of
adminis% 14,

WoXp%ce democracy, the inclusion of employees in decision-making processes, has
emerged as a crucial factor in enhancing administrative effectiveness and professional
development within public universities'>. It is a concept that emphasizes participation,

transparency, and accountability, nurturing environments where office managers not only

execute administrative tasks but are also actively involved in shaping institutional strategies**>,
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Recent research stresses the role of workplace democracy in improving individual initiative and
collaborative governance. The study demonstrated that in higher education institutions,
particularly in public universities, democratic structures significantly promote proactive behavior
among staff. When office managers are empowered to voice concerns and influence policy, they

are more engaged and effective in their roles.

This participatory model leads to better communication, increased job satisfactio@tronger
commitment to institutional goals'®>. Democratic practices in the workplace se@aj promoter
for professional development. Employee involvement creates co@n for continuous

learning and growth by allowing staff to contribute meaningf organizational decisions.

This not only aligns with their professional aspirations builds critical thinking and

leadership capacities that are essential for effective sd@ative performance®,

The relationship between workplace y and administrative effectiveness is

further reinforced by a researcher@ highlights accountability as an operational

mechanism that strengthens c@g(?atic engagement. When office managers are held

accountable within tr @ structures, their effectiveness increases due to clearer
N

expectations, shared , and fair evaluation systems'®. Organizational justice, another

dimension 0@\}151 ce democracy, also plays a vital role. A study found that when
office %Qers perceive fairness in decision-making, resource distribution, and
re<§g${on, their productivity and overall administrative efficiency improve. Such
fairness also encourages continuous skill development, as staff feel secure and motivated

to take on new challenges without fear of bias or retribution'®,

Workplace democracy supports a culture of trust, empowerment, and shared

responsibility, all of which are indispensable to fostering effective administrative
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management and sustained professional development for office managers in public
universities. As more institutions move toward participatory governance, integrating
democratic practices into administrative frameworks will likely become a cornerstone of

modern higher education administration.

Components of workplace democracy are collective bargaining, workers’ reprewtion
on board, committee membership and quality circles. Developed by an au@% define
as the process of settling terms and conditions of employment throu%&ventatives of
employers (and possibly their associations) and representatives loyees (and most
likely their unions), collective bargaining is the process@%ich representatives of
employers and employees jointly negotiate and regu@decisions pertaining to both
substantive and procedural issues within the en%@lt relationship. During collective
bargaining process, in industrial relations vg@"émust be able to disagree and come to an

agreement, whether pleasantly or ngg& techniques are utilized to ensure and establish

This permits opposing i¢s to participate willingly or be represented throughout the

peace in the business.

negotiating process)\ wiiich may result in the parties reaching an equitable collective
[ ]

agreement. %}byers and employees are often parties to this procedure. A study

characteriged collective bargaining as a social activity that ‘continually resolves conflict

into\@eement in an organized fashion'>?’. Decisions achieved on subjects of mutual

interest to employer and union as well as the means of controlling conditions and terms

of employment are by negotiations and debates. Through the negotiating process,

workers can influence terms and conditions of employment as well as wages through
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their unions. It is also believed that employers and employees use it as a weapon to

symbolize their industrial enterprises.

Many researchers see collective bargaining in different viewpoints. ILO, sees collective
bargaining as negotiation of working conditions and terms of employment between
employers, a group of employers or one or more employers' organizations on & one
hand, and one or more representative workers organizations on the other@view to
reach agreement. There are two essential words that are remarkabI'Qth concept of
collective bargaining, Negotiation and Agreement. It requi procedures for
collective bargaining to be perfect. Any negotiation that not result to agreement is
incomplete bargaining. This is because collective bar does not stop at the level of
o

negotiation rather it extends to the stage of agre ich must be mutually signed by

both parties, that is, employers and Worke@b

According to study, the author cof % phrase "collective bargaining" to refer to the
practice of negotiating terrns f@xondulons of employment between representatives of
employers (and possi I)Q}cir associations) and employees (and most likely their
unions)?!. Acc‘or ing to him, collective bargaining is the process through which
representa iv@ employers and employees work together to negotiate and control
choices ng to both procedural and substantive issues in the workplace. The
cowe agreement is the result of this process. One of the processes of industrial
relations, collective bargaining, serves several purposes in labor relations. It might be
regarded as both an industrial democracy and a method of industrial jurisprudence. It
serves as a means of settling disputes between management and employees at work, as

well as the formulation of terms and conditions of employment.

33



Another author view Collective bargaining serves as a tool for official and informal
discussions and negotiations between representatives of employers and employees with
the goal of achieving mutual understanding or agreement over the general employment
arrangements between the two parties??. Article 2 of Convention No.154, which was
ratified in 1981, provides the following definition of collective bargaining: Any
negotiations that take place between an employer, a group of employers, or Q&nore
employers' organizations, on the one hand, and one or more workers' otganiZations, on
the other, for the following purposes are included in the term "col@bargaining": (a)
establishing terms of employment and working conditions; controlling relations

@etween employers or their

between employers and workers; and (c) controlling re

organizationsandworkersorworkers'organizationi19(§

A researcher opined that the main indep ethod of establishing employment rules
between trade unions and employe.rg&llective bargaining?!. In industrial relations, it
involves one side making requeé&gﬂ\@proposals to the other, then discussing, evaluating,
clarifying, examining the @cance and implications of the demands, and attempting to
win their consent. Makiang counterarguments or modifications for comparable appraisal is
part of it?!. @%’dl , one can deduce that collective bargaining is a key instrument in
shaping }8 rms that regulate the workplace. It is also an essential source of regulating
Wats(s%alaries and other job conditions between labour and management and in

compliance with public policy.

University is a complicated multifaceted institution made up of aggregation of numerous
schools (colleges), faculties and departments, each striving towards fulfilling university

aims. The complex structure of university system and the search for excellence and
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sustainable development through strong and efficient governance has attracted the
attention of university managers and has made the usage of committee vital?>. The issue
of effective governance has gained universal acceptance, and universities are seeking
appropriate mechanisms to enhance the role of governance by making it more transparent,
accountable, responsive, effective and responsible to their constituencies. In this respect,

committees have become essential and useful tools in the management of instfons L

A study posits that committee system is a vital ingredient for effecti)QgﬂSﬁistration of
educational institutions and maintained that collaborative ef mong staff gives
administrators, educators and other stakeholders the opp %) deal with complex
educational issues as a group?’. In the same spirit, an@or underlined that committee
system in higher education is an administrativeé@egy used to facilitate management

activities particularly in colleges and u;fs\&sﬂ‘ From the foregoing, committee

system of university administratiq,n,'\' necessary tools for effective management of

university. . écj\

A committee is define @oup of persons who are chosen, usually from a big group to
make choices or to%l with a certain issue. Thus, a committee is a representative of the
.
populatio w@ appointed or elected to make decisions on behalf of the whole. It is
a minor of the population assigned to execute certain functions for the betterment
ofp\op e 2. Another dictionary defines committee “as a body of persons delegated to
consider, investigate, take action on or report on some matter, a group of fellow
legislators chosen by a legislative body to give consideration to legislative matters; a self-
constituted organization for the promotion of a common object” 2¢. Committee is

comprised of restricted number of members from the parent body which can discuss on
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an issue and give suggestions which facilitates the decision- making of the parent body;
committees, boards, commission of inquiry, task force or team can be described as
groupings of persons, to whom some things are specifically entrusted for debates, leading

to recommendations, reports or decision- making?2.

It is a group or body of persons, selected from a more numerous people or body Nhich
some special business or task is committed for debates and decision—makin@owever,
not all committees are involved in decision-making; though some ;Qgﬁ'ﬁlees that are
successfully handled can lead to better motivation, improved iss @ring and enhanced
productivity. Committee system in university education@%ministrative methods
used to increase effective and efficient attainment of edygational objectives!'®!7. It is a
method of administration in which a sub-group @e or governing council members
are appointed to discuss, consider and t k@ﬁons on problems brought to them and
consequently report to the parem@ Committee system is utilized for policy
formation and execution. It @&fs&\@ to enable education, research, scholarship and
community services. The&é&ounding the university also empowers the institution to

appoint committees &éective university administration,

In Niger'anQJ;\\re'rsities, as in other Government institutions and agencies, the
emplo f committees is not only unavoidable but required.  Effective committees
pr(k&de a key element of effective governance of the Universities. In the statutes
establishing the several universities in Nigeria (Federal, State and Private), committee
system is important in their administration. The law itself makes it obligatory to have

not only the principal Governing Council and Senate, but also Boards and Committees,
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some standing and some Ad-hoc. Every University according has an elaborate

committee structure and these committees are quite apparent in their administration'.

The main purpose for setting up committees in Universities’ administration is to promote
the act of collective decision making and equity in universities’ policy execution for
which the administration is set up by creating a conducive environment for the\&sons
making up the institution to make inputs into administrative, and specialize@ions as

well as encourage participation in the affairs of the Universitiegt®, thi# minimizes

disagreement to the barest minimum, and also free the top managemeng for more tasks.

Moreover, the use of participatory system of governanc university system cannot
be overemphasized. There must be complete p@ :

ipation of individuals who are
effective and efficient so as to promote the @’Qﬁon of the committee system in
university governance's. The Universit)@e of the institutions where the committee
system is most heavily established’ @my add that the efficacy of committee system

at Universities provides a u@c ance for the development of team-work and is an

important instrument fs@iring and sharing knowledge.

Worker represe@ on boards, also known as Board-level Worker Representation
(BLWR), egs-tf) the legal or contractual right of workers to participate in the decisions
of th%’éﬁployer's board of directors or supervisory board. Worker engagement in
me@ment is an old, persistent idea with multiple interpretations. This means that it is
not easy to give one definition, which covers all facets of this idea. This is true because
the difference in degree of participation and different ways in which different people,
countries and enterprises understand participation, illustrate the varying viewpoints of

this term!®.
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In recent years, there has been an increasing attention in employee representation in
countries where such rights are not legally mandated?. Despite this interest, empirical
research on the watching role of employee representatives on corporate boards remains
limited. Earlier studies have primarily focused on the extent to which shareholder-elected
directors mitigate accrual-based earnings management and real earnings management
while largely overlooking the role of employee-elected directors?’. Boards_of, direttors
are tasked with monitoring and advising executive management, but the \effectiveness of

their oversight is influenced by board composition?. O

Employee representatives, elected independently by uni@ﬁmployees, contribute
firm-specific operational knowledge, such representa@s function as "information
intermediaries" between management and labou@ering cooperative relationships and
facilitating effective communication. %@esence on boards may introduce an
informed monitor who helps reducg@cy costs stemming from managerial or major
shareholder dominance?. Nor@t&g&\s, empirical studies on employee representation at

the board level are scarce ve primarily examined its influence on firm performance,

often yielding mixe &gsm.

These mi ed@nes may stem from confusing factors, as employee representation is
only on any elements influencing board and firm performance. The employees of
bu?l\ases of a certain size or kind currently have some legal capacity to choose
representatives for the board of directors in the majority of EU countries, including
Norway. When this occurs, employee directors often have the same responsibilities and
privileges as shareholder directors, who are board members chosen by shareholders. In

other words, rather than merely advancing the interests of the workers at the expense of
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other constituents, the worker directors are theoretically required to act in the

corporations (and shareholders') best interests?® 27

Workers representation on board has been reported to be the apex of employee
involvement when employees are represented at the board of an organization. It is a new

form of employee involvement in decision making that arose in recent times \and is

gaining great ground though most in the wealthy countries. OQ

Since they establish the corporate goals and board rules that reglilate organizational

activities, the board is the primary decision-mak the company.

Government officials' judgments are also influenced by 'c choices, which helps to
ensure that appropriate legislation is put in @e to protect the company?®.
Employees who submit someone to serve &director are demonstrating their
commitment to success. Employees sho@ appointed to corporate boards based on

their effectiveness and competency'%@p gh work organization experience may serve as

sufficient proof of competen&@me cases??2,

As one of the main @ents of employee voice, which many management scholars
have noted as a)\&wloping management concept, employee participation in decision-
making th&&ﬁrorkers' representation on boards has emerged as a key topic in human
resow@%‘magement (HRM). Allowing workers to participate in decision-making has
been ‘shown in numerous studies to improve job performance, motivation, and

organizational growth?”,

Quality Circles is another component. These are small groups of employees and

generally it is their supervisors that volunteer to meet frequently on company time to
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discover, analyze, and solve problems in their work area. They provide solutions to
management and whenever possible, they implement their recommendations. A quality
circle is "A group of four to twelve individuals from the same work area who meet
voluntarily and regularly to identify, investigate, analyze, and solve their own work

related problems"?2,

S\
The circle actively implements and thereafter monitors the ideas it@ests to
management. This shows that workers have the power and authorlty {tdé on matters
that affect their job. This is different from other forms of direc ement in that the
members are usually recruited from the same work area, %group directed by the
immediate supervisor. They identify issues in their ow@mn, analyze them using data

collection techniques and statistical methods 1@ through circle training, and then

formally present potential solutions to th ’Qmanager who may choose to adopt the

circle's recommendation. 5\%

The members of the quahty 0@5 may be in charge of following up on the executed
proposal®2. Members o q@h‘y circles have more proficiency in leadership, interpersonal
communication‘, statistical analysis, and problem-solving methodologies as a result.
Employee @tter able to identify and resolve work-related issues, therefore
manage should embrace and support their creativity in problem-solving when
imp\swenting quality programs in businesses. The quality circle helps to increase output

and enhance the quality of the organization?! 22,

When productivity is increased, it has a favorable effect on worker self-confidence and

behavior. It leads to a drop in absenteeism, wear and tear rates, grievances filed and

14, 22

ideas made through company suggestion systems It is a means for employees to
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have a voice in the organization since employees know more about their problems than
anybody else; consequently they are best prepared to find the answers. Also when
workers are actively involved in decisions that concern them, it leads to an increase in
their sentiments of success, pride, self-esteem and self-fulfillment. This leads to

increased level of dedication to the job and the company'® 22,

Researchers have found strong support in the use of quality circles a@@ans of

motivating employees, increasing employees feeling of belonging i zg.drganization,
greater team working and providing an avenue for employees vot e heard leading to
improved job satisfaction and commitment!S. Empowen@%des superiors giving
their power to subordinate, and with it authority and respgibility, feeling empowered in
the work environment is beneficial to the emplo@?\/ing a stronger level of dedication
towards their businesses!'®. In the same spi ’Qtudy asserted that when employees are
empowered by the development of q&r circles, they will feel they are crucial to the
success of the firm. It will co@%magements’ trust in their abilities to meaningfully
contribute to the organ%@ls. All these will develop dedication and a sense of
belonging which in tu osts the administrative performance of staff
XN

Quality c'rc@roups of workers that convene to identify and solve work-related
problenﬂb§;1 contribute to administrative effectiveness in Nigeria universities by
prc%@%g continuous improvement, enhancing employee involvement, and developing
problem-solving skills. In public universities, workplace democracy can increase
administrative effectiveness of office managers by fostering cooperation, responsibility,

and a pleasant work culture and openness.
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Over the past decades, traditional model of workplace democracy was criticized by many
researchers, their arguments was that these model did not explain the full transformative
potential of democratic workplace. In response to criticism of traditional workplace
models, researchers like Frega posit that workplace democracy should be the one that
reshapes power relations within organizations. Roberto Frega’s paper offers a

&s a

philosophical and organizational analysis of how employee involvement fQ

fundamental pillar of workplace democracy. &<
The author argues that traditional models of democracy, rily focusing on
representation and voice, are insufficient to explain the fj ansformative potential of

democratic workplaces. He introduces employee invo@ent as a distinct and equally
necessary element that actively reshapes power @% within organizations. He begins
by redefining democracy in a way t "Qlights participatory and emancipatory
practices, this means that employe.e,ﬁree from oppression or constraints while they
experience equal opportunity Q&csa\f—sufﬁciency. Outlining on humanistic psychology

and organizational theory %\ulines how employee involvement, historically rooted in

early 20th-century p %atory movements, aims to humanize the workplace by aligning
institutional @ individual independence and teamwork'®.

The pa%%stinguishes employee involvement from the more passive forms of
reMtation or consultation, stressing that true democracy in the workplace occurs
when workers can influence decisions, processes, and structures in real time. This form of
involvement transforms hierarchical relationships, builds trust, and promotes shared

responsibility. Finally, Frega argues that effective and ethical organizational governance

cannot exist without embedding ‘employee involvement’ into the democratic model. The
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article concludes that workplace democracy is not only a matter of political theory but a
practical tool that will give room for organizational justice, efficiency, and employee
well-being. Newer models of workplace democracy are shifting from traditional union-

based structures to more inclusive, tech-enabled, and participatory frameworks.

These models emphasize shared governance, employee ownership, and \digital
collaboration, reflecting the changing nature of work in the 21st century. O@ovaﬁve
model is the bicameral corporation, which advocates for two chambe;Q)v ifi firms; one
representing capital investors and the other representing labor 1 rs. This structure
ensures equal decision-making power between workers@ shareholders, promoting
democratic accountability?®. Digital Platforms for Wo@Voice is another new model,
digital tools are increasingly used to facilitate disé@ed decision-making and worker-led
campaigns. Platforms like ‘coworker.org\\@%nited for respect’ enable employees to

organize, share grievances, and infb&ﬁ corporate policies without traditional union

structures>°. Q’\cj\

Employee Ownership d@Determination, modern workplace democracy also includes
employee owners ip, models, where workers hold equity and participate in strategic
decisions. Eu models of co-determination, such as board-level representation, are
being a globally to enhance corporate transparency and sustainability’!. Integration
wiNustainability and Ethics, workplace democracy is now linked with ethical
leadership, DEI (diversity, equity, inclusion), and sustainability goals. Organizations are
embedding democratic practices into ESG frameworks to align employee voice with

broader societal values?2.

