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Abstract

This study investigated the level of job commitment, workplace conflict management styles,
and organizational support perception among administrative staff in private universities in
Oyo State, Nigeria. A sample of 675 administrative staff members participated in the study,
and data were collected using the Workplace Conflict Management Style, Organisational
Support, and Job Commitment among Administrative Staff Questionnaire
(WCMSOSJCASQ). Descriptive and inferential statistical analyses were conducted to
examine the data. The findings revealed a high level of job commitment among
administrative staff, with a mean score of 3.36 and percentages that ranged from 38.81% to
55.56% across various aspects. Cooperative conflict management styles were p inantly
used, with mean scores ranging from 2.88 to 3.12 and percentages ranging .93% to
45.93%. Organizational support was perceived positively, with mean sc<€}e:é ging from
3.14 to 3.37 and percentages ranging from 38.37% to 46.67%. Howevef, regression analysis
did not find significant combined influence (F = 1.035, p = 0.339) ni xk&ive influence (F =
0.107, p = 0.900) of conflict management styles and organ mal support on job
commitment. The study recommended promoting collaborative ¢ t resolution, enhancing
supervisor support, implementing recognition program % investing in professional
development, and conducting regular employee % surveys to improve job
commitment and organizational effectiveness. This_reSedrch contributed to a deeper
understanding of organizational behaviour in educati institutions and highlights areas for
further exploration in the field of organizational p gy and management.

Keywords: Workplace conflict managemen\é&izaﬁonal support, job commitment

Word Count: 288 5&
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Chapter One

Introduction
1.1 Background to the Study

The commitment and allegiance of an organization’s workforce significantly
impacts its performance and prosperity. The degree of dedication exhibited @kers
towards their work is a critical determinant of the organization's success @ ansion.
The degree to which workers identify and feel a connection to the co@%ey work for
is referred to as their level of job commitment. Employees are. d to work hard to
guarantee the success of the company by this sense of co ent. A worker's alignment
with the company, their psychological commitmenQ@it goals and mission, and their
readiness to be employed by it for a lengthy le@%f time are all examples of their job
commitment!. It shows a person's level @sonal commitment to the group and their
propensity for views that support s?)%b: esiveness. The difference between how much
a person concentrates on .ar&@s a psychological connection to their work and how
much they comprehen @;\hnportance of their own work within that employment is
known as job cg\’ itment?. The driving force behind people taking acts that further

.
particular 0&1§\notivaﬁon. This idea includes a happy and satisfying workplace that is
marked ssion, dedication, and concentrated effort®. Job commitment is defined as an
in(wgl's level of loyalty, dedication, and engagement with their employer or the
organisation to which they are affiliated*. It represents the degree of a worker's sense of
belonging and their readiness to put in time and effort to help the organisation reach its

goals and succeed overall®.



Job commitment has been linked to many positive outcomes for both individuals
and companies. It has been associated with higher job satisfaction, better productivity, a
lower propensity to quit, and a higher level of supportive conduct towards the
organization®. Strong levels of employee commitment are often fostered by organisations
through the use of effective leadership, the implementation of employee engagement
initiatives, the creation of supportive work environments, and the provisio Qh ces
for both personal and professional advancement. Without dedica&ljgployees,
especially administrative specialists in charge of overseeing non g duties within
the university, it may be difficult for educational institutig ,%ecially universities, to
realise their aims and objectives’. An important fact@ e performance of higher
education institutions is the administrative staf] .f@are committed to achieving the
missions, visions, and goals of the institution se of their great institutional expertise,
charm, and zeal®. The experiences that&%ents have at the university are significantly

.
impacted by the dedication of {G%l\mstrative staff members, and fulfilling this role
demands a great deal !)@gﬁon, devotion, sacrifice, and attachment. Devoted
administrative emplo)% ill therefore probably approach their work with comfort and
come up with T@and interesting ways to do their job without continual supervision'’.
®

Job com is essential for individuals as well as the organisation since dedicated
e 1@ foster a positive work atmosphere, increase productivity, allow for flexibility,
and significantly improve customer satisfaction!!. Dedication, initiative, reliability, self-
motivation, a desire for lifelong learning, flexibility, loyalty, organisational citizenship,

timeliness, and work engagement are all positive traits displayed by dedicated employees.

Due to their frequent encounters with children, parents, and other stakeholders,



administrative staff members need to be encouraged to stay committed to their jobs!2.
Employees that are committed are more likely to think creatively, solve problems in
novel ways, work well in teams, encourage one another, and maintain good working
relationships!®. Their alignment also gets greater with the goals, mission, and values of

R

ited by

the university.

There has been a discernible decrease in the degree of dedication
administrative personnel in higher education environments recently. jgrgsdrcher saw a
reduction in the relationship between students and admini staff, which is
indicative of this decline. Numerous students have Voic®rievances over the staff's
impoliteness, indolence, careless demeanour, and di@rd for their responsibilities.
Moreover, it seems that some administrative @Vments are not providing enough
information, which is slowing down woa@ions. Furthermore, in terms of security,
certain accountable administrative e\ ees or security personnel take bribes and fail to
notice when illicit items enter @\csglool, endangering the security of both students and
staff. In a similar vein t@re times when office employees disregard their duties to
students in exchange fOwtips or personal favours. As a result, the organization's standards
are declinin@

Additio it seems like staff members are not working along very well. As a result, in

s becoming harder to meet objectives due to this negligence.

or@gauge employee commitment, this study will look at turnover intentions as well
as initiative and proactivity.

The tendency or desire of an individual to quit their current position and look for
work elsewhere is referred to as turnover intention'#. It is a psychological state that

signifies a person's consideration of or plan to leave their job willingly within a given



time frame's. The intention to leave a job and job commitment are generally negatively
correlated. Employees are generally less likely to plan to leave their jobs when they
demonstrate high levels of job dedication and are happy with their work and the
organization's support!é. The intention of an employee to leave an organisation can be
influenced by a number of reasons, such as job discontent, perceived organisational
unfairness, restricted possibilities for progress, strained relationships with s@so s or

co-workers, inadequate compensation, a lack of work-life balance, and pQor security.

Employee turnover is expected to be higher when certain conditior@het.
Additionally, a sizable percentage of administrative @es lack initiative and
proactivity since they do not feel accountable for ta@ e lead and advancing the
cause!’. They fall short in taking proactive me sw@ avert issues, grab chances, and
control the course of events. In this sense, in e is the capacity to recognise and act
upon possibilities or problems without ﬁ guidance or prompting'®. It entails being
.
proactive, taking the initiative, @ibiting self-motivation'®. When a person shows
initiative, they take respm&' for their work, actively look for ways to improve
processes, and signh@% contribute to the accomplishments of the organisation.
Anticipating %eds or challenges and proactively addressing them before they
become p@e s is what it means to be proactive'®. Being proactive means having an
ou, lo@he future, preparing forward, and taking preventative measures to keep things
running smoothly?®. They take on the duty of identifying potential obstacles, creating
backup plans, and making recommendations for solutions. In order to meet the
institution's educational goals and objectives, it is imperative that school owners, the

government, and other stakeholders carefully investigate any factors that may be linked



to the administrative staff members' apparent lack of commitment to their jobs and

develop strategies to address these problems.

Various researchers have pointed out several factors contributing to the apparent
lack of job commitment among administrative staff members in private universities in
Oyo State. These factors encompass a lack of independence in their work, ina%uate
alignment between their skills and job requirements, insufficient ackno nt and
rewards, ineffective leadership and management, an absence of job"security, and other
related issues. Hence, to the best knowledge of the researcher: Qch study has been
carried out on the influence of workplace conflict mment style, organization

support and job commitment of non-academic staff of private universities in Oyo state.

Therefore, the gap this study tends to fill is to i\&ate influence of workplace conflict
management style, organisational suppon\\@’ga commitment of non-academic staff of

private universities in Oyo state’.\ next paragraph explores workplace conflict

management styles. ’\
R

N\

Conlflict is an@able and enduring aspect of business establishments, arising
from disparit] "Q%e objectives of individual employees and management®!. The
workplace@sembling a smaller version of society, is abundant with circumstances that
gi@rgconﬂict. Disagreements occur at both the individual and group levels, and due
to variations in people's beliefs, interests, attitudes, and aspirations, conflict becomes
inevitable. Conflict is a major problem that has an impact on how well businesses and
their people perform overall?>. When disagreements emerge and are not handled well, it

may give the impression that workers are not devoted to their jobs?}. Conflict that is not



resolved can have negative effects on a university's reputation and cause tension in the
relationships between stakeholders, personnel, and administration. While it might not
always be feasible to completely avoid conflict in a university setting, it can be handled

because a culture marred by disagreements impedes progress and growth.

To effectively address conflict in universities, specific management appro%s or
styles should be adopted. Conflict management entails the process of %ﬂg and
resolving incompatibilities or disagreements stemming from varibys cOnflict-related
issues, such as differences in personality, communication abilitie Qural backgrounds,
and personal experiences?*. It is crucial to recognise that (@ct management styles are
not rigid or unchanging®®. Based on the circumsta@&dividuals have the ability to
adjust their approach and utilise various styles&él dealing with conflict. Successful
conflict management entails comprehendia@\onc's own style, acknowledging the styles of
others, and choosing the most suit?b@e for the specific situation®®. There are several
commonly observed conflict I@qigement styles, including collaboration, competition,

N

compromise, avoidan§®ccommodation. However, for the purpose of this study, the
n

researcher will fo’g

Thenwillingness of both parties to a dispute to make concessions is a necessary

e styles of compromise, avoidance, and collaboration.

co p@ of the compromise style?’. Every arguing party gives up something important
during the dispute resolution process®®. This strategy basically seeks a settlement in
which neither party is clearly victorious or defeated®. A fair and moderate approach to
resolving conflicts is represented by the compromising style, in which both parties give

up something in order to arrive at a compromise that works for everyone. Based on the



ideas that even a minimal amount of collaboration is better than none at all and that
coming to a just solution is preferable to none at all, the compromise style operates?. This
style is commonly employed when the parties involved have moderately important goals,
limited time, and a relatively distant relationship. It can also be beneficial in situations
where both parties possess equal power and there is no clear winner or los r. The
compromising style involves seeking a middle ground and discovering s ns" that
partially satisfy all parties. It necessitates a willingness to sacrifice ce@gerests or
preferences in order to achieve a mutually acceptable agreement. @o misers strive to
S
O

The avoidance style can be described as the{w:gation to evade or suppress a

find a resolution that is fair and well-balanced?!.

conflict*2. Conflict avoidance is a strategy that e@minimising conflict by keeping it at
a minimum level. Through avoidance, @ment can gather sufficient information
about the conflicting issues before’@g decisions. Avoidance is a characteristic that
seeks to prevent the escalatlolz’{\grlevances through violent means, thus exacerbating
situations3. It entails rom or a disregard for the interests of any party involved.
The avoidance st gvolves around evading or overlooking conflicts entirely.
Individuals e@mg this style may avoid direct confrontation, postpone discussions, or
withdra situations in order to prevent or minimise conflicts**. The avoidance style
exwgow levels of assertiveness and cooperativeness, and it is most suitable when the
disagreement is trivial and addressing it would require more time and effort compared to
avoiding it. However, avoidance is generally ineffective in managing most disputes

because it can leave the other party with the perception that you do not care. Moreover, if

conflicts are left unresolved, they can escalate and become more problematic over time™.



Negotiation, dialogue, and consultation between the participants to a
disagreement are all part of the collaboration style*S. Because both sides are in a positive
state of mind, the disputing parties are able to reach a favourable agreement by openly
and cooperatively discussing the disputed topics. The integration of interests of all parties
is emphasised in the problem-solving strategy of collaboration?’. This approach seeks to
achieve a win-win situation by concentrating on finding solutions that are a Q&ous
to all stakeholders. It entails encouraging candid conversation, engaging”in active
listening, and resolving conflicts through cooperation. Collabor@&t‘y to understand
other people’s points of view and work together to find soluti @ benefit both parties.
This method works best when there is a great deal at st en commitment is required,
or when maintaining the relationship is vital. ol}%%tion necessitates a high level of
cooperation, assertiveness, and investment e. It is the approach most likely to

identify the underlying cause of the con %nd satisfy the needs of all parties involved.
o 5\'
Organisational support @&ams to the assistance, structures, and policies put in
place by a company to o@w welfare, growth, and achievement of its staff members?®.
It encompasses different elements that contribute to establishing a nurturing workplace

and enhanci ployee contentment, involvement, and effectiveness. Perceived
organis%§ support refers to an employee's perception of receiving encouragement and
aid»vzart of the organisation®®. Organisational support refers to how employees perceive
their organisation’s appreciation of their contributions and concern for their well-being*’.
It encompasses employees' comprehension of the acknowledgment and assistance

provided by their organisation. Employees desire support from their organisations

because, when they feel supported, they are more likely to utilise their knowledge and



skills to benefit the organisation. Organisational support creates a sense of security for
employees, as it leads them to believe that their organisation is standing behind them.
Consequently, high levels of organisational support can result in increased job
commitment. These forms of support can be provided through various means, including
allowing employees the freedom to express their creativity in their work or offering them
a generous number of vacation days for their well-being or leisure. Addition Qﬁport
from supervisors, rewards, and favourable work conditions are specific aspe¢ts that will

be examined in this study. O

Supervisor support refers to the level of appreci and concern that leaders
demonstrate towards their employees' contributions @%l—being‘“. It has the potential
to result in increased commitment, job satisfacti d motivation among the workforce
within an organisation. This form of supp\\élgﬂs fostering the comfort and welfare of
subordinates. Supervisor support 1§ @d as the perception employees hold regarding
the extent to which their supe%%ars value their contributions and prioritise their well-
being*. In their capaci @fepresentatives of the company, supervisors are essential in
directing and evaludting“workers' job performance. As a result, workers frequently take

.
the criticism @aom their managers to represent the organization's general attitude
towards% . Support from supervisors increases employee commitment by improving
m(MIOH and job satisfaction. Employees who regard their managers as thoughtful role
models are more likely to be more committed than employees who do not share this
perception. In this context, supervisor consideration pertains to the degree to which

supervisors provide assistance, demonstrate amicability and concern, solicit feedback

from subordinates, and recognise their contributions. Supervisors fulfil the role of



educators by providing support to their subordinates. This is a significant responsibility,
as they impart knowledge and guidance to their teams regarding organisational policies,
procedures, and optimal approaches. In some cases, supervisors create educational
resources like handbooks, presentations, or guidelines to facilitate the learning process
for team members. Additionally, supervisor support encompasses acting as a coach,

assisting employees in their career development, and helping them sifﬂ\helr

A reward is a form of acknowledgment or compensati or obtained as a

performance levels by offering feedback and encouragement.

result of someone's efforts, actions, or accomplishments®3. @VGS as a positive outcome
or consequence, aiming to encourage or reinforce p@'c r behaviors or performances.
Rewards can come in different shapes and siz@luding physical objects, monetary
compensation, acknowledgement, comm\K@t’Qn, special benefits, or even personal
feelings of fulfillment and success:* @gre commonly utilised in diverse settings, such
as education, workplaces, pare@g and other domains where motivating individuals to
engage in specific ac sks is crucial. Rewards can be categorised into two types:
intrinsic and extrl %rmsw rewards originate from within oneself when participating
in an act1v1t@mg to personal gratification and a feeling of accomplishment. On the
contrary, nsic rewards come from external origins and are usually concrete or visible

in Me. They can include receiving presents or bonuses as a result of one's actions or

achievements.

Work conditions encompass the physical, social, and psychological aspects of the

workplace that define the environment in which employee’s operate**. These conditions

10



encompass various elements, ranging from the setting in which work is conducted to the
terms and regulations that govern an employee's employment. They encompass factors
such as working hours, the physical surroundings, legal rights, and responsibilities. The
establishment of suitable work conditions is crucial to ensuring a safe and healthy work
environment. Furthermore, work conditions have a significant impact on enhancing
productivity and effectiveness in the workplace®. They play a pivotal role i @in the
overall experience of employees and their ability to perform optimally. Thes¢*Conditions
encompass a range of factors, including the physical environment,ational culture,
management approach, employee benefits, working hours and ‘schedules, workload
management, overtime policies, inclusivity and c@. initiatives, disciplinary
procedures, opportunities for career growth an @ment, and job security, among
others. Hence, this study investigated the in e of workplace conflict management
style, organization support, and job &o}mitment of administrative staff of private
.
universities in Oyo State, Nigeriaxcv\
&
N\

N
1.2 Statemen&@roblem

In the pr niversities of Oyo State, Nigeria, a significant concern arises regarding job
coﬁ&em among administrative staff. This issue manifests through various observable
phenomena, including tardiness, decreased productivity, poor cooperation,
procrastination, frequent absenteeism, and a high intention to leave the job. Moreover,
instances of discord between students and administrative staff on social media platforms

such as Facebook, Twitter, and TikTok have been observed from seven different private

11



universities which include: Ajayi Crowther University, Dominican University, Precious
Cornerstone University, Dominion University, Lead City University, KolaDaisi
University, and Atiba University, portraying a negative image of the schools. These
unresolved issues have attracted public attention, causing apprehension among university
owners, board members, students, and other stakeholders in Oyo State. The potential
repercussions on academic excellence are concerning. These challenges can Qﬁuted
to several factors, including leadership styles, inadequate staff welfare measures, lack of
organizational support, unfavorable working conditions, excessive@ads, inadequate
staff development programs, and ineffective conflict m. @t practices. Despite
extensive research on similar issues in other state@ to no investigation has
specifically examined the influence of w r\@ conflict management styles,
organizational support, and job commitme ong administrative staff in private
universities within Oyo State. To addre \tﬁs gap, this study aims to explore the impact
.
of workplace conflict manageme’{@le and organizational support on job commitment
among administrative staff @%n selected private universities in Oyo State, Nigeria.
N

Q)

1.3 Aim a d&}

jectives of the Study

{/ m of the study is to investigate the influence of Workplace Conflict
Management Style, Organisational Support, and Job Commitment of Administrative Staff

of Private Universities in Oyo State. The objectives of the study were to:

identify the level of job commitment of administrative staff in private universities in Oyo

State.

12



ii.

iii.

1v.

1.4 Research Questions

1.

determine the mostly used workplace conflict management style (compromise, avoidance
and collaboration styles) in private universities in Oyo State.

identify the level of organizational support (supervisor support, rewards and work
conditions) in private universities in Oyo State.

examine the combined influence of workplace conflict management style (compromise,
avoidance and collaboration styles) and organizational support (supervi Q%om
rewards and work conditions) on job commitment of administrative ‘staff“in private
universities in Oyo State. Q

ascertain the relative influence of workplace conflict ma % style (compromise,
avoidance and collaboration styles) and organizatit@s pport (supervisor support,

rewards and work conditions) on job commi%@ administrative staff in private

o \'
What is the level of job commit jministrative staff in private universities in Oyo

State? . AQ

What is the mostly n@%kplace conflict management style (compromise, avoidance

universities in Oyo State.

and collaboratié s) in private universities in Oyo State?
What is %e el of organizational support (supervisor support, rewards and work

condi in private universities in Oyo State?

