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Abstract

There seem to be a growing concern and dissatisfaction with the level of job commitment among
administrative staff members in private universities, particularly in Oyo State. Factors that
contribute to these phenomena includes poor engagement, insufficient recognition and rewards,
poor leadership and management, limited opportunities for career growth, and inadequate salary
schemes among others as identified by previous studies. However, there appears to be limited
research on these issues, specifically in Oyo State, hence, to fill this gap, this study investigated
motivational indices and leadership styles as determinants of job commitment among
administrative staff in private universities in Oyo State. A descriptive research d@%‘l of the
survey type was adopted to guide the study. The population consists of all 67 %ni istrative
staff in private universities in Oyo State. A total enumeration sampling techni employed.
The findings revealed that the level of job commitment of administratiye S$taff in private
universities in Oyo State is high ( X=3.13); the level of motivatiﬂl ices in private
universities in Oyo State is moderate ( X=2.81); the most adopt adership style is the
bureaucratic style; the combined influence of motivational indic adership styles has a
significant influence on job commitment among administratiye staff in private universities in
Oyo State (Adj. R? = 0.956) and (F2,605) = 6520.744; P< 0.0 portunities for advancement
demonstrates the strongest positive influence on job CO“@I t (B = 0.615,t=14.540, P<
0.05). Based on these findings, it was recommended among others that given the positive
perception of opportunities for advancement amon inistrative staff in private universities,
Private Universities in Oyo State should further stre career development programmes.
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Chapter One
Introduction
1.1  Background to the Study

The importance of employee job commitment cannot be underestimated, as it seems to have
crucial implication on the survival, expansion and effectiveness of various nisations.
Hence, matters related to job commitment should be regarded significa tl@ny academic
discourse. Job commitment reflects the connection betwee @e ployee and the
organisation, illustrating their level of enthusiasm and %ss to fulfil assigned
responsibilities in the workplace. It entails having a str(@e tef in and recognition of the
goals and values of the organisation, a willi m’&% exert significant effort for the
organisation, and a strong desire to mainta%%‘e involvement within the institution'.Job
commitment holds immense importflnc o\rboth employees and organisations. From the
employees’ perspective, it plays &C’}t role in fostering job satisfaction, motivation, and
overall well-being. When eh@rees are committed to their work, they are more likely to
exceed their job expe@ s, display higher levels of engagement, and achieve greater

success in thei E@. From an organisational standpoint, job commitment is linked to

numerous benefits. It contributes to reduced turnover rates, as committed employees are less
likel@oppoﬂunities elsewhere.

Additionally, job commitment is associated with improved employee performance, increased
organisational citizenship behaviour (such as going beyond formal job requirements to
support the organisation), and enhanced overall productivity. In essence, job commitment

refers to the psychological attachment and loyalty an individual feels towards their job or



organisation®. It reflects their level of dedication, involvement, and sense of responsibility

towards their work and the organisation they belong to.

Within the realm of education, particularly in universities, the achievement of educational
goals and objectives relies heavily on the dedication and commitment of the staff,
particularly the administrative personnel which are the main focus of this w The
administrative staff members are professionals who play a crucial role in@rﬁng the
administrative and operational aspects of the institution. In NigerianfuniverSities, the job
commitment of administrative staff is typically marked by their n, professionalism,
and sense of responsibility in facilitating the smooth tioning of the institution.

Consequently, only staff members who demonstrate stronggmmitment will find it effortless

to fulfil their responsibilities effectively*. &Q

Put simply, when administrative staff are d%ged to their work, they develop an emotional
connection and share the same goalsé)%es nd vision as the organisation. They demonstrate
loyalty, invest their efforts willj , maintain a positive attitude, and actively support the
organisational culture. @\Ve a profound passion and enthusiasm for their job, genuinely
derive pleasure fr and approach their tasks with unwavering enthusiasm®. This high
level of co m&}lt and motivation drives them to achieve excellence in their roles.
Furthe §ey demonstrate initiative and accountability by taking ownership of their
work awd adopting a proactive mindset. They actively search for chances to improve their
performance and go above and beyond their assigned duties. They hold themselves
responsible for their actions and willingly accept the consequences that follow. When faced

with challenges, they exhibit persistence and resilience. They possess a strong dedication to

their work and willingly invest the necessary effort to overcome obstacles and accomplish



their objectives. They have the ability to recover from setbacks and maintain a positive
outlook throughout the process. They are devoted to continuous learning and possess a
mindset that embraces growth. They have an insatiable thirst for knowledge and a strong
desire to improve. Actively seeking opportunities for learning and development, both within
and beyond their current roles, they believe in the potential for their abilities to be honed
through hard work and dedication. Additionally, they prioritize reliability, p %%y, and
consistently delivering high-quality work, which exemplifies their st@@xork ethic.
Therefore, it is crucial to foster and maintain job commitment a@ministrative staff

because they are more likely to outperform their uncommittei coligagues and have a greater

propensity to achieve the organisation’s goals and obj ecti@

Upon examination of Nigerian higher institutions,@’bhng universities, it becomes apparent
that the level of job commitment among ad@ tive staff has witnessed a decline over the
years. The researcher noted various H\l\’ rs of this deterioration. Firstly, there has been a
decrease in productivity, with un@%‘tted staff causing delays, producing low-quality work,
and contributing to a decli@cademic standards®. Consequently, student outcomes have
suffered as evidenc g poor student engagement and decreased learning outcomes.
Moreover, the(é%@sﬂz r observed that the lack of commitment has hindered research,
innovatiom@ intellectual pursuits necessary for the development of new knowledge,
adva\g@génts in various fields and overall institutional progress. Additionally, another
indication of low job commitment is a situation that has given way to corruption and
unethical practices’. Individuals who are not fully invested in their roles engage in bribery,
favouritism, and other forms of misconduct. Furthermore, the consistent poor level of job

commitment seems to have adverse effects on the university’s reputation. It has discouraged



prospective students, impeded collaboration with other institutions, and eroded the trust and
confidence of stakeholders, including employers and the general public. Hence, this study
will consider attendance and punctuality and work engagement as indices to measure job

commitment.

There appears to be a noticeable poor attendance and punctuality among administgative staff
in universities. Attendance refers to the consistent presence of employe %ing their
scheduled working hours, indicating their regular and reliable presen&s ected by the
employer®. Good attendance reflects traits such as dependability, reh y, and a willingness
to fulfil work responsibilities. It also showcases a sense@accountability towards the
organisation and colleagues. Similarly, punctuality refe@ arriving or completing tasks
promptly within the designated time frame. It entab%ng prompt, respecting deadlines, and
adhering to schedules. Being punctual @ates respect for the time of others, a
commitment to meeting obligations, @a proactive approach to managing one’s time
effectively. Unfortunately, man@crgnistrative staff members are no longer punctual in
carrying out their duties, an : ¢ even display a lack of attendance. They may offer excuses

like “T cannot kill mysel a justification for their absences.

Also, there E gu}keable poor work engagement among administrative staff, as they no

longer e@i

their k. Work engagement is characterized by high levels of energy, dedication, and

e psychological state of being fully absorbed, focused, and enthusiastic about

involvement in work-related activities’. It goes beyond mere job satisfaction and is
considered a positive and fulfilling state. Engaged individuals have a deep connection with
their work, experiencing a sense of flow where they are completely immersed in their tasks

and lose track of time!'®.To address these challenges, it is imperative to take steps towards

4



improving job commitment among administrative staff in Nigerian universities. School
owners, the government, and stakeholders at large should collaborate to develop strategies
aimed at enhancing job commitment. These strategies could include measures to increase
motivation, foster a positive work environment, provide professional development
opportunities, and promote a sense of purpose and meaning in the work being performed. By
prioritizing job commitment, the overall engagement and performance of admithi e staff

can be positively influenced, leading to improved outcomes for universities‘

Various factors have been identified as contributing to the low @mmitment observed
among administrative staff in universities located in Oyo St hese factors include a lack
of engagement, poor job satisfaction, unclear expectati@insufﬁcient trust and support,
personal issues or stress, limited opportunities for @’bh or development, cultural disparities,
job insecurity, and others. Notably, to th%@ the researcher’s knowledge, few studies
have been carried out to examine the of motivational indices and leadership styles in
determining the job commitmen@%ministrative staff in private universities within Oyo
State. Therefore, this study@to contribute to the existing literature by investigating how
motivational indices Qadership styles determine the job commitment of administrative
staff in priva{ﬁ

specifical bhe discussion of motivational indices.

efsities located in Oyo State. The following paragraph focuses

Motm% stems from an individual’s motives, which encompass their needs, desires, wants,
or drives!!. It encompasses internal factors like wishes, urges, or motives that spark, direct,
and sustain behaviour towards a specific objective. Motivation is a comprehensive process,
combining both logical and proactive elements, through which people strive to fulfil their

fundamental desires, personal goals, and perceived necessities that propel human actions'?. It



comprises biological, emotional, social, and cognitive aspects that influence behaviour'2.
Motivation consists of the internal and external factors that generate enthusiasm and drive
individuals to consistently engage in and remain committed to their work, role, or field of
interest while exerting continuous effort to attain a goal. It serves as the driving force or inner
state that compels individuals to take action, persevere in their endeavours, and achieve their
objectives. It represents the underlying rationale for a person's behaviour, cho'@Qan level

of effort they dedicate towards accomplishing a specific task or aim!3. <

The importance of motivation in shaping an individual's action Qot be overstated. It
determines the way, intensity, and duration of their endeav@%otivation can be divided
into two main categories: intrinsic motivation, which o@ates from within a person and
involves engaging in an activity for the inhe@’tbﬁtisfaction, enjoyment, or personal
fulfilment it brings, and extrinsic motiva@ich stems from external factors such as
rewards, incentives, or punishments'¢, @{\sic motivation revolves around seeking external
rewards or avoiding negative cm@ﬁ?lces by participating in certain activities. However, in
this study, the researcher. ' focus on extrinsic motivation using opportunities for

advancement, work-life “balance and also compensation and benefits as its indices of

°
motivation. (.:\\'

Opp L& or advancement refer to the various ways in which individuals can progress

ort
and gr\ﬁ in their personal and professional lives'®. These opportunities can arise in different
contexts, such as within a career, education, personal development, or even relationships.
Advancement opportunities are important as they provide individuals with the chance to
enhance their skills, increase their knowledge, achieve higher levels of responsibility, and

ultimately reach their goals and aspirations. Universities should provide professional



development programmes and workshops to enhance the skills of administrative staff,
allowing them to broaden their knowledge and increase their chances of advancement.
Seeking cross-functional assignments or projects can expose administrative staff to different
areas of university operations, expanding their skill set and making them eligible for roles
that require interdisciplinary knowledge. Pursuing further education, such as masters
degree or professional certifications, can open up advanced positions Q crease
opportunities for career progression. Administrative staff interes Q research
administration can explore opportunities in grant management, supé faculty members
in securing funding, and ensuring compliance with regulatio 0 Vement in institutional
initiatives, active networking, and taking advantage@ titutional support such as
mentorship programmes can provide valuable ex o% d recognition for advancement. It

is crucial for administrative staff to proactivel out these opportunities, communicate

their career aspirations, and take 1n1t1at1 @rsumg professional growth.

Work-life balance refers to the %Lcamm or harmony between a person's professional life
and their personal life, 1nc® family, leisure, and personal well-being!é. It refers to the
ability to effectively ge the demands and responsibilities of one’s job while also
maintaining a épersonal life. Achieving work-life balance involves allocating time
and energ)bbarlous aspects of life in a way that satisfies both personal and professional
neecﬁ\/%cogmzes that individuals have commitments and responsibilities outside of work,
such as spending time with family, pursuing hobbies and interests, maintaining physical and
mental health, and enjoying leisure activities. It promotes overall well-being, reduces stress,

prevents burnout, improves productivity and job satisfaction, enhances relationships, and

allows individuals to pursue their personal goals and interests. Striking a balance between



work and personal life helps individuals lead more fulfilling lives and reduces the negative
impact that excessive work can have on physical and mental health, thereby leading to job

commitment.

Compensation and benefits refer to the rewards and incentives that employers provide to
their employees in exchange for their work and services. These elements Wmcial
components of an organisation’s overall employee value proposition and IQQigniﬁcant
role in attracting, motivating, and retaining talent. Compensation rgfers ‘te/the monetary
payment or salary that an employee receives for their work. It @es various forms of
financial rewards, such as base salary, bonuses, commission@d profit-sharing!”. Benefits,
on the other hand, encompass the non-monetary perks ar@vantages offered to employees
in addition to their regular compensation. These @Sts can vary across organisations but
often include healthcare plans, retirement @lans, paid time off (vacation, sick leave,
and holidays), life and disability insm@ﬂexible work arrangements, employee assistance
programmes (EAPs), wellness %gc?mmes, and various other forms of supplementary
coverage. Employers prov@hpensation and benefits to ensure that employees are fairly
rewarded for their Qutions and to support their well-being. These elements are
instrumental in@

and pron@ employee satisfaction and loyalty. Effective compensation and benefits

talented individuals, motivating employees to perform at their best,

strat@g{e%an contribute to a positive work environment and enhance job commitment.

Leadership is the ability to guide, influence, and inspires others towards a common goal or

vision'®. It involves taking charge and making decisions, as well as effectively
communicating and motivating individuals or groups to achieve desired outcomes. A leader

serves as a role model, sets the direction, and creates a positive and productive environment



for the people they lead. Each leader has their own specific style(s) based on their cultural
background and the organisations they are a part of. Leadership styles refer to the different
approaches and bahaviours that leaders adopt when managing and guiding their teams or
organisations'8. These styles can vary based on the leader’s personality, values, and beliefs,
as well as the specific situation and context in which they are applied. Various leadership
styles have been identified and studied by researchers and experts in the field Qa rship.
They include autocratic, democratic, laissez-faire, bureaucratic, digi lgnsactional,
transformational, coaching, pacesetting, charismatic, and pacesetta ong others. This

study, however, will consider the following leadership sty@ arismatic, coaching, and

bureaucratic as indices of leadership style in this study. Q

Charismatic leadership is a style where a leader&sonal charm, vision, and persuasive
communication skills inspire and inﬂuenca@. These leaders have a clear future vision
and effectively communicate it, mot'wa\k others to work towards that goal?’. They possess
a charismatic personality, exud%ﬁ?nﬁdence and excellent communication abilities that
captivate people. By settin@ expectations and demonstrating commitment, they inspire
followers to surpass an capabilities and find meaning in their work?’. Charismatic
leaders excel (ﬁg\'ldi g strong relationships, being approachable and empathetic, and
fostering and loyalty!”. They possess emotional intelligence, understanding and
man?g’r%their own and others' emotions, establishing a positive work environment.
Comfortable with risk-taking and making bold decisions, they instill confidence and
encourage innovation. Charismatic leaders have the potential to bring about significant
transformation by rallying people around a shared vision, resulting in increased productivity,

improved performance, and a sense of unity. However, this style heavily relies on the leader's



personality and communication skills, making their presence crucial for success. Additionally,
charismatic leaders may struggle to maintain long-term success without developing other

leadership skills, like delegation and collaboration'®.

Coaching leadership style is a leadership approach that emphasizes the development and
growth of individuals within a team or organisation. It involves the leader acting as\a coach
or mentor, guiding and supporting their team members to achieve their fu@%ﬂtial and
enhance their performance?®'. In coaching leadership, the leader focuse&guﬁowering their
team members through active listening, asking thought-provokin ions, and providing
constructive feedback. The goal is to help individuals iden heir strengths, weaknesses,
and goals and to facilitate their professional and personal@wthzz. Coaching and leadership
styles are characterized by several key aspects. F&% coaching leaders adopt a supportive

approach by providing encouragement, @ , and emotional support to their team

members. 2—@

They create an environment t&@\afe and trusting, allowing individuals to openly share
their challenges and se%@we. Secondly, coaches should practice active listening. They
actively engage wi&ir team members, paying close attention to their ideas, concerns, and
aspirations. yg}oymg effective communication skills, they strive to understand different
perspec@ﬂnd provide relevant feedback. Thirdly, coaching leaders utilize questioning and
reﬂem as a means of fostering critical thinking and self-reflection within their team.
Rather than offering direct solutions or instructions, they pose powerful questions that
encourage individuals to explore their own thoughts, find solutions, and take ownership of
their decisions. Moreover, coaching leaders promotes a culture of continuous learning and

development.