43



The dimensions of workplace democracy as supported in the participatory management
theory are functionalism, liberalism and constitutionalism. Functionalism which view
society and its institutions as systems working together to maintain stability and social
order. When applied to workplace democracy, functionalism evaluates how participatory
structures (e.g., employee councils, shared decision-making) contribute to the effi 1ency,
cohesion, and stability of an organization. Workplace democracy is Qal if it
enhances cooperation, reduces conflict, and ensures smooth operat1 n aligning
employee goals with organizational objectives. Metrics that al§y hthis perspective

17,33

include job satisfaction, organizational commitment, and pr. levels

Liberalism is another component that, particularly Q classical form, emphasizes
individual rights, freedom of choice, and li& government intervention. In the
workplace, liberalism supports democra@mciples to the extent that they protect
individual autonomy and Voluntar@cipation. Workplace democracy fits within

liberal theory when it ensures f@&om of expression, equitable access to information, and

voluntary mvolvemer@wn -making'3.

Constitutionali @s to the idea that governance should be bounded by a set of rules,
norms, an st1 tional frameworks that ensure accountability, checks and balances, and
pr%@ of rights!” 3. In workplace democracy, constitutionalism ensures that
participatory practices are formalized, consistent, and safeguarded against abuse. It
emphasizes the rule of law in organizational governance, such as having codified
procedures for decision-making, elections of representatives, and transparent conflict

resolution mechanisms. Measurement from this lens includes existence and enforcement
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of workplace constitutions or policies, employee representation structures, and
institutional checks on managerial power. Workplace democracy will be measured with

the above discussed dimensions.
2.1.3. Professional Development

Professional development refers to continual learning and training activities thq&ssist
individuals better their skills, knowledge, and competence in their fiel Qﬁvolves
obtaining new skills and expertise, remaining up-to-date with i us§yjtrends, and
preparing for career advancement?'. Professional development m proving yourself
in your career to thoroughly grasp the job you do and @you might be better. It
involves developing the necessary abilities to carry &@Jr position as successfully as
possible and is linked to continual professional %’bpment, something which should be
maintained throughout your career. In sifgns, professional development is focused

on the workplace and the abilities m\e 0 execute your job.

Professional development-@?ﬁ pivotal role in enhancing administrative effectiveness

and fostering Workp% mocracy among office managers in public universities. In

recent years, @singly complex administrative demands in higher education have

stressed t@

adapt:%’l@ as critical components of professional development. One recent study

d for continuous training, ethical competence, and technological

illustrates how professional development in digital literacy, specifically in artificial
intelligence (Al), enhanced the administrative capacity of university staff. Through
structured training in Al tools and ethics, office managers improved both their technical
efficiency and their ability to innovate in workplace processes, at the end of the day

contributing to greater administrative effectiveness*.
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Beyond technical competence, professional ethics are equally vital, research found that
the consistent application of professional ethics in administrative, interpersonal, and ICT-
related tasks significantly improves job effectiveness among office managers. Training
programs that incorporate ethical decision-making not only elevate individual
performance but also strengthen institutional trust, an essential ingredient in democratic
o

workplace cultures®®. Professional development also contributes to equipp@ ith

the skills and confidence to participate in decision-making. &<
A study by Shi emphasized that unclear job responsibilities of career growth

hinder administrative teams in universities. His research sts that systematic training
and career development pathways enhance not just i%&l skill sets but also collective
administrative efficiency and participatory é@mance structures®®. Professional
development programs, both formal and ?@wl, are strong predictors of organizational
commitment. In Ugandan universiﬁ%q ce managers and academic staff who engaged
in continuous learning demon%&ec? greater loyalty, better performance, and increased

btA

willingness to contr%@institutional reforms. Such commitment is essential in a

democratic workg&ﬁ

[ ]
These studies Show that professional development does not function in isolation. It

ere staff input is both expected and valued?’.

su@ ministrative effectiveness by building essential competencies, while at the
same time empowering office managers to participate more actively in democratic
workplace practices. As a result, institutions benefit from a more capable, committed, and

collaborative administrative workforce.

46



Professional development is a continuous process that add to the skills, knowledge, and
competencies of individuals in their respective fields. In the university settings,
professional development plays an important role in equipping office managers with the
necessary capability to navigate administrative challenges effectively. It includes formal
education, which is a veritable tool for inculcating in the individual staff, the, skills,
abilities, aptitudes, attitudes, interest, values and competencies which are % for
working effectively in any business; others are training programs, mento énd career
advancement opportunities that contribute to improved job perfor@%nd institutional

efficiency. It is very important that office managers rende@e services effectively for

an institution to be highly ranked among counterpart. Q

Q

Professional development supports the succes%fb good organization of universities.
But, unprofessional, incompetency, lazi@nd in-expertise attitude at work prompt
ineffectiveness which constitute b ﬁthe wheel of progress. As a result, this trend
requires potency in updatmg @loyees’ productivity towards reducing inadequacy of
basic knowledge, skil Workplace attitude through professional development for
administrative effec & s38. Office managers who engage in professional development
initiatives ar@ positioned to handle administrative responsibilities, foster innovation,

and contri to the overall success of their institutions?!: 3.

Orﬁle key components of professional development is continuous learning, which
ensures that office managers remain updated with emerging trends and best practices in
university administration. Study shows that continuous learning through workshops,
seminars, and conferences enhances employees' ability to adapt to evolving workplace

21, 40

demands In Nigerian public universities, structured professional development
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programs provide office managers with opportunities to refine their skills, improve
decision-making capabilities, and enhance their leadership potential. By integrating
continuous learning into workplace policies, institutions can create a more competent and
proactive administrative workforce. Mentorship is another critical aspect of professional
development that fosters knowledge transfer and career growth, mentorship programs
provide office managers with guidance, support, and exposure to industry I@Q ctices,

C

\Q ween experienced

enabling them to excel in their roles3®.

In Nigerian universities, mentorship initiatives help bridge the ga

administrators and emerging professionals, ensuring that wledge and expertise are
effectively passed down. Through mentorship, ofﬁcegagers gain valuable insights

into strategic planning, resource management, @%tutional governance, in the long

run enhancing their administrative effect'

Education is a fundamental proc’c@human development. It is different from
schooling. Schooling is me&é& of the ways in which education is delivered, whereas
education deals with t e@hplete process of human learning by which knowledge is
transferred, facultigs\are exercised and different abilities are cultivated. Education is also
.
defined as th@r process of educating or exerting discipline on the mind or a process
of char raining. It is a dynamic instrument of change. It is meant to alter or
COMH the social behaviour of the individual being educated®. It is a life-long process
which is always used to indicate a positive state of mind. It is “a cumulative process of
development of intellectual abilities, Skills and attitudes, all of which form our various

outlooks and dispositions to action in life generally”.
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Education in terms of professional development is being seen consequently as a veritable
tool for inculcating in the individual staff, the skills, abilities, aptitudes, attitudes, interest,
values and skills which are necessary for operating effectively in any business.
Workplace education, also known as workplace learning, involves developing the
professional knowledge, abilities, and attitudes of employees within their, work
environment. Working is associated with learning and accordingly, workplac Q%g is

the means in which abilities are upgraded and knowledge is obtained at the pldct of work.

This can be achieved through several approaches, including off rammg programs,
on-the-job learning, and informal learning opportunitle t's* an important part of
professional growth and can lead to enhanced employe rformance, engagement, and
institutional productivity?"> 3. Workplace lea §

interactions, and is generally descrlbe@\mbutmg to the learning of both the

individual employee and the orgauiq& as a whole, authors characterizes workplace

tly occurs through work-related

learning as occurring through t@%ages and dynamics between ‘individual actors * and
‘collectives > 3449, QA

Moreover, worlf;gl\c'ﬁning can increase abilities that may lead to formal qualifications,
as well as in@ narrowly targeted talents*!. Research suggests that 80% of the work-
related l@g occurs informally and this includes self-directed learning, networking,
coaching and mentoring*?. Therefore, workplace learning might include formal parts but

is largely informal in character, and is commonly incorporated into workplace social

interactions and everyday routines.

According to some authors, workplace learning is also ‘culturally bound’, meaning that

the abilities that an employee learns match the requirements of his or her tasks inside the
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business*>#4,

Also, abundant data demonstrates that people learn more from each other
and via discovering solutions for their day-to-day challenges at the job****. In this regard,
it is generally said that the most essential source of information, from which one can
learn, is the current job predecessor. An experienced person is generally considered as
the best source of information regarding a new work wherever he or she can be informed

about the obstacles of and modifications required to a task. In additio rkplace
learning can be recognized as a two-way representation in which @yers and

employees can mutually address skills development through a prosocial discourse

O

Workplace learning is more focused with informal lea@ rather than formal education

in connection to the workplace*!.

and certifications. However, methods of work% arning may take many forms and,
these can be categorised into three types '%Ve a learning intervention of some sort:
in-house training, experience-based ing opportunities and training through coaching
and mentoring, and continuoué&%ng‘m’“. In-house training incorporates scheduled
learning activities that ta X near the job or outside employment. Here, the business

conducts either sho \;ﬁng courses within the workplace setting or information and

[ ]
communicati(n ggg\ei es that contain a learning element. Trainers are usually from the

organizz@‘self or from external groups.

E)Nence-based learning is an on- the-job learning activity that is supported and
evaluated, usually through coaching and mentoring*. However, an author adds that
experience-based learning often occurs in a either unexpected or in an oblivious manner
during the ordinary day-to-day chores*. In the case of learning that is supported and

evaluated, one or more employees are identified as persons, who trainees and other
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employees can go to for help. Experience-based learning may also take the shape of job
rotation and increased autonomy. Here an employee is given a reasonably basic work
and then gradually transitions to more intricate tasks along with the relative responsibility

and autonomy.

In their study, some authors postulated that the notion that once emplo@ are
empowered, they will use that additional autonomy in a responsible Way@d be an
important aspect of a learning-supportive culture. Other studies de&nsﬁaﬁ: that lower
level employees are typically ready for greater autonomy than rdinarily exercise
and are willing to learn how to engage in decision-making te to their tasks®.  Itis
generally suggested that mentoring gives possibilities @eers to help novices become

experts®®. In this regard a skilled employee a& trainee in carrying out specified

duties. Another option would be for a @ work beside an experienced employee

to observe and learn. .
N

Experience-based learning Qo force employees to learn informally through
exchanges with custo pliers and other external stakeholders of the organization.
The ‘reactive’ f‘o’r&~ earning in which learning is explicit but takes occur impulsively
in responge Q).}e:cent, present or impending conditions without any time being

delibera repared for it. This sort of learning, which is neither encouraged nor

GVM(L is a process that occurs naturally unconsciously and continuously?'.

Continuous learning may comprise a group of employees working together to determine
how to enhance particular procedures, either formally or informally. Accounts such as
those above encourage the concept that continuous learning happens if the work

environment is all the time focused on the development of new skills and information and
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mostly devoid of political conflict. In this situation personnel are regularly encouraged
and provided with resources to learn for themselves from e.g. books, manuals, videos and

computer-based learning*’.

Furthermore, career pathing plays a significant role in professional development by
providing office managers with clear progression opportunities within their ins%ons.
Structured career development frameworks enable employees to s@\g—term
professional goals, acquire relevant skills, and advance within th&gadizations. In
Nigerian public universities, career pathing ensures that office rs have access to

training, promotions, and leadership opportunities that alig@”Wwith their aspirations'.

Social learning theory is the theory for professiona]ﬁi&pmem and the metrics to be
used for measurement of this variable are obser\&ll learning, vicarious reinforcement
and self-efficacy®’. Social learning theory}’@ uced by Albert Bandura, emphasizes that
individuals learn not only through di@, perience but also by observing the actions and
consequences experienced by, @grs. One of its foundational concepts is observational

N

learning, which sugg%@ people can acquire new behaviors simply by watching
m

someone else pg& hem. This process doesn't require any direct instruction or
[ ]

physical pra 'ce\at first; it’s about mentally noting how others behave, and then

modeli behavior. For instance, a junior office manager who sees a senior colleague

coMﬂy tackle a workplace challenge may be encouraged to tackle challenges in like

manner mimicking the steps seen®’.

Vicarious reinforcement, we often make decisions based on what we observe happening
to others. If we see someone rewarded for a particular behavior, we’re more likely to

adopt it ourselves; if someone is punished, we’re likely to avoid that behavior. For
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example, witnessing colleagues being rewarded for high performance such as promotions
or recognition increases the likelihood of similar behaviors being adopted*. Conversely,
observing negative outcomes can deter undesired actions. This mechanism highlights the
significance of organizational culture and reinforcement systems in influencing

professional conduct and motivation.

S\
The third core principle is self-efficacy, one’s belief in their ability to succ@peciﬁc
situations. Bandura argued that this sense of personal capability is pi)%g'mﬂetermining
whether or not someone will attempt and persist with a beh When individuals
believe they can accomplish a task, they’re more resilient, @Va d, and likely to follow
through, even in the face of setbacks. On the other hand@se with low self-efficacy may

hesitate or avoid challenges altogether*#4, &Q

2.2. Theoretical Review @
2.2.1 Administrative Manageme@’y

Henri Fayol, a French t@% engineer and management theorist, developed his
Administrative Mana% t Theory in the early 20th century. His ideas were published
in his 1916 b @eral and Industrial Management, where he outlined five functions
of managesment as planning, organizing, commanding, coordinating, and controlling. He
also e@led it further to 14 principles of management that remain influential today.
Fayol’s theory emerged during the Classical Management era. His work emphasized the
importance of managerial efficiency and organizational structure, making him one of the

pioneers of modern management thought.
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Administrative management theory is a theory for administrative effectiveness because it
captures the construct. The theory assumes that organization must ensure smooth
academic and administrative operations by structuring workflows and allocating
resources effectively. There must be clear delegation of tasks ensures accountability and
prevents administrative bottlenecks and this refers to proper planning and organizing. It
also emphasize unity of command and direction that helps maintain cobéy

university policies and procedures.

Administrative management theory also states that staff member% be treated fairly It
is this fairness that will lead to higher job satisfaction an ention. It make sure that

different departments work in harmony to improve ins@onal effectiveness, this refers

to coordination and control?’. E’bQ

Henri Fayol’s administrative management ry provides a foundational background for
understanding administrative effec(t%\ in modern organizations, particularly in the
roles of office managers in pu %&uversmes. The functions of planning, organizing, and
controlling outlined is theory directly align with the daily responsibilities of office
managers. Whe‘n&e managers effectively plan office workflows, coordinate academic
schedules, ag_)wnitor departmental communications, they embody the model of
admin@@ve leadership. These structured approaches help ensure that institutional goals

are}ﬁ efficiently and consistently, contributing to overall organizational success*’.

The theory’s emphasis on unity of command and division of work is especially relevant
to office managers who operate within complex hierarchical systems like universities.

When roles are defined clearly and staff receives direction from a single authority figure,
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office managers reduce confusion, make operations more simple, and increase
accountability. These principles enhance decision-making and reduce delays, thereby
improving administrative effectiveness. The importance of coordination in the theory is
reflected in how office managers must liaise between academic departments,
administrative units, and students to ensure smooth institutional functioni&g for
S

Moreover, administrative management theory highlights the role/of I€adership and

democratic applications in management systems that are well organized*”4®

discipline, which are critical competencies for administrati Qictiveness. Office
managers who uphold organizational rules and motisubordinate staff ensure
consistent service delivery and foster a culture of &a ity. These competencies are
particularly important in public universities Wh&:ountability and service quality are
essential. In this sense, the theory not onh\\@ports effective individual performance but
also underpins the broader o@onal structures that facilitate democratic

participation and staff developrég?oth key aspects of modern workplace expectations®’.

2.2.2 Participator@}ement Theory

The origins Q@atory management can be traced to early 20th-century challenges
to traditioauthoritarian models of organizational control. One of the foundational
co%%brs to this shift was Mary Parker Follett, a political theorist and management
consultant, who emphasized the value of cooperation, integrative conflict resolution, and
collective responsibility within organizational settings. Follett rejected hierarchical

2

command structures in favor of “power with” rather than “power over,” arguing that

authority should arise from function and knowledge rather than positional rank*>°, In the
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1940s, Kurt Lewin, a Prussian-American social psychologist, further developed the
theoretical underpinnings of participatory models through his work on group dynamics.
His empirical studies demonstrated that people are more likely to accept and follow

through on decisions they have helped shape.

This insight laid the groundwork for what became known as the participative %ion—
making (PDM) model. Lewin's studies during World War II, especiall n food
rationing behavior, revealed that engaging individuals in group disc&ns and planning
produced more enduring behavioral change than top-down dite 0. In the postwar
decades, participatory ideas gained power alongside th@ of the human relations
movement, which emphasized the social and emoti(@&ds of workers. scholars such
as Douglas McGregor promoted theory Y, @%ting that workers are inherently
motivated and seek responsibility wheﬂ@n the opportunity, aligning closely with
participatory management ideals.'%& e 1970s, participatory management became

institutionalized in various r@ls like quality circles and gain sharing systems,

particularly in J apane@f@\'hat emphasized group-based performance.