1.5 Hypotheses

Hol: There will be no significant combined influence of workplace conflict management

style (compromise, avoidance and collaboration styles) and organizational support

13



(supervisor support, rewards and work conditions) on job commitment of administrative

staff in private universities in Oyo State.

Ho2: There will be no significant relative influence of workplace conflict management
style (compromise, avoidance and collaboration styles) and organizational support
(supervisor support, rewards and work conditions) on job commitment of admio%ltive

staff in private universities in Oyo State. OQ
1.6 Significance of the Study é

The research will be published in a reputable jo@, nd the results will be
shared with education stakeholders. This will provide p akers with comprehensive
data regarding the level of commitment of admi%ﬁb% staff, the level of support within
organisations, and the most commonly ¢ ’bstyle for managing workplace conflicts.
Such information will assist poli.cg&ers in developing strategies to improve and

maintain a high level of job 0011@1611'[ among administrative staff members at private

universities located in Oy@x.

Private pg&ity owners in Oyo State will also benefit from the findings of this

N

study, as they\will provide crucial insights into the potential causes behind the low job
commj observed. This is likely to help them channel available resources towards

encoufaging job commitment and sustaining organisational commitment and job

satisfaction among staff.

14



Administrative staff in general will benefit from the findings of this study, as it
will create an opportunity to voice their concerns about the issues that affect their level of

job commitment.

Students will also not be left out as they will benefit from the findings of this

study as well since they are at the receiving end of the educational programme. \

The society at large will equally benefit immensely if the ﬁndings@study are
put into practice, as they will provide information on how jot@n itment will be

achieved and sustained, thereby leading to national develop@t growth.

The study will constitute part of the empiri@@rature, making it a reference
point for future researchers or researchers who&t likely address other variables of
workplace conflict management style, O@aﬁonal support, and job commitment of
administrative staff of private univé s%or would want to replicate the study in another

geographical area. Ultlmately @&tudy will be of great importance to future researchers

as it will add to the e)%u@wrature
1.7 Scope of tx:}g@"

The@ will be limited to private universities in Oyo State geographically. Oyo
Staté\is located in the southwestern part of Nigeria, in West Africa. It is bordered by
several other Nigerian states, including Kwara State to the north, Osun State to the east,
Ogun State to the south, and Ondo State to the west. The landscape of Oyo State is
characterised by a mix of flatlands, rolling hills, and elevated terrain. The southwestern

part of the state is part of the Yoruba Hills, with the terrain gradually sloping downward

15



towards the southeast. The state is crisscrossed by various rivers and streams, including
the Ogun River, Oba River, and Ona River. The climate in Oyo State is tropical, with
distinct wet and dry seasons. The rainy season typically lasts from April to October,
while the dry season spans from November to March. During the rainy season, the state
receives significant amounts of rainfall, which supports agriculture and vegetation growth.
The state capital is Ibadan, which is also the largest city in the state and the Q&agest
city in Nigeria. It has thirty-three local government areas. As of the time of*this study,

Oyo State has seven recognised private universities. Q

Contextually, this study would be limited to job comr@nt of private universities
administrative staff and how it is influenced by wo @e conflict management styles
and organizational support. Workplace conflict %bgement styles indices considered in
this study are compromise, avoidance@ collaboration style. Also organizational

support indices are supervisor suppb%& ards and work conditions.

1.8 Liniitation of the Study

\&g%imitation of this study is that the data collected was quantitative, which limits
the ability to precisely define the extent of work conflict management styles and
organizational support influences administrative staff job commitment. The reliance

on self-reported data through questionnaires may introduce response bias, as

participants may provide socially desirable responses rather than reflecting their true
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perceptions and experiences. This quantitative approach may restrict the various ways
a person can express their beliefs, making the research results context-bound and
reflective of the assumptions made by the researchers. To overcome this limitation,
qualitative methods such as Focus Group Discussions (FDGs) and In-depth
Interviews (IDIs) could have provided a more direct understanding of how
management styles and organizational support influences job commitm Qéﬁring
more profound insights into the underlying mechanisms and individual ¢Xperiences.

By incorporating these qualitative methods, a richer and@ comprehensive

O

Another limitation is that the study focused solely, Qvate universities in Oyo State,

understanding of the topic could have been achieved.

which may restrict the applicability of t@ults to other regions or types of
institutions within Nigeria. Includin institutions could allow for comparison
of job commitment based on Va@ixperience in these distinct institutions. Lastly,
the cross-sectional nature @e study design limits the ability to establish causality
between variables, n®gitudinal studies would be valuable for exploring the long-

term effects of worKplace conflict management styles and organizational support on

[ ]
job comn@t among administrative staff.

1.@onal Definition of Terms
The following terms are defined as they are used in the study.

Administrative Staff: These are individuals who are employed in private universities in

Oyo State to carry out non-teaching duties.

17



Avoidance Style: This can be referred to as the aspiration to withdraw from or suppress a

conflict in private universities, Oyo State.

Collaboration Style: This is the strategy that involves the process of negotiation,

discussion and consultation between the disputing parties in private universities, Oyo

State. Q\

Compromise Style: This refers to the willingness of each conﬂict@:o give up

something in private universities in Oyo State. Q

Initiative and Proactivity: Initiative refers to the ity and willingness of
administrative staff in private universities in Oyo S&Qﬁake the first steps or actions
without being prompted by others. It involves i@rbying opportunities, suggesting new
ideas, and independently starting tasks or‘@::g to contribute positively to a situation or
goal. Proactivity, on the other hand,%e%a step further. It refers to the proactive attitude
of administrative staff in priv%&\mversities in Oyo State in anticipating future needs,

problems, or opport@d taking preemptive actions to address them. Proactive

individuals activel&e ways to make improvements, solve problems, and create value

before issues @

Jo &itment: It involves the level of loyalty, devotion and enthusiasm an
administrative staff shows towards carrying out tasks assigned to him or her in private
universities in Oyo State. It involves being punctual to work, achieving set goals, and
team work, to mention a few. The indices considered in this study include turnover

intention and initiative and proactivity.
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Organisational Support: Organisational support refers to the resources, structures, and
policies provided by private universities in Oyo State to facilitate the well-being,
development, and success of its employees. The indicators in this study are: supervisor

support, rewards and work condition.

Reward: This is something given or received in return for one's efforts, acﬁ&s, or
achievements. It is a positive consequence or outcome that serves as tive to

motivate or reinforce certain behavior or performance in private univ@es, yo State.

O

Supervisor Support: This is the extent to which lea ﬁm their employees’

contributions and care about their well-being in private @ ities, Oyo State.

Q

Turnover Intention: It refers to an administr&taff in private universities in Oyo
State inclination or desire to leave thé\\@‘rent job position and seek employment

elsewhere. It reflects their thoughts® ofnfeelings about quitting their current job in the near
future. Q(O
Workplace Conﬂicﬁ@l?gement Style: This refers to the style used by management
to settle confli T\@jvate universities, Oyo State. The indices considered in this study

are compr@se, avoidance and collaboration style.

Wo\i&onditions: This refers to the physical, social, and psychological features of
private universities, Oyo State. They describe the environment in which employees work,
including the conditions under which work is performed and the performance of the

employee
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Chapter Two

Literature Review
This chapter contains review of related literatures. It was presented in the
following subheadings:
2.1 Conceptual Review
2.1.1 Commitment Q\
2.1.2  Job Commitment Q/O
2.1.2.1 Turnover Intention 6\
2.1.2.2 Initiation and Proactivity %
2.1.3 Workplace Conflict Management Style QO
2.1.3.1 Compromise Style ’bQ
2.1.3.2 Avoidance Style fbb
2.1.3.3 Collaboration Style @
Q

2.1.4 Organisational Support \(_)\

2.1.4.1 Supervisor Support \A@

2.1.4.2 Rewards Q

2.1.4.3 Work C()\ ns

2.2 Th&gﬁ(al Framework

2.2.1 @1 Concern Theory

2.2}/ Social Exchange Theory

23 Review of Empirical Studies

2.3.1 Workplace Conflict Management Styles and Job commitment
2.3.2 Organisational Support and Job Commitment

2.3.3 Rewards and Job Commitment
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2.3.4 Job Satisfaction and Job Commitment
2.3.5 Quality of Work-life and Job Commitment
2.3.6 Work Motivation and Job Commitment
2.3.7 Job Autonomy and Job Commitment

24 Conceptual Framework

2.5  Summary of Literature Reviewed Q\
Endnotes &< O

2.1 Conceptual Review QQ

2.1.1 Commitment
2

The notion of commitment is \@'Aceted and intricate aspect of human
conduct and interactions with other.s,&compasses a person's devotion, allegiance, and
sense of duty to uphold prom&c@\, responsibilities, or objectives despite potential
difficulties, barriers, or te tions to give up'. Commitment is pervasive in various
spheres of life, such Qrsonal relationships, work, individual aspirations, and societal

.
obligations. (Yiébes itates strong determination and willpower, and those lacking
commitm%might struggle to persevere through challenges, leading them to abandon
the@dsz. This dedication often requires individuals to make trade-offs and sacrifices,
possibly giving up immediate gratification or other opportunities to stay devoted to their
commitments?. Additionally, commitment is frequently intertwined with emotional
investment’. Whether in personal or professional realms, emotional involvement can

heighten one's dedication to a cause.
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Commitment is characterised as the level of dedication and obligation an
individual has towards a set of actions, motivating them to take steps accordingly?*. It
involves forming a psychological bond and loyalty towards a specific target, be it an
organisation, cause, or relationship. Commitment entails being willing to bear personal
costs to uphold promises and responsibilities made to others®. It represents a state of
wholehearted dedication and loyalty to a particular course of action or Qﬁften
stemming from an emotional connection®. This dedication aligns an individial's values
and objectives with those of an organisation, leading to increased @&gment and effort.
Despite challenges and setbacks, commitment showcases an indiyidual's persistence and
resilience in staying the course. It necessitates investi , energy, and resources to
achieve collective goals within a group @ Commitment also reflects a
psychological state, indicating an individua ention to maintain a relationship or
remain a member of a group or organisﬂh . It involves believing in and accepting the

.
values, norms, and objectives 0{@?‘ particular entity. Moreover, commitment is the
readiness of an individua&%ake personal sacrifices for the greater good of the

collective. This inte(p@?f personal satisfaction, involvement, and loyalty towards an

organisation @@ﬂgher levels of job performance and reduced turnover.

vel of commitment exhibited by individuals may be impacted by societal
no}!gy cultural values, and peer influence. For instance, certain cultures may highly
prioritise commitment to family and traditions, while others may emphasise individual
pursuits. Although commitment is generally regarded as a positive attribute, it can also
have negative aspects. Excessive dedication to an idea, relationship, or belief without

openness to flexibility can result in stubbornness and an unwillingness to consider
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alternative viewpoints or adapt when needed®. Nonetheless, effective channeling of
commitment can yield favourable outcomes, such as personal development, achievement,
and enduring relationships®. In the workplace, dedicated employees often demonstrate

higher productivity and reliability, contributing to improved organisational performance.

Committed individuals serve as influential role models, inspiring and m@t&\ating
others to persistently pursue their own goals. Such dedication plays a @grole in
guiding individuals to make decisions that align with their lofig-terh objectives.
Moreover, committed individuals display a greater capaci ace and conquer
challenges, leading to enhanced outcomes. In VariOQndeavours, commitment
contributes to heightened productivity and efﬁ@@ yielding positive results.
Furthermore, commitment acts as a stress reli@providing individuals with a clear
sense of purpose and direction in theﬁ\@eavourslo. When devoted to meaningful
pursuits, individuals experience’@?sed personal satisfaction and fulfilment.
Committed individuals demon@e a strong sense of accountability, taking ownership of
their actions and em r@ the consequences''. Additionally, commitment fosters
adaptability and o Q to evolve amidst changing circumstances'?. In the context of

.
group dynam@ommitment to shared values fosters unity and social cohesion. Lastly,
commit ensures the fulfilment of promises and obligations made to others,

rei}&ymg the trust and reliability of committed individuals'?.

Individuals exhibit various forms of commitment simultaneously, encompassing
affective, normative, continuance, temporal, career, social, goal, political, family, and

collective commitment, among others'*. However, in organisational contexts,
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commitment is comm. only delineated into three dimensions: affective, normative, and
continuance. Affective commitment, specifically applied in the study of employee
commitment within organisations, allows researchers and managers to gauge employees'
emotional attachment and enthusiasm towards their jobs and the organisation'>. This
dimension proves valuable in understanding employee engagement, job satisfaction, and
their willingness to go above and beyond for the organisation. On the Q&and,
normative commitment serves primarily to comprehend commitment basgd ofi"a sense of
duty or moral obligation'>. By employing this dimension, or @ns can identify
employees who feel morally obligated to stay committed é they lack emotional
attachment or substantial investments. This form o itment is instrumental in
assessing employee loyalty and conscientio iour. Furthermore, continuance
commitment is frequently employed ‘[KaQ an individual's commitment to an
organisation based on perceived costs x}hwestments associated with leaving'>. It aids
.
in identifying employees who m@el 'trapped" in their jobs due to financial or time
investments rather than ge@gﬁmotional connection'$. By analysing these dimensions

of commitment, org@%ls can gain insights into their employees' motivations and
dedication, tﬁ(&% informed decision-making and fostering a supportive and
committec@r
Z.ﬁ\gﬂ)b Commitment

Job commitment refers to the degree to which workers see themselves as integral

orce.

to their employer's organisation and actively contribute to achieving its goals and
objectives!”. It is characterised by a positive outlook towards the organisation and a sense

of strong accountability'®. Committed employees dedicate their utmost effort and skills to
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their work, striving to excel as top performers. Their focus extends beyond personal
success to the overall success of the organisation. Businesses universally aspire to have
such high-performing individuals on their teams, making it essential to foster and
maintain commitment. Committed employees experience job satisfaction and exhibit a
positive attitude, leading to heightened productivity!®. They willingly assist others, share
their knowledge and expertise, and maintain positive relationships with ﬁues

management, customers, and other stakeholders involved in the organlsat%

Job commitment is a vital attribute highly valued by rs. It signifies the
level of dedication and loyalty an employee holds to both their job and the
organisation they are a part of?!. Committed indl & consistently go above and
beyond to not only meet but surpass expectatlo@wcasmg a strong work ethic and a
willingness to invest the required effo ’qlleve success??. There are several key
dimensions of job commitment @erve emphasis. First, committed employees
demonstrate reliability and co@\ﬁncy in their work?}. They exhibit punctuality, meet
deadlines, and perfor the best of their abilities. By taking ownership and being
accountable, they fosterfrust and confidence among colleagues and superiors. Secondly,
job commltn@ evident in the proactive approach an employee adopts?*. Committed
individ re self-motivated, actively seeking opportunities to contribute to the
org}qyation's overall success. They readily take on additional responsibilities and
willingly exert extra effort to ensure efficiency and effectiveness. Furthermore, job
commitment intertwines with personal growth and continuous learning?’. Committed
employees enthusiastically pursue skill and knowledge enhancement, actively seek

professional development opportunities, and stay abreast of industry trends?.
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Recognising that their personal growth contributes to organisational success, they remain

valuable assets in an ever-evolving business environment?®.

Job commitment refers to the level of emotional connection an employee has with
their job and the organization they are employed by?’. This intricate concept is influenced
by various factors, including the individual's personality, job characteristics % the
prevailing organizational culture?®. The significance of job commj an be
highlighted in several key aspects. Firstly, it has a positive c«elgﬂgn with job
performance?®. Committed employees tend to be more e Q their work and
demonstrate a willingness to go above and beyond their nsibilities. Secondly, job
commitment plays a pivotal role in reducing tm@e rates’. Employees who are
committed to their jobs are less likely to leave, e@’épresented with better opportunities
elsewhere. Lastly, job commitment con&@s to improved organisational morale and
overall productivity®!. When employ€es™feel a strong sense of attachment to their work
and the organisation, it fos%\a positive and motivated atmosphere within the
workplace?!. QQ\A

Job co @1‘[ encompasses the emotional bond an employee forms with their
job and th@ganisation, as well as their sense of duty towards their responsibilities and
their @nen‘t with the organisation's objectives and principles®2. It also entails the
employee's willingness to remain in their current role and their inclination to invest extra
effort and enthusiasm in their duties®. This psychological state is influenced by various
factors, including financial stability and the availability of alternative opportunities®®. It

involves a profound sense of accountability and connection to the organisation's mission
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and vision, fostering a strong sense of belonging and attachment between the individual
and the organisation®*. Additionally, job commitment is reflected in the employee's
positive outlook towards the organisation and their willingness to go beyond the call of
duty for their job®>. It significantly influences the likelihood of an employee staying in
their current position, even when presented with better prospects elsewhx and

underscores the importance they place on their work within the organisation. Q

2.1.2.1 Turnover Intention &QJ

Turnover intention, a potent force in the realm f%nan resources, is an
intangible yet palpable resonance that surges within erloyee’s heart and mind,
pushing and pulling them towards the crossroad o@nuity or departure’®. It embodies
the ethereal interplay of emotions, aspirati{% disillusionment that swirls beneath the
surface of an organisation, akin to an ufsecn tempest that can either foster allegiance or
.
instigate exodus®’. This tempe&@s phenomenon represents the delicate balance
between the magnetic allur@%w horizons and the steadfast anchors of familiarity®3. It
manifests as a restle&@&ing for change or escape, a passionate desire to disengage
from the dail @d seek solace in uncharted waters. Simultaneously, it mirrors the
inherent r%tance to sever the connections that bind one to their current professional
abod ostalgic attachment to memories forged, camaraderie cultivated, and expertise

honed*°.