10



They encourage team members to acquire new skills, explore growth opportunities, and
challenge themselves to achieve higher levels of performance. Additionally, coaching leaders
provide constructive feedback to help individuals improve their performance. They focus on
specific bahaviours, strengths, and areas for development, offering guidance and support to
facilitate growth. Furthermore, coaching leaders work collaboratively with their team
members to establish clear and meaningful goals. They assist in setting re Q&rgets,

creating action plans, and monitoring progress. They help individuals aligh thgif goals with

the broader objectives of the organisation. Q

Bureaucratic leadership is a management style characteriz@r strict adherence to rules,
procedures, and policies?. It is based on the principles of bureaucracy, which were first
described by a German sociologist. In a bureauc@’ib&eadership style, the leader exercises
control and authority by relying on es@fg rules and hierarchical structures. The
bureaucratic leadership style is chanau&cd by strict adherence to rules and procedures,
centralized authority, hierarchicz&ture, division of labour, specialization and expertise,
impersonal relationships

z@ocus on stability and predictability?*. Bureaucratic leaders

expect employees to &w rules without question, aiming for consistency in decision-

making and op(ra&.

They h%égniﬁcant decision-making power concentrated at the top, closely supervising
subohﬁtes. Bureaucratic organisations have clear chains of command, with decisions and
information flowing from the top down through formal channels®. Tasks are divided based
on roles and expertise, and individuals are expected to fulfill their assigned duties within the
established framework. Bureaucratic leaders’ value specialized knowledge, qualifications,

and technical skills. Relationships between leaders and subordinates are professional and

11



impersonal, minimizing emotional factors and relying on formalities. The goal is to create
stability and predictability through standardized processes and procedures. However, this
leadership style can lead to rigid decision-making, slow response times, and hindered
innovation and adaptability. It may also reduce creativity and employee motivation due to the
emphasis on rules and procedures. Hence, this study investigates motivational indices and
leadership styles as determinant of job commitment of administrative s@f rivate

universities in Oyo State, Nigeria. < \

1.2 Statement of the Problem %Q

In recent years, there seem to be a growing concern and gt action with the level of job
commitment among administrative staff members in te universities, particularly in Oyo
State. This situation has resulted in various %é{ems for these universities, including
decreased productivity, higher employee@over, lower job satisfaction, a weakened
organisational culture, negative exp%be for customers, limited employee development,
and difficulties in achieving.or&%%ional goals?® 27, One possible explanation for this could
be the leadership style@}ed within these organisations, which may not be appropriate
to reaching their pg&les. Previous studies have identified several factors that contribute to
the challen s@i by administrative staff in other states, such as poor engagement,
insufﬁc@@cognition and rewards, poor leadership and management, limited opportunities
for %ﬁr growth, mismatched organisational culture and values, issues with work-life
balance, inadequate communication and involvement, and also inadequate salary schemes?®2°.
However, there appears to be limited research on these issues, specifically in Oyo State.
Hence, this study will investigate motivational indices and leadership styles as determinants

of job commitment among administrative staff of private universities in Oyo State.

12



ii.

1il.

1v.

1.3 Aim and Objectives of the Study

The aim of the study is to investigate motivational indices and leadership styles as
determinants of administrative staff job commitment among private universities in Oyo State.

The objectives of the study were to:

identify the level of job commitment(attendance and punctuality, and work @Qment)
of administrative staff in private universities in Oyo State; ( 0
determine the level of motivational indices (opportunities for advancement, work-life

balance and compensation and benefits) in private universitie%yo State;

determine the most adopted leadership style (chari coaching and bureaucratic
styles) in private universities in Oyo State; Q
examine the combined influence of motivati indices (opportunities for advancement,

work-life balance and compensation weneﬁts) and leadership style (charismatic,

(]
coaching and bureaucratic style%%\sshj commitment of administrative staff in private

universities in Oyo State; a@

determine the rela%@lence of motivational indices and leadership style on job

commitment Q@nistrative staff in private universities in Oyo State.

N\
1.4 Res%h uestions

1. Wﬁe&’s the level of job commitment (attendance and punctuality, and work engagement)
of administrative staff in private universities in Oyo State?
2. What is the level of motivational indices (opportunities for advancement, work-life

balance and compensation and benefits) in private universities in Oyo State?
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3. What is the most adopted leadership style (charismatic, coaching and bureaucratic styles)
in private universities in Oyo State?

1.5 Hypotheses

Hol: There will be no significant combined influence of motivational indices (opportunities
for advancement, work-life balance and compensation and benefits) and leade% style

(charismatic, coaching and bureaucratic styles) on job commitment of admin@kze staff in

private universities in Oyo State. /\

Ho2: There will be no significant relative influence of motivatio ices (opportunities for
advancement, work-life balance and compensation a its) and leadership styles
(charismatic, coaching and bureaucratic styles) on job mitment of administrative staff in

private universities in Oyo State. ’bb

1.6  Significance of the Study ’\%\

The research will be published iléqi? respected journal, and the results will be shared with
individuals involved in @n. This will provide policy-makers with comprehensive data
regarding the level of comimitment of administrative staff, the level of motivation within
organisations, ‘nd% ost commonly employed leadership style. Such information will

assist poli kers in developing strategies to improve and maintain a high level of job

com}t&lt among administrative staff members at private universities located in Oyo State.

The findings of this research will also provide valuable insights for school administrators in
understanding the factors that influence job commitment among administrative staff. By
identifying the motivational indices and effective leadership styles, administrators can
implement strategies to enhance job commitment, which in turn can lead to improved
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organisational performance, productivity, and employee satisfaction. This study can assist
administrators in making informed decisions regarding human resource management,

training, and development initiatives to create a more committed workforce.

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 con@ment.
By identifying the factors that affect their job commitment, such as motivati@%ices and
leadership styles, this research can shed light on areas that need imprg@ngn( The findings
can help administrative staff understand their own motivations eferences, enabling

them to communicate their needs more effectively and con@e o a more fulfilling work

environment. QQ

The job commitment of administrative staff i éctly impacts students’ experiences at
private universities. A highly committed&nistrative staff is more likely to provide
efficient and effective support se;g{ s) resulting in improved student satisfaction,
engagement, and overall ac;a(@xperience. This study can contribute to enhancing the

quality of services pro@tudents, leading to a positive learning environment and better

educational outhrﬂ

The study%ndings can help private universities in Oyo State to optimise their
admi is%’ge staff's job commitment, ultimately leading to enhanced educational standards
and improved contributions to society. A committed administrative staff can positively
influence the university's reputation, attract potential students, and foster collaborations with

external stakeholders, thereby benefiting the broader community.
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The study will constitute part of the empirical literature, making it a reference point for future
researchers or researchers who might likely address other variables of motivational indices,
leadership styles, and job commitment of administrative staff of private universities or would
want to replicate the study in another geographical area. Ultimately, the study will be of great

importance to future researchers as it will add to the existing literature.

1.7 Scope of the Study OQ

This study is delimited geographically and contextually. Geogra y, the study was
limited to private universities in Oyo State. Oyo State is locat Quthwestem Nigeria,
within the West African region. It is situated between lati °N and 9°N and longitudes
3.5°E and 4.5°E. The state shares borders with several r Nigerian states, including Kwara
State to the north, Osun State to the east, Ogun %é(o the south, and the Republic of Benin
to the west. The landscape of Oyo State is\\ggacterised by a mix of various geographical
features, including savannah grasslaé%s\\m ing hills, and scattered lowland areas. The state
is part of the larger Yoruba @, known for its rich cultural heritage and history. The
capital city of Oyo Sta%’@an, which is one of the largest cities in Africa. Ibadan lies in
the Southwestern.;ﬂ the state and serves as its administrative and economic centre. Other

major town%&jﬂ'es in Oyo State include Ogbomoso, Oyo, Saki, and Okeho, among others.

As at th@@e of this study was carried out, Oyo State has seven (7) private universities.

N

Contextually, this study would be limited to job commitment of private universities
administrative staff and how it influenced by motivational indices and leadership styles.

Motivational indices considered in this study are opportunities for advancement, work-life
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balance and compensation and benefits. Also, leadership styles indices are charismatic,

coaching and bureaucratic styles.
1.8  Limitation of the Study

As a result of the workload of the participants, and also preparation towards the school
convocation, many of the staff were reluctant to fill the questionnaire. However, these

limitations, the findings of this study are adjudged to be valid. ( 0
1.9 Operational Definition of Terms 6\
The following terms are defined as they are used in the stud 0

Administrative Staff: Administrative staff refers to r@k and female employees in private
universities in Oyo State, who are responsible@erforming various administrative tasks

and supporting the day-to-day operations %rganisation.

Job Commitment: Job comrmtrn@ administrative staff in private universities in Oyo
State refers to the degree of @catlon loyalty, and engagement an employee has towards
their job and the organﬁbn they work for. It reflects their willingness to put in effort, time,
and energy to f(%/%be job responsibilities, meet organisational goals, and contribute to the

overall succ%of the organisation. The indices considered in this study are attendance and

puno@%‘and work engagement.

Attendance and Punctuality: This refers to the act of administrative staff in private
universities in Oyo State to be present at a specific location or event, and punctuality refers to
the quality of being on time or arriving at a designated place or activity at the expected or

agreed-upon moment.
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Work Engagement: This refers to a state whereby administrative staff in private universities
in Oyo State is being active and positively involved in their task and responsibilities. When

someone is engaged in their work, they feel enthusiastic, focused, and committed to their job.

Motivational Indices: Motivational indices are measures or indicators used to assess the
level of motivation among staff in private universities in Oyo State. The indices ;%idered

in this study are opportunities for advancement, work-life balance, and cotion and

benefits. /\

Opportunities for Advancement: This refers to the chances %ssibilities available to

employees to progress in their careers in private universiti o State.

Work-Life Balance: This refers to the equilibriu o@mny between an individual’s work

life and personal life in private universities i ate.

Compensation and Benefits: This%@passes the financial and non-financial rewards

provided to employees in exchaléo? their work and contribution to private universities in

Oyo State. Q.Q\A

Leadership Styleg\%ds refers to the approaches or behaviours exhibited by leaders in

influencing % ding private universities in Oyo State. The indicators in this study are:

charis %oaching and bureaucratic style.

Y

Charismatic Leadership Style: It is characterised by a leader’s ability to inspire and
motivate others through their personal charm, persuasive communication, and strong

presence in private universities in Oyo State.
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Coaching Leadership Style: It involves a leader providing guidance, support, and

development opportunities to their employees in private universities in Oyo State.

Bureaucratic Leadership Style: It is characterised by strict adherence to rules, policies, and

procedures in private universities in Oyo State.
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This chapter contains review of related literatures. It was presented in the following
subheadings:
2.1 Conceptual Review
2.1.1 Commitment
2.1.2  Job Commitment
2.1.2.1 Attendance and Punctuality Q\
2.1.2.2 Work Engagement Q/Q
2.1.3 Motivation 6\
2.1.3.1 Opportunities for Growth %

O

2.1.3.2 Work-life Balance Q

2.1.4 Leadership Styles

2.1.3.3 Compensation and Benefits bbe
O
O

2.1.4.1 Charismatic Style ,&

2.1.4.2 Coaching Style K

2.1.4.3 Bureaucratic Style *© \A%

2.2 Theoretical Fr@k
2.2.1 Self-de r@n Theory

222 Sociﬁx ange Theory

23 \jéQW of Empirical Studies

2.3.1 Leadership Styles and Job commitment
2.3.2 Motivationand Job Commitment
2.3.3 Job Satisfaction and Job Commitment

2.3.4 Work-life Balanceand Job Commitment

23



2.3.5 Organisational Justice and Job Commitment
2.3.6 Emotional Intelligence and Job Commitment
2.3.7 Genderand Job Commitment

24 Conceptual Model

2.5  Summary of Reviewed Literature

Endnotes Q\

2.1 Conceptual Review /\Q/
2.1.1 Commitment %

Commitment is a complex notion that encompasses VS attributes such as devotion,
allegiance, and the unwavering resolve of an indivi or group towards accomplishing a
specific objective, purpose, relationship, or beli goes beyond mere intentions, involving
a profound sense of duty and accourztab'l y\b persevere and see things through, regardless
of the challenges that may arisa{c%ls level of commitment demands a wholehearted
dedication of time, energy, é®sources to attain a particular goal, requiring a strong sense
of focus and concen@ on the chosen path. Whether in personal relationships,
professional pu "u@;nmunity engagement, or individual ambitions, commitment acts as a
potent drivi%force that translates aspirations into tangible achievements. It serves as the
imp@’g sustains progress and transforms dreams into reality’. Consequently, a
committed individual remains steadfast and resilient, persisting in their endeavors even in the
face of adversity or setbacks, refusing to give up easily, and remaining motivated to

overcome obstacles.
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Commitment is the fusion of cognitive and emotional connections that instill a profound
sense of belonging and identity within a group, organisation, or community*. It arises from a
self-imposed obligation driven by a sense of duty and responsibility'. This dedication hinges
on the alignment of individuals' beliefs and the shared long-term objectives and vision of the
organisation. At its core, commitment constitutes a psychological bond and loy Ity that
emerge when individuals wholeheartedly identify with a common purpose, @ alues,
and collective goals. This multi-dimensional construct encompasses affee% ontinuance,
and normative components, shaping an individual's level of dedicati@ individuals invest
themselves emotionally and continue to engage activelbin ir work, a sense of
responsibility and accountability naturally emerges. Q

Furthermore, commitment signifies the willingn s@iividuals to devote their time and
effort to nurturing relationships or accompl shi ks®. By integrating personal aspirations
with organisational goals, commltment fo t a sense of mutual benefit and growth’. Acting
as a binding force, it cohesively élwduals within a social system or organisation,
encouraging cooperation and s&&%{natlong Ultimately, commitment denotes the strength of
an individual's 1dent1ﬂ\®9and profound involvement with a specific role, purpose, or
ideology?.Com ﬁentails displaying consistent dedication and effort day after day,
maintaining&e fast focus on long-term goals, and resisting short-term distractions’. The
esse&@ommitment lies in unwavering consistency!’. Achieving commitment often
necessitates making sacrifices, willingly foregoing certain comforts, personal interests, or
opportunities to uphold one's dedication. While commitment involves resolute determination,
it is equally vital to remain adaptable and open to adjusting strategies or approaches in

response to changing circumstances or new information. Moreover, commitment frequently
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encompasses a profound loyalty to a cause, team, organisation, or individual, which, in turn,
fosters trust and reliability within relationships. Commitments often come with specific
timeframes, be they short-term or long-term, accompanied by milestones and deadlines that
instill a sense of urgency and provide clear direction'!.

Commitment serves as a guiding force, directing individuals towards their goals and
increasing the likelihood of achieving success’. It cultivates perseverance %/ering
individuals to surmount obstacles and setbacks with determination. As a@gcommitted
individuals gain a reputation for being reliable and trustworthy@lt%e eyes of others.
Moreover, commitment strengthens the bonds in relationshipﬁﬁ to more profound and

enduring connections. When commitment is directed to earning and development, it

enhances professional skills and expertise, co tr%% to personal and organisational

growth’. Committed employees play a mc&le in the success and prosperity of

organisations. In the face of failures an }mppointments, committed individuals display
.

resilience, bouncing back with unW{G%Mg resolve!?.

Furthermore, commitment \J\@g that actions align with values, promoting personal

integrity and authentici(b?provides a sense of stability and emotional security, enabling

individuals to f@@?nges with confidence!?. Committed individuals exemplify loyalty to
their teams, gsganisations, and loved ones, fostering trust and unity within these spheres.