In the 1980 ?@90& participatory practices began entering Western corporate

govemanc@ore broadly. Denis Collins documented the growing use of participatory
sy ter@’g American firms, noting that these models improved not only internal
efficiency but also corporate social responsibility outcomes, including health, safety, and

environmental performance>!.

In 2007, an author advocated participatory management theory and the theory assumes

that authority and responsibility should be transferred to and shared with employees,
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three areas were highlighted in relation to employees; delegation of decision-making
process, access to information, policies, and procedures for employee evaluation, self-
guidance and readjustment where necessary. The summary of this is that the theory seeks
to ensure proper functionalism in employee’s various duties based on authority and

responsibility that should be transferred to employees.

S\
The theory states that there should be delegation of decision-maki rity to
employees or representative groups of employees, such that they arefable t6 recommend
changes or courses of actions and not just only recognizin s a staff. This is
because the major strength of participative management is @nvolvement of the staff in
the decision-making and it also emphasizes grow& uation and self-guidance to
improve awareness which is directed towards r@tment. With these, employees are

better able to recognize the need for per@gange and a better way to function in the

organization’. EO\’&

In recent decades, partid@ &management has continued evolving in response to
global shifts toward aQorganizational structures and collaborative innovation. For
instance, co % scholars argue that participatory management is critical in
knowledg@se economies where worker insight and adaptability are key resources’?.
Tke\@ has been adapted to public institutions and schools, where inclusive
governance is seen as essential for institutional trust and long-term effectiveness>*. While
participatory management was once viewed as an idealistic alternative to traditional

management, its enduring presence across sectors suggests it has matured into a practical

and theoretically sound approach to leadership and organizational behavior. Participatory
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management theory has been widely adopted and adapted by different researchers in

carrying out research, example of some of these scholars include 134,

Participatory Management Theory offers a transformative lens for rethinking leadership
and decision-making within organizations. It stresses the involvement of employees at all
levels in shaping decisions that affect their work. When applied effectively, espes%y by
office managers, participatory management does more than improve mo Qxhances

gﬂvth of staff,

the democratic functioning of the workplace, promotes the professiehal

and leads to more efficient and responsive administration. %

At the heart of participatory management is the princip@workplace democracy, which
seeks to decentralize authority and empower wp@ to contribute meaningfully to
organizational governance. This is especiall vant in the post-COVID era, where

"N

flexible and hybrid work arrangements }e reshaped communication and expectations
within offices. A recent studyK 5@8 how participative interventions, such as
workshops and collaboraﬁ@ tegy-building, significantly improved communication,
decision-making claﬂ@% alignment within office-based teams>. These interventions
gave workers @er voice and greater influence over their schedules, expectations,
and perfo@nce metrics, this has successfully democratize the workplace and has
re%@certainty around roles and responsibilities. The findings establish that when

employees are included in shaping the rules of engagement, there is clear improvement in

organizational consistency and motivation.

In addition to supporting democratic ideals, participatory management plays a crucial role

in professional development, particularly for employees seeking growth through
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engagement and learning®. A researcher explored this dimension through an action
research project in a Nigerian healthcare institution. His findings revealed that employees
involved in participatory evaluation processes gained critical self-awareness,
communication skills, and a deeper understanding of organizational systems. These
developmental gains were not incidental; they were a direct result of being actively
involved in designing, implementing, and evaluating workplace training pr s’ For
office managers, this means that adopting participatory practices not{ only”improves

output but also cultivates talent from within. When staff me@%re involved in

decision-making places, they build leadership capacities a@m-solving skills that

can support succession planning and workforce sustain .

Q

Moreover, the administrative effectiveness of 0@ anagers is significantly enhanced
by participatory practices. Traditional hi@lcal models often suffer from information
bottlenecks, employee disengagerﬂ% d reactive rather than proactive leadership.
Participatory governance, parti@c?y when applied through transformational leadership,
enables public and pr'va@dministrators to navigate complex tasks with agility and
fairness®?. Office mandgers who adopt this model become facilitators of inclusive
.
processes, c@ of managing change with broad-based support and nurturing
account . Participatory leadership empowers teams to co-own both challenges and
suwes, which improves follow-through on initiatives and strengthens organizational

resilience.

Participatory Management Theory is more than a theoretical construct; it is a practical

strategy for advancing workplace democracy, supporting professional development, and
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improving administrative performance. For office managers in particular, it offers a
structured yet flexible framework for creating empowered, skilled, and committed teams

capable of thriving in dynamic work environments.

Participatory management theory is relevant to this study because it assists in putting a
guide to one of the independent variable; workplace democracy. The relat?&ship
between participatory management and workplace democracy is both ¢ ual and

practical. While workplace democracy is a broader political and ethi al(d@l involving

% tory management

the democratization of power relations in the workplace, pa
represents the tools and plans through which that ideal can pesimplemented. Participatory
practices in the workplace are not merely functional @egies but serve as educative
processes that nurture self-awareness, civic en %t, and collective empowerment.

Participation itself helps generate the g@fbl awareness necessary for sustaining

independent practices, thereby strqu&&lg the deeper aims of workplace democracy®.

o

In practical terms, parti.cipi%' management enhances individual autonomy and
encourages workers %@emselves as co-owners of organizational processes. This
view 1is essengik'z\workplace democracy, which relies on employees’ ability to
contribute gm'agfully to decisions affecting their work and environment. Workplace
demo@can be helpful in reversing division and promoting a sense of purpose and
individuality within the workforce, all these are goals that are vital to participatory
management systems. These effects establish the collaboration between democratic ideals
and participatory managerial strategies*®. The assumptions of the theory was reflected in
developing the instrument for this study in the three components of workplace democracy;

functionalism, liberalism and constitutionalism.
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Functionalism which view society and its institutions as systems working together to
maintain stability and social order. When applied to workplace democracy, functionalism
evaluates how participatory structures (e.g., employee councils, shared decision-making)
contribute to the efficiency, cohesion, and stability of an organization. Workplace
democracy is functional if it enhances cooperation, reduces conflict, and ensures smooth
operation by aligning employee goals with organizational objectives. Metri Q&lign

with this perspective include job satisfaction, organizational commiffient, and

productivity levels. $&

Liberalism is another component that, particularly in i@ssical form, emphasizes
individual rights, freedom of choice, and limite%Qmment intervention. In the
workplace, liberalism supports democratic pri&s to the extent that they protect
individual autonomy and voluntary pa@tlon. Workplace democracy fits within
liberal theory when it ensures freedb@xpression, equitable access to information, and

voluntary involvement in decis@making”.

N\
Constitutionalism re@e idea that governance should be bounded by a set of rules,
norms, and i '@1 frameworks that ensure accountability, checks and balances, and
protection& rights'”.  In workplace democracy, constitutionalism ensures that
pa ic@y practices are formalized, consistent, and safeguarded against abuse. It
emphasizes the rule of law in organizational governance, such as having codified
procedures for decision-making, elections of representatives, and transparent conflict

resolution mechanisms. Measurement from this lens includes existence and enforcement
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of workplace constitutions or policies, employee representation structures, and

institutional checks on managerial power.
2.2.3 Albert Bandura’s Social Learning Theory

Albert Bandura’s Social Learning Theory (1977), a cornerstone in psychology and
education, highlights the role of observation, modeling, and imitation of others’ b%/iors,
attitudes, and emotional responses, building on cognitive-behavioral . This
framework provides a valuable lens through which to understan& rofessionals
acquire new skills and adapt to changing environments. The_c inciples of Social
Learning Theory; observational learning, vicarious reinfor@nt, and self-efficacy have
significant implications for professional developme&@arious disciplines, including

education, healthcare, and business’’. gb

At the heart of Bandura's theory is obseh@wl learning, or modeling, which involves
learning by watching others and rgj ing their behaviors. He identified four essential
processes: attention, retentio &%&roductmn and motivation. In professional settings,
these processes are 6@‘ in environments where employees learn from mentors,
supervisors, or.pﬁ&For instance, a junior office manager may improve administrative
decision- ak@y observing how a senior office manager manages complex
organiz |1 administration scenarios. This example stresses the importance of social

co@ and interpersonal interactions in raising professional growth®’.

Another critical aspect of Social Learning Theory is vicarious reinforcement, which
occurs when individuals learn by observing the consequences of others' behavior.
Witnessing colleagues being rewarded for high performance such as promotions or

recognition increases the likelihood of similar behaviors being adopted*. Conversely,
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observing negative outcomes can deter undesired actions. This mechanism highlights the
significance of organizational culture and reinforcement systems in influencing

professional conduct and motivation.

Bandura later introduced the concept of self-efficacy, or the belief in one’s ability to
succeed in specific situations®®. In the context of professional development, selfiﬁcacy
affects how individuals approach challenges, set goals, and persist in the fac@stacles.
Professionals with high self-efficacy are more likely to take initiatix&ﬁhﬁce learning

experiences, exposure to capable role models, and constru@

boost self-efficacy. Q

Bandura’s Social Learning Theory has diré’anplications for the professional

opportunities, and achieve competence. Developmental progral% t include mastery
e fee

dback can effectively

development of office managers in publieﬁ\é:bsities. One of its core assumptions is that
individuals learn through modeling é\& cial interaction. In a university context, office
managers frequently acquire arégf?w administrative, technical, and interpersonal skills
by observing senior st f@ﬁcipating in peer collaboration, and engaging in mentorship

relationships. This ki learning, described as vicarious or observational.

Albert B dgg&\s'ocial Learning Theory provides a comprehensive framework for
underst how professionals learn in social contexts. By focusing on the processes of
obéwﬁtion, imitation, reinforcement, and self-efficacy, the theory emphasizes the
importance of social and environmental influences in shaping behavior. When applied to
professional development, these principles support the design of effective learning
strategies that help individuals become more skilled, adaptable, and confident. Office

managers who believe they can manage new software, lead meetings, or solve conflicts
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are more likely to pursue training opportunities and demonstrate initiative. In
environments such as Nigerian public universities; where formalized training may be
lacking Bandura’s theory supports an informal, mentorship-driven approach to skill
acquisition. By creating environments where less-experienced managers can learn from
peers and supervisors through observation, discussion, and feedback, institutions can
nurture a continuous professional development culture. This approach not on & the
capacity of office managers but also strengthens administrative efficiendy arfd morale*?.

As the modern workplace continues to evolve, Bandura’s con@ns remain both

N

23 Review of Empirical Studies Q

relevant and impactful.

This is the section of a research study that @ly examines and blends previous
empirical studies, research based on obse®Qd measured phenomena, often involving
data collection through experiments,{t%’s, interviews, or other forms of quantitative or

qualitative methods. This typ@{gview focuses on findings from studies that rely on

empirical evidence. @igal review summarizes the methodologies used in past

research (for instan e,§mple size, data collection techniques), presents the results of
.

these studies@}fg ting key findings, evaluates the strengths and weakness of the

studies, ering factors like sample diversity, research design, and data analysis

tec}gigaes, identifies gaps in the literature areas where additional research or more

robust methodologies are needed, draw a connections to the current research, explaining

how the findings of previous studies inform or differ from the present study.
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This section is important in helping to situate the current study within the broader
research land space, indicating the relevance of the new research and its possible

contribution to the field.
2.3.1 Workplace Democracy and Administrative Effectiveness

In most Nigerian organizations, it has traditionally been assumed that decisiorg%king
falls exclusively within the domain of management. Consequently, rninizy ts have
a

been made to institutionalize Workplace Democracy (WPD) into evu%l ctice. This

contrasts sharply with many developed nations, where WPD js ered essential for
efficiency and strong performance. To clarify WPD’s rele in Nigeria, A study was
conducted to investigate the relationship between &@ace Democracy (WPD) and
employee performance in Nigerian public ins%%s. The study employed a survey
research design to explore the relationsh@geen selected dimensions of workplace
democracy (WPD) and employee-& mance indicators. In the survey, WPD was
operationalized through four in@@c?dent variables: collective bargaining, quality circles,
use of committees, @\ workers’ representation on organizational boards.
Correspondingly, employee performance was examined across four outcome variables:
job satisfacti@&xnct ality, timely completion of work, and reduction in absenteeism. A
total of pondents were selected from a population of 1,105 using the Taro Yamane
sax}fgl% formula, with clear inclusion and exclusion criteria established to ensure the
relevance of the sample. Data were collected through a structured questionnaire. To
ensure reliability, the test-retest method was used, while expert validation supported the

instrument’s content validity. Additional insights were obtained from knowledgeable

informants. The data were analyzed using SPSS (Version 23), applying both descriptive
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and inferential statistics. The hypotheses were tested at a 95% confidence level using the

log-linear regression model, precisely, the linear-by-linear association method.

The inferential analysis revealed statistically significant and positive relationships
between the components of WPD and employee performance outcomes. Specifically,
collective bargaining was positively associated with job satisfaction; the use of guality
circles correlated with improved punctuality; the implementation of co %es was
linked to timely completion of tasks; and representation on organi&tingayboards was

associated with reduced absenteeism. O

Despite these statistically significant findings, the de@ive statistics revealed a
practical disconnect between theory and reality in &lementation of WPD in the

organizations studied. Notably, 74.3% of respoa%backnowledged that while collective

bargaining is theoretically beneficial for g job satisfaction, it is rarely practiced.

Instead, decision-making often oco@ough deputation, a method whereby decisions

are made by select individual@i?ﬂut collective input. This finding supports a study

N

assertion that deputatio, <TQ}evalen‘[ in organizations where management and employees
e§

are either unenlight

N

Furthermoée, 6,4% of respondents from local government institutions indicated that

collecti
oo

fear of’job loss, political pressures, and management alienation from employees were all

r disengaged from participatory processes.

gaining was largely non-functional. In such settings, hierarchical structures,

cited as major hindrances to the effective functioning of democratic mechanisms such as
quality circles and board representation. In the university context, 71.4% of participants
believed that the process of electing workers’ representatives to boards was subject to

manipulation, often influenced by ethnic biases rather than merit or worker interest.

66



Similarly, committee appointments were viewed as politically motivated or self-serving,
which led to the underutilization of committee recommendations or the ineffectiveness of

the committees themselves.

The study concluded that while the theoretical framework of WPD suggests positive
impacts on employee performance indicators, the empirical findings revealed si%’ﬁcant
implementation challenges. These include organizational culture constra'@%olitical
interference, and structural deficiencies, which must be addressed fo@ngnechanisms
to meaningfully influence workplace outcomes®®. Therefore, t se administrative

e%ntation of workplace

effectiveness of office managers in the institutions, 1@

democracy should receive more attention; it should be made functional and formalized.

Participative decision making which is a fun@of workplace democracy and it's

relationship with administrative effect was also considered specifically by

A study examined the im@ employee participation in decision-making on the

performance of selec%@h and Medium Scale Enterprises (SMEs) in Lagos, Nigeria.
Employing a glK ative survey, data were collected from 129 employees and 27
owners/m a@cross randomly chosen SMEs in both the manufacturing and service
subsect%&e data were analyzed using descriptive and inferential statistical techniques.
Firhhgs revealed that employee participation in decision-making had a statistically
significant positive effect on organizational performance within the SMEs (R? = 0.597, t

= 6.572, p <.01)%.

In a perception-based survey of 200 randomly selected respondents, a researcher

investigated the impact of employee participation in decision-making on organizational

67



productivity at Julius Berger Nigeria PLC, Bonny Island. The analysis revealed a
significant relationship between employee participation in decision-making and higher
employee commitment, as well as between employee participation and overall

organizational productivity®!.

A related study examined the impact of employee participation in decision-m&g on
organizational performance, using Guinness Nigeria PLC Ltd as a case stu@%a were
collected from 200 randomly selected employees through structured ue({uﬁnaires, and
the hypotheses were tested using the Product Moment Correla '@efﬁcient with the
aid of SPSS at a 0.05 significance level. The ﬁnding@e%strated a significant
relationship between employees’ participation in de-making and organizational
performance®?. According to the result, it can id that participation in decision-
making is effective on effectiveness of err%’é Therefore, to enhance the effectiveness

of office managers, they should be.Qk ed to participate in decision-making on matters

that affect their duties. écj\

Another study investi t@he impact of employee involvement in decision-making on
organizational perf ie, using TYX Oil Limited in Lagos State as the case study.
Adopting a (r::}\'zre earch design, the researchers employed multi-stage sampling to
select 2 épondents, consisting of 172 males (61.6%) and 107 females (38.4%). Data
ww}\%alyzed using regression and t-test techniques. The findings indicated that
employee involvement in decision-making significantly influences organizational

performance, as the collective voice of workers plays a crucial role in advancing the

overall success of the organization®’.
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The article presents a compelling argument for workplace democracy grounded in
corporations’ human rights responsibilities. The authors assert that democratic
corporations are both more capable and more legitimate in fulfilling these responsibilities.
They structure the argument around two key dimensions: instrumental effectiveness and
procedural legitimacy. Drawing from political philosophy and comparative state practices,
they demonstrate that democratic structures within corporations increase the 'Qﬁmd of
upholding both internal human rights (those of employees) and external huifhan rights

(those of broader stakeholders). Q

They explore the analogy between states and corporati@uggesting that, although
imperfect, the parallel helps justify workplace demo§&emocraﬁc corporations, they
argue, empower workers, offer avenues for cont@ n, and foster deliberative decision-
making tools that enhance human righx\\@mpliance and respect the dignity of all
individuals involved. The article ak@r’ iques the UN’s Guiding Principles on Business
and Human Rights for relylé(oo heavily on voluntary compliance and limiting
corporate responsibili § erely ‘respecting” rights. In contrast, the authors advocate

for a model where cerpdtations have moral and political obligations, particularly in areas

of limited Mg@lgd

The p%’backnowledges that while full democratic control within corporations may not
be immediately feasible, incremental reforms supported by state policy and civil society
pressure could gradually build more equitable and legitimate corporate governance
frameworks. Democratizing workplaces is thus framed not merely as an ethical

preference, but as a practical and necessary evolution in global human rights governance.
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Also, literature review by Tim Hatcher explores the concept of workplace democracy,
tracing its historical, theoretical, and practical dimensions while examining its

implications for Human Resource Development (HRD).