Turnover intention refers to the contemplation within an employee's mind of
departing from their current employment in pursuit of alternative opportunities*’. This

inclination arises due to various factors that prompt the individual to seek new avenues

33



for their career progression. It signifies the employee's readiness to explore prospects
beyond their present organisation and indicates the likelihood of their resignation within a
specific timeframe*!. This internal decision-making process involves considering factors
such as job dissatisfaction or other elements influencing their desire to leave*?. Turnover
intention represents the seriousness with which an employee contemplates leaving their
current job and engaging in an active search for other employment options*3. Q&ore,
turnover intention encompasses the employee's internal reflections o whether they
should continue or conclude their tenure with the organisation44.®ects the level of

commitment or attachment the employee feels towardt théir current job and the

alignment of their career goals with their present positi

S
Moreover, turnover intention entails the@’ght process an employee undergoes
when contemplating potential job change@’%ghlights the extent to which the idea of
leaving their current job preoccupie’\‘{% mind*®. The evaluation of job satisfaction and
its impact on their future temés an essential aspect of this deliberation. In essence,

N

turnover intention is a of an employee's engagement with the idea of leaving or
N

staying in their 0;1&

[ ]
influence the@ision to consider alternative job options for personal or professional

O
reasonsfb
\F

2.1.2.2 Initiation and Proactivity

sition, taking into account the internal pull or push factors that

Initiation is the pivotal moment of action where one takes the first step towards a
goal, a change, or a new endeavour?’. It marks the inception of progress, signalling the

transformation from mere contemplation to decisive action. It embodies the courage and
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determination to break free from inertia and embark on a journey of growth and
achievement®®. Initiation is a catalyst for personal and collective transformation,
signifying the ability to transcend one's comfort zone and embrace uncertainty®. It is the
spark that ignites innovation, creativity, and progress®°. Just as a single spark can light a
wildfire, initiation has the potential to create a ripple effect, inspiring others to j OXZ and

decisive

contribute to the greater cause. Initiation stands as a beacon of hope and as ion°!. It
encourages us to shatter barriers, overcome doubts, and surmount obstacl&

act signifies our willingness to take responsibility for our dreams, ns, and actions,

N

Initiation encompasses the pivotal act of instigatitg action and commencing the

even when the path ahead may be unclear or challenging.

journey towards change or the attainment ofé@sired objective®?. This endeavour
demands courage to venture into unb@terﬁtories, embracing ambiguity and
uncertainty. It constitutes a moh@s juncture of metamorphosis and personal
development, entailing a resol%&@ommitment to forge ahead along the chosen course.
Such initiation serves SQASpirational force, motivating others to join in pursuit of a
shared purpose. M@) 1, it symbolises the triumph over complacency and indecision,
.
emancipating@tagnation’s grip>?. Initiators conscientiously shoulder accountability
for their es and deeds, thereby opening doors to novel possibilities and opportunities.

The\cymﬁcations of this initiatory act can have far-reaching consequences, resulting in

enduring transformations.

Initiation in the context of an organisation refers to the act of starting or launching

new projects, initiatives, or changes. It involves taking the first steps towards a goal,
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whether it's exploring new markets, introducing innovative products, or implementing
process improvements>>. Initiation is about embracing opportunities for growth and
progress, even if they come with inherent risks and uncertainties. In an organisational
context, initiation is crucial for driving innovation and staying competitive’®.
Organisations that embrace initiation are more likely to adapt to changlng arket

dynamics, seize emerging opportunities, and lead in their respective in @ his
n

might involve launching research and development efforts, explorlng n erships,
or investing in cutting-edge technologies. Moreover, initiation also role in shaping
the company culture’’. Leaders who initiate efforts to foster ‘a,_positive and inclusive
workplace environment can create a sense of purpose a ggement among employees.

Initiating corporate social responsibility initia V% example, can demonstrate the

organisation's commitment to making a positiveMitipact beyond profits.

N

Proactivity is the proactt K forward-looking mindset that empowers
individuals to take charge of t]@&lves and shape their destiny®®. It revolves around the
notion of being proa 1\®ther than reactive, embracing a sense of ownership and
responsibility for one's*Choices and responses to life's challenges>®. Proactivity goes
beyond waitﬁg}r circumstances to dictate outcomes; it involves actively creating
opportumi and influencing events to align with one's goals and values®. It reflects a
kea\yvareness of the power of choice, where individuals consciously decide their

actions based on long-term vision rather than succumbing to short-term impulses.

A proactive individual is driven by a sense of initiative, resourcefulness, and

perseverance®. They anticipate potential obstacles and plan ahead, leveraging their
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strengths to navigate through adversity and find innovative solutions®'. Proactivity breeds
resilience and adaptability, as it empowers individuals to pivot in the face of change,
turning setbacks into opportunities for growth®2. By embodying proactivity, individuals
become architects of their destiny, orchestrating their journey towards success and
fulfilment. This concept emphasises the importance of taking the lead, being solution-

oriented, and actively participating in the unfolding narrative of life, thus unlng ne's

full potential and leaving an indelible mark on the world. &<
Proactivity embodies the strategic approach of foresig icipation, actively

moulding the course of the future. It underscores the@cial aspect of assuming
accountability for one's life and decisions. Proactive @V als are characterised by their
inclination to seek solutions, transcending the&nes of predicaments®. Employing
their strengths and resources astutely, the)@gate towards the realisation of their goals.
Moreover, proactivity cultivates a%;% ility and resilience, enabling individuals to
rebound effectively from setk%&s. It empowers them to assert command over their
destinies, driven by a s@ense of purpose and a far-reaching vision. By taking the
initiative, proactive indiViduals become architects of their lives and careers, eschewing
-

passivity and‘instéad propelling transformative action.

&ctivity in an organisation involves a forward-thinking and anticipatory
approach to challenges and opportunities. It entails taking the initiative to address issues
before they escalate, identifying potential risks, and being responsive to changing
circumstances®. A proactive organisation is one that anticipates future trends and takes

steps to stay ahead of them. In the context of an organisation, proactive behaviour can
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manifest in various ways. For instance, a proactive organisation may conduct regular
market research and customer feedback to identify emerging needs and adapt their
products or services accordingly. Proactive leadership involves setting long-term strategic
goals and consistently monitoring progress towards achieving them®. Furthermore, a
proactive organisation is more likely to invest in employee development and create a
culture that encourages innovation and continuous improvement®. They fost QAﬂing
environment where employees are encouraged to take ownership of their professional
growth and contribute their ideas to the organisation's succ xmactivity in an

organisation also extends to risk management®’. Rather t C mg to crises as they

arise, a proactive organisation implements risk assess@ nd mitigation strategies to

minimise potential disruptions. ; rb

In summary, initiation and proacth@re essential characteristics for a successful
and thriving organisation. By embr&@itiaﬁon, an organisation can be at the forefront
of innovation and adapt to c@ging market conditions. Proactivity ensures that the
organisation stays ag @pates challenges, and continuously improves its operations
and products. Toge ghese concepts create a culture of empowerment and forward-

thinking that @ the organisation's success and sustainability.

2.@-kplace Conflict Management Style

Workplace conflict refers to the disagreement or discord that arises between
individuals or groups within an organisation®. It can result from differences in opinions,
interests, values, or goals, and it may manifest in various forms such as arguments,

tension, competition, or passive-aggressive behaviour®®. Workplace conflicts can occur at
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any level of an organisation, from coworkers on the same team to managers and their
subordinates. Workplace conflict can arise due to various factors, including divergent
communication approaches leading to misunderstandings and misinterpretations,
discrepant objectives among individuals or departments causing friction, competition for
limited resources such as budgets or promotions triggering conflicts, clashes arising from
incompatible personalities or work styles, disputes over authority, control, éion-
making escalating into conflict, uncertainty and resistance stemmi m major
organisational changes like restructuring or layoffs, as well as feelunfair treatment

or favouritism leading to resentment and conflict.

O
Thus, workplace conflict management encompasses %&ematic process of identifying,
addressing, and resolving disputes or disagre%"bs that arise among individuals or
groups within an organisation®. The cenﬁ{@ﬁctive of conflict management is to foster
a positive and harmonious w vironment while simultaneously enhancing
productivity and sustaining héhy working relationships. The primary goal of this
practise is to mitigz@erse impact of conflicts on productivity, morale, and
interpersonal dynamics;” thereby cultivating a healthy and constructive workplace
.
atmosphere. @place conflict management involves employing various strategies and
techniq% andle conflicts constructively, aiming to minimise negative consequences
ana\n&i positive working relationships’. This proactive approach allows organisations

to anticipate, address, and mitigate conflicts, thereby fostering a cohesive and

collaborative atmosphere’!.
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Effectively managing workplace conflicts necessitates recognising their existence and
gaining an understanding of their underlying causes and origins’?. Timely identification
of conflicts allows for prompt intervention, preventing them from escalating and causing
further disruption”. An essential aspect of this process involves encouraging open and
transparent communication among all parties involved. This approach allows employees
to express their concerns, interests, and perspectives while also promoting a %’n

and mutual comprehension. Also, promoting a collaborative appro CQ conflict
resolution is a core aspect of conflict management’®. This 1nvolv®i ing conflicting
parties together to seek mutually agreeable solutions and 1 1ng shared goals and
interests. Problem-solving techniques are integral to thl@c ss, encompassing thorough
analysis of the issues at hand, exploration of ty@solu‘uons, and evaluation of the
consequences of different actions”. In situ where direct communication proves
challenging, the utilisation of neutral \e!iators can facilitate discussions and aid in

finding common ground. These @tors serve as intermediaries, guiding the conflict

resolution process’® AQ

Hence, workplace ﬁt management styles encompass various methods individuals
employ to ha@nd resolve conflicts, which can differ based on their communication
prefere nd approaches to problem-solving”’. These styles cover a range of
bewurs, from assertive and collaborative to passive or aggressive, each carrying
unique consequences for conflict resolution outcomes. In the workplace, conflict
management styles may include accommodating, where one party yields to the other's
preferences, or compromising, where both parties seek a middle-ground solution’.

Additionally, they may involve avoiding, where individuals withdraw from conflict or
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confrontational situations, and collaborating, where parties work together to find
mutually beneficial resolutions’®. Competing is another style, where one party
aggressively pursues their interests, and compromising involves both parties making
concessions to reach a resolution’®. These conflict management styles are influenced by
an individual's personality, cultural background, and past experiences”. Some people
may prefer a confrontational approach, openly addressing conflicts head-on, %hers
may adopt an accommodating style, prioritising relationship maintenance®. ability to
adapt and use different conflict management approaches is vital, @i@ring the nature
and seriousness of conflicts and the parties involved. It self-awareness and
emotional intelligence to recognise one's default con@ anagement tendencies and
their impact on others. Furthermore, an organi %Qulture and leadership can shape
prevailing attitudes and approaches to con esolution among employees, further
i?yles

influencing workplace conflict manage&

\BQ
(5&

\;&npromlse Style

The compromise conflict management style, also known as the "middle ground"
approach, is a method of resolving conflicts that involves finding a mutually acceptable
solution through negotiation and concessions from both parties®. In this style, each party

involved in the conflict willingly gives up some of their demands and preferences to

41



reach a resolution that partially satisfies both sides®’. The compromise conflict
management style aims to strike a balance between their desires and demands, resulting
in a win-win resolution where both parties achieve some level of satisfaction and
benefit’?. This concessionary strategy requires exchanging compromises, and through
collaborative bargaining, parties work towards an agreement that accommodates yarious
viewpoints. Mediated agreements, facilitated by neutral third parties, ca Q& the
process, leading to a pragmatic reconciliation that addresses the essential ¢oncerns of
both parties without pursuing an idealised solution. Ultimately, thach emphasises

practicality, open communication, and active listening to 66 balanced resolution

and maintain relationships between the involved partiesQ

QO

The compromise conflict management style % ies key characteristics that foster
effective resolution. It revolves around @oration urging parties to engage in open
communication and active hstenm ring a comprehensive understanding of each
other's perspectives and needs@&{lemblhty is vital as participants willingly adapt their
positions, embracing Ve solutions instead of clinging to rigid demands. The
compromise approa h ¢ntails trade-offs where both sides relinquish some interests to
reach a midd S promoting a win-win mentality that benefits both parties to some
extent® atism underscores the recognition that perfection is not always attainable,
dri the pursuit of balanced outcomes. Importantly, preserving relationships is
paramount, aiming to avoid exacerbating conflicts further. Yet, successfully achieving
compromise demands substantial time, patience, and effort while both sides navigate
their differences through negotiation. Nonetheless, it's worth noting that while

compromise proves effective in numerous situations, it might not always be optimal®.
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Non-negotiable issues or contexts necessitating more assertive conflict management
methods might arise®®. The appropriateness of each conflict management style hinges on

a meticulous consideration of the unique circumstances at hand.

2.1.3.2 Avoidance Style

%tem

7. Tt is a

The Avoidance Style refers to a psychological coping mechanism or behavi
that individuals adopt to deal with stress, anxiety, or uncomfortable sit@
defence mechanism where a person tries to escape or dist@ emselves from
challenging or distressing experiences rather than con r@ or addressing them
directly®®. In this style, individuals tend to avoid cox@ta 1on, difficult emotions, or
challenging tasks, often preferring to retreat O@ential sources of discomfort or
conflict. They may do so by physically Q]& certain places or people, emotionally
distancing themselves from difficult &Qﬁgs, or mentally suppressing thoughts or

R
memories that cause distress®’. CO\
)

Avoidance Style refer t@unhealthy coping mechanism adopted by individuals who
distance themselvﬁ% social interactions, preferring isolation to evade potential
.
conflicts orQ:.r}c"\;sms”. This coping strategy involves postponing tasks and
responsibplities to escape the associated stressors and is characterised by the act of
su;bsysmg unwanted thoughts and emotions to avoid feelings of vulnerability or
discomfort. Additionally, it encompasses a psychological tendency to avoid confronting
and processing past traumas or distressing memories®'. Instead, individuals with an

Avoidance Style distract themselves with activities, substances, or hobbies as a means of

evading underlying emotional issues®?. Unfortunately, this approach can contribute to the
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persistence of anxiety disorders, such as agoraphobia or specific phobias, as individuals

go to great lengths to avoid triggering stimuli.

Avoidance Style can manifest in various aspects of a person's life, such as interpersonal
relationships, work or academic responsibilities, and even personal growth and
development. While avoidance can provide temporary relief from stress or anxmgxover
time, it may hinder emotional growth and prevent individuals from 1 0 cope
effectively with life's challenges®. It's essential to recognise that awéidanc€ is a normal
and natural response to some degree, as we all enco tuations that are
overwhelming or uncomfortable. However, when avoidancomes a predominant and
inflexible coping strategy, it can lead to negative co &nces in the long run, such as
increased anxiety, reduced self-esteem, and mis%’gportunities for personal growth and
resolution of issues®®. Therapeutic intelﬁ\\@m and support can help individuals with
Avoidance styles gradually face ah@ ess their fears or anxieties, enabling them to

develop healthier coping mech@h‘m and better overall emotional well-being.
2.1.3.3 Collaboratiofs@?

Collaboratior@ essential aspect of workplace conflict management, emphasising joint
effort awb peration to address and resolve conflicts effectively. In the collaborative
CON management style, conflicting parties actively engage in open communication,
sharing perspectives, and seeking common ground to reach consensus®. This style fosters
a cooperative environment where individuals pool their resources and expertise to tackle
conflicts, ultimately promoting teamwork and harmony. It prioritises relationship

building and aims to strengthen trust and rapport between conflicting parties®.
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Collaboration seeks win-win outcomes, ensuring that both parties' needs and interests are
addressed and satisfied’’. This conflict management style involves actively listening to
opposing viewpoints, valuing diverse perspectives, and using them to craft innovative
solutions®®. Conflicts are approached as opportunities for growth and learning,

encouraging creativity and problem-solving.

S\
Collaboration values shared responsibility, encouraging all involved 0 take
ownership of the conflict resolution process”. It often involve&g{oming and
leveraging collective wisdom to explore a wide range of potenti tions'®. Through
collaboration, individuals or teams jointly assess the impac@otential solutions on each
other and the organisation as a whole. This style fost@a pportive and non-judgmental
environment where ideas are freely expressed v@’@ fear of criticism'®!. Collaboration
encourages compromise and flexibility, @ng a give-and-take approach to find a
middle ground and meet each paﬁ@erests. It promotes constructive feedback and
constructive criticism, enhan@ the quality of conflict resolution outcomes. In

1 in the conflict work together to implement agreed-upon

collaboration, parties
solutions, ensurir@tment to their success!?2.
.
N\

Collabora% in conflict management requires an open mindset and the willingness to
ex%@rbw perspectives and possibilities to address conflicts'®. It emphasises the
importance of recognising and valuing shared goals and common interests among
conflicting parties. Through collaboration, conflicts are transformed into opportunities to

enhance collaboration skills and foster a positive work environment'*, Collaboration

empowers employees by involving them in decision-making processes, leading to
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increased job satisfaction and engagement!®. Rooted in empathy and understanding, it
encourages acknowledging each other's emotions and concerns. In summary,
collaboration is a powerful conflict management style that seeks to create harmonious

working relationships, foster creativity, and achieve mutually beneficial outcomes for all

2.1.4 Organisational Support : OQ

Organisational support is a multifaceted concept that encompasses@xetent to which an

involved parties.

organisation provides resources, assistance, and recognition to\its members, fostering

their well-being, job satisfaction, and productivit ‘Q represents the perceived

availability and adequacy of tangible and intan ib&b%port offered by the organization
to its employees, reflecting the degree to wh&ir contributions are valued and their
needs are addressed'’’. This suppo ées beyond mere material provisions and
.
encompasses emotional and psy& ical assistance, demonstrating the organisation's
commitment to its ernployee\@%cess and development'®. Organisational support plays
a crucial role in inﬂu&@%mployee attitudes, motivation, and loyalty, contributing to a
positive wor ‘%’%ment, and enhancing overall job engagement!”. The concept
underscor@e importance of a supportive organisational culture where employees feel
va ue@ed for, and encouraged to reach their full potential, leading to improved

performance and retention rates'!”.

Organisational support encompasses a wide range of activities designed to nurture and
uplift employees in the workplace. It involves providing essential resources, recognising

and appreciating their efforts, and maintaining open lines of communication'!!,
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Additionally, ensuring job security and treating employees fairly and equitably contribute
to a supportive environment'!'2, Supporting work-life balance, fostering career
development opportunities, and offering flexible work arrangements demonstrate care for
employees' personal and professional growth!!'>. Empowering employees to make
decisions, promoting social support among colleagues, and providing comprehensive
benefits underline the organisation's commitment to its workforce. Qﬁtive
performance feedback, an inclusive culture, and workload management furth€f reinforce
the sense of support!'*. A safe and comfortable work environt‘@fﬁcient conflict
resolution, and access to employee assistance programmes showgase concern for overall

well-being. Empathetic leadership, opportunities for ee input, and transparent

policies together create an atmosphere of tués@ commitment to organisational

®%

Organisational support offers a m @beneﬁts that have a profound impact on both

support! !>,

employees and the overall suc%%s of the organisation. Employees who feel supported

experience higher leve @b satisfaction and improved well-being, leading to reduced

stress and better mental*and physical health!'®. This supportive environment also fosters
[ ]

greater empl%s\engagement, commitment, and loyalty, resulting in higher retention

rates amb uced turnover costs''®. As employees perceive that their organisation

ger%&/ cares about their needs and values their contributions, they become more

motivated, productive, and innovative in their roles'%®

. A positive organizational culture
emerges, characterized by teamwork, collaboration, and a sense of camaraderie. This

positive reputation as an employer of choice further enhances the organisation's ability to

attract top talent and retain high-performing employees. Moreover, the supportive work
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environment promotes effective conflict resolution and reduces absenteeism, leading to a
more resilient and agile organisation capable of navigating challenges and changes. In
essence, organisational support serves as the cornerstone of a thriving workplace,

fostering productivity, employee well-being, and long-term organisational success.