Co ml@’g can take various forms and degrees, contingent on the context and objects to
which it is directed. Within an organisational setting, commitment is typically evaluated
through affective, continuance, and normative dimensions’. Affective Commitment involves
emotional connection, identification, and active involvement'3. Those with high affective

commitment remain dedicated due to genuine care and a profound emotional bond with the
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object of their commitment. Conversely, continuance commitment is founded on perceived
costs and investments associated with discontinuing the commitment!®. Individuals with high
continuance commitment stay devoted because they believe leaving would result in
significant losses, such as financial investments, time, or reputation. In contrast, normative
commitment is driven by a sense of duty and moral responsibility to uphold the
commitment'3. Individuals with high normative commitment stay dedicated %ﬁ they
believe it is their obligation to do so, even if they may not feel emotidnally“attached or
invested in the same way as those with affective commitment'*. 0

2.1.2 Job Commitment

Job commitment holds significant importance within the @Q organisational behaviour. It
represents the psychological state of an em I%Qand profoundly influences their
relationship with the organisation'>. Undoubted commitment stands as a pivotal factor
shaping human resource management an %acting job performance. It plays a crucial role

.
in fostering growth and produg{@ within an organisation'®. The concept of job
commitment can be defined Q\Q% degree to which an employee is dedicated to fulfilling
their job responsibilitie@ersists in achieving positive outcomes'’. This commitment to
the job leads b@r turnover rates, increased work engagement, heightened work
G

motivation, jeb Satisfaction, and a balanced work-family life, among other factors that
infl en@fo employee's dedication'®. Additionally, job commitment includes harboring a
positive attitude and being open to embracing change'’. Committed employees tackle

challenges with a problem-solving mindset, embracing innovative ideas and strategies to

overcome obstacles. They acknowledge that change is an inherent part of the fast-paced
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modern work environment and are willing to adapt and welcome new approaches to tasks

and processes'®.

Several factors contribute to the level of job commitment displayed by employees. One such
factor is the organisational culture in which they work?’. A positive and supportive
organisational culture has a significant impact on fostering higher levels of job co tmentzo.
When employees experience a sense of being valued, respected, and ackno ‘% for their
contributions, they are more likely to develop a strong commitme qglr jobs?!. Job
satisfaction is another crucial factor influencing job commitme Qmployees who find
satisfaction in their roles tend to exhibit higher levels of @ﬂtmentzz. Several elements
affect job satisfaction, including the nature of the wor@& opportunities for personal and
professional growth, work-life balance, and the q@’gof relationships with colleagues and
supervisors. Effective leadership also pla\@plvotal role in nurturing job commitment.
Leaders who inspire and motivate the@oyees instilling a sense of purpose and meaning
in their work, contribute mgmﬁt@fr?o enhanced commitment®®. Providing clear goals and

expectations, along w ﬁ@rmg support, guidance, and recognition for employees'

achievements, further einfOrces job commitment??.

Job commi@n is a comprehensive concept that encapsulates an employee's deep
psyc¢ 01@"9 connection to their job?*. This connection is characterized by a strong sense of
loyalty, engagement, and dedication. It signifies the degree to which an employee aligns
themselves with the organisation's values and objectives, demonstrating a genuine
willingness to invest time and effort in its success?. This commitment is rooted in an

emotional bond and active involvement with the organisation, accompanied by a sincere
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intention to maintain their affiliation with it. Employees who exhibit job commitment feel a
strong sense of belonging and responsibility towards the organisation, driving them to
dedicate their time and energy towards accomplishing its goals®. At its essence, job
commitment is underpinned by an unwavering belief in and acceptance of the organisation's
principles, aspirations, and aims?’. This fosters a fervent eagerness to actively co&ibute to
their realization. It comprises an individual's identification with the organiSafion; their
eagerness to invest effort, and their steadfast intention to remain a part of the orgdnisation for

the foreseeable future?®. In essence, job commitment is both a cogn@d emotional state,

signifying an employee's profound loyalty and dedication to tf @saﬁon.

Exhibiting job commitment entails an employee's de&pgchological connection to their
position, evident through their proactive engagen@% fulfilling their job responsibilities?.
It involves a willingness to make pers&gacriﬁces to benefit both the job and the
organisation as a whole*®. This strong{(& ional bond with the job fuels a genuine desire to
remain with the organisation and@‘%f/ay contribute to its overall success. Job commitment is
.
a positive and long-lasti ®1tation towards one's role, characterized by a profound sense
of responsibility, in ﬁent, and emotional investment®'. This multifaceted concept
N
embodies an i@xal s emotional attachment to the organisation, an unwavering belief in

its core , and a resolute commitment to maintaining membership and positively

impzkfg%ts growth,
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2.1.2.1 Attendance and Punctuality

Attendance and punctuality are two important concepts in the workplace. Attendance refers
to physically being present and actively participating in a specific event, activity, or
gathering?3. It involves regular presence at a designated location, such as a school, workplace,
or meeting, fulfilling one's obligation to attend scheduled events. It encompassgs being
engaged in formal settings like classes, training sessions, or conferences an Q&trates
reliability and consistency in attending specified events over a defined period™Attendance
signifies a level of commitment and involvement in an organisatio@ls and objectives,
reflecting responsibility and accountability in honoring at ce commitments®*, It is
fundamental for educational progress, enabling active pa@a on in learning opportunities,
and is crucial in the workplace, showcasing dedicati b responsibilities and teamwork.
Attendance is essential for the successfukeQx%l on of planned activities, ensuring the
availability and effective utilization of %ﬁsary resources®. It promotes a positive and

XY
cooperative atmosphere by respec ﬁg\others' efforts and time and is a key indicator of

adherence to established @nd procedures®®. Organisations use attendance as a

measurable metric to %Qmployee involvement and performance, and being mentally
engaged durin@@ce contributes to overall group effectiveness and productivity?’. It
fosters a ser@)

can en@’gate genuine interest and enthusiasm for specific subjects or events’. Attendance

ommunity and belonging in social, academic, and professional circles and

is a tangible expression of loyalty and dedication to institutions, companies, or causes,
showcasing a willingness to invest time and effort in personal and professional growth?®.
Ultimately, attendance forms the foundation upon which active learning, collaboration, and

successful outcomes are built in various environments.
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Punctuality is the act of consistently arriving at a designated place or event at the specified
time, or even a few minutes earlier*’. It involves respecting others' time by honoring set
schedules and deadlines promptly. This trait reflects an individual's ability to manage time
effectively, ensuring that tasks are completed within the given timeframes. Additionally,
punctuality showcases responsibility, professionalism, and a positive work ethic*!. By being
punctual, a person demonstrates reliability and trustworthiness, which help Q&trong
relationships and effective communication with others. This habit is essentlal {§minimizing
disruptions and maintaining a smooth workflow in various se@s. Punctuality also
promotes discipline, orderliness, and the efficient completi r%asks, leading to goal
achievement*’. It is an aspect of professionalism t@ ances one's reputation and
credibility. Moreover, punctuality is a courtesy exte o others, acknowledging the value
of their time and presence. Embracing wn@ﬂ&z creates a culture of reliability and
accountability within an organisation, &éﬂng trust and dependability in professional
.
relationships*!. Ultimately, this pr@contributes to a sense of order and predictability in

various aspects of life whi‘le\ asizing the importance of valuing time as a precious

resource. QQ

.
Attendance an([y\ctuality offer multifaceted benefits across personal and professional
domains. nstrating consistent attendance and punctuality establishes a foundation of
reliaw and trustworthiness, fostering strong relationships and enhancing one's reputation
for professionalism. The adherence to punctuality showcases a positive work ethic,
signifying dedication and respect for others' time. Such commitment to timeliness translates
into improved productivity and efficient workflows, contributing to heightened opportunities

for career advancement. Moreover, the practice of punctuality alleviates stress and anxiety,
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enabling individuals to focus on tasks and responsibilities with better time management skills.
By valuing punctuality, individuals exhibit a profound respect for others, building an
environment of mutual respect and consideration. Whether in educational settings or
workplaces, regular attendance and punctuality maximize learning opportunities and
minimize the potential negative consequences associated with absenteeism or tardiness.

Ultimately, embracing these virtues reflects a profound commitment Qp sonal

effectiveness, professional growth, and the cultivation of positive relationships in various
spheres of life. 0
2.1.2.2 Work Engagement Q

Q

Work engagement is a state of mind in which e kb% are passionately involved in their
work, experiencing a strong sense of purpo% thusiasm®. It is the level of energy and
dedication they put into their tasks that re % in a positive and fulfilling work experience**.
.
This emotional investment leads g%deep connection with their work, manifesting in a
strong sense of pride and cm@%{ent to the organisation. Employees willingly invest their
time and effort, going bﬁ@%he minimum requirements to achieve success. This investment
fosters a high 1 @b satisfaction and a positive and fulfilling relationship between the
employees 36[ ¢ir work, resulting in a high level of productivity and performance®. Work
engage 1s about finding meaning in one's work, experiencing a sense of personal
accomplishment and fulfilment, and feeling a strong connection to the tasks at hand*. It is
the active and positive involvement of employees that leads to higher job satisfaction and

reduced burnout?’.
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The state of work engagement can be described as being in the "flow" while performing job
tasks, experiencing a sense of timelessness and enjoyment*®. This emotional and cognitive
investment enhances employees' sense of purpose and well-being, resulting in higher levels
of organisational performance. Work engagement is the alignment between an employee's
skills and interests and the tasks they perform, leading to a fulfilling and satisfying work
experience*’. Employees experience a deep sense of connection and involveme Q&ir job,
fostering a sense of belonging and commitment. As a result, they exhibit @ge attitudes,
dedication, and enthusiasm, contributing to a positive work environr@a d team dynamics.

Work engagement is the degree to which employees feel engrgized and challenged by their

work, fostering a sense of purpose and enthusiasm fo@ daily tasks>®. Overall, work

engagement leads to increased focus, productiv:'ty,&%‘a positive impact on employees'

®%

Work engagement is characterized by séycral key features that distinguish it from other states

overall well-being.

of work involvement. Engaged éﬂoyees exhibit high levels of energy, enthusiasm, and

resilience, approachin@s s with excitement and determination®'. They are deeply

committed to their wark dnd the organisation's goals, investing time and effort to achieve
.

success. En ag@iwduals become fully immersed and engrossed in their work activities,

concentratt tensely on their tasks and experiencing a state of flow”2. This engagement

often\Qymes from finding meaning and significance in their job and aligning their

contributions with the organisation's larger mission. With a degree of autonomy and control

over their work, engaged workers take ownership of their responsibilities, gravitating

towards challenging and stimulating tasks that utilise their skills effectively>’. Maintaining a

positive attitude, they are optimistic and proactive in approaching challenges, displaying
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initiative in seeking opportunities to contribute and improve their work environment. Work
engagement also fosters positive social interactions and cooperative relationships with
colleagues and supervisors®*. Overall, work engagement enhances productivity, job
satisfaction, well-being, and organisational success, acting as a buffer against stress and

reducing turnover rates as engaged employees remain committed to their jobs,kand the

» (JQQ

Motivation is the internal drive or desire that propels an in 'V@to take action towards

organisation's growth.

achieving a specific goal. It is the fuel that energizes @ustains a person's efforts and

commitment to accomplish tasks or objectives™ ?@sychological state determines the
@ acting as a force that pushes them to

intensity and direction of an individual's b{%
overcome obstacles and challenges on éﬁ path to success’®. Motivation serves as the
.
catalyst for personal growth and K@Mopment, inspiring individuals to reach their full
potential and find meaning h&%actions and choices. It is the reward-seeking mechanism
that drives behaviour i\%&t of positive outcomes and the process of setting and striving
for challenging \éyvable goals®’. Motivation is the spark that initiates action, the inner
drive to exc%n the enthusiasm that fosters a can-do mindset. It is the impetus to challenge
comfo s, the ability to bounce back from failures, and the transformative power that
turns aspirations into actions and dreams into reality. Motivation, ultimately, is the creative
force that ignites innovation and propels individuals forward into new endeavors, shaping a

fulfilling and purposeful life journey>®.
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Motivated individuals possess a remarkable set of traits that drive and sustain their efforts
towards achieving their goals. With persistence and resilience, they forge ahead despite
obstacles, fueled by a positive outlook and belief in their abilities. Goal-oriented and self-
disciplined, they maintain a clear sense of purpose, taking initiative without external
prodding®. Their intrinsic motivation sparks ambition, seeking personal growth and
fulfillment in the tasks themselves, not just external rewards®. A positiv Qﬁe and
adaptability allow them to navigate challenges and take ownership of their actioffS, remaining
proactive in seeking opportunities®!. Driven by passion and emr by a vision of
success, they manage their time effectively and continuously e@wledge and new skills.
Some may possess a competitive spirit, using challeng@ rther fuel their motivation.

Collectively, these traits empower motivated indiv

i u@ to embrace challenges, persevere

through setbacks, and forge their path to achiev and fulfillment.

N\

Motivation can be broadly categoﬁ@to two major types: intrinsic motivation and
extrinsic motivation®?. Intrinsic r% ation arises from internal factors like personal interests,

enjoyment, and the inher \sfaction derived from an activity or goal®. People driven by
intrinsic motivation gm in tasks purely for the joy of doing them and do not necessarily
.
rely on extema@rds. On the other hand, extrinsic motivation is fueled by external factors,
including le rewards, recognition, praise, or social approval®’. In such cases,
indim% are motivated to act to obtain external benefits. While intrinsic motivation is
linked to higher levels of engagement and long-term commitment, extrinsic motivation can
still be effective in motivating individuals, especially when the external rewards align with

their values and aspirations. A balanced approach that acknowledges and nurtures both types

of motivation can lead to a more sustainable and fulfilling drive in various contexts.
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2.1.3.1 Opportunities for Growth

Opportunity for growth encompasses a vast array of possibilities, offering individuals the
chance to expand their knowledge and skills in specific areas. It involves the potential for
professional advancement, allowing individuals to achieve career milestones and take on new
responsibilities and challenges®. Embracing such opportunities leads to the deveh&ent of
competencies and the exploration of new career paths or industries. Moreo, %Iovides a
platform to assume leadership roles and access a broader network oﬂ%gﬁonal contacts
and connections®. Through these avenues, individuals can work.0 Qlting and innovative
projects, gaining exposure to cutting-edge technologies and@hodologies. They can learn

from their failures and become more resilient by ste@'n;out of their comfort zones and

taking calculated risks®. b’b

The journey of growth involves con 'nkus learning, mentorship from experienced
[ ]

professionals, and recognition for@r contributions®?. It offers the prospect of aligning

Q%tive impact on the community, and contributing to the

\

success of an organﬁ@tQ with a global impact. Engaging in ongoing professional

passions with work, making

development he s\fa"$iduals build strong personal brands, forging meaningful relationships
along the w, verall, seizing opportunities for growth allows individuals to flourish both

prof@@r and personally, fostering a profound sense of fulfillment and achievement.

Embracing opportunities for growth brings forth a multitude of advantages, benefiting
individuals, organisations, and society alike. As individuals engage in these learning
experiences, they gain new skills and knowledge, enhancing their versatility and market

value®. The resulting career advancement opportunities lead to higher job satisfaction and
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financial rewards, instilling a sense of fulfillment and motivation®. Moreover, the cultivation
of innovative thinking and problem-solving skills fosters creativity within the workforce,

improving overall performance and efficiency.

As individuals adapt and grow, they become more resilient and equipped to handle
challenges and changes with confidence. This personal growth contributes to %sitive
organisational culture that prioritizes continuous learning, collaboration, vation®.
Organisations investing in employee development gain a competi&e ge while also
promoting employee retention and empowerment®’. The i thends beyond the
workplace, as a skilled and knowledgeable workforce cones positively to society by
adapting to industry changes and delivering exception%&)mer experiences. By nurturing
growth opportunities, organisations build a stror&ployer brand, attract top talent, and

contribute to the creation of a thriving, suse future for all.