The paper argues that despite technological advancements and globalization, democratic
practices in workplaces have declined, with workers experiencing limited free and
participation. Historically, workplace democracy emerged alongside la @%ements
and was supported by unions advocating for worker rights, esp%l freedom of
expression. However, legal rulings and managerial practices hay easingly restricted
these freedoms. The review highlights that scholarly int in workplace democracy
peaked in the late 20th century but has since waned, {Qi arly among business and HR
scholars. Despite workers becoming more skil@%d autonomous, they often remain
subject to hierarchical control and surveih%@ he paper categorizes various theoretical
frameworks ranging from manage éﬁ& ychoanalytic, humanist, democratic, feminist,
and socialist perspectives to éﬂain the foundations and challenges of workplace

democracy. It also @ZGS the moral and ethical arguments for democratic

participation in ogia%iza ons, drawing on thinkers like Robert Dahl.
Empirical@earch and case studies, such as the Mondragon cooperative in Spain and
Isr@utzim, illustrate successful models of democratic workplaces. However, many
participatory programs, especially in the U.S., have failed to deliver genuine
empowerment. The paper critiques superficial reforms and calls for deeper structural

changes. It also identifies gender, race, and class as critical factors influencing

democratic engagement at work. Finally, the study urges HRD professionals to embrace
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workplace democracy as a means to foster innovation, autonomy, and ethical leadership.
It suggests that HRD can play a transformative role by aligning its practices with
democratic values, especially in developing nations and among emerging classes of

knowledge workers®*.

Moreover, another study investigates how workplace democracy (WPD) imﬂ&nces
employee productivity in selected construction firms in Edo State, Nigeri g from
theories of participatory democracy and Herzberg’s two-factor mode& atthors explore
five dimensions of WPD: participation-criticism, transpare ice, equality, and
accountability. They argue that democratizing the wo@ce, giving employees a
meaningful voice in decision-making can elev@ rformance, motivation, and
organizational commitment. Using a survey ofj mployees across four construction
firms, the researchers employed descri@ statistics and regression analysis. Their
findings reveal that justice and acﬁ:@?ﬂity are positively associated with employee
productivity, while participati(ég?cism, transparency, and equality show either weak
or negative associatio .@ nuanced results suggest that not all democratic practices
N

yield uniform benef

pecially within Nigeria’s construction sector, where hierarchical

structures and,lackvof transparency may dilute the impact of participatory governance.

O

Tke\/@ concludes that firms should invest in developing transparent grievance

mechanisms, promote fair treatment, and build accountability cultures to foster
democratic engagement and higher productivity. It also recommends expanding future
research across other sectors such as manufacturing and banking, and exploring the

relationship between workplace democracy and employee loyalty?’”. The studies
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reviewed showed gap in the area of implementation of workplace democratic practices.
Findings from the studies pointed out that workplace democracy have positive effects on

the effectiveness of employee.

2.3.2 Professional Development and Administrative Effectiveness

A study investigated the effectiveness of staff development strategies on job p ance
among staff of two state-owned universities in Rivers State, Nigeri(}@ research
employed a descriptive survey design and targeted a population o 0 staff members,
comprising both teaching and non-teaching personnel from Ri@ate University (RSU)
and Ignatius Ajuru University of Education (IAUE). R% 1817 staff and IAUE has
973. A sample size of 350 respondents was determ@ using Taro Yamane’s formula,

with proportional and convenience sampling y@ques applied to ensure representative

and accessible participation. @

Data were collected using the S@V lopment Strategies for Effective Performance
Questionnaire (SDSEPQ),-ra@ﬁ a four-point Likert scale. Primary data were supported

by interviews and obs@l, while secondary data sources included academic literature,

journals, and Q{@ent bulletins. Instrument validity was confirmed by field experts,

and reliab%
hi@ity

Quantitative analysis was conducted using SPSS version 25. Frequency and percentages

ting using Cronbach’s Alpha yielded a coefficient of 0.78, indicating

were used to describe demographic data, while mean and standard deviation were
employed for the research questions. The study adopted a decision rule of 2.5 as the

threshold for agreement or disagreement with statements regarding staff development
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strategies. Decision Rule: less than (<) 2.5=Disagreed, greater than (>) 2.5= Agreed. =
2.5 The study provided empirical support for the positive relationship between effective

staff development initiatives and improved job performance in tertiary institutions.

Analysis of the research question, "Why does staff training on ICT as a staff development
strategy enhance effective job performance in Rivers State universities?", yielded«grand
mean of 3.26 and a standard deviation of 0.73. This indicates that, to a hi nt, ICT
training enhances job performance. The findings reveal that ICT trai n&@roves staff
commitment, ability to handle emergencies and solve complex 1 s speeds up task
execution, and promotes the adoption of innovative logies in addressing
educational challenges. These findings align with ot@esearchers who identified a
strong positive relationship between employee Qg and performance. Similarly, a
study concluded that training positively i@’ébes employee engagement, innovation,
performance, and motivation thrg& enhanced leadership and alignment with

organizational goals®. \(9\

Regarding the researc on "How does coaching as a staff development strategy
enhance effective jo ] ormance in universities in Rivers State?", a grand mean of 3.36
and a standa@ua‘u n of 0.67 were recorded. This suggests that coaching significantly
contribu@ job performance. Coaching prepares staff to manage future challenges,
fos}s(s/ sense of belonging, increases self-reliance, encourages accountability, and
boosts job satisfaction, resulting in higher institutional productivity. These results are
consistent with the fact that coaching improves organizational performance and
productivity, and a report of a positive relationship between managerial coaching and job

performance through role clarity and organizational commitment.
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For the research question, "How does in-service training as a staff development strategy
enhance effective job performance in universities in Rivers State?", a grand mean of 3.38
and a standard deviation of 0.64 were observed. This signifies a strong positive impact of
in-service training on job performance. The data showed that in-service training boosts
employee competence, enhances organizational productivity, and improves staff
motivation and effectiveness. These findings are consistent with other stu, Q%l all

highlighted the significant effects of in-service training on employee perfoffhance and

productivity. Q

The final research question, "Why is staff induction a nece@%ategy for effective job
performance in universities in Rivers State?", reveale grand mean of 3.28 and a
standard deviation of 0.68. This shows thati Q’on plays a critical role in job
performance. Induction programs help n@loyees align with organizational goals,
reduce waste and operational cosﬁg& lower staff turnover. They also aid in skill
acquisition, performance improveé@t, and quicker integration into the workplace. These
findings agree with other .e@chers who emphasized the role of induction in employee

adaptation and organégnal effectiveness.

.
The study, ®c1 sion, emphasizes the critical role of human resources in the
develop of tertiary institutions in Rivers State. It asserts that selecting highly
quaﬁ& staff without providing adequate training diminishes their potential
effectiveness. Continuous development is essential for both individual growth and
institutional success. Investing in human resource development is both strategic and
necessary. Effective HR practices not only foster favourable employee behavior but also

enhance institutional productivity. This study contributes to the broader discourse on HR
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development in higher education, affirming that targeted professional development
significantly improves institutional outcomes. The findings provided empirical support
for the positive relationship between effective staff development initiatives and improved

job performance in tertiary institutions®’.

Also, a study on librarians’ attitudes toward conference attendance, as a form &staff
training, revealed that such participation raises professional rejuvenatio@italizes

careers, facilitates reconnection with colleagues, and enhances netwog'q&uportunities“.

Moreover, a study investigates the professional development nge dministrative staff,
specifically headmasters and vice-headmasters, at public tional Training Institutes
(IEKs) in Thessaloniki, Greece. The research highl{& at most individuals in these
positions lack formal qualifications and rece%% consistent training, often being

appointed due to political affiliations. A&{@’g, understanding their perceived training

needs becomes crucial. o &
&’\\

The study identifies two {szreas for development: program enrichment and the
acquisition of new @ rogram enrichment involves improving training quality,
aligning curri u@ job market demands, updating specialties, and fostering stronger
relationshmb een staff and students. In terms of new skills, the administrators
ex ref%%he need for training in human resource management, public relations,
edlﬁ(ional legislation, state-financial management, and time management. These areas
are deemed vital for effectively running educational institutions in a changing social and

technological landscape.
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A structured interview methodology was used, adapted from a U.S.-based model.
Twenty-two administrators from eleven IEKs were interviewed. Despite initial concerns
about bias and logistical challenges, the data collected was rich and provided actionable
insights for planning future training programs. The findings support the implementation
of both introductory and continuous professional training initiatives tailored to the unique
environment of IEKs. The study concluded that, administrators’ own percep 'Qo*heir
training needs should inform the structure and content of professional elopment
programs. Addressing these needs will improve administrative eff@xess, better align

IEKs with labor market demands, and ultimately enhanf t uality of vocational

education in Greece?®’. Q

The study by a researcher explores the imp% principals' development skills in
decision-making, communication, and pr&@—solving on administrative effectiveness in
public secondary schools in Rivers S@Iigeria. As education systems expand without a

commensurate increase in ad '&trative resources, the principal's role becomes more

complex and essentialﬁ@ﬁol success. Using a correlational survey design, the study

sampled 139 principal§™ (50% of the population) across public secondary schools.
Findings indicatedh a strong positive correlation between each of the three development
skills a%%ministrative effectiveness. Communication skills showed the highest
exp ory power (79.9% variance in effectiveness), followed by problem-solving

(66.1%) and decision-making (65%). Each of these skills significantly influenced how

well principals managed human and material resources to achieve school goals.
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The theoretical underpinning of the study is rooted in Frederick Taylor’s Scientific
Management Theory, which emphasizes skill development, planning, and employee
cooperation as vital for organizational productivity. The research underscores the
importance of continuous training for principals to enhance leadership, foster teacher
motivation, and improve overall school performance. The study concluded that effective
school administration is largely dependent on the principal's ability to ma Qcis ons,
communicate efficiently, and solve problems. Therefore, regula@é targeted

professional development programs for school heads are @a for achieving

educational objectives and improving administrative outcox@i econdary schools®®,

This study by yet another author explores the §&onal development needs of
principals in public and private secondary scho Delta State, Nigeria. The research
specifically focuses on four core skill a&@communication, instructional supervision,
information and communication teC@y (ICT), and student discipline. A total of 525
principals were surveyed usin &ructured questionnaire, and the results were analyzed
using both descriptive n@eremial statistics. Findings revealed that principals in both
public and private %)0 s identified significant deficiencies across all four skill domains,
suggestin aQr:?}eSr'sal need for professional development regardless of school type,

gender, mic qualification, or years of teaching experience.

\Z

Communication needs included skills like effective listening, clear report writing, conflict
resolution, and emotion control. Instructional supervision needs focused on lesson
monitoring, feedback provision, and classroom management. ICT skills ranged from

email use to internet navigation and document handling. Disciplinary skill gaps included
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the need for better rule enforcement, counseling capabilities, and modeling appropriate
behavior. Statistical analysis showed no significant difference between public and private
school principals in their development needs for any of the four skill areas. This
highlights a systemic gap in principal training and suggests that both sectors would
benefit equally from structured, ongoing professional development programs. The study
concludes by advocating for regular seminars, workshops, and conferenceanh nce

principals' leadership capacities in the face of evolving educational demands.

This literature review explores the significance of profi development for
educational leaders, focusing on school principals @ administrative officers,
particularly within Sri Lanka. The study highlig%@ effective school leadership
contributes directly to improved student out@ and better school management.
However, training programmes in Sri Lah\\@’g largely retained colonial-era structures,
with little attention paid to their aC@ectiveness. The authors point out that current

professional development efé& tend to prioritize procedural compliance over

measurable impact. QQ\

The documen 1@16 historical evolution of the Sri Lankan education system, noting
how colo@ influences especially British, shaped the development of school
in as@rQre, curriculum, and administrative roles. The creation of the Sri Lanka
Education Administrative Service (SLEAS) formalized the leadership structure, dividing
officers into multiple grades with designated responsibilities. Despite systematic efforts

to train these officers, many still lack the practical skills, leadership preparation, and
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continuous professional support necessary to address the challenges of modern

educational administration.

Various global models are reviewed to show how other countries prepare their school
leaders through structured programmes such as induction training, mentoring, coaching,
and ongoing in-service education. Nations like Finland, Singapore, and New land

offer well-defined pathways and institutional backing for educatlt;ggdershlp
t tr

development. In contrast, Sri Lanka faces challenges like inconsis aining quality,
underutilization of technology, and inadequate preparation for pomted principals.
The study concludes by emphasizing the need for c aensive, outcome-focused

professional development programmes tailored to lo Qeds drawing from successful
international models. It also advocates ment& peer-learning communities, and
cohort-based collaboration as vital tools \@)ort leadership growth®. According to the
results, it can be said that contih%&' evelopment is essential for both individual
effectiveness and institutional é&ess The findings provided empirical support for the

positive relatlonshlp§® effective staff development initiatives and improved job
1

performance in tert stitutions.

(}
O

\*
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2.4. Conceptual Model

Independent Variables Dependent Variable

Workplace Democracy

Hol Administrative effectiveness

\ 4

Office Manager Functionalism
Office Manager Liberalism

Office Manager Constitutionalism Task Timeliness

Ho3 Document management

Needs Responsiveness

Stakeholder satisfaction

Professional Devel t
rofessional Developmen o2

A4

Institutional Compliance

Observational Learning
Vicarious Reinforcement
Self-efficacy

Figure 2.1: Thte €oncgptual model of Workplace Democracy, Professional Development
and Administratiye Effectiveness of Office Managers.

Source: Researchers’ work, 2024

Figure2.1 is the conceptual model for the study title workplace democracy, professional
development and administrative effectiveness of office manager. Workplace democracy
and professional development are the independent variables while administrative
effectiveness is the dependent variable. The table shows the interplays between the two

independent variables and the dependent variable as well as their measures.
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Workplace democracy and professional development are important factors that influence
the administrative effectiveness of office managers. These constructs can be measured
by specific dimensions, and their interplay helps shape how office managers perform
their duties. Below is the explanation of how workplace democracy, professional
development and administrative effectiveness interconnect focusing on the Kciﬁc

X

Workplace democracy refers to the involvement of employees in decisiop*making on

measurements of each.

matters that affect their duties. When measured with the @Ning dimensions;
Functionalism, liberalism and constitutionalism, workp %ocracy significantly
impacts administrative effectiveness of office managers. Workplace democracy is
functional if it enhances cooperation, reduces c %%md ensures smooth operation by
aligning employee goals with organisatio ’lbctives. Workplace democracy is liberal
O
when office managers can express wpmions on matters that affect their job, have
equitable access to information Q@)luntary involvement in decision-making which in
turn will improve their @&tivity”’”. In workplace democracy, constitutionalism
ensures that participa practices are formalized, consistent, and safeguarded against
abuse. This (éa:\& existence and enforcement of workplace constitutions or policies,
this mean@a‘t policies are put in place to guide operations of the institutions and that
thi%@tles are enforced such that individual right are protected; this also monitors
employee representation structures, to make sure their voice are heard; and ensure that
management did not step out of their boundaries. Office managers who work in the

environment where all these are put in place will definitely improve their ability and

deliver their jobs effectively.
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Professional development which refers to an ongoing training and education that
enhances employees' skills and career prospects. It is the activities and programs that
enhance the skills, knowledge, and competencies of employees, also play an important
role in enhancing administrative effectiveness of office managers. It can be measured

through the following dimensions:

N\
Observational learning, this process doesn't require any direct instmctio@hysical
practice at first; it’s about mentally noting how others behave, and egmodeling that
behavior. This dimension refers to ability of office manager quire new skills,
knowledge, and competencies throughout their life or c@ rough mentorship. It
emphasizes adaptability and self-improvement in resp to changing environments,
technologies, and industries through obsewatio%@ous reinforcement, a mechanism
that highlights the significance of organizati culture and reinforcement systems in
\6
influencing professional conduct, motivation, this implies the on-the —job-
training/learning that occurs toﬁqﬁ\e managers when the institution give reward to
excellent performance of i.&%ployee, office managers will learn to improve their ability
knowing fully well tlkbere is reward waiting for them, by so doing, the office manager
learn new al(i.ti\&,'s ategies and technological skills to increase output and this will
eventuall d to administrative effectiveness of the office manager*®. Self-efficacy, is
a d%&on that refers to one’s belief in the ability to succeed in specific situations. This
sense of personal capability is pivotal in determining whether or not someone will
attempt and persist with a behavior. 3*. Office manager that believes in his/her ability

will attempt to go for trainings and even earn higher degrees that will increase the

knowledge and improve the capabilities to perform the duties excellently; the self-
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efficacy will go a long way in motivating the manager to always learn new technological
tools, this up skilling will lead to increase in efficiency and effectiveness which will also

enhance organizational productivity.