2.1.4.1 Supervisor Support Q\

Supervisor support involves the guidance, assistance, and provision o@ces by a
supervisor to their subordinates, aiming to achieve indivic@ d team goals
effectively!'’. It includes actively listening to employees' concerns, offering emotional
encouragement, and recognising their achievement Qoost well-being and job
satisfaction. Supervisor support promotes qrb% balance by accommodating
reasonable arrangements and advocating ft loyees' professional growth through
mentoring and career advancement ogg%nities”s. Open communication channels are
.
facilitated, conflicts are resolve&@s teamwork is fostered to maintain a harmonious
work environment!"®. Superyisofs commit to clarifying roles, delegating tasks, and
empowering employé%%e providing guidance and coaching to enhance their skills
and performa P’\\'ﬁtey create a safe and inclusive space, offer constructive feedback,
and remai@:cessible to address concerns. Addressing employee burnout and stress is
pr%@ aligning individual goals with organisational objectives. Supervisor support
encourages employee participation in decision-making, fosters a culture of continuous
learning, and aims to create a positive work environment that fosters engagement and

loyalty'?!.
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Supervisory support encompasses a comprehensive range of actions aimed at cultivating
a positive and productive work environment!??. This support involves providing
emotional backing and demonstrating empathy while addressing employees' concerns
with careful attention!?3. Effective communication is central to this approach, as
supervisors proficiently deliver clear instructions and constructive feedback, fostering an
environment of open dialogue. Additionally, supervisors bolster morale an Q%ﬁon
by recognising and praising employees' accomplishments. They actively ifivVest in the
growth of their team by offering ample development opportunities@xcampioning their
interests within the organisation. A keen awareness of work-li lance drives them to
establish a flexible work environment. Moreover, supe@r prioritise problem-solving,

collaborating closely with their teams to id&ﬁ@olutions and extend necessary

assistance!?*. The foundation of trust and resﬁb rther nurtures an atmosphere where

employees feel comfortable approachi@ir supervisors!?. Ultimately, this supportive
°

framework emphasises empow@', granting employees autonomy and decision-

making authority in their rt)\.Q

2.1.4.2 Rewards

A rewardAin its essence, signifies a positive outcome or benefit bestowed upon
in@g in recognition of their efforts, achievements, or desirable behaviours'?®. It
serves as a form of appreciation and motivation, encouraging the repetition of certain
actions or behaviours deemed favourable. In economic contexts, rewards take the form of
payment or compensation for services rendered or work completed. Furthermore, rewards

extend beyond the realm of tangible goods, encompassing intangible elements like praise
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and recognition'?’. In psychology, they are considered reinforcing stimuli, reinforcing
behaviours, and actions that are deemed desirable by the giver'?®. Reward systems are
often utilised in various fields, including education, business, and criminal justice, to
incentivize and foster positive outcomes. From an ethical perspective, rewards may be
viewed as moral reinforcements for ethical conduct, while in spirituality, they may be
seen as blessings or positive outcomes granted by a higher power!?. Ultima Q&ards
offer a sense of personal fulfilment and contentment, both as a result ofigoal*attainment

and the appreciation received for one's contributions!*. O

Rewards encompass a diverse range of types, characterize@their nature, purpose, and
contextual application. Among the prominent cate@@are tangible rewards, which
include physical items like money and gifts, and@fhgible rewards, such as verbal praise
and recognition'!. Incentive rewards@ as motivators to encourage specific
behaviours tied to performance or 3&&' ent targets, while performance-based rewards
directly recognise exception@&ccomplishmems. Recognition rewards focus on
appreciating individual @n efforts, while financial rewards, like bonuses and profit-
sharing, act as inc és for exceptional performance. Non-financial rewards, like
.
flexible WO@MS and training opportunities, offer benefits beyond monetary
compen: . Intrinsic rewards derive from personal satisfaction and enjoyment in the
taswgf, while extrinsic rewards, bestowed by others, reinforce desired behaviours.
Social rewards involve recognition and admiration from peers, while promotion rewards
signify career advancement based on competence and dedication. Commission-based

rewards are common in sales roles, and loyalty rewards encourage customer retention

through exclusive privileges. Group rewards celebrate collective achievements; spot
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rewards provide immediate recognition for exceptional efforts; and long-term rewards
offer delayed gratification, such as retirement benefits. Time-off rewards grant additional
paid time off for meeting milestones or targets. Gift cards and vouchers afford flexible
rewards, and recognition events publicly honour outstanding contributors. Skill
development rewards support employee growth through training and mentorship

ﬁhster

opportunities. By combining and customising these reward types, organisatio Q

a positive and productive environment tailored to individual and team needs afd goals!.

2.1.4.3 Work Conditions Q 3

Work conditions, commonly referre %§ the environment and circumstances

within which individuals perform their %tasks, encompass a range of crucial factors
.

impacting employee well-being\g\productivity in the workplace!®. These factors
include the physical aspectsi.&%work environment, such as lighting, temperature, noise
levels, and air qualit?@%ll as safety measures and protocols implemented to prevent
accidents and j @Additionally, work conditions entail the availability and suitability
of tools, e@ment, and resources necessary to execute job responsibilities effectively'**.
B OQ’QG physical realm, work conditions encompass social and psychological
elements, such as the level of autonomy, decision-making authority, and opportunities for
career growth. Furthermore, work conditions are influenced by the organization's culture,

135

management practices, and communication channels Employee satisfaction,

motivation, and overall job performance are strongly linked to favourable work
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conditions. By promoting a supportive and positive work environment that complies with
labour laws and ensures fairness, organisations can enhance employee well-being and

productivity, ultimately contributing to their overall success and growth!3,

Work conditions encompass a diverse array of characteristics that define the environment
in which individuals conduct their job tasks, profoundly influencing employee wellybeing,
job satisfaction, and overall productivity'*’. Equally important are safety e@ , which
mitigate the risk of workplace accidents and injuries while safs lg(g employee
welfare!3%. Access to appropriate resources, tools, and equip lees employees to
efficiently perform their duties. Moreover, the level of load and time pressures,
along with job flexibility and communication chan@&gniﬁcantly impact employee
stress levels and organisational efficiency!'*°. @’mg adequate training and support
fosters skill development and empowers @yees to excel in their roles, while offering
autonomy and decision-making aut@can bolster motivation and job satisfaction'.
Collaborative work env1r0nm61®&cﬂitate teamwork and innovation, while opportunities
for career growth and @Ve organisational culture contribute to employee retention

and engagement140

tionally, a balanced work-life dynamic, inclusivity, diversity,
recognition, @H treatment all contribute to an environment that nurtures employee
Well—bei% d performance. Access to physical amenities and support systems further
enwzs overall work conditions, and adherence to labour laws ensures that employees'
rights are respected and protected. By optimising these various characteristics,

organisations can cultivate a positive and thriving work environment that drives success

and fulfilment for both employees and the organisation as a whole.
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2.2 Theoretical Frame work

2.2.1 Dual Concern Theory

Dual Concern Theory offers a comprehensive framework for understanding and
analysing conflict resolution strategies. The theory postulates that individuals approach
conflicts with two primary concerns: concern for themselves (assertiveness) and concern
for others (cooperativeness) '4!. These two dimensions give rise to \Q%ﬂict
management styles: competing, collaborating, compromising, @glg, and
accommodating. When applied to the study workplace conﬂ@zagemen‘t style,
organisational support and job commitment among ad 'I$211Ve staff in private
universities in Oyo State, dual concern theory can provi@r ust theoretical foundation.
The theory's emphasis on the balance between eh’b%'est and cooperation aligns with
the study's focus on influence of conflict m ment styles (compromise, avoidance,

\S
collaboration) and organisational support (supervisor support, rewards, and work
.
conditions) on job commitment. {@heory’s framework can help interpret how different

combinations of conflict® @%ement and organisational support strategies impact

employees' commitmb@) heir roles. Moreover, the theory's cultural sensitivity makes it

relevant to a %@@context, where collectivism and hierarchical structures often play a
\

vital role 6

ilh@ghe intricate interplay between conflict management styles and organisational

place dynamics'#!. By utilising Dual Concern Theory, the study can

support mechanisms and their implications for enhancing job commitment among

administrative staff in private universities in Oyo State, Nigeria.
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2.2.2 Social Exchange Theory

Social Exchange Theory (SET) posits that individuals engage in social interactions with
the expectation of maximising rewards and minimising costs'¥?. This theoretical
framework emphasises the dynamics of give-and-take in relationships and serves as a
lens to understand human behaviour in various contexts, including the workplace'*.
Applied to the study titled Workplace Conflict Management Style, 1 ational
Support, and Job Commitment among Administrative Staff in Privata@%ﬁities in Oyo
State, Nigeria," SET provides valuable insights into how differe flict management
styles (compromise, avoidance, and collaboration) and isational support factors
(supervisor support, rewards, and work conditions) @ pact job commitment among
administrative staff. In this study, the theoretica@of SET enables a nuanced analysis
of how individuals evaluate their Workpla\c\@periences based on perceived rewards and
costs. Conflict management styles'%& affect how employees perceive the fairness
and equity of interactions with@helr organisation. The compromise style might lead to
moderate rewards due c@&lanced approach, while avoidance may create uncertainty
and potential dissa 'Qon, resulting in higher costs. Collaboration, in contrast, can

foster pOSitiVQOj\al exchanges, potentially yielding greater rewards in terms of personal

growth, ced relationships, and problem-solving.
Furthermore, organisational support factors play a pivotal role in the SET framework.
Supervisory support can cultivate a supportive and nurturing environment, enhancing

perceived rewards and reducing perceived costs associated with conflicts. Rewards, such

as recognition and compensation, contribute to the overall assessment of the workplace
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exchange. Favourable work conditions also influence the perceived balance between
rewards and costs, impacting employees' commitment to their jobs. Applying SET to the
context of administrative staff in private universities in Oyo State, Nigeria, offers a
valuable perspective on how interpersonal dynamics and organisational factors influence
job commitment. This theory underscores that employees are likely to be more
committed when they perceive a favourable exchange, receiving adequate re %hile
experiencing minimal costs!#?. As private universities seek to retai@ motivate

administrative staff, understanding the interplay between conflict @emen‘[ styles and

organisational support becomes crucial for fostering a pofi@vrk environment and

ultimately enhancing job commitment. By utilising SE eoretical framework, this
study can uncover valuable insights to info f@%gies for enhancing workplace

dynamics, conflict resolution, and overall em well-being.

N
23 Review of EmpiFical Studies
o\\'

2.3.1 WEkghle Conflict Management Styles and Job commitment

\;égﬂicts are disagreements, clashes, or struggles that arise when individuals,
groups, or entities have opposing interests, needs, goals, values, or perspectives®®. It's a
natural and inevitable part of human interactions and can occur on various scales, from

personal relationships to international diplomacy. On the other hand, workplace conflict

management styles are different approaches that individuals or organisations adopt to
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address and resolve conflicts that arise within the work environment”™. These styles
provide a framework for understanding how conflicts are handled and how decisions are
made to achieve resolutions. A research investigation was conducted to analyse the
influence of conflicts arising in industries and their subsequent handling on the dedication
of workers to their jobs and their optimal productivity within state-owned universities
located in Ogun State, Nigeria'**. The study aimed to determine the connec 'Q&een
industrial conflicts and their management and workers' commitment to| theit“roles and
their ability to achieve optimal productivity within these unive@s 4. The research
employed a survey-based approach and selected a sample f%employees from two
state-owned universities: Olabisi Onabanjo Universit ng-lwoye and Tai Solarin
University in [jagun, Ijebu-Ode. The sample e c@sed 75 academic staff members
and 75 non-teaching staff members. The Ralﬁb§b Conflict Inventory (ROC-I-II) was
adapted to gather data. The collected %were subjected to regression analysis. The
outcomes of the analysis revee@hat both industrial conflict and its management
significantly impacted the‘l,@f commitment exhibited by workers in the state-owned
universities within Og@&te (B=.565; B=.687; t=17.023; p<0.05)'*. Furthermore, the
management i;\f{q ial conflict had a substantial effect on the optimal productivity of
workers in‘thes€ universities (f=.594; p=.798; t=23.800; p<0.05)'*. From the findings, it
ca b@:luded that both the existence of industrial conflicts and the effectiveness of
their management play crucial roles in determining workers' commitment to their jobs
and their capacity to achieve optimal productivity'#*. The research revealed a deficiency

in the approach adopted by university administrations and government bodies responsible

for addressing industrial conflicts within these state-owned institutions. These entities
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have not fully embraced the concept of utilizing suitable strategies for managing
industrial conflicts when seeking resolutions. In light of these findings, recommendations
were put forth. The study proposed that the Ogun State Government, as the overseeing
authority of these universities, should take active measures to ensure that the universities
are administered in a manner that fosters harmonious industrial relations. By d(){ng S0,

these universities can fulfil their intended role as centres of excellence.

Similarly, another research explored the impact of various o@&{nanagement
strategies, including avoidance, dominance, compromise, obligihgs=dnd integration, on
the commitment of faculty members in specific publi@iversities located in the
southwestern region of Nigeria!®’. The analysis was\confucted using Smart PLS 3.0,
focusing on 416 completed questionnaires, Whif&esented an 83% response rate. The
results clearly indicate that conflict mana@nt approaches like avoidance, dominance,
compromise, obliging, and integrati% ve a significant effect on commitment'4>. The
study suggests that academlc %&f in different universities should promote the use of
compromise, integrat obhglng conflict management strategies to enhance their
involvement in con &solutlon processes!®. In light of the findings, it is advised that
both academl®f and university management should always take into consideration the
emotiorwb sentiments of all parties involved during conflict resolution. This
emwgic approach is crucial for satisfying all affected parties. Additionally, it is
recommended that conflicting parties maintain an open-minded attitude and a willingness
to actively listen to each other'*. This collaborative approach ensures that the most
effective and logical conclusions are reached during conflict resolution. Furthermore,

universities should provide training in various conflict management techniques, enabling
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employees to select the most suitable approach when confronted with conflicts,
particularly interpersonal ones. This education will empower employees to handle

conflicts more effectively.

Furthermore, another study aims to explore the connection between conflict
management and employee commitment among academic staff at speciﬁs%lblic
universities in the South East!#6. The research utilised a survey approach, :t)ying a

questionnaire to gather data. The total study population was 460, a chosen sample
size of 210 determined through the Krejcie and Morgan ¢ An analysis was
conducted on 190 completed questionnaires. The resear@ted the hypothesis using
Pearson's Product Moment Correlation Coefficient @90 level of significance!*. The

results indicated a substantial and positive corre etween emotional intelligence and
employee commitment, with a correlatidf\\@’gcient of 0.871 (r = 0.871, p < 0.05)'4,
Furthermore, the study found a®gignificant and positive relationship between the
integrating conflict managem%’&tyle and employee commitment, with a correlation

N\

coefficient of 0.902 ($§, p < 0.05)', Consequently, the study concluded that both

the approach use;i\t&ha

have an impact ofr the speed and effectiveness of conflict resolution'*®. Based on these

le conflicts and the emotional state of the individuals involved

finding mmendations were made, including the suggestion that academic staff in
the\weyed universities should consider the emotions of others while resolving conflicts.
It was also advised that those in conflict should maintain an open-minded approach and
be willing to listen to the opposing party to make rational and optimal decisions during
conflict management. Additionally, the study suggested the importance of regulating

emotions to enhance sensitivity towards certain issues.
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2.3.2 Organisational Support and Job Commitment

Organisational support refers to the perception that employees have regarding the
extent to which their organisation values their contributions, cares about their well-being,
and provides the necessary resources and assistance for them to perform their roles

effectively'¥

. It encompasses the overall level of assistance, encouragemeq\ and
consideration that employees believe they receive from their organisati @Qesearch
investigation was conducted to explore how the perceived support fu&th organisation
influences the level of commitment exhibited by empl Q selected private
universities in Southeast Nigeria'4’. The research utilise@escriptive cross-sectional
survey approach. A total of 250 employees VOll&l took part in the study by
responding to a questionnaire administered thr Google Forms. The collected data
were then processed using the SPSS softe@)ackage. The analysis involved descriptive
statistics and a simple linear regt@ model to ascertain the impact of perceived
organisational support on em s' commitment to their work. The study's findings,
with an R-squared v \@f 0.019, indicated that a negative perception regarding
organisational support “prevailed among respondents in the private universities'.
.
Additionally,@esearch revealed that a significant portion of employees within these
instituti cked commitment to their jobs, and this lack of commitment was linked to
the}syrception of organisational support!4’. Consequently, the study recommended that
management in private universities in Southeast Nigeria implement democratic principles
to foster greater employee engagement and openness, enabling them to voice their

concerns and challenges more freely'+’.
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2.3.3 Rewards and Job Commitment

A reward is something given or received in return for a person's effort,
achievement, or behavior. It is a form of positive reinforcement that is intended to

148

encourage and motivate certain actions or behaviors'*®. Rewards can take various forms,

and they play a crucial role in shaping human behavior and decision—makin§ study
1

examined reward mechanisms as predictors of teacher job commitment senior
secondary schools in Rivers State, Nigeria in contrast to this study w&gﬂnine the job
commitment of administrative staff in Oyo State!*3. The resear yed a correlation-
based survey design, focusing on the teaching community. included 6,893 educators
from 291 public senior secondary schools in Rivers %gfhe selected sample size was
1,378 teachers, which represented 20% of the&population”s. To gather data, two
questionnaires were utilised: the Rewar&\\@’gnisms Scale (RMS) and the Teachers’
Commitment Scale (TCS). Thesé@ ments were rigorously validated, and their
reliability was confirmed usin c%ach’s alpha, resulting in coefficients of 0.80 for the
Reward Mechanism S l@d 0.87 for the Teachers’ Commitment Scale'*. The results
of the study indicated that factors such as promotions, maintaining a balance between
N
work and e@ life, and adequate compensation had a minimal predictive influence
(5.5%, O and 1.4%, respectively) on teachers' commitment in public senior secondary
scw in Rivers State!*. In light of these findings, the study recommended several
actions. Firstly, governmental bodies should ensure timely promotions for teachers to

t148

enhance their commitment'*. Additionally, both federal and state governments, in

collaboration with relevant agencies, should establish regulations aimed at enhancing
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teachers' work-life balance'*®. If such regulations are already in place, concerted efforts

should be made to effectively implement them and foster a healthy work-life equilibrium.