S

&

Work-life balance is th e@brium between the time and energy devoted to professional

2.1.3.2 Work-life Balance

responsibilities and ﬁo al pursuits®. It refers to the ability to effectively manage work-
.
related comm ;\s' and personal lives without compromising either’®. Creating a
harmonio ergy between one's career and personal life is essential to achieving overall
well)g'yg. Striking a healthy balance between work-related activities and leisure or family
time is crucial for maintaining a sense of fulfillment and contentment in both professional
and personal spheres’!. This entails having the flexibility to accommodate both work and
personal commitments without feeling overwhelmed and setting boundaries between work

hours and personal time to prevent burnout and stress’>. Work-life balance involves the
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integration of work and personal life in a way that promotes physical, mental, and emotional
health while also prioritizing various aspects of life, such as career, family, hobbies, and self-
care, to achieve a sense of fulfillment. It means finding the right mix of productivity,
efficiency, and relaxation to lead a fulfilling and satisfying life. The process involves
consciously allocating time and energy to different aspects of life to avoid excessive strain on
any one area and being able to disconnect from work when needed to @ng ge in

personal activities without work-related distractions’. ’\<

Recognizing that one's value is not solely defined by their care so by their personal
well-being and relationships is a fundamental aspect of life balance’. Fostering a
supportive and flexible work environment that a@s employees to fulfill personal
responsibilities is vital. It also means having the@faom to pursue hobbies, interests, and
passions outside of work. Work-life balanm\{@)out adopting a holistic approach to life that
takes into account physical, emotion& ’SQ' 1, and career well-being’. It involves fostering a
healthy work culture that Valu%q(? supports employees' personal lives, recognizes the

importance of mental@@and takes proactive steps to manage stress and prevent

o

Work-life bﬁlce also means recognizing that downtime and relaxation are essential for

burnout’®.

pro ct@md overall well-being’’. Communication and collaboration with family, friends,
and colleagues are necessary to accommodate various commitments. It is a continuous
process of reassessing priorities and making adjustments as life circumstances change.
Finding joy and fulfillmentin both professional achievements and personal experiences is an

integral part of work-life balance. Embracing adaptability and openness to change as

38



personal and career aspirations evolve over time is key to achieving a sustainable and

thriving lifestyle.

Work-life balance encompasses a range of fundamental attributes that contribute to a
wholesome and gratifying lifestyle. Individuals who achieve work-life balance exhibit
exceptional time management abilities, effectively allocating their time between ssional

responsibilities and personal pursuits’®. They establish clear boundaries b t ork and
and

personal life, facilitating undistracted focus in each domain. Adaptabi flexibility are
vital traits that allow them to adjust their schedules to accom erse commitments.
Moreover, they prioritize self-care, acknowledging the si@ance of maintaining their
physical, mental, and emotional well-being. Emp@n effective stress management

techniques helps prevent burnout and cultivates &itive outlook on life. Strategic goal

setting plays a pivotal role as it sets p@(g and achievable objectives in both the

professional and personal spheres”. '@

Communication with colleag@%‘nily, and friends is integral to maintaining a harmonious

balance between work“andypersonal life. Practicing mindfulness keeps them fully engaged

and appreciatiy, ‘@ir experiences in the present moment. A robust support system
i;y

comprising @

Del at@sks appropriately enables them to avoid being overwhelmed by responsibilities.

, friends, and colleagues recognizes and respects their need for balance.

A positive attitude aids in coping with challenges in both areas. Furthermore, they optimize
work efficiency, ensuring productivity during working hours and leaving ample time for
personal activities. Engaging in hobbies and interests outside of work brings them joy and

fulfillment. A supportive and flexible work environment fosters an organisational culture that
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values work-life balance for all®®. Regular physical activity is promoted to enhance overall
health, while leisure time is designated for relaxation and rejuvenation. Quality time spent
with family and friends nurtures strong relationships. Managing technology use ensures
disconnection from work-related communication during personal time. Engaging in reflective
practices helps maintain balance by adjusting strategies as needed. In essence, work-life
balance is attained through a dynamic interplay of personal skills, supportivvéQon ents,

and a proactive approach, culminating in a fulfilling and well-rounded life. <
2.1.3.3 Compensation and Benefits %0

Compensation refers to the comprehensive rewards em ¢S receive for their work and

dedication to an organisation. It encompasses botl: r@ry and non-monetary components,

such as salary, bonuses, benefits, and Vari%

\®)

compensation is to attract and retain ga{‘ éﬁ individuals while also motivating employees
[ ]

and fostering a sense of fairness a@ity within the workforce®. This philosophy extends

ncentives®!. The primary purpose of

to executive compensation, W{Q%onstitutes a significant portion of a company's expenses.
Compensation may tal&@Qorm of fixed or variable elements, with short-term and long-
term incentives ﬁ@‘ as performance- and merit-based rewards®®. Equity compensation,

where emplo¥ees Teceive company stock options or shares, is also common®.

MorM, various fringe benefits and allowances add further value to the overall
compensation package. The implementation of compensation strategies, such as gain-sharing
programmes or cost-of-living adjustments, further aligns employee interests with the

company's goals. Additionally, claw back provisions help maintain accountability and ethical

bahaviour. By considering market standards and competitors salaries, companies can ensure
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their compensation philosophy remains competitive®>. Through these multifaceted
compensation measures, organisations aim to support and recognize their employees'

contributions, fostering a productive and engaged workforce.

Top of the list of benefits are the additional rewards and perks that organisations provide to
their employees, going beyond regular salaries or wages. They form a vital part o%e total
compensation package, ensuring employees' well-being and job satisfaction. Q benefits
encompass a wide range of offerings, such as health insurance, retir ergﬂans, and paid
time off, aimed at supporting employees in various aspects of Qs. In addition to the
traditional benefits, organisations often provide ﬂexible@k arrangements, wellness

programmes, and tuition assistance, empowering emplQQe;to maintain a healthy work-life

balance and pursue continuous personal and profe%ﬁ growth?6.

Bonuses, equity grants, and recogniti \rogrammes serve to motivate and reward
[ ]

exceptional performance. Meanw%\he provision of legal assistance, childcare support,

and commuter benefits add&employees’ specific needs, fostering a supportive and

inclusive work environ@. hrough a comprehensive array of benefits, companies strive to

attract top taleﬁ@ skilled individuals, and create a positive and thriving workplace

culture. b

<

Com ation and benefits are essential components of an employee's total reward package,
characterized by financial rewards in the form of wages, salaries, and bonuses. These
elements are designed to motivate and attract top talent, contributing to the organisation's
success. They can be customized to meet individual preferences while adhering to legal

requirements and regulatory considerations®”. With a mix of short-term and long-term
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incentives, compensation and benefits become powerful tools for encouraging higher

performance and reducing turnover®®,

As part of a broader total rewards approach, they form a significant portion of the employee
value proposition, fostering satisfaction and engagement. Fairness and equity in distribution,
along with transparent communication, strengthen the organisation's culture an&/alues.
Additionally, flexible compensation packages, non-financial benefits, a (@%of—living
considerations demonstrate the organisation's commitment to meet«dl erse employee
needs. Through benchmarking and compliance, companies en@npetitiveness in the
market while addressing tax implications. Altogether, an efft compensation and benefits
strategy creates a positive work environment, enhance§&[ion, and plays a crucial role in

driving the organisation's growth and success. 6’6

\S
2.1.4 Leadership Styles \
Q
Leadership is the art of motivath% inspiring others to willingly follow a chosen direction,
.
guided by the capacity t c@ a vision and articulate it in a way that others can understand
and embrace®. It is the pFactice of empowering individuals to reach their full potential and
.

contribute to Qe}rea er good while setting a positive example through actions and
behaviour cadership also entails effectively managing and resolving conflicts within a
team\&aking ownership and accountability for both successes and failures®’. A leader
must adapt and pivot in response to changing circumstances and challenges while fostering a
culture of collaboration and open communication. Recognizing and valuing diversity and

inclusion within a team, leaders manage time and resources efficiently to achieve objectives.

Actively listening and considering different perspectives before making decisions is key, as
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is delegating tasks and responsibilities while providing support and guidance. Leadership is
an art that inspires a shared sense of purpose and values within a group while remaining

composed and focused during times of crisis®.

It encourages continuous learning and development, promotes creativity and innovation, and

celebrates the achievements of others®. Ethical and moral bahaviour is chame' d, and

win-win solutions are sought through negotiation. By building strong
d o

stakeholders and being receptive to feedback, leaders inspire loyalt& mmitment in

ships with

team members’®. They also envision the future and create a ro o reach it, all while
promoting a positive and inclusive organisational cultur@timately, leadership is the

essence of serving others and the greater good, priori@g&ollective success over personal

gain®. ’b
O

\®,
Effective leadership is characterized by anbination of inherent qualities and traits that
.

enable individuals to guide and in \ot ers successfully. A visionary leader possesses a
clear and inspiring sense of{bk ture, motivating their team towards shared goals. This
vision is upheld by ur@lg integrity, where honesty, ethics, and moral principles are
non-negotiable. @r is another critical trait, as great leaders understand and genuinely
care about& needs and emotions of their team members®®. Through exceptional

com, u@)n skills, leaders actively listen, express themselves clearly, and provide

constructive feedback.

Decisiveness empowers leaders to make timely and informed choices, while adaptability
enables them to navigate through uncertainties and challenges with agility®’. Confidence

exudes from leaders, fostering trust and inspiring peak performance. Taking accountability
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for their actions, effective leaders also demonstrate resilience in the face of adversity®®. They
empower their teams, nurture emotional intelligence, encourage creativity and innovation,
and utilize their influence to inspire dedication®. Leaders display courage, humility, and
optimism while also skillfully resolving conflicts within their teams. By embodying these
traits, leaders can create a positive and impactful leadership style that drives success and
S

Leadership styles encompass a range of diverse approaches and bal&)u employed by

fosters growth in their organisations.

leaders to effectively guide, influence, and engage their team me, followers'%. These
styles exhibit distinctive characteristics, strengths, and potenawbacks, thus significantly
impacting the team's performance, morale, and overghl of¢anisational culture'”'. Notably,
leadership styles are not rigidly fixed, as leade@’be the flexibility to adapt and adopt
different styles depending on the specific b\\&md the unique needs of their team!®. To
achieve optimal outcomes for their n-%‘ d organisation, effective leaders often employ a
blended or adaptive leadership a@ach, combining various styles. Among the multitude of
leadership styles are @Q@tlc Leadership, Democratic Leadership, Transformational
Leadership, Transactiondl’ Leadership, Laissez-Faire Leadership, Servant Leadership,

Situational Le@ip, Charismatic Leadership, Coaching Leadership, and Bureaucratic

Leadershi ame a few.

\/QJ

2.1.4.1 Charismatic Leadership Style

Charismatic leadership is a unique and compelling approach that revolves around a leader's

103

captivating personality and exceptional communication skills'®>. Through their magnetic

presence and dynamic communication style, charismatic leaders inspire admiration and trust,
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motivating followers to rally behind their vision and values'®. They are visionaries who
ignite a sense of purpose and excitement among their followers, fostering an environment of
inspiration and empowerment. By demonstrating authenticity, empathy, and an unwavering

commitment to their mission, charismatic leaders build strong connections with their

S\

Their contagious enthusiasm and ability to instill hope and optimism sense of

followers, leading to deep loyalty and dedication'®.

camaraderie and belonging within the group. Through bold and fmovative ideas, they
challenge the status quo and drive positive change, leaving a lasti y of inspiration and
transformation'®. Overall, charismatic leadership generatssion, commitment, and a
shared commitment to achieving ambitious goals, culr@tl g in a cohesive and driven team

that strives for success and makes a lasting impact&b

The charismatic leadership style encom é a set of distinct traits and bahaviours that set
.
these leaders apart'?’. With a magn&@resence and visionary outlook, they captivate others,
presenting a clear and compb@%sion for the future with passion and enthusiasm'"’. Their
inspirational communtg%?, coupled with high emotional intelligence, fosters strong
connections wit ‘ﬁ@frs as they understand and empathize with their emotions and needs.
These leadeﬁguﬁe confidence and self-assurance, empowering their followers by giving
the a@%y and responsibility while challenging the status quo and thinking outside the
box!%, Their adaptability and integrity create a sense of trust as they lead with authenticity
and uplift their followers, encouraging them to achieve personal growth. Through resilience,
optimism, and hope, charismatic leaders inspire others to overcome challenges, and their

charismatic magnetism draws people towards their vision. They serve as role models,
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embodying the values they wish to see, ultimately making a profound impact on their

organisations and communities and driving positive change and collective success'?.

A charismatic leadership style offers numerous benefits that can profoundly impact
organisations, teams, and followers. With an inspiring vision and infectious passion,
charismatic leaders motivate and excite their followers, providing clear direction a%hared
goals!!, This, in turn, fosters a positive organisational culture built on t gboration,
and innovation. Drawing in top talent and increasing employee retentiefy, the Tharisma of the

leader plays a pivotal role in attracting and retaining a dedicated wo el

Through effective communication and the ability to a@o change, charismatic leaders
empower their teams and guide them throug qla%lges“z. The sense of unity and
camaraderie they cultivate leads to improved ork and decision-making as followers

"N

trust in the leader's judgement. Enco@g autonomy and providing a positive and
elevate morale and productivity, resulting in

optimistic environment, these 1
transformative change and ° growth. In times of crisis, their stability and hope
become a source oﬂ@%ence for their followers while also contributing to the
organisation's b &%@e] 13, Charismatic leadership, when complemented by other essential

leadership (%litles, can create a harmonious and impactful leadership style that drives
succ@ustainability.

2.1.4.2 Coaching Leadership Style

A coaching leadership style is an approach where the leader acts as a coach, guiding and

supporting team members to reach their full potential and enhance their performance!'*. This
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leadership style prioritizes individual development and growth, empowering team members
to identify and work on their strengths and weaknesses. The coaching leader fosters a culture
of continuous learning by providing constructive feedback to help team members improve
their skills'’>. Open communication and active listening are encouraged, creating an
environment where ideas and concerns can be freely expressed!'S. The leader sets clear goals

&entor,

and assists team members in creating actionable plans to achieve them. Actin Q

the coaching leader offers guidance and shares experiences to help team migmbefs overcome

challenges'!”. 6\

Effective questioning techniques stimulate critical thinkin ncourage team members to
find solutions. Building strong relationships based o and respect is a key aspect of
coaching leadership, as the leader recognizes and @wledges individual accomplishments,
boosting motivation''®. This style promo@wth mindset where failures are seen as
learning opportunities'!’. Regular pé@nce reviews with suggestions for improvement
are conducted, and the leader 31@ s team members in identifying career aspirations and
professional developm t@;ortumtles. The coaching leader facilitates skill-building
sessions and encou sattendance at workshops and training programmes. Active
engagement i@tormg and coaching sessions is a priority, focusing on employee
develop d career progression!!8, Collaboration is encouraged, with the leader working
along8ide team members to solve problems and make decisions. The coaching leader is

approachable and available, making support and guidance easily accessible!!".

Team members' unique strengths are understood and aligned with appropriate responsibilities.

A culture of continuous improvement is promoted, with team members encouraged to seek
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feedback and apply it to their work. The coaching leadership style fosters a positive and
optimistic work environment, inspiring team members to achieve their best. Empowerment is
fundamental, as team members are encouraged to take ownership of their work and make
independent decisions'?’. The leader helps employees develop self-awareness and emotional

intelligence to enhance their interactions with others. A healthy work-life {me is

promoted, and well-being is actively supported'?!. Active problem-solving i hasized,
with the leader facilitating team discussions and solutions. Dlverse ctives and
experiences are recognized and leveraged. Challenging but reahst are set, pushing

team members to excel and reach their potential. Feedback 6 re estabhshed to provide

ongoing guidance. Trust and openness characterize the enabling team members to

freely share their ideas and concerns!?2,

The coaching style fosters a growth—orieh@mndset encouraging the team to embrace
challenges and view setbacks as lea?@pportunities. The leader provides resources and
support to help team members @come obstacles and achieve their objectives. As a role

model, the coaching le g@bodles the qualities and bahaviours they expect from their
a

team members, creat ohesive and high-performing group.

Coaching le%rs 1p styles offers numerous benefits that significantly impact both the leader
and the @ By focusing on individual development and skill enhancement, coaches lead to
improved performance and enhanced productivity among team members. The approach
fosters a sense of ownership and involvement, leading to increased employee engagement!?3.
Open communication and active listening are emphasized, promoting effective dialogue and

understanding. Coaching leaders help identify and nurture talent within the team, creating
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opportunities for personal and professional growth. Team members feel empowered to make
decisions and take ownership of their work under the guidance of a coaching leader,

contributing to a positive and supportive work environment.