Administrative effectiveness refers to ability of an employee to perform duties well and
complete tasks on time meeting the requirements of stakeholders and meetin%e set

goals of the institution. It is measured through the following: task timelin@%cument

«gﬂﬂ, student,

management, needs responsiveness, stakeholder satisfaction J(fa
supervisors), institutional compliance. Workplace dem@nd professional

development directly influence these performance indicatoQ

2.5 Summary of Reviewed Literature Q 3

This chapter has reviewed related literatuQrQ t to this research work. The reviewed
literature revealed that workplace %cracy and professional development are
.
fundamental predictors of admin@ve effectiveness among office managers in higher
education institutions. Con@%ﬁy, administrative effectiveness entails the capacity of
office managers to p@%rdinate, and execute institutional responsibilities efficiently
while maintaj @countability and responsiveness to organizational goals. The
literature @hasized that effectiveness in university administration is determined not

0 I@hnical competence but also by the degree of participation and inclusiveness in

decision-making processes.

Studies reviewed on workplace democracy established that participatory decision-making,
transparency, and employee involvement in governance processes contribute to improved

organizational trust, morale, and accountability'**®. Within university systems,
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democratic management practices foster mutual respect between subordinates and
administrators, resulting in timely decision-making and enhanced service delivery. When
employees perceive fairness and inclusiveness in the work environment, they are more

motivated to perform administrative tasks effectively.

The literature on professional development demonstrated that continuous k&ling,

mentoring, and retraining significantly enhance the competence, conf e, and
adaptability of office managers’. Evidence from both local and ifiternational studies
showed that professional development programmes equip admi Qve personnel with
modern technological and managerial skills necessa respond effectively to

institutional challenges. Thus, professional develo& serves as a mechanism for

improving administrative innovation and se@bquality within higher education
institutions. @

The theoretical perspectives {ﬂ%&:d in the literature; Fayol’s Administrative
Management Theory, Parti@ Management Theory, and Bandura’s Social Learning
Theory, jointly und@% the importance of structured management principles,

participatory :V®systems, and observational learning in shaping effective

administrafive behaviour. Fayol’s principles provided a foundation for understanding the
fuw\tijéb of management, while participatory management highlighted shared
governance and inclusiveness as essential for democratic institutions. Bandura’s theory

explained how learning and reinforcement contribute to professional growth and

performance.
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Empirical studies consistently indicated that organizations that embrace workplace
democracy and invest in professional development record higher levels of employee
commitment, productivity, and administrative efficiency!!!. These findings align with
global trends emphasizing participatory governance and capacity building as central to

institutional effectiveness.

From the consulted literature, the first gap observed was that no research iﬁ@e'ﬁtigated

administrative effectiveness in relation with the duo of workpl emocracy and

professional development together in one study. &

Also, the dimensions of workplace democracy such tionalism, liberalism and
constitutionalism have been studied in corporate a@cademic settings but are under
explored in relation to how they affect admini e effectiveness of office managers in
Nigerian public universities. Studies havé&sufﬁciently address how constitutionalism
impact office managers effectwet@i elation to the existence and enforcement of
workplace constitutions or @s, ensuring that policies are put in place to guide

operations of the inst%‘@}and that this policies are enforced such that individual right

are protected. *
Y

Despite thégundance of research on participatory management and staff training, most
pre%%lstudies concentrated on academic staff or private-sector organizations, leaving a
scantiness of empirical evidence concerning non-academic administrative officers in
public universities. Few studies have examined how workplace democracy interacts with
professional development to influence the administrative effectiveness of office managers

as a distinct category of university personnel. This study, therefore, addressed this gap
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by empirically investigating how workplace democracy and professional development
jointly and independently influence administrative effectiveness with the under
researched domain of office managers in public universities in Osun State, Nigeria,

offering insight into how these variables impact office managers’ effectiveness in their

job performance. \
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Chapter Three
Methodology

This chapter presents the methods and procedures used in this study. It includes the
research design, population of the study, sample and sampling techniques, description of

research instrument, validity of research instrument, reliability of the research instrument,

3.1 Research design &Q/

A descriptive survey research design was adopted for this s @/hich allowed for

data collection and methods of data analysis.

systematic collection and analysis of data from a large po@ion of office managers in
the public universities, Osun State, Nigeria. This desi @bled the researcher to collect

information about people’s views, skills, behavi@ experiences relating to the topic.

The design was used to determine the i@ce of workplace democracy, professional
development on administrative effa@ess of office managers in public universities,
Osun State, Nigeria. The.de @Vf: survey design was appropriate because it allowed
the researcher to cap%e@\a}—life situations as they exist, analyze relationships among

variables, and dr. onclusions that reflect the prevailing administrative practices within

public unig@in Osun State.
3.2 @ulation of the Study

The population of the study comprised of 238 office managers from the four public

universities in Osun State, Nigeria. As shown on table 3.1.
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Table 3.1 Population Distribution

S/N  Public Universities No of Office Managers
1. Obafemi Awolowo University, Ile Ife 100
2. Osun State University, six (6) campuses 70
3. Federal University of Health Sciences, Ila-Orangun 08 \
4. University of Ilesa, Ilesa 60 Q

Total 23{ Q/O

N\
Source: 2345 @

33 Sample Size and Sampling Technique 0
The sample size was 238 office managers in the Pl@ Universities in Osun State,

Nigeria. Total enumeration was adopted for the é@ the population is manageable.
3.4  Description of the Research Ins@

The instrument used for this stud’@ structured questionnaire which made use of

existing structured scales wit&@’p&opriate properties. The questionnaire consisted of the

following sections: QQ\
Section A: Derb@g%phic Information: This section was used to collect demographic

N\

information, of*tHe respondent such as gender (Male or Female) age in years and year
spent @rice.

Section B: Administrative Effectiveness, this section on administrative effectiveness
consisted of items based on the sub metrics adapted from administrative theory under the
following dimensions- task timeliness, document management, needs responsiveness,

stakeholder satisfaction, institutional compliance. The scale was designed with a 4-point
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modified Likert type rating option with responses ranging from Very High (VH) = 4
point, High (H) = 3 point, Low (L) = 2 point, Very Low (VL) = 1 point. Example of
questionnaire items are: I monitor and update task progress to ensure completion to a., I

ensure proper storage and classification of both digital and physical documents to a.

Section C: Workplace Democracy. This section on Workplace democracy con&d of
items adapted from related work®. The section is organized under: F@nalism,
Liberalism and Constitutionalism. The scale was designed with a quyLikert type
rating option with responses ranging from Very High (VH) =4, Hi ),=3,Low (L) =
2, and Very Low (VL) = 1. Example of questionnaire ite@éﬂmre of sharing past
experiences and learning in my institution is done ‘w@ no action is taken without
employees being given a chance to be heard to a’ ’bQ

Section D: Professional Development, %(bSection on Professional Development
consisted of items adapted fror.n,&l earning theory which are — Observational
learning, vicarious reinforcemen&cb%f-efﬁcacy, The scale was designed with a 4-point
Likert rating option with&e@nses ranging from Very High (VH) = 4, High (H), = 3,
Low (L) =2, and Ve&bw (VL) = 1. Example of questionnaire items in this section are:
I often improé/@rk skills by observing how experienced colleagues handle tasks. I
am confidéntyin my ability to handle unexpected challenges at work.

3.5@“)’ of the Research Instrument

To ensure the questionnaire used in this study is suitable and accurate, it was gathered
based on ideas and adaptation from questionnaires that have been used by other
researcher. Both face and content validity were done with the input of the supervisor and

other experts in the field of office and information management. Corrections made were
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incorporated in constructing the final questionnaire and were given out to respondents for

the study.
3.6 Reliability of the Instrument

The researcher subjected the questionnaire to a reliability test to ensure that all of the
items assessing each variable in the study are consistent. The pilot study was can&cted
using 20 office managers from University of Ibadan, Ibadan, Oyo State @%ere not
part of the main study sample. The responses obtained from the pil%&!@re analyzed
using the Cronbach’s Alpha reliability coefficient to determine th al consistency of
the items under each variable. For the Dependent Variable,@ninistrative Effectiveness,
the result showed a Cronbach alpha of 0.88; the resu &e first independent variable,
that Workplace democracy, showed a Cronbac@%a of 0.86, while the result of the
second independent variable, that is prof development, showed a Cronbach alpha
of 0.83. Overall Reliability Coefﬁoié(égult is 0.85 which indicate high level of internal

N
&
3.7 Methods of Data %ﬂ@fon

consistency.

Primary data far@udy was collected using adapted structured questionnaire. The use
of a structure estionnaire is appropriate for the survey design, as it allows for the
collec@%f data on respondents’ opinions, perceptions and experience at a specific point

in time. This method is especially suitable for gathering information from a cross-section

of office managers across public universities in Osun State.

To gain access to the locations of the study, a letter of introduction and recommendation

was obtained from the Department of Office and Information Management, Lead City
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University. This letter was presented to the authorities of the universities to seek formal
permission to administer the questionnaires. Upon receiving approval, the researcher,
with the help of two trained research assistant for the period of four weeks, distributed the
questionnaires to the respondents, ensured they understand the purpose of the study and
provide necessary guidance where needed. After completion, the questionnaires were
collected, and an initial sorting was done to prepare the data for analy 'Q%t\ical
considerations were observed such as personal consent was obtained from,respondent and

the data collected were strictly used for research purpose and no@e e for any other

O

3.8 Method of Data Analysis Q

QO

The researcher analyzed the data using the des rév:e statistics for the research questions

purposes.

and to test the study’s hypotheses, in}c\\@ial statistics techniques were employed.
Specifically, linear regression ana@&w s used to test the Hypotheses 1 and 2, which
seek to determine the inﬂyexé‘workplace democracy and professional development
individually on admin @e effectiveness. For hypothesis 3, which considers the
combined inﬂqeg&f the independent variables on the dependent variable, multiple
regression,analysis was applied. All data were analyzed using the statistical package for
social s es (SPSS) version 27, and all hypotheses were tested at a 0.05 level of

sighﬂeance to determine whether the results are statistically significant.
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Results and Discussion of Findings

This chapter presents the results of the data collected for the study on Workplace
Democracy, Professional Development and Administrative Effectiveness of Office
Managers in Public Universities in Osun State, Nigeria. The analysis was carried out in

line with the research objectives, questions, and hypotheses formulated in chapter

A total of 238 copies of the questionnaire were distributed to office man 'Toss the

four public universities in Osun State. Out of these, 189 copies wer mpleted and

returned, giving a response rate of 79.4 percent. The remamml%ges were either not

returned or not adequately filled to be used for analysis. 0

Table 4.1: Questionnaire Return Rate be
Questionnaire fb‘ﬂ’equency Percentage (%)
\ had
Returned ﬁ\ 189 79.4
Not Returned or not properly fi 49 20.6

Total . Q 238 100
D

Source: Field Survey\%a\ZOZS
¢

O
&

4.1 Demographic Data Analysis of Respondents
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Table 4.2: Demographic Characteristics of Respondents

Frequency Percentage
Gender
Female 124 65.6
Male 65 34.4
Total 189 100
Marital Status &
Married 131 0%3
Single 94 29.7

Total 189 ’\ 100.0
Age 0
25 — 35 years 90 47.6

36 — 45 years 63 Q .

46 years and above 3 19.1

Total 100.0
10

Educational Qualification

ND/NCE ®% 5.3
HND/BSc . ,& 121 64.0

M.Sc. \c.)\ 55 29.1
Ph.D . \Q 3 1.6
Total $ 189 100.0
Years of ExperiencééQ

1 -10years 76 41.2
11-20 years Q:\\' 85 45.0

21 years @above 28 14.8

To\tabrb 189 100.0

y ]
Souree: Field Work, 2025

The demographic characteristics of the respondents are presented in Table 4.2 above, and
they provide useful insights into the profile of office managers in the selected public

universities in Osun State. The data reveal that the profession is female-dominated, as
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124 respondents representing 65.6 percent were women, while only 65 respondents
(34.4%) were men. This outcome is not unexpected, as previous studies have observed
that office management and secretarial roles in Nigerian higher education institutions are

traditionally occupied by women, owing to both historical and sociocultural factors.

In terms of marital status, the results indicate that 131 respondents, representi&69.3
percent, were married, while 29.7 percent were single. The predominaanQ{narried
office managers suggests a level of stability and responsibility that a)g',uﬂuence their

work attitudes, commitment, and approach to professional opment. Married
>

employees often bring family obligations into consideratig@ evaluating workplace

policies and training opportunities, and this could sh@their overall participation in

workplace democracy. 6’6

The age distribution of respondents s@% almost half (47.6%) of the office
managers were between 25 and 38 @of age, 33.3 percent fell within the 36 to 45
years category, while 19.1 per@f?ere 46 years and above. This implies that the office
management workforceg i selected universities is relatively young, with a significant
proportion still in t eir*€arly or mid-career stages. A younger workforce is often more
receptive to %/}rsng, professional development initiatives, and the adoption of new
technol%b‘At the same time, the presence of older office managers provides a balance
of &&ence and maturity, which may enhance mentoring and knowledge transfer across

generations of staff.

With respect to educational qualification, the findings reveal that most respondents held
higher qualifications. Specifically, 64 percent of the office managers possessed HND or

B.Sc. degrees, while 29.1 percent had master’s degrees. A smaller proportion had
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ND/NCE (5.3%) and Ph.D. degrees (1.6%). This suggests that office managers in public
universities are generally well educated, with many having gone beyond the basic
diploma level to acquire advanced academic qualifications. Such educational attainment
is expected to have a positive effect on their administrative effectiveness, as higher
qualifications are usually associated with improved analytical skills, broader pers&ctives,

X

and greater capacity to engage in participatory decision-making.

Finally, the analysis of years of experience shows that 41.2 percent of ndents had
worked between one and ten years, 45 percent had between el d twenty years of
experience, while 14.8 percent had over twenty-one years iserviee. This indicates that a

considerable number of office managers in the univers@ are mid-career professionals
with substantial exposure to university admini 5& The presence of both relatively
new entrants and long-serving staff create&@%d of fresh perspectives and institutional
memory, which is vital for tl}e,&enance of workplace democracy and the

N\

implementation of professional dﬁ%ﬁpment programmes.

The demographic prof:ie@he respondents highlights a workforce that is predominantly

female, fairly your% educated, and moderately experienced. These characteristics
provide a us l\ba’Sé ground for understanding the dynamics of workplace democracy,

professiy&hevelopment, and administrative effectiveness among office managers in the

puﬁ&cgﬁiversities under study.

4.2 Answers to Research Questions

Research question 1: What is the level of administrative effectiveness of Office

Managers in Public Universities in Osun State, Nigeria?
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Table 4.3: level of administrative effectiveness of Office Managers in Public

Universities in Osun State, Nigeria.

Items VH H L VL Mean
Timely Execution of tasks
I (?on‘lplej[e assigned tasks 140 42 140 140 360
within stipulated deadlines (74.1%)  (22.2%)  (74.1%) (74.1%) :
I prioritize and manage 134 49
workload effectively (70.9%)  (25.9%) 3(2.6%) 1 (O'SQ\ 367
I monitor and update task 137 46 @
progress to ensure (72.5%)  (24.3%) 5(2.6%) <i (05%)  3.69
completion ’ ’ &
I communicate any delay
and seek timely resolution 128 54 o 3.62
(67.7%) (28.6%) 3 & 4 2.1%)
Q 3.7
Weighted mean Q
Efficient Management of Q
Documents 66
I maintain an organized 1 40
filing system for easy % o 4 (2.1%) 1(0.5%) 3.73
retrieval (76.2%)" (21.2%)
I ensure proper storage and * \ 33
classification of both digita CO( 0.4%)  (17.5%) 42.1%) 2(1.1%) 3.75
and physical documents e =
I demonstrate competen@
in using document \ (7133(5) (234;‘,'0/) 52.6%) 2(1.1%) 3.68
management tmis§tware ° =70
I maintain confidémtiality
and integri ensitive
documét:\& 136 47 4Q1%)  2(1.1%) 3.68
$ (72%)  (24.9%) S S
X 3.7
d mean
\%eds Responsiveness
I facilitate timely access to 134 51
. o i
academic regords and (70.9%)  (27%) 4 (2.1%) 3.69
support services
I follow up on student- 97 33
related requests or (513%)  (43.9%) 73.7%) 2(1.1%) 3.46
. (V] . (V]

complaints
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Items VH H L VL Mean

Stakeholder Satisfaction

I maintain respectful and
professional communication
with faculty, students, and
supervisors

I support supervisors by

providing timely 128 51 8(42%) 1 @ 363

141 39

0 -
(74.6%) (0.6%) ° 8% 3.70

administrative updates and (67.7%)  (27%)

reports <
I respond to stakeholder 100 R4 &
1 0, 0
feedbapk constructively and (52.9%)  (44.4%) 3(1 .66 2(1.1%) 3.49
proactively

I contribute to a
collaborative and service-
oriented work environment 141 42

(74.6%)  (22.2%
Institutional Compliance

2
(e}
I demonstrate awareness of \\

(2.6%) 1(0.5%) 3.71

Weighted mean 3.6

D 2 36
institutional rules and o 0
guidelines %) (19%)

I ensure documentations

8(4.2%) 3(1.6%) 3.68

. . 151 33
and tasks align with*® A o o 3(1.6%) 2(1.1%) 3.76
compliance standar \ (79.9%)  (17.5%)
I participate in a
audits, checks)or frainings 120 55 o o
related (‘;@ions (63.5%) (29.1%) 12(6.3%) 2(1.1%)  3.55
Ire and address 3.60
i s of non- 131 44

\/ liance appropriately (693%)  (23.3%) 11(5.8%) 3(1.6%)

Weighted Mean 3.7
Grand Mean 3.7

Decision rule: 1.00-1.74= Very low, 1.75-2.49=Low, 2.50-3.24=High, 3.25-4.00=Very
high.