A similar study examined the relationship between non-financial rewards and
teachers job commitment in the educational sector in Ogun State, Nigeria!#. A survey
was executed targeting educators in public secondary schools with the inta%l of
exploring the connection between non-monetary incentives (such as pr , study
leave, sponsorship, and the provision of long service awards) an&ac ers' level of
commitment to their jobs!'*’. A subset of 750 full-time teacher: sen for the study.
From the three senatorial districts of Ogun State, thirty s @~ were chosen at random.
Employing a structured questionnaire, data was gathﬁd socio-demographic attributes
and the various types of non-financial reward&@ssible to public secondary school
teachers in Ogun State. The rate of resp@to the survey reached 90.2%'°. Utilising
Pearson's Product Moment Correla@n assessment was conducted to scrutinise the
relationship between non- ﬁna@rewards and teachers' commitment to their jobs. The
findings revealed a r @mk between non-financial rewards and the level of job

d by teachers in public secondary schools across the state'*.

commitment demo %
Consequentl@ advised that the government and other pertinent stakeholders within
the edu% sector ensure the provision of adequate non-financial rewards as a means of

apl}wgnately recognising and incentivizing teachers'#

Furthermore, another research work sought to find out the effect of financial
rewards on the commitment of employees in Nigerian Public Universities, in addition to

the relationship existing between non-financial rewards and employees’ commitment in
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Nigerian Public Universities'*°. The University of Lagos was selected as the research site
for its convenient data collection. A structured questionnaire was employed to gather data
from 170 participants, comprising 90 academic staff and 80 non-academic staff. These
individuals were selected from eight faculties on the Main Campus. The collected data
underwent analysis using both regression analysis and ANOVA. The study's results
indicate that financial rewards significantly impact staff commitment'°. Fu Qno e, a
positive correlation was identified between non-financial rewards {and™employee
commitment'>®. The study's overarching conclusion highlights@ nergy between
financial and non-financial rewards when appropriately a , leading to enhanced
employee commitment within Nigerian public unives . To this end, the study
recommends that the university's management [§deliberate measures to review,
reassess, and reevaluate the financial rewa tems and packages offered to their

\®)

staff!>°. Additionally, efforts should b dXected towards recognising the non-financial
requirements of the staff and cus@ing rewards to fulfil these needs!®'. Furthermore, a

redesign of career develop rogrammes is advised to ensure positive outcomes for

staff, foster greater cO@%ent, and improve service delivery.

2.3.4 Job Satisfaction and Job Commitment

@ satisfaction refers to the level of contentment, happiness, and fulfilment an
individual experiences in their job or work environment'>!. It's a subjective and
multidimensional concept that can encompass a variety of factors that contribute to a
person's overall feelings about their job. A research project was carried out to explore

how factors such as motivation at work, satisfaction with one's job, and achieving a
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balance between work and family life impact the level of commitment an individual has
towards their job!*!. The specific focus was on library staff in universities located in the
north-central region of Nigeria. The entire population of 926 library personnel at these
universities was included in the study using a technique called total enumeration. Data
was collected through a validated questionnaire, with 926 library personnel participating
and 842 providing usable responses, resulting in a 91% response rate. The fi s of the
study revealed that work-family balance, work motivation, and job sat% n all had
noteworthy influences on how committed the respondents were t@obsm. Notably,
job satisfaction emerged as the most significant factor, contzi @0 41% of the impact
on job commitment'>!. Consequently, the study reco @s that those in charge of
universities, library management, and especial % makers in the education sector
should prioritise enhancing job commitmen ng their employees by paying close
attention to promoting work-family balﬁrc\es?ostering work motivation, and ensuring job
.
satisfaction!®!. Furthermore, thexﬂsxl d ‘also consider that enhancing work motivation

and work-family balance® @%n‘[ribute to increased job satisfaction among library

employees!>!. Q

An a@lal study was conducted to investigate the impact of communication
skills a anagers on levels of job satisfaction and job commitment and whether any
corh&)ns exist between these concepts!>2. The study employed a relational screening
model and collected data through surveys. The assessment of managerial communication
skills utilised the "Managerial Communication Skills Scale," while employee job
satisfaction was evaluated using a set of five items. The research included a sample of

399 participants, with 180 females (45.1%) and 219 males (54.9%), selected through
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random sampling'>?

. The gathered data underwent analysis employing frequency analysis,
T-tests, cross-tabulation, and both simple and multiple regression models utilising the
SPSS 20.0 software package. The results of the analysis revealed several significant
relationships'>2. There was a moderate, positive, and bidirectional correlation between
managerial communication skills and job satisfaction, with a coefficient of 0.525%*152,
Likewise, a moderate, positive, and bidirectional correlation of 0.467** Q und
between communication satisfaction sub-factors and job satisfaction'?. similar
correlation of 0.506** was observed between communication@etence and job
satisfaction!®?. Moreover, a moderate, positive, and bidire 'o$rrelation of 0.411%*
emerged between managerial communication skills @ commitment!>2. For the
subscales of communication satisfaction and job cm@ment, the correlation was weaker
at 0.367**152_ Lastly, a weak, positive, and bidifeCtional correlation was noted between
communication competence and job ¢ Xtmentm. The regression model constructed

based on the research hypothese&ﬁ?sated that managerial communication skills indeed

influence levels of employe&atisfaction and job commitment'>2.

2.3.5 Quality o’f&&ife and Job Commitment

A @y aims to investigate the relationship between quality of work-life (QWL)
an w@ere balance (WLB) '33. Using a structured questionnaire, this study collected
information from 445 participants residing in a bustling urban centre located in the
southern region of India. Initially, the researchers evaluated the instrument's

psychometric properties, followed by the application of hierarchical regression as a

statistical method for interpreting the gathered data. The outcomes of the hierarchical
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regression analysis revealed several insights. Firstly, the study identified a negative
correlation between quality of work life (QWL) and job-related stress while also noting a
positive association between QWL and both job satisfaction and job commitment'?,
Additionally, the results indicated that job stress exhibited an adverse relationship with
work-life balance (WLB), whereas job satisfaction demonstrated a positive corr¢lation,
and job commitment displayed a positive link with WLB'*3. Notably, the %also
uncovered that job stress, job satisfaction, and job commitment collectively played a
partially mediating role in the connection between QWL and WLBQ

Moreover, another paper explored the relati$s$between workplace

empowerment and employee commitment with quality life (QWL) as a mediator
in the case of private healthcare employees in nﬁl8 > A structured survey instrument
was employed to amass original information 79 staff members working in private
healthcare facilities across India. The }was subjected to analysis using AMOS 20.
W
The outcomes of the data exami{@n validate the importance of the study's proposed
hypotheses!>*. The utilisaﬁ@ tructural equation modelling yielded an optimal-fitting
model, highlighting \@ WL acts as a noteworthy intermediary between workplace
empowermen a@loyee commitment'>*. This study offers a practical understanding
of how W(@g(e empowerment operates as a catalyst for fostering commitment among
healt ersonnel'**, Similarly, another study aims to examine the impact of quality of
work life on auditors' career and organizational commitment in Taiwanese public
accounting firms, and how those commitments, in turn, affect turnover intention'>. The

results suggest that various aspects of QWL have varying impacts on organisational and

career dedication, as well as intentions to leave the organisation'>’.
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2.3.6 Work Motivation and Job Commitment

Work motivation refers to the psychological processes and factors that influence
an individual's willingness, desire, and enthusiasm to engage in and put effort into their
work-related tasks and responsibilities'>®. It's the driving force that compels individuals to
initiate, sustain, and direct their efforts towards achieving their work-related The

§rement

primary objective of a recent quantitative study was to create and validate C{
L) Tnstructors'?

tool for evaluating the motivation of English as a Foreign Language
This tool was then applied to examine the connections betwee Qrs motivation, job
commitment, and level of engagement with their worle@ construct the assessment
tool, the researchers used data gathered from a co&@ensive qualitative study. The
questionnaire was developed based on five cate@"g(related to teachers, administrative
aspects, students, non-human factors, aﬂ@nediate surroundings), each ranked on a
five-point Likert scale. The propos@l 's validity was assessed using confirmatory
factor analysis carried out Wl%&[%REL 8.50 statistical software. Following this, the
researchers used stru u@equatlon modelling to explore the relationships among
motivation, Work en ag€ment, and job commitment. The outcomes revealed a strong and
positive corrélati between EFL teachers' motivation and their work engagement and

job co ent'”’. Additionally, high levels of work engagement were linked to

m(}b@ig job commitment'’.

Likewise, an article suggests an investigation into the impact of human resource
management practises (HRMPs) and work motivation on work commitment within the

banking sector of Indonesia'>®. The methodology employed in this research is
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quantitative in nature, utilising a survey approach. The survey data encompasses 277
participants employed across 11 private commercial banks in Indonesia. The data is
subjected to analysis through the application of the multiple regression technique. The
study's findings indicate a positive predictive relationship between human resource
management practises, work motivation, and work commitment!*, Notably, there is a
positive correlation between HRM practises and both work motivation (with Qée%tion
coefficient of 0.538) and work commitment (with a correlation coefficient §0.764)'38.
Additionally, a positive correlation exists between work ivdtion and work
commitment (with a correlation coefficient of 0.745)!58. He e tudy underscores the
constructive contributions of human resource manage @tlses and work motivation
in shaping work commitment!*®. Although r e;&%onceming the interconnections
among HRM practises, work motlvatlon a rk commitment is essential, such an
exploration has been lacking. This art1c anticipated to introduce a fresh perspective,
potentially addressing a srgmﬁ o§

in the body of literature related to human

resource management.

Moreover a Qntronal investigation delves into the impact of employees' job
satisfaction a@rk motivation on turnover, mediated by work commitment, within the
context ayangkara Lumajang Hospital'®. This study follows an explanatory
rese\& approach. The research sample consists of 48 participants employed at
Bhayangkara Lumajang Hospital. The analytical method employed in this study is path
analysis. The outcomes of the analysis reveal several key findings: First, job satisfaction
does not exert a significant influence on work commitment; second, work motivation

significantly affects work commitment; third, work commitment significantly influences
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turnover; fourth, job satisfaction does not significantly impact turnover; fifth, work
motivation does not significantly impact turnover; sixth, job satisfaction does not
significantly influence turnover when mediated by work commitment; and finally, work

motivation significantly affects turnover when mediated by work commitment!.
2.3.7 Job Autonomy and Job Commitment \

Job autonomy refers to the degree of independence, freedom, a@retion an
employee has in making decisions related to their work!®, It p@n to the level of
control an individual has over their tasks, work methods, a t@rall direction of their
job. A high degree of job autonomy means that emplve the authority to make
choices and judgements about various aspects o tb@ork without constant supervision
or micromanagement'®. A study delves into %§plicaﬁons of commuting duration on
employees' commitment and overall Ke}%eingwo. Employing the framework of the

.
'conservation of resources' th{ﬁg\ and the job demands—resources model, the
investigation posits that € d commuting times are associated with diminished
commitment levels X@%uced well-being among employees'®’. These effects are
anticipated to @ngent upon the employees' work—life balance and the perceived
degree of @nomy they hold. Leveraging data from the fifth iteration of the European
W@%onditions Survey, the analysis reveals an inverse relationship between
commuting time, commitment, and well-being. Furthermore, the findings suggest that the
mediating influence of work—life balance is evident within these associations, and notably,
the presence of autonomy serves as a mitigating factor against the adverse repercussions

of extended commuting time on both commitment and well-being!®’. Through regression
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analyses, hypotheses 1 to 4 in the study were corroborated, affirming the negative impact
of commuting time on employee commitment (p = —.09, SE = .01, t = -7.87, p < .001)
and well-being (B =—.15, SE= .01, t =-10.66, p < .001), thereby validating H1 (R?> = .12,
F (8, 34928) = 574.09, p < .001) and H2 (R? = .06, F (8, 34864) = 266.41, p < .001)'%,
Similarly, the analysis upholds the conjectures pertaining to the affirmative impact of
work—life balance on employee commitment (f = .23, SE = .01, t = 43.64, Q%and
subjective well-being (B = .29, SE = .001, t = 41.74, p < .001), thus affirnjifig H3 (R?
= .16, F (8, 37684) = 867.62, p < .001) and H4 (R?> = .10, F (@ 0) = 500.96, p

< .001)'%°, The role of work-life balance as a mediator (H3\and H6) was assessed

utilizing the bootstrapping technique with bias-co onfidence estimates. The
results substantiate the (partial) mediating role, o rk—life balance in the correlation
between commuting time and commitment (;b —-.03; CI = —.04, — .03), as well as
between commuting time and well-bei };: —.03; CI = — .04, —.03)!%. To explore the
impact of job autonomy (H7 anc&ﬂ%‘ﬁne study, moderation analyses were conducted
and detailed. The outcomes@%ﬁ assessments indicate that autonomy indeed moderates
the connection betweﬁ@&muting time and commitment (f = .12; SE =.03; t =4.20, p
<.001), as w: t@connection between commuting time and well-being ( = .10; SE
=.04; t = 261;p < .001)'%°, This moderating effect is visually represented in the study.
Tkﬁ/@é@ﬂ representations vividly illustrate that employees endowed with substantial
job autonomy encounter attenuated negative ramifications of extended commuting on
their well-being and commitment levels. These patterns align seamlessly with the initially

posited hypotheses and firmly establish the protective role of job autonomy in mitigating

the adverse consequences of prolonged commutes. It is noteworthy that this buffering
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effect is particularly prominent in terms of commitment compared to its impact on well-
being'®’. Notably, highly autonomous employees appear to be shielded from even
experiencing detrimental outcomes concerning commitment due to lengthy commutes. In
contrast, while autonomy serves to alleviate some of the negative repercussions of
extended commutes on well-being, a negative relationship between commuting time and
employee well-being remains discernible!®’. In summation, the regressi Q&naiysis
effectively substantiates all hypotheses, signifying the detrimental influence of
commuting time on employees' firm commitment, part1a11y m x by diminished

work-life balance'®. Additionally, the study underscores t e mg role of autonomy

in attenuating the adverse effects of commuting on @ ommitment and subjective

6’6

An additional study explores the*@ﬁtion between the level of job autonomy

well-being!%°.

and the level of job engagement an'@ ual has for that job'¢!. Additionally, this study
introduces the concept of occuéwnal commitment as a mediator, aiming to investigate
whether it can impac t@nnection between job autonomy and job engagement'¢!.
Consequently, the study™develops a model that encompasses job autonomy, occupational
.
commitment,@ob engagement. The study gathered 200 valid survey responses and
employ: SPSS software to perform various analyses, including assessing reliability,
de%mg the data, examining correlations, conducting regression analyses, and
exploring mediating effects. The study's findings suggest several key points: firstly,
there's a positive association between job autonomy and job engagement; secondly, job

autonomy is positively linked with occupational commitment; and thirdly, occupational

commitment acts as a mediator between job autonomy and job engagement'¢!. The
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implications of these findings are beneficial for individuals working in public service
roles, as the study proposes practical recommendations tailored to real-world

161

circumstances'®'. The overall impact is anticipated to enhance the job autonomy

experienced by civil servants, consequently fostering their occupational commitment and,
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Figure 2.1: Conceptual Model

Source: The Researcher, 2024
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The conceptual model above demonstrates the interconnection and
interdependence of workplace conflict management styles, organizational support and job
commitment of administrative staff of private universities in Oyo State. The model
displayed a combined and relative influence of workplace conflict management styles
(compromise, avoidance and collaboration) and organizational support (silsor

support, rewards and work conditions) on job commitment of admlnlstran f in

&

2.5 Summary of Literature Reviewed %

private universities in Oyo State.

The study commences by investigating the cru Qon of commitment, which
forms the cornerstone of employee dedicatio %%r respective organisations. Job
commitment, a facet of this overarching con@b is scrutinised with respect to factors
such as turnover intention and the de tration of initiation and proactivity. These
elements illuminate the multidl jnature of job commitment, shedding light on

the interplay between perso estment and organisational allegiance.

The 1nvest chen shifts its focus towards the diverse styles employed in
managing u@ace conflicts, which inherently impact job commitment. The
comprommse~style, seeking middle-ground solutions; the avoidance style, minimising
cow%tion; and the collaboration style, fostering cooperative problem-solving, emerge
as pivotal approaches. These strategies not only influence conflict resolution but also
intersect with employees' dedication to their roles. In tandem with conflict management,
the study discerns the paramount role of organisational support in engendering job

commitment. Supervisory support materialised through guidance and assistance, surfaces
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as a vital dimension. Equally significant are rewards, which encompass both tangible and
intangible recognition for employees' contributions. Furthermore, the conducive milieu of
work conditions is acknowledged as a catalyst for bolstering commitment among

administrative staff.

The theoretical framework underpinning this research is constructed a& the
Dual Concern Theory and the Social Exchange Theory. The former e tes the
interplay of assertiveness and cooperation in conflict management, rrd&rin the intricate
balance individuals strike when addressing conflicts. T accentuates the
reciprocity inherent in organisational relationships, empha the symbiotic exchange

between employee commitment and organisational pﬁ&ﬁ S.

O
Empirical insights gleaned fro ﬁbbresearch further fortify the study's
foundation. The relationship between >kplace conflict management styles and job
.
commitment is underscored, der@bating how adept conflict resolution strategies can
bolster employees' allegﬁ@% their roles. Organisational support surfaces as a
consistent catalyst, @ssing facets like supervisor support, rewards, and work
conditions. J {i@ ction, quality of work-life balance, work motivation, and job

autonomy ively contribute to the intricate tapestry of factors influencing job

T/@;Qt

In conclusion, the reviewed literature presents a panoramic view of the intricate
dynamics connecting workplace conflict management, organisational support, and job
commitment. The synthesis of theoretical underpinnings and empirical findings augments

the understanding of these variables within the context of private universities in Oyo
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State, Nigeria. This scholarly groundwork sets the stage for the subsequent empirical
investigation, offering a comprehensive framework for probing the interrelationships and

potential outcomes of these factors.
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Chapter Three

Methodology

This chapter outlines the methods and techniques intended for realising the aim and
objectives of this research. These will be discussed in the subsequent subheadings:
research design, population of the study, sample and sampling techniques, instnm%t for

data collection, validity and reliability of the instrument, method of data t;t)n, and

methods of data analysis. &
3.1 Research Design %

This research adopted a descriptive survey research des ;wh involves gathering data

from a representative sample of the population 30 ce result that can be generalized

to the whole population. The purpose of this d

manipulating any variable. \
C.J
3.2 Population of the Study AQ’\

The research incl@\members of the administrative staff, amounting to a total of

is to collect and interpret data without

six hundred an enty-five (675) individuals who are employed across seven (7)
officially c&nﬁed private universities in Oyo State at the period when this research

was carricd out. Additional details concerning the research population are available in

Tabk‘g. 1.
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Table 3.1 Population of the Study

Year of

Administrativ
Name Type Establishmen

e Staff

t
\

Ajayi Crowther University Faith Based 2005 N\
Dominican University Faith Based 2016 Q}
Precious Cornerstone University Faith Based 2017 6\26
Dominion University Faith Based 20 1% 16
Lead City University Secular 392
Kola Daisi University Secular Q 2016 97
Atiba University Secular, b 2017 42

Total \Q 675

Source! KC_J\

3.3 Sample and Sampling T@lques

The study emp] Qtotal enumeration sampling technique. This method is because
.

of the relativ@uall size of the population, consisting of six hundred and seventy-five
(675) a trative staff members from the seven (7) approved private universities in
O}Nate at the time of the research. Since it is feasible to encompass the entire
population in the study, adopting a total enumeration method guarantees that data will be
gathered from every single person within the population. This approach ensures a
thorough and precise depiction of the entire administrative staff cohort within the

designated universities.
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Table 3.2 Sample and Sampling Techniques

Year of Administrative
Name Type
Establishment Staff A

Ajayi Crowther University Faith Based 2005 O\{

Dominican University Faith Based 2016 ’\

Precious Cornerstone University Faith Based 2017 26
Dominion University Faith Based %

Lead City University Secular QOOS 392
KolaDaisi University Secular b’b 2016 97

Atiba University q@ 2017 42

Total 675
-«\

Source!