This approach encourages critical thinking and problem-solving, stimulating creativity and
innovation. As a result, coaching leadership can lead to reduced turnover and highessetention
rates as employees feel valued and invested in their development!?*. B @ ing team
members in the decision-making process, coaches foster better decisio@gg and effective

conflict resolution'?>. The coaching approach promotes emgqt intelligence, better

understanding, and communication among team member5126.0

With skill-building sessions and a culture of conti %%arning, coaching leaders facilitate
skill development and a mindset of adaptabMi{y¥ and flexibility. This supportive and
empowering leadership style builds trus % respect among team members, as coaching
leaders actively acknowledge and KG% individual accomplishments, boosting motivation
and morale. Moreover, coach'\ dership contributes to long-term skill retention and better
goal alignment, promot@%erence and synergy with the overall organisational objectives.

Overall, coachﬁ!@rship creates a positive and high-performing work environment,

fostering persgna
Q0

2.14. reaucratic Leadership Style

growth, employee satisfaction, and organisational success.

Bureaucratic leadership style is a management approach that emphasizes a formal and rigid
structure with clearly defined roles and responsibilities!?’. It relies on established policies and

procedures to guide decision-making and task execution, following a top-down management
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approach where decisions flow from the top of the hierarchy to the bottom!'?®. The style
prioritizes consistency and uniformity in processes and operations across the organisation,
seeking to maintain stability and minimize risk through established protocols and controls'%.
Bureaucratic leaders focus on written communication and documentation to ensure clarity
and accountability in decision-making, aiming to reduce personal bias by relying o&formal
S

This leadership style is often found in large organisations, gove@%ﬁgencies, and

rules and regulations!*’.

institutions, where it can lead to a slow decision-making proce the need to follow
established channels and obtain approvals. While it promo'@ability and predictability, it
may also stifle creativity and innovation as employe@@expected to follow predefined
guidelines'!. Overall, bureaucratic leadership w ell in stable environments, but its

effectiveness may vary depending on the ol@ 1on's goals and workforce characteristics.
[ ]

The bureaucratic leadership style e@ several distinctive traits that shape its management
approach. It enforces a form %nisational structure, emphasizing well-defined roles and
hierarchical relations@QDecision-making relies heavily on established rules and
procedures, gui é@bjective criteria rather than personal biases. Specialization ensures
efficient % allocation based on employees' skills. Bureaucratic leaders
prio% dardization to achieve consistency and uniformity in operations, while clear

written communication fosters accountability and clarity!'*.

Centralized authority
concentrates power at the top of the hierarchy, resulting in limited decision-making

autonomy for lower-level employees'**. Efficiency is paramount, and performance

evaluations are used to measure employee effectiveness. Job security is emphasized, but the
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style may resist change and exhibit risk aversion'*>. While offering stability in stable
environments, bureaucratic leadership may lack flexibility and adaptability to rapid changes,

potentially hindering innovation and responsiveness'?®.

The bureaucratic leadership style offers several benefits despite its limitations. It fosters
consistency and stability by adhering to established rules and procedures, providi@\secure
and predictable environment for employees. Clear roles and responsibilities e formal
structure lead to increased accountability and reduced role ambiguity®’. THe emphasis on
specialization and standardized processes enhances efficiency uctivity. Moreover,
objective decision-making criteria minimizefavoritism and '\@ sm!38,
Q
Bureaucratic leadership is particularly suitabl %%rge organisations with complex
operations, ensuring effective coordination % 1. The focus on risk mitigation prevents
impulsive decision-making, while trans %t and systematic decision-making processes
.

clarify the reasoning behind choic’{ﬁ}on ict is minimized through formal procedures for
resolution, and the clear %@gﬂy facilitates effective communication and reporting.
Bureaucratic leadershipéle at handling routine tasks and promoting compliance with
regulations and h@ standards. Additionally, structured training programmes align with
specific jobgles, facilitating employees' development. Long-term orientation and record-
keep'ng&)ort a deliberate approach to achieving organisational goals, and clear
accountability is established through explicit task assignments'**. Though striking a balance

between structure and flexibility is essential, bureaucratic leadership proves valuable in

numerous contexts when applied thoughtfully.

2.2 Theoretical Frame work
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2.2.1 Self- determination Theory

Self-Determination Theory (SDT) is a widely recognized psychological framework that
focuses on human motivation and its role in fostering optimal development and well-being'4°.
SDT posits that individuals have inherent psychological needs for autonomy, competence,
and relatedness, which drive their motivation and engagement!’. This theory is highly
relevant to the study titled "Motivational Indices and Leadership Styles as ])6Qin nts of

Job Commitment of Administrative Staff of Private Universities in Oyo Sta@

In the context of this study, SDT offers a lens through whichto rstand how various
motivational factors, including opportunities for advanc@t, work-life balance, and
compensation and benefits, can impact job commitmen&l g administrative staff in private
universities. The theory emphasizes that when in@%als perceive their work environment
as supportive of their autonomy, allowing %@o make meaningful choices, feel competent
in their tasks, and feel connected to t K leagues and superiors, their intrinsic motivation
and commitment to their job{él(aely to increase'¥!. This theory also underlines the

L ]
importance of exﬁinsic@@tors, such as compensation and benefits, but highlights that

these factors are r&e ective when they are perceived as congruent with individuals'
[ ]
intrinsic Values®ee .

O

Furt eréo, SDT can illuminate the role of different leadership styles in shaping employees'
job commitment. The study considers charismatic, coaching, and bureaucratic leadership
styles. A charismatic leader who inspires and motivates through their vision can foster a
sense of purpose and autonomy among administrative staff, positively influencing their

commitment. A coaching leader, by providing guidance and fostering competence, can
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contribute to employees' feelings of competence and relatedness. On the other hand, a
bureaucratic leadership style, if too controlling, may undermine employees' autonomy and

intrinsic motivation, potentially leading to decreased job commitment.

In conclusion, self-determination theory serves as a comprehensive framework for
understanding the intricate interplay between motivational indices and leaders@des in
determining job commitment among administrative staff in private universi @ yo State.
By analyzing how autonomy, competence, relatedness, compen ig‘geneﬁts, and
leadership styles impact employees' intrinsic motivation and ent, this study can

offer valuable insights into strategies for enhancing workE Vironments and leadership

|
practices that promote a strong sense of job commitm®ht among administrative staff,

ultimately contributing to organisational success a@ploy@e well-being.

&
2.2.2 Social Exchan@@%ry

Social Exchangg®

is a sociological concept that underscores the dynamic interplay
between indpwiduals and their social environments, particularly in the context of relationships
where @s are driven by the expectation of reciprocation'®?. Applied to this study,this
theory posits that individuals engage in a series of transactions within relationships,
evaluating inputs and outputs to determine fairness and overall satisfaction!*. In the context

of the study, administrative staff members of private universities in Oyo State engage in

exchanges with their organisations, gauging factors such as opportunities for advancement,
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work-life balance, compensation, benefits, and leadership styles (charismatic, coaching, and
bureaucratic). Job commitment, an outcome of these exchanges, can be understood as a
product of how well the motivational indices align with their expectations and how

leadership styles influence their perceptions of fairness and rewards.

This theory facilitates the exploration of how administrative staff members' percgptions of
these factors shape their level of commitment to their jobs. For instance, the@% predicts
that employees who perceive a balance between effort and rewards @1 onal indices)
and experience supportive leadership styles will likely exhibit r job commitment.
Conversely, imbalances or negative experiences might lez@ reduced commitment. By
employing Social Exchange Theory, this study can cog@mively investigate the intricate
connections between motivational factors, leaders@’é‘yles, and job commitment within the

unique context of private universities in te, shedding light on the dynamics that

underpin employee commitment and en@ment in this specific setting.

N\
Q;\")

23 Review ofEmp@udies
2.3.1 Leader‘hip\s}ﬁyes and Job commitment

Leaders@’qyle refers to the distinct approach or manner in which a leader interacts with
and influences their team or followers to achieve organisational goals®’. It encompasses the
leader's bahaviours, attitudes, and methods of guiding, directing, and motivating individuals
within a group!®. Leadership style can vary significantly from one leader to another and can
have a significant impact on the overall dynamics, performance, and morale of a team or

organisation. A study aimed to explore the link between different leadership styles and the
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level of commitment exhibited by employees in the pharmaceutical sector'*+. This connection
was examined through the influence of conflict management as a mediating factor. The
research employed a quantitative approach and focused on a sample of 110 employees from

pharmaceutical companies in Kurdistan.

Specifically, junior employees who had a decade of experience in these organiss%ls and
had significant interactions with supervisors and managers were purposefu )@%n for the
study. The results of the study indicated that the initial research hypotheSis, wiiich proposed a
positive and substantial impact of leadership styles on e commitment in
pharmaceutical companies in Kurdistan, was supported”@e findings demonstrated a
strong correlation between transactional leadership & mployee commitment, with a
Pearson correlation coefficient of .781%* (sig t at the 0.05 level)'*. Likewise,
transformational leadership displayed a ro@rgltionship with employee commitment, as
indicated by a Pearson correlation cd@yt of .708**!44Similarly, charismatic leadership
exhibited a significant connecti@&? employee commitment, with a Pearson correlation
.

coefficient of .712**14‘§®more, the study investigated the role of conflict management

as a mediator between\eact leadership style (transactional, transformational, and charismatic)
.

and employee @nitment”“. The results showed that conflict management played a

positive ificant mediating role in all instances of leadership styles and employee

commyentm. Among these, the most prominent mediation was observed between

transactional leadership and employee commitment. On the other hand, the mediation role of

conflict management was comparatively weaker between transformational leadership and

employee commitment!#,
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Similarly, another study’s primary aim was to investigate the connection between leadership
and the dedication of employees!®. The researchers employed a questionnaire to collect
information from both administrative and academic personnel who aren't part of the
university's management hierarchy. The study followed a descriptive research design and
utilized a quantitative approach. To gather data, a total of seventy-six (76) staff members
were chosen through a random sampling method. The gathered data were Q&using
descriptive methods such as frequency counts, mean, and standard deviatioff;” along with
correlation analysis. The findings demonstrated a statistically s1gn1f ’\rrelatlon between
different leadership styles and the level of commitment exhib by employees!®. The
results also indicated that employee commitment falls V\@ moderate range and that the
prevailing leadership style at the institution seem saﬂ@lorym. Based on these findings, it
is suggested that the management adopt, a democratic approach!'®. Furthermore,
implementing incentive programmes an ttrdetive compensation packages is recommended,

as these measures are likely to enh \m ployee commitment within the university.

Moreover, another artic e,@:rtakes an extensive examination of the intricate interplay
existing between vari &adershlp paradigms, namely transformational, transactional, and
laissez-faire leQeB‘hlp styles, and the profound dimensions of employee commitment'4.
Addition% is study aims to meticulously elucidate the nuanced impact that demographic
Variame; exert on the dynamic nexus between leadership styles and employee commitment
within the administrative enclave of the Lagos State Civil Service Commission in Nigeria!“6.
The empirical data for this investigation emanates from a comprehensive survey conducted

among the personnel of the aforementioned organisation. To furnish robust insights, the

analytical phase of the research harnesses the formidable capabilities of the Statistical
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Package for Social Sciences (SPSS) version 22.0. The empirical findings underscore a
significant and moderately positive correlation between transformational leadership style and

employee commitment'4S,

Conversely, the transactional leadership style exhibits a statistically insignificant and minor
negative relationship with employee commitment!46. Additionally, within the studylspurview,
the laissez-faire leadership style evinces an insubstantial yet positive iation with
employee commitment!*®. Intricacies further revealed through th&&tion analysis
illuminate a meaningful and moderately positive connection b Qhe transformational
leadership style and employee commitment (r = .362, p 00, p < .05), consequently
validating the associated hypothesis. Contrarily, the tr@&onal leadership style evinces a
weak and statistically insignificant negative con@ with employee commitment (r = —
032, p = .758, p > .05), warranting@ rejection of the pertinent hypothesis'#.
Correspondingly, the examination u@‘ s an inconsequential yet positive relationship
between laissez-faire leadership f@&and employee commitment (r =.099, p =.336, p > .05),
corroborating the associ§3®npothesisl46. In light of these findings, this study enjoins the

adoption of an apt \leadCrship style as a pivotal determinant of fostering employee
.

commitment”é@wrmore, it underscores the crucial role played by demographic variables

such as , age, marital status, academic qualification, and employment status in

modwg the complex interrelationship between leadership styles and employee

commitment within the ambit of the Lagos State Civil Service Commission of Nigeria'#®.

2.3.2 Motivation and Job Commitment

57



Motivational factors are the underlying reasons, desires, or stimuli that drive individuals to
initiate, sustain, and direct their bahaviour towards achieving certain goals or outcomes®.
These factors play a crucial role in influencing human bahaviour, decision-making, and
performance. A research examined how motivational factors impact the commitment of
teachers in public secondary schools within Mbale Municipality!4’. The research utilized a
cross-sectional survey approach and employed a simple random sampling %e for

participant selection. Data was collected through a custom-designed, \self~d@dministered

questionnaire. 6\

The analysis encompassed frequency and percentage calcs, the Pearson correlation
coefficient (a measure of the strength and direction of %&ships), and regression analysis.
The study's findings revealed a positive and sign%’gt correlation between promotion and
teachers' commitment (Sig= 0.000)'47. @aﬂy, the results indicated a significant
connection between the reward syst%‘ d teachers' commitment (Sig= 0.000), while a
weaker but still notable relatio@p was found between training and development and
.
teachers' commitment (Si Q‘ 02)'¥. Based on these outcomes, the study provides several
recommendations. Concefhing the influence of promotions, the research suggests that
.

schools and stakellelders ensure a fair promotion process, establish regular promotion

activities,%bonsider raising salaries for promoted teachers'¥.
This could be accomplished by implementing merit-based, experience-driven, and skill-
centered promotion criteria!*’. To enhance commitment, teachers should receive adequate

compensation, potentially through incentives for those whose students excel in subjects.

Additionally, non-monetary rewards such as recognition, gifts, and appreciation from school
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leadership should also be taken into account'¥’. Furthermore, the study advises the
improvement of teachers' pension packages, both in terms of lump sum payments and
monthly allowances. By enhancing retirement benefits, teachers can feel more financially

secure in their later years, thus maintaining their focus and dedication to their profession'?’.

An additional study critically assessed the perspectives and opinions of employee%wards
motivating factors as well as the interconnection between motivation an itment to
their jobs'*. Throughout this investigation, issues tied to low job mof%%ich inevitably
resulted in reduced productivity, were illuminated. To achieve arch objectives, the
survey approach was employed, employing a questionnas the research tool. The
questionnaire was administered to a sample of 100 pasticipants. Supplementary documents
were also reviewed to gather additional insight@a obtained from these sources was
scrutinized using frequencies and percenta individual analysis. The chi-square test was
applied to examine the proposed hyp@s. The empirical analysis conducted on the data
through descriptive statistics an@&oportion tables revealed that the company's workforce
.