Key: VH= Very High , H=High, L= Low, VL= Very Low

Source: Field Work, 2025
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Research question one focused on the extent to which office managers in public
universities in Osun State demonstrate administrative effectiveness. The analysis covered
five main areas: timely execution of tasks, efficient management of documents,
responsiveness to student and academic needs, stakeholder satisfaction, and compliance

with institutional regulations.

N\
Across the items on timely execution of tasks, the results show that mos@@nden‘ts
rated themselves highly. For example, 74.1% of the office managers n&@&:d that they
“very highly” complete their assigned tasks within stipulate 1es, while another
22.2% reported a “high extent.” Only a negligible 3.1% rat e%selves low or very low.
Similarly, 70.9% reported that they “very highly” prio@ and manage their workload,
and 72.5% affirmed that they monitor and upd progress regularly. These strong
majorities suggest that timeliness and pro load management are firmly embedded

practices among the office manager (% weighted mean score of 3.7, further confirm

this high level of effectiveness. ’\c?

When looking at efficie nagement of documents, the responses were even more
striking. A large p %on of respondents between 72% and 79.4% stated that they
“very h1gh1y£)fo§ tasks such as organizing filing systems, storing and classifying
documentsiahd ensuring confidentiality. For instance, 79.4% reported that they “very
hig\Lgénsure proper storage and classification of both digital and physical documents;
while 76.2% said they “very highly” maintain an organized filing system. Only a tiny
fraction (less than 3% in each case) felt they performed these duties at a low level. With
weighted mean scores as high as 3.7, this shows that document management is a clear

area of strength for office managers in the universities.
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In the area of responsiveness to academic and student needs, the results also reveal a high
level of commitment. A total of 70.9% of respondents said they “very highly” facilitate
timely access to student records and support services, while 78.8% affirmed that they
coordinate effectively with academic staff to meet student needs. Even though the follow-
up on student complaints had a slightly lower “very high extent” response (51.3%), when
combined with those who indicated a “high extent” (43.9%), it still shows t@%%

of the managers are attentive to student concerns. The weighted meaﬁ scofes is 3.6,

reflecting strong levels of responsiveness. é

Responses on stakeholder satisfaction were also en@g%g. About 74.6% of
respondents reported that they “very highly” main@ respectful and professional
communication with faculty, students, and supe%iﬁés, while 67.7% confirmed that they
provide timely updates and reports to theil%%‘isors. Moreover, 74.6% agreed that they
contribute to a collaborative and se.r\‘@nted work environment. Although a smaller
proportion (52.9%) said they \\;Qr\ highly” respond constructively to stakeholder
feedback, when combinedk@ the “high extent” responses, the majority still fall on the
positive side. The m%scores, which ranged between 3.49 and 3.71, with weighted

mean of 3{?& te generally high effectiveness in maintaining stakeholder

relationsﬁ&é

Firﬁ@the responses to compliance with institutional regulations also reflect a positive
picture. More than three-quarters of respondents (75.1%) stated that they “very highly”
demonstrate awareness of institutional rules and guidelines, while 79.9% said they “very
highly” ensure that documents and tasks align with compliance standards. Participation in

audits and trainings had a relatively lower “very high” score of 63.5%, but this still shows
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that compliance is taken seriously by most office managers. The mean scores for this
dimension were between 3.55 and 3.76, with weighted mean of 3.7, reinforcing the high

levels of regulatory awareness and adherence.

The frequency distribution shows that most office managers rated their effectiveness at
either a “very high” or “high extent,” with very few choosing the lower categort{This
pattern, together with the high overall grand mean scores of 3.7, provid vincing
evidence that office managers in Osun State’s public universities K&@rming their

duties effectively across all the measured areas. Q

Research question 2: What is the Level of Workplace Decy experienced by Office

Managers in Public Universities in Osun State, Niger@

o
Table 4.4: Level of Workplace Democracy experienced by Office Managers in
Public Universities in Osun State, N iger%

Items . X%H‘ H L VL  Mean

Liberalism ’\co\

I make independent * A 142 35 11 .
decisions related 0@‘ ork (75.1%)  (18.5%)  (5.8%) 1 (0.5%) 3.68
I set my own oglace in 134 50
o 0
the office (70.9%)  (26.5%) 2(1.1%) 3(1.6%) 3.67
Equ l@unities are
108 62 10
provaded to every employee o o o 8(4.2%) 3.44
f th and development (57.1%)  (32.8%)  (5.3%)
organization there is a 59 36 37 .
\]ystem of meritocracy (312%)  (45.5%) (19.6%) 7(3.7%)  3.04

No action is taken without
employees being given a
chance to be heard
Discrimination of any kind
is discouraged in my
institution

74 65 44 .
(392%) (34.4%) (233%) ©G2%) 310
84 76 27

0
(44.4%)  (402%) (143%) 2117 328
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Items

Functionalism

Culture of sharing past
experiences and learning in
my institution is done
Workers normally do not
hesitate to ask for help from
anyone more knowledgeable
in any aspect

Adoption of new procedures
are always welcome in my
in my institution

Seminars, workshops and
conferences are often
arrange to acquire new
knowledge

The level at which my
institution operates a system
of regular audit and
compliance

Weighted Mean

Constitutionalism

There are clear
communication procedures
for complaints in my
institution

Necessary informati \$
accessible to e@s in
my office

Employ %qiguanagement

work “@g ther in

com etifig targets and

rks
is feeling of sense of

\gonging in my institution

Weighted Mean

Grand Mean

VH

72
(38.1%)

115
(60.8%)

91
(48.1%)

120
(63.5%)

116
(61.4%)

\Q’b

S

C'J 43.9%)

122
(64.6%)

139
(73.5%)

112
(59.3%)

H L VL Mean
58 24 )
(30.7%) (12.7%) >+(18%) 2.89
60 ) )
Glave O @8%)  5(2:6%) 351
74 (1@
(39.2%) (11 1<y)
(30§§%) 63 5(2.6%)  3.55
%) 4Q1%) 4Q1%) .
3.4
3 6%) 335
(48 7%) (5.8%) 6%) 3.
56 ) )
aocv O@8%) 2(11%) 358
) ) )
a2y SN 3(1L6%) 368
65 11
(344%)  (58%) 1(0.5%) 3.52
35
3.4

Decision rule: 1.00-1.74 = Very low, 1.75-2.49=Low, 2.50-3.24=High, 3.25-4.00=Very

high.

Key: VH= Very High, H=High, L= Low, VL= Very Low

Source: Field Work, 2025
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Research question two examined the extent to which office managers in the public
universities enjoy workplace democracy. This was assessed under three dimensions:

liberalism, functionalism, and constitutionalism.

The findings on liberalism present a mixed picture. On the positive side, most
respondents indicated that they can make independent decisions related to thei&vork,
with 75.1% reporting this to a very high extent and another 18.5% to igh extent.
Similarly, 70.9% said they set their own work pace in the office, s p&gﬁ by another
26.5% who agreed to a high extent; also, 57.1% agreed to a vegy %\ extent that equal
opportunities for growth are provided, while 32.8% agree@ igh extent. These three
items had mean scores of 3.68, 3.67 and 3.44 res@vely, suggesting that office
managers perceive a fair degree of personal y in carrying out their duties.
However, the picture changes when consid@neritocracy. On meritocracy, just 31.2%
believed it exists to a very high eg&%m 19.6% felt it was present to a low extent,
producing a modest mean of 3.0&.“3}milarly, less than 40% of respondents felt that no
action is taken without @/ees being given a chance to be heard, while almost a
quarter (23.3%) rated ‘thi$ practice as low. On discouragement of discrimination, 44.4%
rated it to a V@Sgh xtent and 40.2% rated the practice to high extent with mean value
of 3.28. (@xall, the liberalism results indicate that while individual autonomy and
fah%szvs present, institutional practices such as meritocracy and inclusion in decision-

making remain weak. The weighted mean of liberation was 3.3, signifying very high

level of freedom experienced.

For the functionalism dimension, the responses were more favourable. Most respondents

agreed that staff usually seek help from more knowledgeable colleagues, with 60.8%
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selecting “very high extent” and 31.7% ‘“high extent,” yielding a strong mean of 3.51.
Adoption of new procedures, participation in seminars, and regular audits were also
positively rated, each with mean scores of 3.55. For example, 63.5% reported that
seminars, workshops, and conferences are frequently organized to build knowledge,
while 61.4% affirmed that their institutions operate regular audit and compliance systems.
However, sharing of past experiences and learning had a weaker rating, wit Q{&.l%
indicating “very high extent” and 18% selecting “very low extent.” The eafr“of 2.89 in
this case suggests that while formal learning activities are empha@ formal peer-to-

peer knowledge sharing is less developed. The weighted m@ nctionalism was 3.4,

indicating a very high level of functional system of ope@l.

The constitutionalism dimension showed relat rong democratic practices. More

N

completing targets and benchmarks, 9&73.5% choosing “very high extent” and 22.2%

than 92% of respondents agreed that s and management work together in

%

“high extent.” This item had oneﬁgb\m highest mean scores at 3.68. Access to necessary
information was also re;@positively (mean 3.58), with nearly two-thirds of office
managers affirming it\b very high extent. Similarly, 59.3% said there is a strong sense
of belonging@@t eir institutions, supported by another 34.4% at a high extent. On
the other @, communication procedures for complaints scored lower, with only 43.9%
ra&%%/ery high and 5.8% reporting it at a low extent. The mean of 3.35 here suggests
that while some mechanisms exist, formal grievance and feedback channels are not

always clear or consistently applied. The weighted mean for constitutionalism was 3.5,

showing a very high level of established structures.
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In summary, the results show that workplace democracy in the universities is experienced
at a moderate to high level. Office managers enjoy personal autonomy and some degree
of collaboration with management, but practices such as meritocracy, equitable
opportunities, and inclusion in committee decision-making are relatively weak. The
frequency distributions make this imbalance clear: while items like independent decision-
making and teamwork recorded over 70% of respondents at the “very high” Qﬁems
like committee membership and meritocracy recorded less than 35%. The gfand mean
across all components of workplace democracy which correspond@ ry high level of
workplace democracy. This indicates that the respcbmn enerally experience

workplace democracy to a high level. Q

Research question 3: What is the level of Prof%@%Development enjoyed by Office

Managers in Public Universities in Osun @geria?

Table 4.5: Level of Professional Dé&&ment enjoyed by Office Managers in Public
Universities in Osun State, Nige \

O
Items "\~ VH H L VL  Mean
Observational g
I often improve ork
skills by pwg how 134 48 . .
experiegce‘g lleagues (70.9%)  (25.4%) > (26%)  2(1.1%) 3.6
handle .
I %{ y watch and learn
e behaviors of senior 140 45 0 0
f during meetings or (74.1%)  (23.8%) 1(0.5%) 3 (1.6%) 37
resentations.

I seek out opportunities to
observe best practices

within my department. 84 82 20

(44.4%) (434%) (106%) - 10 331
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Items VHL
Vicarious reinforcement

When I see others praised 140
for good performance, I’'m (74.1%)
motivated to work harder. '
Observing disciplinary

actions taken against others 138
makes me more mindful of (73%)
workplace policies

Seeing colleagues achieve 116
recognition encourages me o
to pursue excellence. (61.4%)
I adjust my behavior based 119
on how others’ actions are (63%)
rewarded or criticized.

Recognition of others 94
inspires me to set personal (49.7%)

goals for achievement.
Weighted Mean

Self-efficacy

I am confident in my ability

to handle unexpected %; %)

challenges at work.
I believe I can master ne

office technologies wi 14%
- . (78.3%)
minimal guidancg.
I feel capable of making
. \ : 117
independent decisions in
! \XS \ (61.9%)
professi ations.
I often e% standards
for owh work and strive 145
o
to l%lhem. (76.7%)
my judgment when
ving complex 114
administrative problems. (60.3%)
Weighted Mean
Grand Mean

HL LL VLL  Mean
43 . )
228%) 4@1%) 2(L1%) 37
45 . )
23.8%) - 1:6%) 3. 6@ 68
(346S(y) 4 (2.1%) & A) 3.56
(25 9ty) 8(@ (69% 3.45
82
9 0
(43.4%) (5-34) 3(L6%) 54
66 3.6
77 . )
@0.7%) > (16%) 1(05%) 3.54
38 ) )
201%) 2@11%) 1(05%) 3.76
66
(34.9%) 6 (3.2%) 3.59
42
(22.2%) - 2(1.1%)  3.75
71
(37.6%) 2(1.1%) 2(1.1%) 3.57
3.6
3.6

Decision rule: 1.00-1.74=Very low, 1.75-2.49=Low, 2.50-3.24=High, 3.25-4.00=Very

high.

Key: VH= Very High, H=High, L= Low, VL= Very Low
Source: Field Work, 2025
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Research question three examined the level to which office managers in public
universities in Osun State benefit from professional development opportunities. This was
assessed under three dimensions: observational learning, vicarious reinforcement, and

self-efficacy.

The responses under observational learning show that many office managers &elop
their skills by watching and learning from others in the workplace. A s@ 74.1%
reported that they actively watch and learn from the behaviours of er&@taff during
meetings, while 70.9% indicated that they improve their w Ss by observing
experienced colleagues handle tasks. Both items recorded@ an scores of 3.70 and
3.66 respectively, confirming that peer-to-peer learn©is a common and valuable
practice. Similarly, 67.2% of respondents said tl‘%@%ing others solve problems builds
their own confidence, producing a mean %’b However, the results were less strong
for items such as seeking out opp.o@es to observe best practices (mean 3.31), and
mimicking successful co-workem\fﬁc\an 3.42), where fewer respondents selected “very
high.” This suggests that y informal observation is widespread, deliberate efforts to

engage in structure&er learning are less consistent. The weighted mean for

observation 1(;/@ as 3.6, indicating a high level of informal learning.

The res@n vicarious reinforcement further highlight the role of recognition and
dis&%e in motivating behaviour. A large majority (74.1%) highly agreed that seeing
others praised for good performance motivates them to work harder, while 73%
confirmed that observing disciplinary actions makes them more mindful of workplace
policies. Both items had very strong means of 3.70 and 3.68, indicating that

reinforcement by example is a powerful driver of behaviour among office managers.
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Encouragement also comes from recognition, as 61.4% agreed that seeing colleagues
achieve recognition pushes them to pursue excellence (mean 3.56). On the other hand,
adjusting behavior based on how others are rewarded or criticized (mean 3.45) and being
inspired by others’ recognition to set personal goals (mean 3.41) scored relatively lower,
though still positive. These results suggest that while reinforcement works well in
motivating staff, the extent to which it translates into personal goal setting v %a\ong
individuals. The weighted mean for vicarious reinforcement was 3.6, i@lg a high

level of strengthened learning. é

The responses to self- efficacy provide some of the strong@%ts in the entire section.
A large proportion of respondents (78.3%) rated them s very high that they could
master new office technologies with minimal gu @e, producing the highest mean score

(3.76). Similarly, 76.7% stated that they\@h standards for their own work, with a
mean of 3.75. Confidence in han@l@n\expected challenges (57.1% very high; mean
3.54) and in making independe&c@\cisions (61.9% very high; mean 3.59) were also
highly rated. The ability t.*@t one’s judgment when solving complex problems (mean

3.57) further underlin@e high level of self-belief demonstrated by office managers.

[ ]
With the w@ ean of 3.6, these findings suggest that, beyond observational
leaming@einforcement, office managers possess a strong sense of competence and
co@%e in their abilities, which is critical for professional growth and effective service

delivery.

Taken together, the grand mean of 3-6 across the three categories indicate that office
managers in public universities in Osun State enjoy a relatively high level of professional

development, especially through informal and social learning processes. Observational
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learning and vicarious reinforcement provide them with opportunities to build skills and
align their behaviour with workplace expectations, while self-efficacy ensures they
approach tasks with confidence and resilience. However, the slightly lower ratings on
items related to deliberate observation of best practices and personal goal setting point to
areas where structured professional development programmes, such as mxtoring,

coaching, and targeted workshops could further enhance growth.
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4.3. Test of Hypotheses

Hol: There is no significant influence of workplace democracy on administrative

effectiveness of Office Managers in Public Universities in Osun State, Nigeria.