3.4  Instruments §®Collectlon

Self- developed-f&&(ert scaled instrument was used to collect data for the study, it was
titled W(& Conflict Management Style, Organisational Support, and Job
Comr@it among Administrative Staff Questionnaire (WCMSOSJCASQ). The
inst}éent contain five (5) sections namely; section A, B, C, D and E. Section A contain
items on demographic characteristics of respondents such as gender, age range, years of
experience, school location, and school type. Section B contains 10 items carefully
structured to identify the level of job commitment of administrative staff of private

universities such that items 1-5 measures turnover intention, 6-10 measures initiative and
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proactivity. Similarly, Section C contains 15 items carefully structured to determine the
mostly used workplace conflict management style in private universities such that items
1-5 describes the compromise style, 6-10 the avoidance style, 11-15 the collaboration
style. Furthermore, Section D contains 15 items carefully structured to identify the level
of organisational support in private universities such that items 1-5 measures supgrvisor
support, 6-10 measures rewards, 11-15 measures work conditions. Lastl %&n E
contains 10 items to examine the influence of workplace conflict management=styles and
organisatioanl support on job commitment of administrative staff@ate universities.
It was measured using Strongly Agree (SA), Agree (A)dm ree (D) and Strongly

Disagree (SD). Q

3.5 Validity of the Instrument ,bQ

O

The questionnaire used in this study waS\)@%d to face and content validity. For this
purpose, the research instrument was\\' tinised by the supervisor, who equally vetted
the structuring, adequacy, and @c‘[glt Also, experts in research item generation in the
Faculty of Education at l@ity University were consulted. All corrections were made
before administration.
D"
36 R 'a&j}of the Instrument
A]Q' rument is said to be reliable when it yields consistent results when
ad&stered at different times, locations, or to different population. Therefore, for the
purpose of assessing the reliability of the instrument used in this study, a pilot study was
conducted by administering samples of the questionnaire to a group of twenty-five (25)

administrative staff at Adeleke University in Osun State. The results were analyzed, and

Cronbach's alpha coefficient (o) was calculated to determine internal consistency. The
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Cronbach's alpha coefficient was found to be 0.87, indicating high internal consistency

and reliability.
3.7 Method of Data Collection

The researcher obtained a letter of introduction from the Head of Department, which
served as a means to seek the necessary permission from the selected respo . To
assist with data collection, three research assistants helped out in the adm&@on of the
questionnaire. The researcher closely supervised the research as@Q and personally

participated in administering the research instruments. %

O

3.8 Method of Data Analysis Q

The data gathered from the field were subj@to analysis through inferential and
descriptive statistics. Descriptive statis&@ as frequency, percentage, mean, and
standard deviation were utilised to a&@ the research questions. Inferential statistics of

multiple regression analys1s @:’%mployed to test the hypotheses, maintaining a

significance level of %Q
¢
D

&
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Endnote

1. Nigerian University System Statistical Digest (NUS Digest), 2019.
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Chapter Four

Results and Discussion of Findings

This chapter presents the results obtained from the data collected using the Q%lace
Conflict Management Style, Organisational Support, and Job Commitnieit among
Administrative Staff Questionnaire (WCMSOSJCASQ). The resu@%analyzed in line
with the research objectives and hypotheses to provide insights™into the relationship

between workplace conflict management styles, tional support, and job

commitment among administrative staff in privaie @sities in Oyo State.

Table 4.1: Demographic Information o@pants

N
Demographic Characteristic C;\\'\ Frequency Percentage (%)
£

Gender N
Male Q< §$ 335 49.6%

Female * 340 50.4%
RN

Age Ran§0' ‘

Less thfb\iﬁyears 150 22.2%

3%&%@ 200 29.6%

41-50 years 180 26.7%

Above 50 years 145 21.5%

Years of Experience

Less than 10 years 200 29.6%
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11-20 years 180 26.7%
21-30 years 160 23.7%
Above 30 years 135 20.0%
School Location

Rural 240 35.6%
Urban 435 @@
School Type Q}Q -
Secular 390 '\ - 57.8%
Faith Based 285

% 42.2%
P = &

Source: Field Work 2024

QU

The demographic information table provides &@Ss into the characteristics of the

participants in the study. The sample 1 @ nearly equal distribution of male and

female respondents, with the my& falling in the age range of 31-40 years.

Furthermore, a significant p(@ﬁaof the participants have less than 10 years of

experience, and most are

helps contextuali

composition (.tiﬂ&d

O
&
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Research Question One: What is the level of job commitment of administrativ&ff in

private universities in Oyo State? OQ

4.1 Level of Job Commitment among Administrative Staff in Priv& ersities

The level of job commitment among administrative staff wa%essed using items in

Section B of the questionnaire. Table 4.2 presents the distribution of responses

to each item.
2

Table 4.2: Job Commitment Level\s Administrative Staff in Private

Universities . ’&

Item: Q}o’ AL SE R N Mean SD
b

Have a strong desire to conti \“ 675 337 150 60 15 344 3.00

doing this job "\‘ '

(49.93%) (22.22%) (8.89%) (2.22%)

Am dedicated ttﬁ@ng 675 285 187 75 15 332 289

challenges and\rematning in my
current rol (42.22%) (27.70%) (11.11%) (2.22%)

he benefits of staying 675 315 135 90 22 332 291

outweigh those of
(46.67%) (20.00%) (13.33%) (3.26%)

Am actively invested in building a 675 375 112 67 7 3,52  3.08

long-term career at my current job.
(55.56%) (16.59%) (9.93%) (0.89%)

Feel a sense of loyalty to this 675 350 127 60 15 347 3.03

organisation and its goals.
(51.85%) (18.81%) (8.89%) (2.22%)
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Consistently go beyond my job 675 262 172 105 23 320 279
description to contribute to the

success of projects. (38.81%) (25.48%) (15.56%) (3.41%)

Actively seek out challenges and 675 300 157 75 43 324 286
take the initiative to tackle them

head-on. (44.44%) (23.26%) (13.33%) (6.37%)

Am eager to explore new ways of 675 360 120 67 18 347 3.04
doing things to enhance efficiency

and outcomes. (53.33%) (14.07%) (9.93%) (2.96%) \
Take ownership of my work by 675 315 150 75 2 Q35 2.93

anticipating potential issues and

addressing them in advance. (46.67%) (22.22%) (11.11%) 6%

Willingly volunteer for tasks that 675 277 180 @ 22 327 285
require additional effort to ensure
positive results (41.19%) (26.67% 5%) (3.26%)

Score ( )=3.36; SD = Ge@ -
2.93 iston
1gh

A‘

Source: Field Work 2024

Key: AL- Always; SE- Seldom(@ly, N- Never; M- Mean; and SD- Standard
Deviation

Decision Rule: 0-1.49 = Ve w 1.50- 2.49 = Low; 2.50-3.49=High; AND 3.50-4.0 =
Very High. QQ

The analys1s®xfob 4.2 provides insights into the job commitment level among
adm1n1str% staff, indicating the percentage of respondents for each item. The table
ilh%%c that a significant proportion of respondents express strong commitment to their
jobs across various aspects, such as having a strong desire to continue their job (49.93%),
feeling a sense of loyalty to the organization (51.85%), and actively seeking out
challenges (44.44%). Additionally, a considerable percentage of respondents express

dedication to overcoming challenges (42.22%) and investing in building a long-term
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career at their current job (55.56%). However, some items show lower percentages of

commitment, such as being eager to explore new ways of doing things (14.07%) and

willingly volunteering for additional tasks (26.67%). Overall, the analysis suggests a

generally high level of job commitment among administrative staff, with variations in the

extent of commitment across different aspects of their roles and responsibilities.

S\
R
O

Research Question Two: What is the mostly used workplace con '&anagement style

(compromise, avoidance and collaboration styles) in private un@ws in Oyo State?

4.2 Most Used Workplace Conflict Management Sty rivate Universities

Table 4.3: Most Used Workplace Conflict Ma@nent Style in Private Universities

Rt

Items: The management; No W SE R N M SD
VAN

Believe that finding middle-ground 67 \, 02 168 105 45 3.01 2.65
solutions is essential for maintaining \
harmony in the workplace. Q (29.93%) (24.89%) (15.56%) (6.67%)

. $
When resolving conflicts &er 675 235 140 126 24 3.12 273
the needs and perspeeti fall
parties before m@s ns. (34.81%) (20.74%) (18.52%) (3.56%)
Find sati n: in achieving 675 196 189 97 72 292 258
outc@m ere both sides feel they
havi&d something. (29.04%) (28.00%) (14.37%) (10.67%)
Believe that compromising helps 675 218 147 67 67 3.03 2.70
build positive relationships among
colleagues. (32.30%) (21.78%) (9.93%)  (9.93%)
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Consider compromise a strength that 675
contributes to a constructive and

cooperative work environment.

Believe that maintaining a calm and 675
harmonious school environment is a
priority, even if it means temporarily

setting aside conflicts.

Believe that avoiding immediate 675
confrontation can lead to more

productive discussions once

everyone involved has had time to

reflect.

When conflicts arise, sometimes 675
choose to step back to assess the
situation and gather more

information before taking action

Strive to handle minor 675
disagreements discreetly to prevent
unnecessary disruptions to the

educational atmosphere.

Find value in allowing time for
emotions to settle before addressing
conflicts, ensuring that decisions

made with a clear mind. Q
Find value in leveraging Qrse 675
expertise of our schp\G munity

to generate innowgtivkg clusive
conflict resolutio

When fac conflicts, prioritise 675
open di and brainstorming

sess‘hs}) ensure that all

perspectives are considered.

Is committed to fostering a culture of 675

teamwork and mutual respect where
conflicts are opportunities for
growth and understanding.

203

(30.07%)

224

(33.19%)

175

(25.93%)

196

(29.04%)

168

(24.89%)

161

(23.85%)

210

(31.11%)

(29.04%

Q
>
210 ,66175

(28.00%)

217

(32.15%)

236

(34.96%)

203

(30.07%)

(25.93%)

182

(27.11%)

154

(22.81%)

168

(24.89%)

182

(27.11%)

84

(12.44%)

98

(14.52%)

77

84

(12.44%)

42

(6.22%)

O
.

(9.33%)

91

(13.41%)

84

(12.44%)

105

(15.56%)

70

(10.37%)

98

(14.52%)

63

(9.33%)

(6.67%)

84

(12.44%)

45

(6.67%)

63

(9.33%)

42

(6.22%)

291

3.08

3.

(11.41%) #%9.3

3.01

3.06

2.88

3.04

3.07

3.04

2.59

2.71

2.59

2.66

2.68

2.56

2.68

2.72

2.66
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Is dedicated to facilitating 675 238 147 84 63 3.05 2.71
cooperative problem-solving session

that lead to win-win outcomes. (35.19%)  (21.78%)  (12.44%)  (9.33%)

Believe in the power of collective 675 210 161 112 42 3.03 2.66
decision-making to strengthen

relationships and create a sense of
ownership over conflict resolution.

(31.11%) (23.85%) (16.59%) (6.22%)

Score ( )=3.01 SD = General
2.66 Decision

— High ) (@

b
Source: Field Work, 2024

Key: AL- Always; SE- Seldom; R-Rarely; N- Never; M- @and SD- Standard
Deviation

Decision Rule: 0-1.49 = Very Low; 1.50- 2.49 = Low; %’ngh AND 3.50-4.0 =
Very High.

Table 4.3 displays the frequency and percentathe most used workplace conflict
management styles among administratl\\\gaff, along with their mean scores. The
analysis reveals that a considerablé%p ion of respondents prioritize finding middle-
ground solutions (29.93%., @& 3.01) and consider the needs of all parties before
making decisions (34. ®4ean = 3.12), indicating a tendency towards cooperative
conflict resolutl oreover, respondents express satisfaction in achieving outcomes

where bot %Qeel they have gained something (29.04%, Mean = 2.92), reflecting a

preferelﬁb

coxwmlse as a means to build positive relationships (32.30%, Mean = 3.03) and

win-win resolutions. Additionally, there is a notable inclination towards

maintain a calm work environment (33.19%, Mean = 3.08). The data also suggests a
recognition of the value of open dialogue (34.96%, Mean = 3.07) and collective decision-
making (31.11%, Mean = 3.03) in conflict resolution processes. Overall, the findings

underscore a predominance of cooperative conflict management approaches among
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administrative staff, emphasizing the importance of fostering collaboration and mutual

understanding in resolving workplace conflicts.

Research Question Three: What is the level of organizational support (supervisor

support, rewards and work conditions) in private universities in Oyo State?

4.3 Level of Organizational Support in Private Universities EO
The level of organizational support among administrati was assessed using items
in Section D of the questionnaire. Table 4.4 pr the frequency distribution of

responses to each item. ’bb

Table 4.4: Level of Organizational ort in Private Universities
&
Items P® AL SE R N M SD
° \\
My supervisor actively N\ 270 135 67 40 324 286
encourages open Q
communication and value (40.00%) (20.00%) (10.00%) (5.93%)
input. ° \'
My supervisofyprovides 235 165 78 27 320 2.80
regula ructive feedback
toNgel bk improve my (34.81%) (24.44%) (11.56%) (4.00%)
per ance.
I can rely on my supervisor 255 148 87 40 3.17  2.79
for guidance and assistance
when facing challenges at (37.78%) (21.93%) (12.89%) (5.93%)
work.

104



My supervisor advocates for
my needs and concerns within
the university.

My supervisor demonstrates
fairness and consistency in
their interactions with team
members.

The university recognises and
celebrates the achievements
and milestones of its
employees.

The university offers
competitive financial
compensation for the work I
do.

The university provides
opportunities for professional
development and skill
enhancement.

comprehensive benefits Q
§s>

package that meets my n

The universit c\urages a
culture of inuous learning

and off rces to
sv@

The university promotes a
healthy work-life balance and

supports employees' well-
being.

285 121 74 27 331 291

(42.22%) (17.93%) (10.96%)  (4.00%)

243 155 101 31 3.15 276

(36.00%) (23.03%) (14.96%) (4.59%)

N\

303 115 60 27 2.97

(44.89%)  (17.04%)  (8.89%) (;1{0&,

263 Q E 27 287
(38.96%)  (20. 89%) %) (4.00%)

2@ 138 27 336 295

. ‘@%) (20.44%)  (8.15%)  (4.00%)
S

R\
The university offers a $

259 168 84 40 3.17 2779

(38.37%) (24.89%) (12.44%)  (5.93%)

297 120 60 48 327 290

(43.56%) (17.78%)  (3.89%)  (7.11%)

280 133 68 44 324 286

(41.48%) (19.70%) (10.07%) (6.52%)
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The university fosters a 305 122 55 40 333 294
culture of collaboration and

teamwork among colleagues. (45.19%) (18.07%)  (8.15%)  (5.93%)

The university offers 270 140 90 45 3.17  2.80
flexibility in work

arrangements when needed. (40.00%)  (20.74%) (13.33%)  (6.67%)

The university values 315 118 75 ZQ*

diversity and inclusion,

creating a positive and (46.67%) (17.48%) (11.11%) (9. 93‘@

respectful atmosphere.

The university is comfortable 280 % . 2.76
and conducive to productivity.
(41.48%)  (25.93%) @/ (6.67%)
Score ( )=3.24 SD = Gene%
2.85 Dec’h
Kot
\QO‘
Source: Field Work, 2024 \
Key: AL- Always; SE- Seldom;’ ly; N- Never; M- Mean; and SD- Standard
Deviation ,\

Decision Rule: 0-1.49 = Ve@ ; 1.50-2.49 = Low; 2.50-3.49=High; AND 3.50-4.0 =
Very High. QQ

Table 4.4 illu @e level of organizational support perceived by administrative staff,
along w1t% mean scores. The analysis indicates that a significant proportion of
res 0@ feel that their supervisors actively encourage open communication and value
their input (40.00%, Mean = 3.24), providing regular constructive feedback to aid in
performance improvement (34.81%, Mean = 3.20), and offer guidance and assistance
when facing challenges at work (37.78%, Mean = 3.17). Moreover, respondents believe
that their supervisors advocate for their needs and concerns within the university (42.22%,

Mean = 3.31) and demonstrate fairness and consistency in their interactions with team
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members (36.00%, Mean = 3.15). Additionally, respondents perceive the university as
recognizing and celebrating their achievements (44.89%, Mean = 3.37) and offering
competitive financial compensation (38.96%, Mean = 3.27) and opportunities for
professional development (44.15%, Mean = 3.36). Furthermore, the university is viewed
as promoting a culture of continuous learning (43.56%, Mean = 3.27) and collaboration
among colleagues (45.19%, Mean = 3.33), fostering a positive and respectfu Q&here
(46.67%, Mean = 3.18), and providing a comfortable and conducive wark ¢ivironment
(41.48%, Mean = 3.14). Overall, the findings suggest that adminiv staff perceive a

high level of organizational support from their SupeI'ViSOf a e university, which

positively influences their job commitment. Q

4.4 Conflict Management Style and Organiza@lpport on Job Commitment

For the combine influence of conflict m@n‘[ style and organizational support on
job commitment Table 4.5 presents the fre cy distribution of responses to each item.