N

lacks motivation. The o c@of this evaluation indicates a significant correlation between

b('

In si rms, motivation plays a crucial role in enhancing employees' commitment to

the management's m&'va onal strategies and the level of employees' commitment to their

roles!'#®,

their jobs. Consequently, the hypothesis asserting the absence of a relationship between
motivation and job commitment is dismissed'*8. Furthermore, another finding demonstrates a
substantial correlation between employee satisfaction and job commitment!“. This suggests

that job satisfaction significantly influences employees' commitment levels, implying that
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contentment among employees influences their commitment to their roles'*¥. Thus, the
hypothesis positing the insignificance of the relationship between job satisfaction and job
commitment is refuted'*®. The motivation schemes formulated for employees are deemed

insufficient and fail to meet employees' expectations.
2.3.3 Job Satisfaction and Job Commitment Q\

Job satisfaction refers to the overall feelings, attitudes, and emotions th, egoyees have
towards their job or work environment'®. It is a measure of ho@n nt, fulfilled, and
pleased employees are with their roles, responsibilities, and the conditions under which they
work!#. Job satisfaction is influenced by a variety of fact@ uding the nature of the work,
the work environment, relationships with colle 1% d supervisors, compensation and
benefits, opportunities for growth and advan , and the alignment of personal values
with the organisation's mission and cult & study investigated the direct impact of job
.
satisfaction on the motivation, co@ent, and performance of nurses amid the COVID-19
pandemic'¥’. Additionally, d@%y explores the roles of work motivation and employee
commitment in relatio@se performance'®. The study focuses on nurses at the State
Regional Hospi @uman, East Java, Indonesia, comprising a total of 161 nurses with a
sample size@ respondents. The analytical method employed for this study is path
anal si@ findings revealed a significant correlation between job satisfaction and the
enhancement of motivation, commitment, and performance among nurses within the
hospital'®®. The study posits and tests five hypotheses, confirming that job satisfaction holds

a direct influence on work motivation by 59%, as evidenced by a critical ratio (CR) value of

4.099'%.
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This underscores the pivotal role of job satisfaction in bolstering nurses' motivation; poor job
satisfaction, conversely, hampers the enhancement of their work motivation'*’. Notably,
nurses derive satisfaction from the recovery of their patients, which, particularly during the
COVID-19 pandemic, served as a motivating factor for their continued dedication to
work % Likewise, the study establishes a direct correlation between job satisfactior&inurse
commitment, contributing to a 69.7% impact, as indicated by a CR value of 0™. The
findings suggest that higher job satisfaction correlates with increased commjtfhent levels,
highlighting that during the pandemic, robust job satisfaction sustair@r s' commitment to
their roles despite the daunting challenges posed by COVI -F%urthermore, the study
demonstrates that job satisfaction has a direct effect o@s performance, resulting in a
69.1% influence with a CR value of 4.424!4. T ug&%nenting job satisfaction is aligned

with an enhancement in nurse performance; co ly, suboptimal job satisfaction impedes

performance improvement, especially ami hﬁe pandemic.
Nurse commitment is shown to é‘ a 28.5% direct influence on nurse performance, with a
.
CR value of 2.197'%. Thj @ests that heightened nurse commitment positively contributes
to improved perfo §e, whereas deficient commitment obstructs performance
.

growth.Similar@rk motivation directly affects nurse performance by 28.9%, with a CR
value of 23 4. The findings underscore that elevated work motivation correlates with
impr}& nurse performance. Furthermore, the study validates the impact of employee
commitment and work motivation on nurse performance.In summary, the study's outcomes

provide valuable insights into strategies for sustaining nurse performance, particularly in the

context of a pandemic.
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The main purpose of another study was to investigate how the connection between job
commitment and job satisfaction among individuals working in higher education institutions

impacts their performance'°.

The study delved into various theories related to job

commitment and job satisfaction. The study emphasized that in order to achieve a better

quality of life and fulfill one's needs, working towards satisfaction is crucial'>°. This,not only

leads to personal development for employees but also improves produc@d the
5

1

institution's services, ultimately increasing commitment to the instituti he study's

research objectives were as follows: (1) Analyse the relationship l@e job commitment

and job satisfaction among higher education institution %es. (2) Explore how

employees' personal characteristics influence their job @tion and commitment. (3)

Investigate effective strategies for motivating e @ to enhance job satisfaction. The

findings indicated a significant link between afiZifdividual's job commitment and their job

satisfaction!®’. The study underscored t t\bigher levels of motivation lead to increased
.

satisfaction and commitment amon&@loyees towards their institution'*°,

. \A@

N

234 Work—lt@ce and Job Commitment

Work-life ce refers to the equilibrium or harmony achieved between the demands and
respwglrities of one's work or professional life and their personal life, which includes

family, social activities, hobbies, and personal well-being's!

. It entails managing and
allocating time and energy to fulfill work-related obligations while also ensuring that there is

adequate time and attention devoted to non-work pursuits, relaxation, and self-care'>!. The

goal of achieving work-life balance is to prevent burnout, reduce stress, and enhance the
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overall quality of life by creating a sustainable and fulfilling lifestyle that addresses both
professional and personal needs'!. A study conducted in India explored the correlation
between the quality of work life (QWL) and work-life balance (WLB), with a focus on the
mediating effects of job stress, job satisfaction, and job commitment'>'. The research
gathered data from 445 participants in a cosmopolitan city in the southern region of India,
employing a structured survey tool. Initially, the survey's psychometric ;@ie were

assessed, followed by the utilization of hierarchical regression for data analsis.

The outcomes of the hierarchical regression analysis revealed s ights. Firstly, QWL
was found to have a negative association with job stress ansitive correlation with both
job satisfaction and job commitment'>!. Moreover, jo@& demonstrated a negative link
with WLB, while job satisfaction and job commi@’bexhibited positive relationships with

WLB'!. The findings also demonstrated ths\\@ stress, job satisfaction, and job commitment

played a partially mediating role in th@ction between QWL and WLB'S!,

N

'da d into the impact of achieving work-life balance on

\

employees' commitmﬁ&GQtopic that should pique the interest of social workers'2.

A comparable investigation

Particularly in %@ng sector, where employees' job commitments encroach upon their
social lives,@ecomes essential to scrutinize their level of commitment. The study aimed to
achi%@’bobjectives: firstly, to delve into employees' perspectives regarding the balance
between work and personal life, and secondly, to explore the correlation between this balance
and their commitment to their work'>2, Employing a descriptive cross-sectional survey design,
the study enlisted the participation of 115 employees who completed questionnaires and an

additional seven employees who engaged in interviews. Notable findings from the study
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included the observation that unmarried employees were more adept at harmonizing their
professional and familial roles when compared to their married counterparts!>?. Furthermore,
it was noted that women experienced a higher degree of conflict between work and personal

life in comparison to men!'2.

The study unveiled a somewhat modest positive link between work-life batahce and

commitment among employees'32. However, this connection was weakened,d

dissatisfaction with aspects such as paternity leave, study leave, and p& work!32, In its
conclusion, the study indicated that policies aimed at promoti -life balance had a
limited impact on bolstering employee commitment'2, Coently, it was recommended
that individuals in the banking sector be granted accesﬁ@eﬁts like paternity leave, study
leave, and part-time work, all of which could en% their equilibrium between work and
personal life. Furthermore, industrial soci&@@rs were suggested to provide guidance to
bankers, educating them on effe@ balancing their professional and personal

responsibilities to achieve optim@&r(?)rmance in both domains.
L ]

Another study aims to &@ﬁhe impact of work-life balance and the work environment on
employee com *’hrough the lens of employee engagement'>®. The study was carried
out at PT wya Karya (Persero) Tbk, located in Indonesia. The research employed a
desc ipt%’Qsearch approach with a quantitative methodology. The analysis utilized partial
least squares (PLS) and was supported by Grapples 7.0 software. The findings reveal that
work-life balance has a noteworthy positive influence on employee commitment, yielding a

coefficient of 0.248 with a significance level of 0.008'3,
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Therefore, it can be deduced that work-life balance indeed affects the variable of employee
commitment. Similarly, the work environment exerts a substantial positive impact on
employee commitment, as indicated by a coefficient of 0.820 and a significance level lower
than 0.001'3. Thus, it can be inferred that the work environment significantly affects
employee commitment. Likewise, employee engagement demonstrates a favorable effect on
employee commitment, with a coefficient of 0.224 and a significance lev. Q%l@“.
Hence, it is reasonable to conclude that employee engagement plays a r@le if*influencing
employee commitment. Furthermore, the study reveals that worl@’\alance positively
influences employee engagement, with a coefficient of 0.597 @gniﬁcance level lower

yee engagement. Similarly,

than 0.001'3. This suggests that work-life balance impa

the work environment also contributes to emplo;éev@gement, yielding a coefficient of

®%

Consequently, it can be inferred that ﬂ@ environment affects employee engagement to a

0.161 with a significance level of 0.062'%.

certain extent.Moreover, the re@iaemonstrate that the relationship between work-life
L ]

N

balance and commitmen; @eted by employee engagement, has a coefficient of 0.134 and

a significance leve@

as a mediator @n work-life balance and commitment. Similarly, the interplay between

153 Thus, it can be concluded that employee engagement serves

the wor ronment and commitment, mediated by employee engagement, has a
coefh'@g( of 0.036 and a significance level of 0.319'3. This implies that employee
engagement also mediates the relationship between the work environment and
commitment.Based on the comprehensive analysis conducted, the study establishes that
work-life balance, the work environment, and employee engagement are each partially and

t153

positively influenced by employee commitment’>. Additionally, a significant positive
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relationship exists between work-life balance and the work environment concerning their
impact on employee engagement'*®, The research also demonstrates that employee
engagement effectively mediates the influence of both work-life balance and the work

environment on commitment!>3.
2.3.5 Organisational Justice and Job Commitment \

Organisational justice refers to the perception of fairness and equity withi@gganisation's
policies, practices, procedures, and interactions'>*. It involves the @e ployees perceive
the distribution of resources, rewards, opportunities, and deci iﬁlking processes within
the workplace. A research investigation was conducted Q ine how organisational trust
plays a role in connecting the perceived fairnes \rr@ an organisation with the level of
commitment displayed by academic staff at F olytechnic Kaura-Namoda and Federal
College of Education (Technical), Gusau, ﬁamfara State'>*. This study took a quantitative
.
approach, utilising both survey an&@s-sectional research methodologies. Out of the total
academic staff population of QJ&XOSS these institutions, a sample of 232 individuals was

\

chosen. The research 18tributed a self-administered questionnaire using a stratified
random sampli @ue to gather responses from the participants. For analysis, the study
employed t%g(lstical Package for Social Sciences (SPSS) to conduct initial analyses,
whi t@ctural Equation Model (SEM) was used to evaluate measurement and structural
aspects. The results of the study indicated that both distributive justice (fairness in outcomes)
and procedural justice (fairness in processes) significantly and positively influenced
employee commitment!**. Additionally, the study found that organisational trust played a

significant and partial mediating role in connecting distributive justice to employee
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commitment, as well as in connecting procedural justice to employee commitment!**. Based
on these findings, the study's recommendations include urging the management of these
institutions to ensure that decisions affecting employees are made through fair and equitable

procedures'>*,

Another piece of research explores the correlation between fairness within an og&saﬁon
and the commitment of teachers employed in private secondary schools i a'>®. The
methodology involved utilizing a survey approach, where a total of 48 ach@rs from twenty
private secondary schools in Bayelsa State were chosen thr Qadom sampling. To
determine the appropriate sample size, the Krejcie and Mor ble was consulted, resulting
in 214 participants. Ultimately, 183 fully complete qﬁtlonnalres were collected and
analyzed. The statistical technique employed for l@esm testing was the Pearson Product
Moment Correlation Coefficient (rs). The @gs of the study demonstrated a positive and
statistically significant connectiof XQ’ een organisational justice and employee
commitment'3. The study's CO@“OH highlights that fairness in terms of distributive,
procedural, and 1nteract§nQL tice plays a vital role in enhancing employee commitment

within the chosen pr condary schools in Nigeria'3

2.3.6 Emo@a ntelligence and Job Commitment

O

Emot intelligence refers to the ability to recognize, understand, manage, and effectively
use one's own emotions as well as the emotions of others'®. It involves a set of skills and
competencies that enable individuals to navigate their own emotions, build healthy
relationships, and make informed decisions based on emotional cues!'*. The objective of the

study was to explore the connection between emotional intelligence and job commitment
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among school counselors in Enugu State, Nigeria!>®. The study employed a correlational
research design and was guided by three research questions and a hypothesis. The study's
target population included all 69 school counselors working in the 194 public schools across
Nsukka, Enugu, and Awgu Education Zones. The researchers employed questionnaires they
had designed for data collection. To ensure the validity of the instruments, three experts, one
in measurement and evaluation and the other two in guidance and counselin Qa liated
with the Faculty of Education at Nnamdi Azikiwe University, Awka, re@gthem. The
analysis of the collected data revealed reliability coefficients of O.7I®’%SCEIQ (emotional
intelligence) and 0.83 for SSCICQ (job commitment), with (%1 reliability coefficient
of 0.78'%%, The data underwent Pearson's correlation ana@ a significance level of 0.05.
To test the hypothesis, a simple linear regressi 1 was employed to examine the
relationship between counselors’ responses and’@ commitment. The analysis yielded the
following outcomes: there is a strong §$relationship between emotional intelligence
and job commitment among se@ry school counselors; there is a weak positive
relationship between gender %%‘o commitment among secondary school counselors; and
there is a strong pos@%ationship between emotional intelligence, gender, and job
commitment a b%w ondary school counsellors!®, The study confirmed a significant
connection @ve n emotional intelligence and job commitment among secondary school
cou sel%rb. Based on the findings, a recommendation was made for education stakeholders

and relevant counseling institutions to collaborate in enhancing emotional intelligence skills

and capabilities to boost counselors’ job commitment!>°,

2.3.7 Gender and Job Commitment
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Gender refers to the roles, bahaviours, activities, expectations, and societal norms that a
particular culture associates with individuals who are identified as male or female. Therefore,
this study explored how gender influences the impact of maintaining a balance between work
and family responsibilities, as well as the quality of personal relationships, on the level of
commitment to their jobs among academic staff members in Nigerian universities!>’. The
research employed a survey design and focused on a sample of 382 academic &lected
from public universities in the South-West region of Nigeria. The participantsWere chosen
using a proportional stratified random sampling approach. The re Xemployed several
measurement tools, including the Demographic Data In @DDI), Teachers’ Job
Commitment Questionnaire (TJCQ), Work-Family Bala @e (WFBS), and Relationship
Quality Scale (RQS), to collect data'*’. The st @Jlated and tested four hypotheses
using multiple regression analysis and the boo ing test at a significance level of 0.05.
The findings demonstrated a significa %nt effect of both work-family balance and
relationship quality on job commi@

study revealed individual sig% t contributions of work-family balance (p = 0.183, t =

2, 379) = 5.770, p < 0.05)"%7. Additionally, the

9.836, p < 0.05) and@&)nship quality (B = 0.152, t = 8.105, p < 0.05) to job
commitment!>’, @hs also indicated that gender plays a significant moderating role in

the relation tween work-family balance and job commitment (coeff = -0.037; SE =
0.0006; @LCI = 0.048; BootULCI = -0.027), whereas gender does not significantly
moderate the relationship between relationship quality and job commitment (coeff = -0.001;

SE = 0.001; BootLLCI = -0.004; BootULCI = 0.001)!7. As a result, the study suggests that

universities should establish an encouraging work environment that fosters a healthy balance
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between work and family life as well as positive interpersonal connections among academic

157

staff members'>’. This, in turn, is likely to enhance their commitment to their jobs.

2.4  Concep i@slel

Independer@a ables
(04

Ho2 Dependent Variable
Motivational Indices
e Opportunities for _\
Job Commitment
Advancement Hol
e Attendance and
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/ Engagement
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S Ho2

Leadership Styles

e Charismatic

e Coaching
e Bureaucratic \
—TrIgure ;. conceptuar viouel QQ

Source: The Researcher, 2024 ’\

The conceptual model above demonstrates the interconngctiomand interdependence of
motivational indices, leadership styles and job commitm administrative staff of private
universities in Oyo State. The model display % bined and relative influence of
motivational indices (opportunities for adya t, work-life balance and compensation
and benefits) and leadership styles arfsmatic, coaching and bureaucratic) on job
.

commitment of administrative stafﬁ{‘—?ivate universities in Oyo State.
. \A@
N
2.5 Summary &erature Reviewed

C
In the explo@on of the intricate dynamics within private universities in Oyo State, Nigeria,
this &@delves into the crucial components of motivational indices, leadership styles, and
job commitment among administrative staff. The conceptual review section extensively
examines the key constructs that form the foundation of this research. It starts by dissecting
commitment, emphasizing its significance as the bedrock of organisational dedication. Job

commitment is subsequently examined, with a specific focus on its manifestations through
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attendance and punctuality, which reflect the foundational principles of dedication to one's
role. Furthermore, the exploration extends to work engagement, which embodies the depth of

commitment exhibited by administrative staff in their day-to-day tasks.