Table 4.6a-c: Regression Analysis of Influence of workplace democracy on

administrative effectiveness of Office Managers in Public Universities in Oq&

State, Nigeria. O

a. Model Summary S~

Model R R Square Adjusted R Square _ Std. Erfor of the Estimate
N

1 6882683 678 42355

a. Predictors: (Constant), Work Democracy Q N

b. ANOVA? A D

Model Sum of Me fb\‘
Squares % F Sig.
1 Regression  3.036 \Q7 16.922 .000°
Residual 33.546 \
Total 36.582 .\ F&
a. Dependent Variable: Administ@efféctlveness
b. Predictors: (Constant) @

emocracy

c Coefficients?
Model Q \Jnstandardmed Standardized

Coefficients Coefficients t Sig.

L B Std. Error Beta
I (Consgt}s ’ 3.148 .169 18.666 .000
W mocracy 202 .049 288 4.114 .000

a. dent Variable: Administrative ettectiveness

\%Durce: Field Work, 2025

Hypothesis one was tested using a simple linear regression analysis was conducted with
workplace democracy as the independent variable and administrative effectiveness of
Office Managers in Public Universities in Osun State, Nigeria as the dependent variable.

The model summary in Table 4.6a shows a correlation coefficient of R= 0.688, p<0.05,
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indicating a moderately strong positive relationship between workplace democracy and
administrative effectiveness. The adj. R? = 0.678, p<0.05 reveals that workplace
democracy explains about 67.8% of the variance in administrative effectiveness among
office managers. This is a substantial proportion, indicating that workplace democracy
plays an important role in shaping performance. The remaining 32.2% of the &riance

X

The ANOVA table 4.6b further confirms the significance of the model, with an F-value

may be explained by other factors not included in this study.

of 16.922 and a corresponding p-value of 0.000, which is 1 % the 0.05 level of

significance. This means the regression model is statistica@

es
ighificant and reliable for
further analysis. Q

The coefficients table 4.6¢c shows that wor@ democracy has a positive and
significant effect on administrative effecﬂ\\@’g([} =0.288, t = 4.114, p = 0.000). This
means that for every one-unit *i ?;ﬁe in workplace democracy, administrative
effectiveness increases by 0.2(%(1(?& holding other factors constant. The positive beta
value further affirms t a@relationship is in the expected direction: higher workplace
democracy leads to 1g§ administrative effectiveness.

Based on the g\u'lts, (Adj R? = 0.678, F(187, =16.922, p<0.05) the null hypothesis is

rejected! it is concluded that workplace democracy significantly influences the

ad&trative effectiveness of office managers in public universities in Osun State.
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Ho2: There is no significant influence of Professional Development on Administrative

Effectiveness of Office Managers in Public Universities in Osun State, Nigeria.

Table 4.7a-c: Regression Analysis for Influence of Professional Development on

Administrative Effectiveness of Office Managers in Public Universities in Osun State,

Nigeria. \
a. Model Summary , ( Q)

Model R R Square Adjusted R Square  Std. Errorlef t stimate
a N\

1 561* 530 526 .41243(3

a. Predictors: (Constant), Professional Development $

b. ANOVA? Q
Model Sum of Mean ‘Q

Squares Df Squarg\Q F Sig.
I Regression 4.767 1 476 Y 28.017.0000
Residual 31.815 187
Total 36.582 188\
a. Dependent Variable: Administrati ectiveness

b. Predictors: (Constant), Professj@‘Development.

c. Coefficients? . @
Model QQ\Jnstandardized Standardized

Coefficients Coefficients t Sig.
B Std. Error Beta

1 (Con@ 2.804 196 14.279 .000

D@pment 287 054 361 5.293 .000

@f)endent Variable: Administrative effectiveness
\/Source: Field Work, 2025

A simple linear regression analysis was carried out with professional development as the

independent variable and administrative effectiveness as the dependent variable. The

model summary in Table 4.7a shows a correlation coefficient R = 0.561, which indicates

a moderate positive relationship between professional development and administrative
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effectiveness. The Adj. R?> = 0.526, p<0.05 reveals that professional development
significantly influences administrative effectiveness of office managers in Public
Universities in Osun State, Nigeria. This demonstrates that professional development is a
strong predictor of how effectively office managers perform their duties explains for
about 52.6% of the variation in administrative effectiveness among office managers. The

remaining variance of 47.4% may be explained by other factors not include@s udy.

The ANOVA table 4.7b confirms that the regression model is a good fit f alysis, with

an F-value of 28.017 and a p<0.05, which is below the 0.05 sce threshold. This
i

implies that professional development significantly butes to predicting

administrative effectiveness in the sampled universitiesg

The coefficients table 4.7c further reveals that @%sional development has a positive
and statistically significant effect on adm\\@’gve effectiveness (p = 0.361, t = 5.293,
p<0.05). This means that for ew:\l’tf\' e-unit increase in professional development,
administrative effectiveness in@ig by 0.287 units, holding other factors constant. The
standardized beta (0.3 1@ icates that professional development is a relatively strong

predictor, underscogin e value of continuous training, learning, and confidence-
building for c@czxn\'a agers.

Based se findings, (Adj. R?>=0.526, F(1.137) =28.017, p<0.05) the null hypothesis is
rejected, and it is concluded that professional development has a significant positive
influence on the administrative effectiveness of office managers in public universities in

Osun State.
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Ho3: There is no significant combined influence of workplace democracy and
professional development on administrative effectiveness of Office Managers in Public

Universities in Osun State, Nigeria.

Table 4.8a-c: Regression Analysis of combined Influence of Workplace Democracy and

Professional Development on Administrative Effectiveness of Office Managers in&lblic

Universities in Osun State, Nigeria. OQ

a. Model Summary &

N
Model R R Square Adjusted R Square  Std. Error of: timate
1 .850*  .802 794 39610 é

a. Predictors: (Constant), Professional Developme@place Democracy

b. ANOVA?
Model Sum of Mean, O

Squares Df S F Sig.
1 Regression  7.399 23.581 .000°

Total 36.582 ¢

2 \3500
Residual 29.183 1% 157
~d

a. Dependent Variable: @mistrative effectiveness

b. Predictors: (Co@, Professional Development, Work Democracy

c. Coefficients?
Model . 5\% Unstandardized Standardized
0 Coefficients Coefficients t Sig.
A B Std. Error Beta
1 @ﬁant) 2.210 238 9.295 .000
\/ ork Democracy .188 .046  .269 4.096 .000
Professional 275 052 .346 5.274 .000
Development

a. Dependent Variable: Administrative Effectiveness

Source: Field Work, 2025
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For Ho3 a multiple regression analysis was performed with workplace democracy and
professional development as the independent variables and administrative effectiveness
as the dependent variable. The model summary in Table 4.8a reveals a correlation
coefficient R= 0.850, p < 0.05 indicating a very strong positive relationship between the
predictors and administrative effectiveness. The Adj. R? =0.794, p < 0.05 revealed that
workplace democracy and professional development have a significa Qﬁined
influenced on administrative effectiveness of office managers in publi€ unjversities in
Osun State, Nigeria. This demonstrates that workplace demo@ nd professional

development are strong predictors of administrative effecti r@f office managers in

public universities in Osun State, Nigeria. The Adj. alue of 0.794 indicated that

variation in administrative effectivenessi T
explained by other factors not included i tks study.
Q)

The ANOVA table 4.8b confirm ﬁ@\he regression model is statistically significant (F =

workplace democracy and professional develop;epb ther explain about 79.4% of the

aining variance of 20.6% may be

23.581, p = 0.000), dem .n?\gting that the combination of workplace democracy and

professional develop@mgniﬁcantly predicts administrative effectiveness.

The coefﬁcie@:\bﬂe 4.8c provides further insights. Both workplace democracy (p =
0.269, t@%%, p = 0.000) and professional development (f = 0.346, t = 5.274, p =
0.0\GQ&ere found to have individual positive and statistically significant contributions to
administrative effectiveness. The unstandardized coefficients show that for every one-
unit increase in workplace democracy, administrative effectiveness increases by 0.188
units, while a one-unit increase in professional development raises administrative

effectiveness by 0.275 units, holding the other factor constant. The standardized beta
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values indicate that professional development (B = 0.346) exerts a slightly stronger

influence than workplace democracy (p = 0.269), though both are important predictors.

Based on these results, (Adj. R? =0.794, F2.1s5) = 23.581, p< 0.05) the null hypothesis is
rejected, and it is concluded that workplace democracy and professional development
jointly have a significant influence on administrative effectiveness. This finding
underscores the point that while professional development equips office '@rs with
the necessary skills, workplace democracy provides the enabling en 'ro&@t for those

skills to be applied effectively. The two factors complem other, and their

combined effect is more powerful than either factor acting e.

4.4 Discussion of Findings Q

The first research question examined the ext«%@hich office managers in public
universities in Osun State demonstratc\dbnistrative effectiveness. The findings
collectively show that office managg&Osun State universities exhibit a high level of
administrative effectiveness acrﬁ% e five domains investigated. The consistently
strong performance in ti&%\ask execution and workload management suggests that
these managers have\énalized practices that promote organizational efficiency. This
result aligns (.t:\%m er evidence that professional training and structured development
initiatives@niﬁcantly improve staff performance and efficiency in higher education
ins‘%%ns. A study on federal employee perceptions and job performance, analyzing
data from the 2022 Federal Employee Viewpoint Survey (U.S.), reported that
professional development, teamwork, and inclusive organizational culture enhanced

innovation, engagement, and workplace performance -2,
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The exceptional scores in document management similarly highlight the managers’
capacity to sustain institutional governance through effective record keeping. Accurate
documentation and confidentiality are indispensable for accountability and institutional
credibility, which resonates with evidence that participatory structures enhance
administrative accountability and integrity in Nigerian universities®. In the domain of
responsiveness to academic and student needs, the results reveal a culture of in ess
and service. The finding that more than 95% of office managers r&ﬁemselves
positively resonates with arguments that administrative responsiv@fosters trust and
S
O

The findings on stakeholder satisfaction indicate tl«);ce managers are effective in

enhances institutional effectiveness .

building professional relationships, which is e%@l for maintaining harmony within
academic institutions. This is consisterﬁ\\@‘l recent research showing that effective
communication and collaborative m& among university staff significantly influence
job performance and stakeh(@ngagememi Finally, the strong results on compliance
with institutional regul ti@oint to an ingrained culture of accountability among office
managers. This supportS findings which emphasize that compliance frameworks and
o \
professional \traifing safeguard institutional integrity and improve administrative

outcom igher education .
The second research question considered the extent to which office managers in the
selected public universities experience workplace democracy, under the dimensions of

liberalism, functionalism, and constitutionalism. The results suggest that workplace

democracy in Osun State universities is experienced at a moderate-to-high level, though
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with notable imbalances. On the one hand, office managers enjoy considerable individual
autonomy in their roles, particularly in decision-making and workload management. This
is consistent with evidence showing that non-academic staff often perceive independence
in daily tasks, but their broader participatory voice in university governance remains

limited 2.

S\
The functionalism dimension reflects relatively strong workplace @%g and
collaboration, with evidence of training, audits, and formalized suppeft syst€ms. A study
on Workplace innovation culture and performance, s 481 knowledge
professionals in India’s IT sector, confirmed that a culture @)rkplace innovation (trust,
collaboration, supportive leadership) significantly bo§&oth employee innovativeness
and job performance. They argue that an empl%’azentric, innovation-oriented culture
directly enhances productivity. This ali&@&ﬁndings that professional development
and digital compliance frameworkS@és collaboration and performance monitoring in
higher education institutionsQQwever, informal peer-to-peer learning remains

N

underdeveloped, mir%@bservations that hierarchical management structures often
le

constrain lateral k’&

The const@onalism results suggest progress in collaborative goal-setting and access to

ge sharing’.

in on@’g, with high reported levels of belongingness among staff. These findings are
consistent with research emphasizing the growing role of inclusiveness and teamwork in
Nigerian higher education®. Nonetheless, grievance mechanisms and formal feedback
channels remain weak, supporting conclusions that accountability systems in Nigerian

universities are often uneven and lack robust employee voice mechanisms*. While office
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managers report strong autonomy, collaboration, and inclusion in target-setting, they
experience weaker fairness, meritocracy, and grievance systems. These patterns suggest
that workplace democracy in Nigerian universities remains partial, shaped more by task-
level autonomy and collaborative practices than by systemic inclusion or equity in

governance.

S\
The third research question addressed the level of professional develop yed by
office managers in public universities in Osun State, Nigeria. This v&{ex mined under
the following: observational learning, vicarious reinforceme Qself—efﬁcacy. The
findings indicate that professional development among off®anagers is largely shaped
by social and experiential learning processes, aligni& Bandura’s Social Learning
Theory, which highlights observation, imi& and reinforcement as central
mechanisms of learning®. The strong er@s on observational learning is consistent
with studies that found peer ObSGI’\’K&Aﬂd informal mentoring crucial for building the
administrative capacity of uni &1(?3/ staff>. The role of vicarious reinforcement also
resonates with resea c@owing that recognition and disciplinary mechanisms
significantly shape \employee motivation. Reward and sanction systems in higher
.
education in@ans have been found to contribute to compliance and enhance job
commit reinforcing the idea that behavioral modeling through reinforcement is

eft%b(ye in workplace learning .

Finally, the strong results on self-efficacy align with findings that self-confidence and
perceived competence are key predictors of staff performance and adaptability in

Nigerian universities®. High self-efficacy among office managers suggests they are well-
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positioned to embrace innovation, manage tasks independently, and contribute effectively

to institutional goals.

The relatively lower scores on structured observational practices and goal-setting indicate
gaps that could be addressed through formalized professional development programs.

Structured initiatives such as targeted training workshops, peer mentoring, and_eeaching

could enhance the depth and intentionality of professional growth, eyond
emphasizes that

informal learning. These findings resonate with Bandura’s theory, which
individuals learn not only through direct instruction but also Qring and modeling
others, and they also support evidence that continuous prof@nal development and peer

learning strengthen the administrative capacity of sta@;iversities?

O

The first hypothesis tested the influenc fb%place democracy on administrative
effectiveness. The regression result reﬁh} that workplace democracy had a significant
.
positive effect, explaining about @% of the variation in administrative effectiveness.
This shows that workpl'a@ mocracy significantly influences the administrative
effectiveness of ofﬁbggagers, suggesting that participatory practices, fairness, and
inclusiveness x{e%ion-making enhance staff efficiency and performance. These
findings a@onsmten‘[ with studies that found participatory governance and collaborative

m. na@t structures  strengthen administrative outcomes in higher education

institutions 3.

The second hypothesis examined the influence of professional development on
administrative effectiveness. The regression analysis showed that professional

development significantly predicted administrative effectiveness, accounting for 52.6%
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of the variance. The findings demonstrate that both professional development and
workplace democracy play significant roles in shaping administrative effectiveness. The
strong predictive value of professional development highlights the importance of
continuous learning, training, and self-efficacy in enhancing staff performance. This
result aligns with evidence that observational learning, reinforcement, and s&ured

professional development improve the capacity of administrative staff in univ, ers

The third hypothesis tested the combined influence of workpl democracy and
professional development on administrative effectiveness. Th showed that when
considered together, the two factors explained as much@9.4% of the variance in
administrative effectiveness, a stronger effect thalﬁit variable on its own. Both
workplace democracy (B = 0.269) and prof@%ﬂ development (B = 0.346) had
significant positive effects, with profesﬁ\\@’gvelopment exerting a slightly stronger
influence. This indicates that while*professional development equips office managers
with the competencies and con@ce necessary for effective service delivery, workplace

democracy creates tl@kng environment where these skills can be meaningfully

applied.
¢

These res% resonate with conclusions that transparent administrative practices and
pa ic@y decision-making significantly improve staff performance * °. Moreover, the
results of this research agree with recent research which shows that staff job performance
is strongest when continuous training is complemented by fair and inclusive workplace
structures °. Taken together, the results underscore the complementary relationship

between professional development and workplace democracy. While skill-building
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ensures competence, participatory practices foster motivation, engagement, and the
organizational support necessary for translating competence into effectiveness. This
synergy reflects both Social Learning Theory, which emphasizes learning through
observation and reinforcement®, and Participatory Management Theory, which highlights

inclusiveness and shared decision-making as key drivers of institutional performance.

This align with a conducted survey of 191 employees at the General Co@r Grain

Trade (Diwaniya, Iraq). The study found that workplace demo&, easured by
decentralization, organizational justice, free information flow, idual rights, had a
significant positive effect on productivity, innovation, job % action, and work quality.
This provides direct empirical evidence that paﬂici@@stmctures improve employee
performance®. In summary, the results demon@fhat office managers in Osun State
public universities are generally effectivﬁ@{gir effectiveness depends heavily on the
twin pillars of workplace democ&@d professional development. Institutions that

cultivate both are more likely t%&hwve efficiency, accountability, and responsiveness in

their administrative s%@
S

O
&
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Chapter Five

Summary, Conclusion, and Recommendation

This chapter presents the concluding aspects of the study by summarizing the key
findings, drawing conclusions, and offering recommendations based on the findings of

the study. The contribution to knowledge and suggestions for further studies wereygiven.

5.1 Summary of Findings OQ

This study investigated the influence of workplace democracyq&-ﬁrofessional
development on the administrative effectiveness of office mana @public universities
in Osun State, Nigeria. The profile of the respondent reﬂe@ workforce that is vibrant,
academically qualified, and positioned for long-term ir@tional contribution. Based on

the objectives of the study, questionnaire raise@aotheses formulated as well as the

data collected and analysed, the followin findings of the study.