Table 4.5: Overall Perception "\\'

Items . QO SA A D SD M SD

A v
Being open to negotiati \375 250 300 80 45 312 271

and finding common grou
(37.04%)  (44.44%)  (11.85%) (6.67%)

when conflicts arjs es
me committeeré%b

Positive strong relationship 675 280 290 60 45 3.19 2.78
among colleagues makes me
committed to my job (41.48%)  (42.96%) (8.89%) (6.67%)
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My ability to navigate
disagreements through
balanced solutions makes
me committed to my job

Momentarily avoiding
conflicts as a way to prevent
unnecessary tension and
drama within the school
community makes me
committed to my job

Cross-departmental
collaboration in addressing
conflict makes me
committed to my job

Discussing both work-
related and personal matters
with my supervisor makes
me committed to my job

The receptiveness of my
supervisor to my
professional development
goals and support for my
growth makes me
committed to my job

The variety of ﬁ
recognitio iﬂﬂ
offered byrégmversny
makes n% mitted to my
jo\/?,

Bonuses or incentives
available to employees who
exceed performance
expectations makes me
committed to my job

675 220 310 90
(32.59%)  (45.93%)  (13.33%)
675 200 280 120
(29.63%)  (41.48%)  (17.78%)
675 310
(45.93%)  (37.04%)
675 240 320 Q J 80
(35.56%)  ( (11.85%)

675 &@ 330 60

A%\(38.52%) (48.89%)  (11.11%)

Qﬁ\

675 280 290 60
(41.48%)  (42.96%)  (8.89%)

675 290 280 70
(42.96%)  (41.48%)  (10.37%)

55

(8.15%)

75

(11.11%)

3.03

2.90

R
(JO

%0 ”

(5.19%)

35

(5.19%)

25

(3.70%)

45

(6.67%)

35

(5.19%)

3.24

3.13

322

3.19

322

2.63

2.53

2.82

2.71

2.78

2.78

2.80
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Clear pathways for 675 270 310 60 35 321 278
advancement and career

growth within the university (40.00%)  (45.93%) (8.89%) (5.19%)
makes me committed to my
job
Score ( )=3.15 SD =2.7 General
Decision =
High

X
Source: Field Work, 2024 %

Key: AL- Always; SE- Seldom; R-Rarely; N- Nev =“Mean; and SD- Standard
Deviation

Decision Rule: 0-1.49 = Very Low; 1.50- 2.49 :&b .50-3.49=High; AND 3.50-4.0 =

Very High. ®%

Table 4.5 presents the overall pe& ion of administrative staff regarding factors

contributing to their job commi@‘@ along with mean scores. The analysis reveals that a

considerable proportion @ndents believe that being open to negotiation and finding

common ground d%ilgnﬂicts (37.04%, Mean = 3.12), fostering positive relationships

among colle(gugg\‘(

balance(j,béjtions (32.59%, Mean = 3.03) significantly contribute to their job
c

48%, Mean = 3.19), and navigating disagreements through

oﬁs&ﬂent. Additionally, momentarily avoiding conflicts to prevent unnecessary
tension within the school community (29.63%, Mean = 2.90) and engaging in cross-
departmental collaboration in conflict resolution (45.93%, Mean = 3.24) are perceived as
important. Moreover, discussing both work-related and personal matters with supervisors

(35.56%, Mean = 3.13), supervisors' receptiveness to professional development goals
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(38.52%, Mean = 3.22), and the variety of rewards and recognition programs offered by

the university (41.48%, Mean = 3.19) are positively associated with job commitment.

Furthermore, bonuses or incentives for exceeding performance expectations (42.96%,

Mean = 3.22) and clear pathways for career growth within the university (40.00%, Mean

= 3.21) are also perceived as influential factors. Overall, these findings highlight the

multifaceted nature of job commitment among administrative staff, inﬂuenc@éﬁous

aspects of workplace dynamics and organizational support. QJ

N

O

Q

O
Q

4.5 Testing of Hypotheses 6r§

Hol: There will be no signiﬁca@ined influence of workplace conflict

management style (compromise, av@e, and collaboration styles) and organizational

support (supervisor support, @gas, and work conditions) on job commitment of

administrative staff ir%n@liversities in Oyo State.
To test Hol, a Kh'mfle regression analysis was conducted to examine the combined

influence geld(place conflict management styles and organizational support on job

comﬁ@t. The results are presented in Table 4.6.

AV

Table 4.6: Multiple Regression Analysis and Model Summary

ANOVA
Model Sumof py Mean Significance
Squares Square F F
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1 Regression 306.4837 1 306.4837 1.035455 0.338664

Residual 2367916 8 295.9895

Total 2674.4 9

Model Summary

Multiple R = 0.3385@

R Square=0. u@gaﬂ
Adjus uare=0.003923936

rd Error = 17.20434643

o
S
NS

Source: Field Work, 2024 \

From the above table 4.6. T ¢ ’\uﬁyle regression analysis yielded a multiple R of
0.339, indicating a weak-@gé correlation between the predictor variables and the
criterion variable. %Qer, the R-square value of 0.115 suggests that only
approximately -1\‘1\% of the variance in job commitment can be explained by the
combined ‘mfltefice of conflict management styles and organizational support, which is
relati\@low. Additionally, the coefficient for Conflict Management Style &
Organization Support is not statistically significant (p = 0.339), indicating that the
combined influence of these variables on job commitment is not significant. Therefore,
the null hypothesis (Hol) cannot be rejected, suggesting that there is no significant
combined influence of workplace conflict management style and organizational support

on job commitment among administrative staff in private universities in Oyo State.
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The result suggest that there might be other key variable such as: Job security;
Communication and Feedbacks; Job Satisfaction; Work Environment; and Leadership
Style. Leading to job commitment among administrative staff in private universities in

Oyo State

Ho2: There will be no significant relative influence of workplace%ﬂict
management style (compromise, avoidance, and collaboration styles) and Lational
support (supervisor support, rewards, and work conditions) on & mitment of

administrative staff in private universities in Oyo State. O

To test Ho2, another multiple regression analysis was d to examine the relative
influence of workplace conflict management styles@d organizational support on job

commitment. The results are presented in Tab];bé

Table 4.7: Multiple Regressio%}is and Model Summary
°

(_J\"ANOVA

Model Su @ " Df Mean Significance
res Square F F
1 Regre%& 7942318 2 39.71159  0.107123  0.89986
Ees al 2594977 7 370.711
9

\% Total 2674.4

Model Summary

Multiple R =0.172329832

R Square = 0.029697571
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Adjusted R Square =-0.247531695

Standard Error = 19.25385608

Source: Field Work, 2024

The analysis tested hypothesis two (Ho2), which posited that there wowld&e no
significant relative influence of workplace conflict management styl omise,
avoidance, and collaboration styles) and organizational support ervisor support,
rewards, and work conditions) on job commitment among admi 'Qve staff in private
universities in Oyo State. The regression analysis reSL@ndicate that the model's
Multiple R is 0.172, suggesting a weak positive &tion between the predictors
(conflict management style and organizational@rt) and the outcome variable (job
commitment). However, the R-squared \N@) 0.030 and the adjusted R-squared value
of -0.248 indicate that only a smaKQ' ortion of the variance in job commitment is
explained by the predictors, an@e imodel does not fit the data well. The coefficients for

conflict management %@d organizational support are not statistically significant (p >

0.05), indicating that

either variable has a significant relative influence on job
commitment.\Therefore, the analysis does not support hypothesis two (Ho2, suggesting
that bot%@ict management style and organizational support may have some influence,
albé&{,not significant, on job commitment among administrative staff in private
universities in Oyo State.
4.6 Discussion of the Findings

The findings presented in Chapter Four illuminate the complex dynamics of

workplace conflict management styles, organizational support, and their impact on job
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commitment among administrative staff in private universities in Oyo State. This
discussion synthesizes the key findings and their implications for organizational practices
and future research directions.

The study revealed a generally high level of job commitment among administrative staff,
evidenced by a weighted mean score of 3.36. Respondents displayed a  robust
commitment across various aspects of their roles. Notably, 49.93% of @en‘ts
expressed a strong desire to continue their jobs, demonstrating a deep-rooted dttachment

to their positions. Furthermore, 42.22% of respondents showed de@%l to overcoming

challenges, highlighting their resilience and problem-solv@ilities. A significant

55.56% were actively investing in building long-term

forward-thinking approach to their professional ev@ﬁent.

, indicating a strategic and

This result answers Research Quegtio : What is the level of job commitment

"

of administrative staff in private univ %@s in Oyo State? The findings indicate that
.
administrative staff exhibit a hig{(%v% job commitment, with significant proportions
demonstrating a strong de@% remain in their positions, dedication to overcoming
challenges, and a straﬁ@%vestment in their long-term career growth.

A recent stud ~%&with these findings. Research on lecturer job commitment and job
performanbgﬁ\!igerian higher education found that lecturers exhibited strong job
co n‘@t, which was crucial for their job performance and overall educational

development. This study supports the evidence presented in this research, highlighting

similar patterns of job commitment among academic staff in Nigerian universities'.
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This findings align closely with both the theoretical and empirical reviews in the
study literature. This alignment is particularly evident in the discussions on job
commitment theories and previous studies on administrative staff commitment.

In the theoretical review, the three-component model of commitment provides a
comprehensive framework for understanding job commitment. According to this model,
job commitment can be categorized into affective, continuance, an Qﬁ&tive
commitment?. The findings from the study reflect elements of these cQmpofients. The
strong desire to continue their jobs (49.93%) indicates a r ted emotional
attachment and identification with the organization, aligni 1th Meyer and Allen's
definition of affective commitment. The investmer@ uilding long-term careers
(55.56%) suggests an awareness of the costs sw& ed with leaving the organization,
which is a key aspect of continuance co ent. Additionally, the dedication to
overcoming challenges (42.22%) can b k‘n as a sense of obligation to remain with the

.

organization and contribute to its {Eﬁ}oss, which aligns with normative commitment.

The empirical revie\@%evious studies also supports the findings. For instance,
research found tha%%ved organizational support is strongly related to job
commitment. igh level of job commitment among the administrative staff, coupled
with their\perCeived organizational support, reinforces this empirical evidence’.
M re@ different studies have highlighted the role of resilience and continuous
professional development in enhancing job commitment®. The dedication to overcoming
challenges (42.22%) and the strategic investment in long-term career building (55.56%)
among respondents align with these findings, suggesting that resilience and a forward-

thinking approach significantly contribute to job commitment.
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However, some aspects of job commitment showed lower levels of engagement.
Only 14.07% of respondents exhibited eagerness to explore new ways of doing things,
suggesting a potential area for growth in fostering innovation and adaptability.
Additionally, 26.67% were willing to volunteer for additional tasks, pointing to possible
limitations in their enthusiasm for expanding their roles beyond immediate
responsibilities. This findings align with both the theoretical and empirical re Q& the
study literature. 6
In the theoretical review, the concept of job commitment can be ﬁ@&xplored through
the lens of job involvement and innovative behavior. Job in 1\%‘[ refers to the degree
to which an individual identifies psychologically wi r job and considers their
perceived performance level important to self-w. rdb% lower eagerness to explore new
ways of doing things suggests that whil en@ ces may be committed to their roles,
their job involvement, particularly in ks of innovation and adaptability, might be
limited*. This aligns with the r@that high job commitment does not necessarily

equate to high job involveﬁ@%pecially when it comes to innovative behaviors.

Empirical studi%Qpport this observation. For instance, research indicates that

while job cov&'}@’ is crucial, it is not the sole predictor of innovative work behavior.
i

Employe eﬁ g

additi ’Qesponsibilities due to various factors such as fear of failure, lack of resources,

t exhibit high commitment but still show reluctance towards change or

or inadequate support from the organization’. The lower willingness to volunteer for
additional tasks (26.67%) reflects this hesitation, suggesting that organizational factors
might play a role in limiting employees' enthusiasm for expanding their roles. This aligns

with the findings of a study who noted that organizational culture and leadership styles
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significantly impact employees' willingness to go beyond their immediate
responsibilities®.

The concepts discussed in the literature on organizational support and
psychological empowerment are also relevant here. According to research psychological
empowerment involves a sense of meaning, competence, self-determination, and impact
at work. The low levels of eagerness to innovate and volunteer for extra_t s&uld
indicate gaps in psychological empowerment among the administrathJ ff7. This
suggests that while there is a general sense of commitment, the ad@&tﬁtive staff might
not feel sufficiently empowered to take on new challenges 6$1 their roles, aligning

with Spreitzer's findings on the importance of psycho empowerment in fostering

proactive behaviors. be

Regarding conflict management styles, admi ive staff exhibited a clear preference

N

for cooperative approaches, reflected mﬁ 1ghted mean score of 3.01. They prioritized
finding middle-ground solutions‘\ﬁa‘h 29.

93% of respondents valuing compromise to
address conflicts. Fuﬂherﬂ@@lﬁl% considered the needs of all parties involved in
disputes, emphasizin@@%thy and inclusivity. The commitment to fostering positive
relationships t T@ompromise was evident in 32.30% of responses.

T gﬁt answers Research Question Two: What is the mostly used workplace
co%@nagemem style (compromise, avoidance, and collaboration styles) in private
universities in Oyo State? The findings indicate that administrative staff predominantly
use cooperative conflict management styles, with a significant focus on compromise and

considering the needs of all parties involved to foster positive relationships.
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A recent study aligns with these findings. Their research on conflict management
in the Nigerian university system found that cooperative approaches, including
compromise and collaboration, were widely preferred and effectively used to maintain
harmonious workplace relationships. This study supports the evidence presented in this
research, highlighting similar preferences for cooperative conflict management styles
among university staff in Nigeria®. Q
Firstly, from a theoretical perspective, the preference for cooperativ€ conflict
management aligns with the principles of the Dual Concern The@ is theory posits
that individuals manage conflicts based on their concern for theig own outcomes and the
outcomes of others. The high weighted mean score o or cooperative approaches
suggests that administrative staff are balanci %%‘ interests with those of their
colleagues, reflecting a dual concern for S% ers. The emphasis on finding middle-
ground solutions, with 29.93% of respoundents valuing compromise, supports this theory

.
by illustrating how staff aim to a@ mutually beneficial outcomes.

Empirical studies a&o&%port these findings. For instance, the research work on
conflict managemer&@% indicates that cooperative approaches, which include
integrating an '\ mising, are associated with positive organizational outcomes, such
as enhancediteamn performance and job satisfaction!?. The study's findings that 34.81% of
re o@ considered the needs of all parties involved in disputes and 32.30%
emphasized fostering positive relationships through compromise, align with Rahim's
empirical evidence that cooperative conflict management fosters a more harmonious and

productive work environment.
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Additionally, the concept of Emotional Intelligence (EI) provides another layer of
understanding. High levels of EI are associated with the ability to manage interpersonal
relationships judiciously and empathetically!!. The findings that 34.81% of respondents
considered the needs of all parties involved in disputes highlight the role of empathy and

inclusivity in conflict management. This suggests that the administrative  staff's

cooperative approach is underpinned by their emotional intelligence, ali g ‘with
Goleman's assertion that EI is critical in managing workplace relationships conflicts
effectively!!.

O
Furthermore, the preference for cooperative confli %gement styles aligns
with the concept of Organizational Citizenship B (OCB), particularly the
dimension of interpersonal harmony!!. T ,@hitmen‘[ to fostering positive
relationships through compromise, evident i 30% of responses, reflects behaviors
that go beyond formal job requirementsﬁ%;ntribute to a positive organizational climate.

This supports Organ's findings t@
and effective organizational{kg{oning.

ehaviors are essential for maintaining smooth

The recogniti@e value of open dialogue in conflict resolution was notable,
with 34.96% spondents advocating for transparent communication. Additionally,
31.11% supported collective decision-making processes, underscoring the importance of
colla ’Qe efforts in resolving workplace conflicts. This finding on the value of open
dialogue and collective decision-making in conflict resolution align well with several
concepts and studies discussed in the literature review.

From a theoretical perspective, the emphasis on transparent communication and

collective decision-making aligns with the principles of the Social Exchange Theory!'2.
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This theory posits that social behavior is the result of an exchange process, aiming to
maximize benefits and minimize costs. Open dialogue and collective decision-making
enhance trust and cooperation among employees, which are key components of social
exchanges within organizations. The study's finding that 34.96% of respondents advocate
for transparent communication underscores the importance of open dialogue as a, means
to build trust and facilitate effective conflict resolution. Q
Empirical studies also support these findings. For instance, resear@te role of
communication in conflict resolution highlights that open and ho@bmmunicaﬁon is
crucial for resolving conflicts constructively!®. The ﬁndinéha .11% of respondents

supported collective decision-making processes a@ with empirical evidence

suggesting that involving multiple stakeholdg@ecision-making leads to more

sustainable and accepted resolutions to confli 1s participative approach can enhance
p p p pp

commitment to decisions and reduce ﬂ%@l ood of future conflicts.

The concept of Participative Le@hlp, further explains the preference for collective
decision-making. Participa@%adership involves involving employees in decision-
making processes, wh@% increase their commitment and satisfaction'4. The support
for collective decision-making among 31.11% of respondents suggests that administrative
staff valu g%{ship styles that encourage their input and collaboration, aligning with
Vroo@ Jago's findings on the positive outcomes of participative leadership.
Moreover, the findings which emphasizes the fairness of the processes that lead to
outcomes. Transparent communication and collective decision-making are key elements

of procedural justice, as they ensure that all parties have a voice and that the process is

perceived as fair. The study’s findings reflect the administrative staff’s recognition of the
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importance of fair and inclusive processes in conflict resolution align with the theory of
Procedural Justice'.
In addition, the concept of Organizational Communication, as outlined by research,
highlights the role of effective communication in organizational functioning. The study’s
finding that 34.96% of respondents advocate for transparent communication supports
Clampitt and Downs’ assertion that open dialogue is essential fo Q%ving
misunderstandings and conflicts, leading to a more cohesive work environme
The perception of high organizational support, particularly fro-@&prvisors and the
university, was strongly evident, with a weighted mean s re%.%. Factors such as
open communication, constructive feedback, and rec@l n of achievements played
pivotal roles in enhancing employees' sense and commitment to their jobs.
Opportunities for professional developme{tgvs%%so significant contributors, providing
avenues for career growth and skill enhancement.

.

This result addresses {€§}réh Question Three: What is the level of
organizational support (su@gﬂr support, rewards, and work conditions) in private
universities in Oyo 5\@%6 findings indicate that administrative staff perceive a high
level of orga t&‘@' 1 support, especially from supervisors and the university. This

®

support is sted through open communication, constructive feedback, recognition of

ac%@ts, and opportunities for professional development, which contribute to
employees' sense of value and commitment to their jobs.

A recent Nigeria study on perceived organizational support and job-related wellbeing in
Nigeria universities also aligns with these findings. The research emphasizes the positive

impact of perceived organizational support on job-related wellbeing, which includes
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factors such as job satisfaction, engagement, and commitment. The study highlights the
importance of supportive organizational practices, such as open communication and
recognition, in fostering employees' wellbeing and commitment in the university
context!’,

The results also align well with Organizational Support Theory (OST). OST
posits that employees develop general beliefs regarding the extent to @h heir
organization values their contributions and cares about their well-bei@, e study's
findings, which highlight the importance of factors such as ommunication,
constructive feedback, and recognition of achievements, a@%ent with OST. These

factors contribute to employees' perceptions of being V d supported, which in turn

enhances their commitment to the organization'® ,bQ
Empirical studies further support these f%ﬂ@éor instance, meta-analytic review of
perceived organizational support (PO nderscores the critical role of supportive
practices in fostering employee @\mtmen‘t. The study’s results showing a weighted
mean score of 3.24 fo&!nizational support, including elements like open
communication and Q@on, align with Rhoades and Eisenberger's findings that such
supportive be K{%gniﬁcantly correlate with higher levels of employee commitment'®.
The concept,of Job Embeddedness also aligns with the findings. Job embeddedness refers
to the@f@ined forces that keep an employee attached to their job. This includes links to
people and groups in the organization, fit with the job and organization, and perceived

sacrifices if one were to leave. The study's emphasis on opportunities for professional

development as significant contributors to employee commitment reflects the idea of
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enhancing job fit and providing growth opportunities, which are crucial elements of job
embeddedness?.