Motivation, a driving force in employee bahaviour, is also dissected, revealing its multi-
faceted nature. Opportunities for growth, work-life balance, and compensation aud&eneﬁts
emerge as pivotal components that ignite and sustain the motivation of ad @Qaive staff.
The spotlight then shifts to leadership styles, with charismatic, coac%% afid bureaucratic
styles being elucidated. These styles have implications for how fluence and inspire
commitment among their teams. Theoretical underpinnings ide the study with a solid
framework. The self-determination theory underscores Qgportance of intrinsic motivation
and autonomy in fostering commitment, alignin& the innate desires of individuals to
excel in their roles. Additionally, the sot@xchange theory introduces the concept of
reciprocity, suggesting that comnﬁ@ could stem from the exchange of positive

interactions and benefits within t@rganisational context.
L ]

N\
Drawing from empiri@%ence, the review establishes the interconnectedness between
leadership styl ‘@b commitment. Likewise, the nexus between motivation and job
commitmen@comes evident, with factors like job satisfaction, work-life balance, and
orgaﬁl@l justice shaping the level of dedication exhibited by administrative staff.
Emotional intelligence surfaces as an intriguing factor influencing commitment, while the
exploration of gender uncovers potential disparities in job commitment levels among

administrative staff.
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In essence, the reviewed literature substantiates the pivotal role of commitment in
organisational settings. By dissecting job commitment, motivation, and leadership styles, the
study sets the stage for comprehending the complex interplay that drives the dedication of
administrative staff at private universities. This comprehensive overview not only provides
insights into the dynamics of commitment but also lays the foundation for the empirical
o

phase of the research, which aims to further elucidate the intricate relationshi Q tified in

the literature review. < \
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Q’bb Chapter Three

\/ Methodology
This chapter outlines the methods and techniques used for realizing the aim and
objectives of this research. It takes into consideration the following subheadings: research

design, population of the study, sample and sampling techniques, instrument for data
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collection, validity and reliability of the instrument, method of data collection, and methods
of data analysis.
3.1 Research Design
The descriptive research design of the survey type was adopted in this study. This design
involves gathering data from a representative sample of the population to produce result that
can be generalised to the whole population. The purpose is to collect and Q&' data
without manipulating any variable. Q/Q
N

3.2 Population of the Study %Q

The study population comprises of all members of th. istrative staff, amounting to
a total of six hundred and seventy-five (675) individu ho are employed across the seven
(7) officially recognized private universities in,@ofgate at the period when this research
was carried out. Further information conce}\\che population of the study can be found in

Table 3.1. 05\\'

N
)
60

Ta@pulation of the Study

Year of Administrative
Name Type
Establishment Staff
Ajayi Crowther University FaithBased 2005 78
Dominican University Faith Based 2016 24
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Precious Cornerstone University Faith Based 2017 26

Dominion University Faith Based 2019 16
Lead City University Secular 2005 392
Kola Daisi University Secular 2016 97
Atiba University Secular 2017

Total 67%@4\

y -

Source! ’\K v’
3.3 Sample and Sampling Techniques EQ

The study made use of "total enumeration" samplin e because of the relatively
small size of the population, consisting of six hundred@d seventy-five (675) administrative
staff members from the seven (07) approved pr@miversities in Oyo State as at the time
of the research. Since it is feasible to enco @the entire population in the study, adopting a
total enumeration method guaranteet%’sQ\d ta was gathered from every single person within
the population. This approa%%sures a thorough and precise depiction of the entire

administrative staff co@m the designated universities.

Tab\’Z Sample and Sampling Techniques

Year of Administrative
Name Type
Establishment staff
Ajayi Crowther University FaithBased 2005 78
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Dominican University Faith Based 2016 24

Precious Cornerstone University Faith Based 2017 26
Dominion University Faith Based 2019 16
Lead City University Secular 2005 392
KolaDaisi University Secular 2016 97

Atiba University Secular 2017 42 Q\
Total & QS‘/\’

Source!

34 Instruments for Data Collection O

A Self developed four likert scaled instrument was us@{o collect data for the study, it was
titled Motivational Indices, Leadership Styles a@ministrative Staff Job Commitment in
Private Universities in Oyo State (MIL ). The instrument contain five (5) sections
namely; section A, B, C, D and E. S % contain items on demographic characteristics of
respondents such as gender, aQ%ge years of experience, school location, and school type.
Section B contains 10 jt Qﬁrefully structured to identify the level of job commitment of
administrative sta \\prlvate universities such that items 1-5 measures attendance and

punctuality,«6- easures work engagement. Similarly, Section C contains 15 items
carefull §ured to determine the level of motivational indices in private universities such
that iteMs 1-5 measures opportunities for advancement, 6-10 measures work-life balance, 11-
15 measures compensation and benefits. Furthermore, Section D contains 15 items carefully
structured to determine the most adopted leadership style in private universities such that
items 1-5 describes charismatic style, 6-10 describes coaching style, 11-15 describes

bureaucratic style. Lastly, section E contains 10 items to examine the influence of workplace

91



conflict management styles and organisationalsupport on job commitment of administrative
staff in private universities. It was measured using Strongly Agree (SA), Agree (A), disagree

(D) and strongly disagree (SD).
3.5 Validity of the Instrument

The questionnaire used in this study was subjected to face and content validi %r this
purpose, the research instrument was scrutinized by the supervisor, who @ vetted the
structuring, adequacy, and content. Also, experts in research item ge ’%Qn in the Faculty of

Education at Lead City University were consulted. All cor@us were made before

administration. QQ

3.6 Reliability of the Instrument be

An instrument is said to be reliable when,it.yi€lds the same result when administered in
different times, locations or population }fore, for the purpose of the reliability of the
instrument used in this study, a piL{cg\dy was carried out by administering samples of the
questionnaire to a group of' @%{30) administrative staff in Adeleke university in Osun

State. Result was analy%nd Cronbach’s alpha coefficient r =0.892 was generated meaning

the instrument 1( @
3.7  Method of Data Administration

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 respondents. To assist with

92



data collection, three trained research assistants helped out in the administration of the
questionnaire. The researcher closely supervised the research assistants and also participated

in administering the research instruments.
3.8  Method of Data Analysis

The data gathered from the field were subjected to analysis through in ial and
descriptive statistics. Descriptive statistics such as frequency, percentage, n@d standard
deviation were utilized to answer the research questions. While, 'ﬁ\ential statistics of

multiple regression analysis was employed to test the hypothese%ntaining a significance

level of 0.05. Q

Endnote

1. Nigerian University System Statistical Digest (NUS Digest), 2019.
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4.1

Chapter Four
Results and Discussion of Findings

Questionnaire Return Rate
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The researcher distributed six hundred and seventy-five (675) copies of the questionnaire to
administrative staff in the field, and only six hundred and thirty-five (635) were recovered
accounting for 94 % of the total. Among the recovered questionnaires, six hundred and eight

(608) were found suitable for the analysis, resulting to 90%.

4.2  Demographic Data Analysis *

This section presents demographic information of respondents (}0
Table 4.1: Gender Distribution of Respondents “ (S\
Gender of Respondents
Gender Frequency Percent
Male 327 53.8 Q\J
Female 281 46.2
Total 608 10 (Y\})VQ

Source: Field Survey, 2024

Table 4.1 illustrates the gender distributio@ng respondents participating in the survey.
The table outlines the frequency and’ %&e tage of male and female respondents, providing
insights into the representati.or@ ders within the surveyed population. According to the
data, out of a total of 60 @ndents, 327 were male, constituting approximately 53.8% of
the sample. On tlie 0% hand, 281 respondents were female, accounting for around 46.2% of
the total sa 1@6 statistics offer a clear depiction of the gender composition within the
surveyed ation, highlighting a slightly higher representation of male respondents

comp to female respondents.

Table 4.2: Age of Respondents

Age of Respondents
Age Range Frequency Percent
Less than 30 years 131 21.5
31-40 years 302 49.7
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41-50 years 112 18.4
Above 50 years 63 10.4

Total 608 100.0
Source: Field Survey, 2024

Table 4.2 delineates the age demographics of administrative staff engaged in the survey,
offering a comprehensive breakdown of the distribution across various age brackets. The data
reveals that respondents were segmented into four age categories. Firstly, indi\QAasunder
the age of 30 represented a cohort of 131 respondents, accounting for apr/@tely 21.5%
of the total sample. Notably, the age group spanning from 31 to ars exhibited the
highest prevalence, with 302 respondents constituting rough’@. % of the surveyed
population. Furthermore, the category encompassing indrvi aged 41 to 50 comprised
112 respondents, representing about 18.4% of the totalsample. Lastly, respondents aged
above 50 constituted a group of 63 individua)b&ng up approximately 10.4% of the
surveyed population.These findings offer w)le insights into the age distribution among

respondents, shedding light on the d@m age ranges within the surveyed population.

Table 4.3: Years of Experi}.@

Years of Experience

Years of Experience Frequency Percent
Less th @rs 217 35.7
11-20 )Qr) 234 38.5
21- ears 109 17.9
%e 30 years 48 7.9
\ al 608 100.0

Source! Field Survey, 2024

Table 4.3 presents a comprehensive overview of the years of experience among
administrative staff who participated in the survey. Among the surveyed administrative staff,
individuals were categorized into four groups according to their years of experience. Notably,

the largest proportion of respondents fell into the "11-20 years" category, with 234
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individuals accounting for approximately 38.5% of the total sample. Following closely, those
with "less than 10 years" of experience constituted a significant portion, with 217
respondents, representing around 35.7% of the surveyed population. Additionally, 109
respondents, equivalent to about 17.9% of the total sample, reported having "21-30 years" of
experience. Conversely, the group with "above 30 years" of experience consisted of 48
respondents, making up approximately 7.9% of the surveyed population. This Q provides
valuable insights into the distribution of experience levels among adminittative staff,
enabling a nuanced understanding of the expertise and tenure within @u eyed population.

Such insights are instrumental in informing organisational d:c@making processes and
1

designing targeted strategies or interventions tailored t

associated with different experience levels among %d@raﬁve staff.

4.3. Presentation of Answers to Researd@stions

verse needs and challenges

[ ]
This sub-section contains tables sho@lysis of responses to answer formulated research

questions. . \A@

Research Question Olhb

. \
What is the e@ ob commitment (attendance and punctuality, and work engagement) of
administﬁb taff in private universities in Oyo State?

Table 4.4a: Level of Job Commitment (Attendance and Punctuality) among Administrative
Staff in Private Universities in Oyo State

S/N Item: I; AL S R N Mean SD

1 make sure to plan 228 283 49 48 3.14 0.868
my schedule to (37.5%) (46.5%) (8.1%) (7.9%)
avoid any
unnecessary
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absences from
work

2 feel responsible 180 212 156 60 2.84 0961
for ensuring that (29.6%) (34.9%) (25.7%) (9.9%)
my  colleagues
can rely on me to
be present and on
time.

3 actively manage 355 133 84 36 333 0.9 é
my time to (58.4%) (21.9%) (13.8%) (5.9%)
minimize the ( )

chances of being
late or absent.

4 take pride in my 331 205 24 48 .35 0.883
%) EE

excellent (54.4%) (33.7%) (3.9%) ;

attendance record

and punctuality.
>

5 consistently 267 185 84 3.04 1.054
arrive at work on  (43.9%) (30.4%}@ 8%)  (13.8%)
time. _

Weighted Mean = 3.14High R

Source: Field Survey, 2024 (j\

KEY: AL= Always (4), S= So @ms (3), R=Rarely (2), N= Never (1), and SD = Standard
Deviation ‘ &

Threshold: Mean value % 00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.4a deli@ the degree of job commitment pertaining to attendance and punctuality
among a rative staff in private universities within Oyo State. Firstly, regarding the
planﬁhgg,of schedules to mitigate unnecessary absences, a substantial portion of respondents
(37.5%) indicated they consistently engage in this practice, while 46.5% do so occasionally.
This suggests a prevalent commitment to attendance management among the administrative
staff. Conversely, when it comes to feeling responsible for ensuring colleagues can rely on

them to be present and punctual, the data reveals a more mixed picture. While 34.9%
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occasionally feel this responsibility, a notable 25.7% rarely perceive such an obligation,

indicating a moderate level of commitment in this aspect.

In terms of time management to minimise tardiness and absenteeism, a significant majority
(58.4%) actively engage in this practice consistently, showcasing a strong commitment to
punctuality. Similarly, a considerable portion (54.4%) takes pride in maintaining am%:ellent
attendance record, highlighting a prevalent sense of commitment and resp t towards

g( ork on time,

punctuality. Moreover, a significant proportion (43.9%) consistently a

further emphasising the dedication to punctuality among the admini e staff.

The weighted mean for all items, calculated at 3.14, inn overall high level of job
commitment regarding attendance and punctual'ty(@ug administrative staff in private
universities in Oyo State. However, there ar f@le areas, such as fostering a sense of
responsibility towards colleagues, wher: tx commitment level is moderate, suggesting

potential avenues for 1mproveme®b fostering a more cohesive and supportive work

environment. A%
Qﬁ\
i
O

Table : Level of Job Commitment (Work Engagement) of Administrative Staff in Private
Universities in Oyo State

S/N Item: I; AL S R N Mean SD

6 am enthusiastic 157 259 108 84 2.80 0.976

about  tackling (25.8%) (42.6%) (17.8%) (13.8%)
new challenges
and projects.

7 often lose track 145 307 &4 72 2.86 0913
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of time because I (23.8%) (50.5%) (13.8%) (11.8%)
am so absorbed
in my work.

8 find my work 416 132 24 36 3.53  0.827
tasks to  be (68.4%) (21.7%) (3.9%) (5.9%)
interesting  and
meaningful.

9 take the initiative 205 187 &4 132 2.76  1.136 *
to go above and (33.7%) (30.8%) (13.8%) (21.7%)

beyond my 0
regular job ’\<

responsibilities.
10 am  passionate 452 120 24 1 .66 0.649
about (743%) (19.7%) (3.9%)  (2.0%))

contributing  to

the success of the

university N ’b‘Q

Weighted Mean = 3.12 High

o N d

Deviation

Threshold: Mean value of > 3.00 ( §§s§

Table 4.4b provides a de@insight into the job commitment levels regarding work

Source: Field Survey, 2024 %Q{
KEY: AL= Always (4), S= Sometimes % arely (2), N= Never (1), and SD = Standard

2.99 (Moderate) and < 2.50 (Low)

engagement among a &trative staff in private universities within Oyo State. Through a
series of itemsé}%ﬁl es how frequently respondents exhibit certain behaviours related to
their enga;%xt with work tasks. When it comes to enthusiasm for tackling new challenges
and @&45, the data suggests a moderate level of commitment. While a significant portion
(42.6%) of respondents sometimes express enthusiasm, a considerable minority (25.8%)
consistently approaches new challenges with enthusiasm, indicating a somewhat mixed
attitude towards embracing new tasks.Similarly, the findings regarding absorption in work

revealed a moderate level of engagement among administrative staff. Although a notable
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majority (50.5%) occasionally loses track of time due to being absorbed in their work, a
substantial proportion (23.8%) consistently experiences this absorption, reflecting a

significant but not overwhelming commitment to their tasks.

Conversely, the table illustrates a high level of commitment among administrative staff
regarding finding their work tasks interesting and meaningful. A significant maj orﬁg&S 4%)

consistently perceive their work in this positive light, indicating a strong s lﬁlment
and purpose in their roles.In terms of taking initiative and goin ;lcoﬁi regular job
responsibilities, the data suggests a more moderate level of ¢ Qnt. While a notable
proportion (33.7%) always takes the initiative, a similar per@ge (30.8%) only sometimes
does so, suggesting a mixed inclination towards proa@i among respondents.Lastly, the
table indicates a high level of commitment @ success of the university among
administrative staff. A substantial majoﬂ@ 3%) consistently expresses passion for
contributing to the university's succe$ Asctmg a strong sense of loyalty and dedication to
the institution's goals and obJect|®(8 erall, the weighted mean of 3.12 suggests an overall
high level of job com @regardmg work engagement among administrative staff in
private universities i o State. While there are instances of moderate commitment,

.

particularly in@g initiative and enthusiasm for challenges, the majority of responses
indicate g dedication to their work tasks, finding them interesting, meaningful, and
acti\%}gwontributing to the university's success.