The study found that the level of” %istrative Effectiveness of Office Managers in
Public Universities in Oslm y Nigeria was very high. It found that the level of
workplace democracy m@nced by Office Managers in Public Universities in Osun
State, Nigeria w s%. The study also found that the level of professional development
enjoyed b O%:}\Managers in Public Universities in Osun State, Nigeria was very high.
It is ev: from the study that there is scope for more structured programmes to

Q

str&gyhen professional development further.

Moreover, the test of hypotheses one showed that workplace democracy had a significant
positive effect on administrative effectiveness Office Managers in Public Universities in
Osun State, Nigeria. Therefore, the null hypothesis was rejected and the alternate
hypothesis that ‘there will be a significant influence of workplace democracy on
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administrative effectiveness of office managers in public universities in Osun State
Nigeria’ was accepted. Also, the test of hypotheses two revealed that Professional
Development had a significant positive effect on Administrative Effectiveness of Office
Managers in Public Universities in Osun State, Nigeria. This led to the rejection of the
null hypothesis and the alternate hypothesis ‘there will be a significant influence of
professional development on administrative effectiveness of office manag Q&mblic
universities in Osun State Nigeria’ was accepted. The test of hypotheses thre€ revealed
that both workplace democracy and professional development h@! ificant positive
effect on Administrative Effectiveness of Office Managers i lﬁUniverSities in Osun
S

State, Nigeria. Professional development was found to ightly stronger effect than

workplace democracy though both were signifi ar@ictors. The null hypothesis was
rejected and the alternate hypothesis ‘there \%;e a significant combined influence of
workplace democracy and professionz@e opment on administrative effectiveness of

°
office managers in public univers@cn Osun State Nigeria’ was accepted.

Finally, the study found hit&vorkplace democracy and professional development are

significant and positi&edictor of Administrative Effectiveness of Office Managers in

Public Unive(i.tt%ﬁ%sun State, Nigeria.

5.2 C(&@n

ThNudy set out to determine the extent to which workplace democracy and
professional development influence the administrative effectiveness of office managers in
public universities in Osun State, Nigeria. The findings showed that office managers are

generally effective in carrying out their duties, particularly in task completion, document
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management, responsiveness to students and staff, stakeholder communication, and

compliance with institutional regulations.

The study established that although office managers in Osun State’s public universities
are effective in their roles, their performance is significantly shaped by the extent of
workplace democracy and professional development they experience. Thwblic
universities in Osun State should therefore continue to provide enabli ocratic

workplace environment and provision of professional developmejx&}ven higher

performance of office managers. &

5.3 Recommendations

Based on the findings of this study, and the regres@ results showing that workplace
democracy and professional developme@ nificantly predict administrative

effectiveness, the following recommenda@re made:

i. ~ The management of Osun @_%gbhc universities should strengthen more their
workplace democna%% enhance participatory practices by including office

managers in@on -making committees, ensuring transparent grievance

procedur@d promoting fairness and meritocracy in promotions and task

i'\/ nagement of Osun State public universities should also continue to invest in
professional development of office managers institutionalising regular training
workshops, ICT skill development programmes, mentoring, and coaching

sessions to keep office managers up to date with modern administrative practices.
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iii.

iv.

VI.

54C

A

Management of Osun State public universities should adopt a dual strategy, that is,
investing in staff capacity-building, while simultaneously fostering democratic

and inclusive work environments.

Policy intervention by regulatory bodies: Agencies such as the National
Universities Commission (NUC) should make it mandatory for universities to

allocate funds for both staff development such as targeted traininQkahops,
peer mentoring, and coaching to improve the depth ar&%p(ionality of
professional growth and participatory governance onitoring and

evaluation mechanisms should be put in place to en compliance.

Office managers should be encouraged to t Qvan‘[age of both formal and
informal opportunities to improve th%a(ills. This includes enrolling in
professional courses, embracing\\@ technologies, and setting personal
performance goals, so thab\' benefits of professional development and

N

workplace democracy a%;a imized at the individual level.

Performance \1g systems should be established in the universities by
introdugiq&mcklists, tracking dashboards and regular feedback mechanisms to

ens'ur&;o}istent administrative effectiveness.

%%ution to Knowledge

The findings of this study provide invaluable insight into the influence of workplace

democracy and professional development on administrative effectiveness of office

manager in public universities in Osun State, Nigeria. The study has provided empirical

evidence that workplace democracy and professional development positively predict
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administrative effectiveness of office managers in Osun State public universities, Nigeria.

This can be used as reference material for future researchers.

Contextually, the study enriches the body of knowledge by situating these findings in the
Nigerian higher education system, thereby offering insights that are locally relevant but

also comparable with global discourses on staff empowerment and effectiveness. \

Theoretically, the findings affirm the applicability of Fayol’s
Management Theory, Participatory Management Theory, and Bandu& ocial Learning
Theory. The strong performance of office managers in executi sks and ensuring
compliance reflects Fayol’s principles of order, disc@e, and efficiency. The
demonstrated impact of workplace democracy on a @rative effectiveness supports
Participatory Management Theory, which high@ the value of employee voice and
inclusion in decision-making. Similarl\ significance of observational learning,
reinforcement, and self-efficacy m’\q% essional development aligns with Bandura’s
Social Learning Theory, whic%gccaains how individuals build skills and confidence
through observation a c@: place interaction. The findings of this study provide
N

statistical evidence r relevance in today’s university administration context.

Empirically, gg;tiy provides valuable current data on the administrative effectiveness
of offic agers in public universities in Osun State, an area that has received limited
sclbhwly attention compared to academic staff. The study provides quantitative evidence
that both workplace democracy and professional development together have a stronger
effect on effectiveness than each on its own, as they are statistically positive predictors of
administrative effectiveness. The study confirms a combine influence of these two

variables adding a fresh dimension to existing literature on employee performance. The
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findings suggest that higher education regulatory bodies and government agencies need
to place greater emphasis on staff development and participatory governance in
universities. Policies that encourage regular training, mentorship, and capacity-building
for administrative staff should be institutionalized. Likewise, university councils and

governing boards should ensure that inclusive practices, such as representation xfﬁce
be

managers in relevant committees and transparent grievance procedures, ar Q ded
into governance structures. &<
Conceptually, this study expands the conceptual und g administrative

effectiveness by integrating continuous learning ( ronal development) and
organizational culture {workplace democracy) cons&t s critical determinants of job
performance. The study broadens the cor@al framework of administrative
effectiveness beyond traditional metrics, @Veness in administration is not merely the
completion of routine duties but alS(’\&e' pacity of office managers to adapt to dynamic

institutional demands, utilizeéi?essional competencies, and sustain participatory

governance practices$&versities are complex organizations that blend academic,

administrative, and social responsibilities, the role of office managers extends beyond
[ ]

clerical funct@ strategic involvement in decision-making processes, human resource

coordinations and resource management. Lastly, this study has provided a conceptual

m(wzv“ich can be adapted by other future researchers on these variables.
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5.5 Suggestions for Further Studies

1.

\*

Future studies could extend beyond Osun State to include public and private
universities across Nigeria, or even a cross-country comparison, to see if similar
patterns of workplace democracy and professional development hold in different
cultural and institutional contexts. \
Further studies could incorporate additional organizational f @%uch as
technological adoption, leadership style, or motivation, whi ngf also impact
administrative effectiveness. %0

Future studies could explore qualitative approacl@uch as interviews, focus
groups, or case studies to provide deeper insi &to the existed experiences of

office managers and how they perceive@place democracy and professional

development opportunities. @

§
S
O
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Dear Respondent,

[ am a Masters student of the above-named institution gathering data for the purpose of
academic research on the topic “Workplace Democracy, Professional Development and
Administrative Effectiveness of Office Managers in Public Universities in Osun State
Nigeria”.

Thank you.

ADELEKE C. 1. \
Researcher Q
SECTION A: DEMOGRAPHIC INFORMATION &Q/

Gender: Male ( ), Female ( )

Age: 25-35( ), 36-45( ), 46 years and above( )

Marital Status: Single( ) Married ( ) Others( )

Educational Qualification: ND/NCE( ) HND/BSc ( Q.Sc. () Ph.D( )
Years of Experience: 1 year-10 years (), 11—20 , 2lyears and above( )
Institution: Obafemi Awolowo University, Ile-Ife%E ;, Osun State University,

S e

Osogbo( ), University of Ilesa, Ilesa ( ),Federa iversity of Health Sciences, Ila-
Orangun ()

SECTION B: Level of administrative %veness of Office Managers in Public
Universities, Osun State, Nigeria. \

The statements in this section is abo\l\ inistrative effectiveness of office managers in
the Public Universities in Osu te! Using four point likert-type scale provided below,
please tick ( ) the ap r@ choice that indicates your opinion on the level of your

administrative effectivéness as an office manager in Public Universities.

N
Very Higk\(\@}, High (H) =3, Low (L), Very Low (VL) =1

S/N your opinion on the level of your administrative | VH | H |L | VL

'i"&c 1veness as an office manager in your institution. 4 3 12 |1
\
N

MTask Timeliness

I complete assigned tasks within stipulated deadlines to a...

I monitor and update task progress to ensure completion to a...

|
1
2. I prioritize and manage workload effectively to a....
3
4

I communicate any delay and seek timely resolution to a...

II Documents Management
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5 I maintain an organized filing system for easy retrieval to a....

6 I ensure proper storage and classification of both digital and
physical documents to a....

7 I demonstrate competence in using document management
tools/software to a...

8 I maintain confidentiality and integrity of sensitive documents
to a...

III | Needs Responsiveness

//

9 I address academic and student inquiries promptly and
professionally to a.... f'\Q
10 | I facilitate timely access to academic records and support Q
services to a.... /)
11 | I follow up on student-related requests or complaints to a. < N
12 | I coordinate effectively with academic staff to meet stud
needs to a.... [N
IV | Stakeholder Satisfaction (Faculty, Students, S isOrs)

13 | I maintain respectful and professional commun@tiovn with
faculty, students, and supervisors to a.... N\

14 | I support supervisors by providing timebgdhinistrative

updates and reports to a.... N

15 | Irespond to stakeholder feedback constuctively and

proactively to a....

16 I contribute to a collaborati{e:%éwice-oriented work

environment to a.... ~
\% Institutional Compli
17 | I demonstrate a of institutional rules and guidelines to

a....
4

18 | I ensure d%ntations and tasks align with compliance

standards T
19 |1 pag cipatt in regular audits, checks, or trainings related to

re jons to a....
20 rt and address instances of non-compliance appropriately
a....

Section C: level of workplace democracy experienced by Office Managers in Public
Universities, Osun State, Nigeria. Using four-point likert-type scale provided below,

please tick ( ) the appropriate choice that indicates your opinion on the level of
workplace democracy you experience as an Office Manager in your institution.

Very High (VH) =4, High (H), =3, Low (L) =2, and Very Low (VL) = 1.

| S/N | Express your opinion on the level of workplace democracy | VH |H |L | VL]
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you experience as an Office Manager in your institution 4 3 2 |1

I Office Manager Liberalism

1. I make independent decisions related to my work to a....

2. I set my own work place in the office to a......

3 Equal opportunities are provided to every employee for growth
and development to a....

4 In my organization there is a system of meritocracy to a...

5 No action is taken without employees being given a chance to
be heard to a.... \

6 Discrimination of any kind is discouraged in my institution to “\\
a.....

6 Office managers are often included as members of committees \)
that influence administrative decision-making,

I Office Manager Functionalism A«

A J

7 Culture of sharing past experiences and learning in @
institution is done to a...

8 Workers normally do not hesitate to ask for help fr nyone
more knowledgeable in any aspect to a..... ,@

9 Adoption of new procedures are always welcome\gny in my
institution to a....

10 | Seminars, workshops and conferences ’@n arrange to
acquire new knowledge toa ......

O\
11 | The level at which my institution W} a system of regular
audit and compliance is to a. .... ‘\

III | Office Manager Constitutionali
12 | There are clear communica@%g récedures for complaints in

my institutiontoa.... _°

13 | Necessary informati.pr@c‘essible to employees in my office
toa...... AN\

14 | Employees and hégement work with each other in
completing targ nd benchmarks to a ....

15 | There is fmof sense of belonging in my institution to a...

DN
SECTION\D~evel of professional development enjoyed by Office Managers in
Public sities, Osun State, Nigeria.

Usin ur-point likert-type scale provided below, please tick ( ) the appropriate
choiterthat indicates your opinion on the level of professional development enjoyed by
Office Managers in Public Universities in Osun State, Nigeria.

Very High (VH) =4, High (H), =3, Low (L)=2, and Very Low (VL) = 1.

S/N | Express your opinion on the level of professional development | VH |H |L | VL
enjoyed by Office Managers in your institution. 4 3 12 |

I Observational Learning

1. I often improve my work skills by observing how experienced
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colleagues handle tasks.

2. I actively watch and learn from the behaviors of senior staff
during meetings or presentations.

3 I find that mimicking the actions of successful co-workers
enhances my performance.

4 I seek out opportunities to observe best practices within my
department.

5 Watching others solve problems helps me build confidence in
tackling similar challenges.

I Vicarious reinforcement

6 When I see others praised for good performance, I'm
motivated to work harder.

7 Observing disciplinary actions taken against others makes me
more mindful of workplace policies .

8 Seeing colleagues achieve recognition encourages me t(@“
pursue excellence. 7~

9 I adjust my behavior based on how others’ actiorW
rewarded or criticized.

10 | Recognition of others inspires me to set perso@c}gls for
achievement. fb

111 | Self-efficacy P\

11 I am confident in my ability to han% y'é;&pected challenges
at work. N

12 I believe I can master new of%hnologies with minimal
guidance. A\

13 I feel capable of making@ pendent decisions in professional
situations. o

14 | I often set high ta@ for my own work and strive to meet
them. N

15 | I trust my judgmefit when solving complex administrative

\*

proble% \
O

Bio-data
A. Personal Data
1. Full Name: Comfort Iyabo ADELEKE
2. Address: 14C Koba’pe Community,

Okeosun Area, Osogbo
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3. Date and Place of Birth: 08/08/1977, Oke-1la Orangun
4. Nationality: Nigerian
5. Name and Address of Next of Kin:Adeleke Olufemi A.
14C Koba’pe Community,
Okeosun Area, Osogbo.

Phone Number: 07036138984
E-mail: comfortadelekel 1(@gmail.com

B.INSTITUTIONS ATTENDED WITH DATES Q\

1. Lead City University, Ibadan (M.Sc Office & Information Manag
(In —view)
2. Lead City University, Ibadan(BSc Office & Information Mandgement
2016-2018
3. National Open University of Nigerian (Osogbo) MPA) % 3-2016
4. Osun State Polytechnic, Iree, Osun State (HND Se@m )1999 - 2005

5. Oke-Ila Grammar School, Oke-Ila Orangun Q 1994-1996
C. WORK EXPERIENCE WITH DATES Q
1. Adeleke University, Ede, Osun State 6 2011- till date
Faculty of law

Principal Confidential Secretary I

Responsibility: Q{
Management of the the Dean

Managing staff e& Equipment and other resources
Proper docu

Handli 01a1 mall
Attendi 51tors
Prov ing advisory role to the Dean

mver51ty Ilishan-Remo, Ogun State
and Allied Health Department 2009-2011

ANANENENENEN

\/%le ponsibility:

v Management of the office of the Dean

v Managing staff records, Equipment and other resources
v" Proper documentation

v Handling of official mail

v’ Attending to visitor

Processing of students’ results

8. Ifedayo Local Education Office, Oke-Ila Orangun

Secretary to Local Inspector of Education 2007-2008

<
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Responsibility:
v" In charge of all office routine
v Proper documentation
v" Supervision of JSS 3 Examination
9. SUPEB Model Primary School, Bukuru, Plateau State 2005-2006
Classroom Teacher

D. Award

» Certificate of Merit, Oke-Ila Grammar School \
» Service Award-Best Support Unit Staff, Babcock University. Q

E. Professional Body < O

» Member, Chartered Institute of Professional Secretarial Sta@&igeria Jan.,

2022 $
F. Publication

1. G. O. Aluko and C. I. Adeleke “Technology Inton in Olffice Administration”,
Efficiency unveiling: A Festschrift of Administration, Office and Information
Management System, Lead City Univer ess.2025 ISBN978-978-697-535-1

CONFERENCES ATTENDED WITH &@

1. Certificate of participation an%}er presentation at International Conference
anagement, Lead City University, Ibadan on

of the department of Infom’%l’\&'

17th - 20th February, ~NTheme:Navigating the future; Innovations in the field

of Information M ctent .
2. Certificate icipation at 33rd Annual National Conference & workshop of

the Chartg\' nstitute of Professional Secretarial Staff of Nigeria on 7th - 11th

October, 2024.

3 ificate of participation at the 2nd CIPSSON Adeleke University Chapter

@wkshop on 14th May, 2024. Theme: Digital Ergonomics and Office Managers

\/4. Certificate of participation at the 2nd Annual Registry Lecture, Adeleke

University on the 27th February, 2024; Theme: The Future of Work through the

Advancement of Technology in the University System.

5. Certificate of participation at the 1st International Conference of the Faculty of

Communication and Information Science, Lead City University, Ibadan, 12th -

15th February, 2024.
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Signature

The University Compliance Certification

This is to certify that this thesis by Comfort [yabo ADELEKE with matriculation number:

LCU/PG/005240, in the Department of Office and Information Management, Faculty of
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