While the study identified several factors associated with job commitment, including
conflict management styles and organizational support, the regression analysis did not
find significant combined or relative influences on job commitment. The multiple
regression analysis yielded a multiple R of 0.339, indicating a weak positiv Q%e%tion
between the predictor variables and the criterion variable. This correlatign sfrggests that
while there is some relationship between conflict managemen@e , organizational
support, and job commitment, it is not particularly strong. The*R-square value from the
regression analysis was 0.115, indicating that approxi @.5% of the variance in job
commitment can be explained by the combine ilﬁ@%e of conflict management styles
and organizational support. This relative{yQ ercentage implies that a substantial
portion of the variance in job commit hs influenced by factors not accounted for in

N
this study. \CO\

This result addresses @2‘101 and Ho2. The findings indicate that, consistent with
these hypotheses, the@ed and relative influences of conflict management styles and
organizationa @ on job commitment are not significant. The weak correlation and
low R-sq%v ue suggest that other factors not included in the study play a more
su st@ole in influencing job commitment.

A recent study on the determinants of organizational commitment of universities'
employees aligns with these findings. Their analysis revealed that while organizational
support and conflict management styles are relevant factors, they do not account for the

majority of the variation in job commitment. The study highlighted the importance of
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other factors such as job satisfaction, personal values, and work-life balance in
influencing organizational commitment, thereby supporting the notion that job
commitment is a multifaceted construct influenced by a broader range of factors?!.

The findings suggest that although conflict management styles and organizational
support are relevant to job commitment, they do not account for the majority of the
variation in commitment levels among administrative staff. This points to the ence of
other significant factors that were not included in the model. Thes@ include
individual characteristics such as personal values, job satisfact@eer aspirations,
work-life balance, or external factors like economic condition$y, organizational culture,
and interpersonal relationships at work. Moreover, th onsitive correlation might
indicate that the interaction between conflict n% ment styles and organizational
support is complex and possibly moderated &@giated by other variables not captured
in this study. For instance, the impact c&éﬁnizational support on job commitment might

.

be influenced by the quality of %écssﬁip, the nature of the work environment, or the
specific conflict managemc@gftices in place.

This weak correlatio@%g align with Organizational Support Theory (OST). While
OST suggest ﬂ@{ceived organizational support should have a significant positive
impact onMjob commitment, the theory also acknowledges that the strength of this
rel ti@ can vary based on additional factors and contextual variables?’. The
relatively low R-square value in the study (0.115) suggests that other significant factors
beyond organizational support and conflict management styles influence job commitment,

which is consistent with the multi-faceted nature of job commitment as described by OST.
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Also, empirical studies have documented mixed findings on the predictors of job
commitment, indicating that the relationship between organizational support, conflict
management, and job commitment can be influenced by various moderating and
mediating factors. For example in Three-Component Model of Commitment it was
argued that job commitment is influenced by affective, continuance, and normative
components, which can be shaped by a wide range of organizational and pers anlors.
The empirical finding of a weak positive correlation indicates that whilg organizational
support and conflict management styles are relevant, other Vari®uch as personal

values, job satisfaction, and work-life balance also play cmﬁlr%?

Additionally, the Job Demands-Resources ( odel suggests that job
commitment results from a balance between j @ds and resources. According to
this model, organizational support is a job res that can enhance commitment, but its
effectiveness can be moderated by othe %ﬁors such as personal resources and external
.
job demands?*. The study’s ﬁnd{@}showing that only 11.5% of the variance in job
commitment is explained {&g‘{e studied variables, align with this perspective by
indicating the presen@her influential factors. The concept of Person-Organization
Fit suggests t mmitment is also influenced by the alignment between individual
values andéga 1zational culture?. The weak correlation found in the regression analysis
su po@%e idea that job commitment is a complex construct influenced by multiple

factors, including individual characteristics and external factors, which were not fully

captured in the study.
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Chapter Five

Conclusion

This chapter presents the conclusion and recommendations derived from the findings of
the study on workplace conflict management styles, organizational support, and job
commitment among administrative staff in private universities in Oyo State. The ¢hapter

begins with a brief recap of the study’s purpose and objectives, followed b@/ewiew

5.1 Summary of Findings Q
nt

The study investigated the level of job commitment, @a workplace conflict

of the key findings presented in Chapter Four.

management styles, and the perception of organizatior@pport among administrative

staff in private universities in Oyo State. The owgwere to assess job commitment,

identify conflict management styles, and\ébate organizational support. Hypotheses

N

were formulated, positing no sigqi@ combined influence of conflict management
style and organizational support Qcﬁ\b commitment and no significant relative influence
of these variables on job. @mitment. The sample included 675 administrative staff
members, and data @ collected using the WCMSOSJCASQ. Descriptive statistics
revealed a }Q;IT:\SGW I of job commitment (weighted mean = 3.36), with notable
percent%b indicating commitment across various aspects of their roles. Predominantly,
co%@ve conflict management styles (weighted mean = 3.01) were observed, along
with a perception of high organizational support (weighted mean = 3.24). However,
inferential statistics, including multiple regression analysis, did not find significant

combined or relative influences on job commitment. The analysis yielded a weak positive

correlation between predictor variables and job commitment, with only approximately
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11.5% of the variance explained by conflict management styles and organizational
support. Thus, the study provides insights into the factors influencing job commitment
among administrative staff in private universities in Oyo State, highlighting the

importance of further research to explore additional variables and longitudinal studies to

R

In conclusion, this study provides valuable insights into the dynami@orkplace

understand the dynamics of job commitment over time.

5.2 Conclusion

conflict management styles, organizational support, and job itment among

administrative staff in private universities in Oyo State. @e%ings underscore the

importance of fostering a positive work environment, ing open communication,

and providing adequate support for employees. ddressing these factors, private

universities can enhance employee satisfact‘f@ retention, and overall organizational
\®

effectiveness. Moving forward, it is &ntial for stakeholders to implement the

"N

recommendations outlined in th{@dﬁo promote employee well-being and enhance

organizational perforrnance\AQ

5.3 Recommendatio Q

Based on the %f this study, several recommendations can be made to enhance job

commitment,_and organizational effectiveness among administrative staff in private

un%@:

1. Promote Collaborative Conflict Resolution: Encourage the use of collaborative conflict

management styles, such as compromise and collaboration, to facilitate constructive

dialogue and problem-solving among administrative staff.
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2. Enhance Supervisor Support: Provide training and development opportunities for
supervisors to improve their leadership skills and enhance their ability to provide
effective support and guidance to administrative staff.

3. Implement Recognition Programs: Establish formal recognition programs to
acknowledge the contributions and achievements of administrative staff, &ereby
fostering a culture of appreciation and motivation. Q

4. Invest in Professional Development: Allocate resources for professio@elopment
initiatives to support the growth and advancement of administ@xtaff, promoting
continuous learning and skill enhancement.

5. Conduct Regular Employee Feedback Surveys: Imp Qregular employee feedback
surveys to assess job satisfaction, identify area fq@rovement, and address concerns
proactively. ’bb

5.4 Contributions to Knowledge @

This study contributes to the exis'{@ody of knowledge in several ways:

1. Empirical Insights: It @%ﬁes empirical evidence regarding the level of job
commitment, workp&@Qonﬂict management styles, and organizational support
perception a@inistrative staff in private universities in Oyo State, Nigeria.

2. Contex@ derstanding: By focusing on the specific context of private universities
in Oy@e, the study offers insights into the unique challenges and dynamics shaping
organizational behavior and employee engagement in this setting.

3. Implications for Practice: The findings offer practical implications for organizational

leaders and managers seeking to enhance employee commitment, improve conflict
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resolution strategies, and foster a supportive work environment within educational
institutions.
4. Research Directions: The study highlights areas for further research, including
exploring additional factors influencing job commitment, investigating the effectiveness
of specific organizational support initiatives, and examining the impact of cul‘& and
institutional factors on workplace dynamics in private university settings. Q
Overall, this research contributes to a deeper understanding of the factors,inflt€ncing job
commitment among administrative staff in private universities, of@&aluable insights
for both academia and practice.
5.5 Suggestions for Further Study QQ
While this study provides valuable insights i o@ommitmen‘[, workplace conflict
management styles, and organizational su mong administrative staff in private
universities, several avenues for further %rch are suggested.

R
Firstly, future studies could expl&@&e relationship between job commitment and other
variables such as job satiﬁ&%work-life balance, and leadership styles. Investigating

how these factors h@% could provide a more comprehensive understanding of

employee engﬁ@and retention in academic settings.
Secondly,@ea

th% e job commitment and organizational support, particularly in the context of

chers could delve deeper into the specific strategies and interventions

private universities in Nigeria. Qualitative studies, such as interviews and focus groups,

could uncover nuanced perspectives and experiences that quantitative surveys may

overlook. Additionally, longitudinal studies could track changes in job commitment and
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organizational dynamics over time, offering insights into the long-term effectiveness of
interventions and policies.

Lastly, comparative studies across different types of universities (e.g., private vs. public,
small vs. large) or in different geographical regions could reveal contextual factors
influencing job commitment and conflict management strategies. By addressing these
research gaps, future studies can contribute to the development of evi Q&sed

practices that enhance organizational effectiveness and employee well-being i academic

institutions.
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Lead City University, Ibadan
Faculty of Education
Department of Arts and Social Science
Workplace Conflict Management Style, Organisational Support, and

Administrative Staff Job Commitment Questionnaire
(WCMSOSJCASQ) Q\

Dear Esteemed Participant, ’\< O

This Questionnaire was designed to gather data regardi rkplace Conflict
Management Style, Organization Support, and Job Comm@t of Administrative Staff
of Private Universities in Oyo State, please note that@nformation provided will be
used for research purpose and treated with t%@ost confidentiality. Therefore, we

kindly request your sincere response to as in this instrument. Your participation

is highly valued. (§
| N
Yours Sincerely, . AQ
N
Adepoju A. T .@
O
\¥
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Section A
Instruction

Please, tick (V) the space provided in front of the option that best fit your responses to the
guestions below

. Gender: Male () Female ()

. AgeRange: Lessthan30years( ) 31-40years( ) 41-50( ) Above rs ()

. Years of Experience: Less than 10years ( ) 11-20years ( )21-30yea&§&1}ve 30

years () Q
. School Location: Rural () Urban( ) 0 E

. School Type: Secular () Faith Based ( ) Q
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Section B

This section contains items to collect information from respondents on the level of
job commitment of administrative staff in private universities. Please respond to the

statement in the tables below using the following scale;

Always (AL), Seldom (SE), Rarely (R), Never (N) \
Section B Items on administrative staff level of job commitment ( OQ
S/N | Item: I AL SE OX N
1 have a strong desire to continue doing this s ’

job <\<>

2 am dedicated to overcoming challenges and QV

remaining in my current role 2 q

3 believe that the benefits of staying @

job outweigh those of leaving.

4 am actively invested in bulld’l@ﬁg-

term career at my current J(

5 feel a sense of loyalty @s organisation

and its goals. \
QO

6 consistently o\be)ond my job description
to contribl& the success of projects.

7 actively'seék out challenges and take the
il@e to tackle them head-on.

(@3

8 \ eager to explore new ways of doing
things to enhance efficiency and outcomes.

9 take ownership of my work by anticipating
potential issues and addressing them in
advance.

10 | willingly volunteer for tasks that require
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additional effort to ensure positive results

Section C

This section contains items to collect information from respondents on the most used
workplace conflict management style in private universities. Please resp the

statement in the tables below using the following scale; ( 0
Always (AL), Seldom (SE), Rarely (R), Never (N) 6\

Section C Items on most used workplace conflict manage tyle

S/N

Items: The management; ’?S AL SE R

believe that finding middle-ground solutions is e@rfor
maintaining harmony in the workplace. ®

when resolving conflicts, consider the ng&nd perspectives of
all parties before making decisions. 'C‘\

find satisfaction in achieving outc@s Where both sides feel they
have gained something. *

R\

believe that compromisi eIps build positive relationships

among colleagues. *
RN

work environment.

consider com ro&&is}a'st'rength that contributes to a constructive
and cooperati%

(0. \
belieye t@\‘ﬁaintaining a calm and harmonious school
enviro&qent is a priority, even if it means temporarily setting

aside conflicts.

believe that avoiding immediate confrontation can lead to more
productive discussions once everyone involved has had time to
reflect.

When conflicts arise, sometimes choose to step back to assess the
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situation and gather more information before taking action

strive to handle minor disagreements discreetly to prevent
unnecessary disruptions to the educational atmosphere.

10

find value in allowing time for emotions to settle before
addressing conflicts, ensuring that decisions are made with a clear
mind.

11

find value in leveraging the diverse expertise of our school
community to generate innovative and inclusive conflict
resolutions.

12

When faced with conflicts, prioritise open dialogue and
brainstorming sessions to ensure that all perspectives are
considered. N

13

is committed to fostering a culture of teamwork and mutual ( >
respect where conflicts are opportunities for growth and

understanding. Q
L.\

14

is dedicated to facilitating cooperative problem-sol\@%ssion

15

that lead to win-win outcomes.

NS
believe in the power of collective decision- alang to strengthen
relationships and create a sense of ow .e%u’-p ver conflict

resolution.
&
N
QQ Section D

This section co@ items to collect information from respondents on the level of

organisati& port in private universities. Please respond to the statement in the tables

belowé@ the following scale;

Always (AL), Seldom (SE), Rarely (R), Never (N)

Section D Items on level of organisational support

S/N | Items AL SE
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My supervisor actively
encourages open
communication and values my
input.

My supervisor provides
regular constructive feedback
to help me improve my
performance.

I can rely on my supervisor
for guidance and assistance
when facing challenges at
work.

My supervisor advocates for
my needs and concerns within
the university.

My supervisor demonstrates
fairness and consistency in
their interactions with team
members.

The university recognises and
celebrates the achievements
and milestones of its ;
- X
employees.

[N
The university offers Q’\'J

competitive ﬁnancml

compensatlon $\ ork |

The u t rovides
opportunitiés for professional

de ment and skill
cement.

e university offers a
comprehensive benefits
package that meets my needs.

10 The university encourages a
culture of continuous learning
and offers resources to support
it.

11 The university promotes a
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healthy work-life balance and
supports employees' well-
being.

12

The university fosters a
culture of collaboration and
teamwork among colleagues.

13

The university offers
flexibility in work
arrangements when needed.

14

The university values diversity
and inclusion, creating a
positive and respectful
atmosphere.

15

The university is comfortable

and conducive to productivity.

(
&
RS

N\
Section E QQ

Please, tick the space provided in front of the @5@ that best fit your responses to the

questions below using the following scaleiQ

Strongly Agree (SA), Agree (A), %%g&'e (D), Strongly Disagree (SD)

\Q,

S/N | Items ) SA A D SD
\(\\
1 Being open to\®)tlat10n and finding
common d when conflicts arise makes
me co@ o my job
2 @strong relationship among

‘Z agues makes me committed to my job
AN

3 \'My ability to navigate disagreements
through balanced solutions makes me
committed to my job

4 Momentarily avoiding conflicts as a way to

prevent unnecessary tension and drama

within the school community makes me
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committed to my job

Cross-departmental collaboration in
addressing conflict makes me committed to
my job

Discussing both work-related and personal
matters with my supervisor makes me
committed to my job

The receptiveness of my supervisor to my
professional development goals and support
for my growth makes me committed to my
job

The variety of rewards and recognition
programs offered by the university makes
me committed to my job

Bonuses or incentives available to

employees who exceed performance ‘Q

expectations makes me committed to my@

10

ON
Clear pathways for advancement h@ger

growth within the university makes me
committed to my job N
&

<

&
A

O
&

166




[y

N

ii.

Bio-data

Personal Data
Full Name: Adekunbi Tolulope ADEPOJU
No. 50, Ifesowapo Estate, Yawiri, Akobo-Ojurin, Ibadan,
kunbite022@gmail.com, 08062089988)
Date and Place of Birth: Ibadan. September 22, 1986, Ibadan
Nationality: Nigeria
Name and Address of Next of Kin: Adedolapo ADEPOJU Same as above

Educational Background with Dates:

Primary Education: IDC Primary School, Ajara,Olorunda Road, Ibadan{1995
Secondary Education: Queen of Apostle’s Commercial Secondary\Gratfimar School,
Oluyoro Oke-offa, Ibadan 1995- 2001

Higher Educational Institutions Attended with Dates & Qualification
Federal College of Education (Special) Oyo — 200332006, NCE
Lead City University, Ibadan 2016- 2020, B.Ed.“Educational Management
Lead City University, Ibadan 2024, M.Ed. Edycatidofial Management

Awards and Fellowships: Nil

Work Experience:
Kings and Queens College, Old-ife Road, Ibadan 2007-2009
King of Kings International*Séhool, Olorunda, Akobo, Ibadan 2015-2017
De-Ovecomers Schools, Onikokoro, Akobo-Ojurin, Ibadan 2017-2018
Bethel Elementary Montessot1, Elewuro, Akobo-Ojurin, Ibadan 2018-2021
Lead City UniversitysJbadan 2021 till date

Membership of Professional Bodies: Teachers Registration Council of Nigeria (TRCN)
Publication (s): A.T Ad€poju, Inclusion of Students With Disabilities in Nigeria Higher
Education (Published)

. Major-Conferences/Workshops Attended : LIPRORICH CONSULTS

Upskillifig and Reskilling for Effective Service Delivery in the Automation Age - 2021

FORTUNE ROYAL MULTI CONCEPTS
Capacity Building on Emotional Intelligence & Attitudinal Change for Enhanced Team
Performance - 2023

167



H. Referees:

1. Rev. Olatunde Kasali
The presiding Pastor
Word International Network Ministries,
Eruomu Layout, Old Ife Road, Ibadan.
08023405806

2. Mr. Francis Adeniyi Balogun
Head of Department,
Community Health
Lead City University, Ibadan.
08039121286

Signature %b

168

Date



The University Compliance Certification

This is to certify that the thesis by Adekunbi Tolulope ADEPOJU with the matriculation
number LCU/PG/003092 in the Department of Arts & Social Science, Faculty of
Education, Lead City University, Ibadan, Oyo State is in full compliance with the

approved University Format and Style.

Signature QQ Date

169