Table 4.4c: Level of Job Commitmentof Administrative Staff in Private Universities in Oyo
State

AL S R N
Items (%) (%) (%) (%) Mean
Attendance and 272.2 203.6 77 55.2 3.14
Punctuality (44.8) (33.5) (12.7) (9.0)
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Work 275 201 64.8 67.2 3.12
Engagement (45.2) (33.1) (10.7) (11.0)

Overall Weighted Mean= 3.13High

Source: Field Survey, 2024

KEY: AL= Always (4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Deviation

Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.4C offers a comprehensive summary of the level of job commit among
administrative staff in private universities in Oyo State, focusing on y aspects:
attendance and punctuality, and work engagement. Regarding attenda nd punctuality, the
data indicates a high level of commitment among administrati Qwith 44.8% always
adhering to these principles, followed by 33.5% someti @7% rarely, and 9.0% never.
The mean value for this aspect is calculated at 3.14, r@within the "high" commitment
threshold. Similarly, concerning work engagem@’ge findings reveal a strong level of
commitment, with 45.2% of respondents\\@rs engaged in their work tasks and 33.1%
sometimes engaged. A smaller perceé;%e,r ely (10.7%) or never (11.0%) show engagement.

The mean value for work eng@t is computed at 3.12, also indicating a "high" level of

commitment. QQ\

When consider&g\/@verall weighted mean of both aspects, it stands at 3.13, which falls
within the "@" commitment threshold. This suggests that, collectively, administrative staff
in p'\/%%lniversities in Oyo State demonstrate a commendable level of job commitment in
both attendance and punctuality, as well as work engagement. In summary, the data shows a
positive commitment among administrative staff towards their job responsibilities in private
universities in Oyo State, with strong adherence to attendance and punctuality standards

coupled with active engagement in their work tasks. These findings can serve as valuable
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insights for enhancing organisational effectiveness and employee satisfaction within

academic institutions.
Research Question Two

What is the level of motivational indices (opportunities for advancement, work-life balance

R
(O

and compensation and benefits) in private universities in Oyo State?

Table 4.5a: Level of Motivational Indices (Opportunities for Advancement) in Private
Universities in Oyo State.

S/N  Items: The AL S R N Mean SD
University;

1 offers a range of 229 271 36 72 3.08 0.951
career paths and (37.7%) (44.6%) (5.9%) (11.8%)
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growth opportunities
for employees.

supports employees 281 243 48 36 326 0.842
in pursuing higher (46.2%) (40.0%) (7.9%) (5.9%)

education or

additional

qualifications to

enhance their career

prospects. Q\
provides mentorship 168 259 96 85 28’4\@

programmes that aid  (27.6%) (42.6%) (15.8%) (14.0%)
in professional

development and

career progression.

recognizes and 331 120 48 3.11  1.154
promotes employees  (54.4%) (19.7%) (7.9%) 9%)

based on their fb

achievements and 6

contributions.

conducts regular 168 % 133 48 290 0.896
performance (27.6%) & %) (21.9%) (7.9%)

evaluations, and
feedback is provided

to help identify areas Q
for improvement andg
growth.

Weighted Mean mngh

Source: Field Suryey, 2024
KEY: AL= ays (4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard

Deviation

Thre@%ean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.5a provides a detailed examination of the motivational indices related to
opportunities for advancement within private universities in Oyo State. Each item assesses
the perception of administrative staff regarding the availability and effectiveness of various

advancement opportunities within their respective institutions.One prominent aspect of
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advancement opportunities highlighted in the table is the availability of career paths and
growth opportunities within the university. A substantial proportion of respondents (37.7%)
perceive their university as consistently providing such opportunities, while an additional
44.6% indicate that these opportunities are sometimes available. This suggests a prevalent
perception of support for career progression and professional growth within the institutions.
Another significant aspect is the support for higher education and additional qu Q%n& A
majority of respondents (46.2%) feel supported by their university in{purSding further
education or qualifications, with an additional 40.0% indicati this support is
sometimes provided. This underscores a strong emphasis 06) inuous learning and skill

development within the academic environment. Q

Q

Furthermore, the table reveals the perceived ef%@ness of mentorship programmes in
aiding professional development and careression. While a considerable proportion of
respondents (42.6%) acknowledge th@‘ence of such programmes, a smaller percentage
(27.6%) feel that they are alwa@vallable. This suggests a moderate level of support for
mentorship initiatives, i i@sg potential areas for improvement in facilitating mentorship
opportunities for staffiRecdgnition and promotion based on achievements and contributions
are also hi hl@ as crucial motivational factors. A significant majority (54.4%) of
responde ceive their university as effectively recognising and promoting employees,
With&%{iitional 19.7% indicating that such recognition sometimes occurs. This indicates a
strong culture of acknowledgment and reward for employee efforts and
accomplishments.Finally, the table evaluates the presence of regular performance evaluations
and feedback mechanisms within the institutions. While a significant proportion of

respondents (42.6%) perceive these evaluations as occurring regularly, only 27.6% feel they

105



always happen. This suggests a moderate level of support for performance management

practices, indicating potential areas for enhancing feedback and evaluation processes.

Overall, the weighted mean for all items is calculated at 3.04, falling within the "high"
motivational threshold. This suggests an overall positive perception of opportunities for
advancement within private universities in Oyo State, with notable areas of stren career
support and recognition. However, there are also areas, such as mentorship mes and
performance evaluations, where the perceived support is more modera irgl/ating potential

avenues for improvement in fostering employee developmen tivation within the

academic institutions. Q

Table 4.5b: Level of Motivational Indices (Work-Life Balance) in Private Universities in
Oyo State.

S/N  Items: The AL S R N Mean SD
University;
6 provides resources 144 211 133 120 2.62 1.051

and programmes that  (23.7%) (34.7%) (21.9%) (19.7%)
support employee
well-being and mental

106



10

health.

promotes a culture 96 172 256 84 246 0918
where employees are  (15.8%) (28.3%) (42.1%) (13.8%)

not expected to work

outside of regular

hours

actively encourages 120 187 229 72 2. 0.936 \
employees to take (19.7%) (30.8%) (37.7%) (11.8%) Q
breaks and engage in 0
activities that promote (/
relaxation and stress

reduction. 6\

fosters an 168 212 144 @ 2.76  1.006
environment that (27.6%) (34.9%) (23.7%) @ :

acknowledges and

accommodates the fb

importance of family 6

and personal

commitments. @

workload is 229 C? &4 294 1.042
manageable and (37. 70/% 7%) (15 8%) (13.8%)
allows me to maintain

a satisfying work-life
balance \\;Q
Weighted Mean = Moderate

Source: Field 024

KEY: AL= l% 4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Deviation
Thresholdt

n value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table\%b provides an insightful analysis of the motivational indices concerning work-life
balance within private universities in Oyo State. The data suggests a mixed perception
regarding the support for employee well-being and mental health within the universities.
While a significant proportion of respondents (34.7%) sometimes receive support in this

aspect, only 23.7% feel that such resources and programs are consistently provided,
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indicating a moderate level of support. However, when it comes to promoting a culture where
employees are not expected to work outside regular hours, the findings indicate a lower level
of perceived support. A considerable majority (42.1%) rarely experience such expectations,
with only 15.8% indicating that this culture is always promoted, highlighting a challenge in
fostering a healthy work-life balance culture within the institutions.Similarly, the data
suggests a moderate level of perceived encouragement for employees to ta Qﬁs and
engage in activities promoting relaxation and stress reduction. While 30.8%" sometimes
receive such encouragement, only 19.7% feel it is always activel@xraged, indicating

room for improvement in supporting stress management initia;:'ve .

Moreover, regarding acknowledgement and accommc@&of personal commitments, the
findings suggest a moderate level of perceive@ port. While 34.9% of respondents
sometimes experience this, only 27.6% i@‘. 1s always fostered within the university
environment, indicating a need\ more consistent support for personal
commitments.Despite these cha@ges, the data indicates a moderate level of perceived
workload manageabilit @ucwe to maintaining a satisfying work-life balance. A
significant proportlon f ré€spondents (37.7%) feel that their workload is always manageable,
suggesting a p@ aspect amidst the challenges of supporting work-life balance.Overall,
the weig can for all items is calculated at 2.67, falling within the "moderate" threshold.
ThisMests a mixed perception of the level of support for work-life balance within private
universities in Oyo State. While some aspects receive relatively higher scores, others
demonstrate lower levels of perceived support, highlighting the need for targeted initiatives

to enhance work-life balance within academic institutions.
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Table 4.5c: Level of Motivational Indices (Compensation and Benefits) in Private
Universities in Oyo State.

S/N Items: The AL S R N Mean SD
University;
11 offers a competitive 133 161 206 108 2.52  1.022

salary that reflects ~ (21.9%) (26.5%) (33.9%) (17.8%)
the value of my
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skills and

contributions.

provides a 169 151 240 48 2.73  0.956
comprehensive (27.8%) (24.8%) (39.5%) (7.9%)

benefits package

that addresses
various aspects of
employee well-

being, Q\

regularly reviews 255 209 60 84 3.(;4\ @

and adjusts (41.9%) (34.4%) (9.9%) (13.8%)
compensation to

align with industry

standards and

employee 0
performance Q

offers additional 109 159 Q 120 242  0.999
perks and rewards (17.9%) (26.2%) (3 (19.7%)
that enhance the

overall @

compensation ’\%

package. ° \

provides Q 151 168 60 290 1.020
opportunities for Q( 0) (24.8%) (27.6%) (9.9%)

professional

development tha
are financially \
supported. N

N

Weighted l\hn =2.72 Moderate

Source: urvey, 2024

KEX: ;% Always (4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Devia

Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.5¢ offers a detailed examination of the motivational indices related to compensation
and benefits within private universities in Oyo State. Firstly, the data indicates a moderate

level of perception regarding the competitiveness of salaries offered by the universities.
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While a notable proportion of respondents (26.5%) sometimes perceive their salary as
reflective of their skills and contributions, only 21.9% consistently feel this way, suggesting
potential areas for improvement in salary structures. Similarly, the findings suggest a
moderate perception regarding the comprehensiveness of the benefits package provided by
the universities. While some respondents (27.8%) always perceive the benefits package as

addressing various aspects of employee well-being, 24.8% sometimes feel this fQ case.

However, there is a high level of perception regarding the regular rev&&d}adjustment of
compensation to align with industry standards and employee ance. A significant

majority of respondents (41.9%) perceive this as consistentl @ urring, indicating proactive

management in maintaining competitive compensatim@ ces.On the other hand, the data
indicates a lower level of perception regarding th%(blsion of additional perks and rewards
that enhance the overall compensation p@e While a significant proportion (26.2%)
sometimes perceive these offering&{% 17.9% feel they are consistently provided,
highlighting potential gaps in su@xnentary benefits.Moreover, the provision of financially
supported opportunities @essional development also receives a moderate level of
perception. While some Tespondents (37.7%) always perceive these opportunities, only

24.8% sometimes fcel they are provided.

Ovea\llggbweighted mean for all items is calculated at 2.72, indicating a "moderate"
perception of compensation and benefits within private universities in Oyo State. While
certain aspects, such as regular compensation reviews, receive relatively higher scores, others,
like additional perks and rewards, demonstrate lower levels of perceived support. These

findings show the importance of continually evaluating and enhancing compensation and

111



benefit packages to meet the evolving needs and expectations of employees within academic

institutions.

Table 4.5d: Level of Motivational Indices(Opportunities for Advancement, Work-Life
Balance and Compensation and Benefits) in Private Universities in Oyo State.

Always Sometimes Rarely Never
Items Freq(%) Freq(%) Freq(%) Freq(%) ‘xﬁgan
Opportunities for 235.4 230.4 722 70 Q 3.04
Advancement (38.7%) (37.9%) (11.9%) (1 1.5%: 0
Work-Life 151.4 196.2 171.6 86% 2.67
Balance (24.9%) (32.3%) (28.2%) @0 )
Compensation 179 166.2 178.8 84 2.72

and Benefits (29.4%) (29.4% (13.8%)
(27.3%)

O\
Overall Weighted Mean= 2.81 Moderate (0. N
é 4

Source: Field Survey, 2024

Table 4.5d presents an integrated ane@ of the motivational indices concerning
opportunities for advancement, wo@fﬂ alance, and compensation and benefits within
private universities in Oyo S.tatié data indicates a generally positive perception regarding

N

opportunities for advanc with 38.7% of respondents reporting that such opportunities

are always availqb{&lditionally, 37.9% perceive them as sometimes present, indicating a
favourable nv@nen‘[ for career growth and progression within these institutions. The
mean sc@his aspect is 3.04, reflecting a relatively high level of perceived opportunities
for c}&ﬁ advancement.The perception of work-life balance is somewhat mixed, with 24.9%
of respondents reporting that it is always achievable. However, a larger portion (32.3%)
perceive it as sometimes attainable, suggesting that maintaining a satisfactory balance
between work and personal life may pose challenges for administrative staff in private

universities in Oyo State. The mean score for this aspect is 2.67, indicating a moderate level
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of perceived work-life balance.Similarly, the perception of compensation and benefits falls
within a moderate range, with 29.4% of respondents reporting that these aspects are always
satisfactory. However, a relatively higher proportion (29.4%) perceive them as rarely
meeting expectations, indicating potential areas for improvement in the compensation and
benefit packages offered by the universities. The mean score for this aspect is 2.72, reflecting
a moderate level of satisfaction with compensation and benefits.Overall, the the mean
for all aspects is calculated at 2.81, indicating a "moderate" perception acstJ portunities
for advancement, work-life balance, and compensation and beneﬁts@%ﬁthere are positive

perceptions, particularly regarding opportunities for advan@ere are also areas for

e
improvement, such as work-life balance, compensati afid benefits. These findings

emphasis the importance of continuous evaluation; aq@ancement of policies and practices

to ensure a supportive and motivating worlg enGbg

State. ) @

Research Question Three Q\

ent within private universities in Oyo

What is the most adop@ership style (charismatic, coaching and bureaucratic styles) in

private universities\&ro State?
60
&

Table 4.6a: Leadership Style (Charismatic Style) in Private Universities in Oyo State.

S/N  The University AL S R N Mean SD
leaders:
1 have a remarkable 217 163 204 24 2.94 0921

ability to inspire (35.7%) (26.8%) (33.6%) (3.9%)
and energize their
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followers with their
dynamic and
visionary approach

possess a magnetic 204 163 181 60 2.84 1.002
personality that (33.6%) (26.8%) (29.8%) (9.9%)

draws people

towards their vision

and goals Q\
effectively use their 216 199 157 36 2.9’8\ @

persuasive (35.5%) (32.7%) (25.8%) (5.9%)
communication

skills to rally Q
individuals around a
common cause. Q

fosters a sense of 241 210 7 Q 60 3.04 0975
loyalty and (39.6%) (34.5%) (1 (9.9%)
dedication among

its members. @
dynamic presence 293 C%‘lﬁ 49 48 324 0.926

elevates the overall (48.20% 35.9%) (8.1%) (7.9%)
morale and °

motivation of the \
subordinates. \\gQ

Weighted Mean =%H‘fg’h
Source: Field Su 024
KEY: AL= l% 4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Deviation

Thresholdt
\&

The table provides an assessment of leadership style, specifically focusing on charismatic

n value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

leadership, within private universities in Oyo State. The data suggests a moderate perception
of university leaders' ability to inspire and energise their followers with their dynamic and

visionary approach. While a significant proportion (35.7%) perceive this ability as always
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present, only 26.8% feel it is sometimes apparent.Similarly, there is a moderate perception of
university leaders possessing a magnetic personality that draws people towards their vision
and goals. While 33.6% of respondents always perceive this trait, only 26.8% feel it is

sometimes present.

University leaders' effectiveness in using persuasive communication skills% rally
individuals around a common cause is also perceived moderately. 35.5% %pondents
perceive this as always occurring, while 32.7% feel it is someti sgﬁarent.A high
perception is observed regarding university leaders fosterir&nse of loyalty and

dedication among their members. A significant majority :) perceive this as always
a

occurring, indicating a strong influence of charismatic 6 ship in cultivating commitment
among followers.University leaders' dynamic p@e is also perceived to significantly
elevate the overall morale and motivatior@gordinates. 48.2% of respondents perceive

this as always happening, indicating g@ impact on the motivational aspect of leadership.
Overall, the weighted meaﬁ@ \items is calculated at 3.01, falling within the "high"
threshold. This sugge overall positive perception of charismatic leadership within
private universi @Oyo State. While some aspects, such as fostering loyalty and
dedication, @bl a high level of perceived influence, others, like the ability to inspire and
ener is@w a more moderate influence. These findings highlight the significant role of

charismatic leadership in shaping organisational culture and motivating members within

academic institutions.
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Table 4.6b: Leadership Style (Coaching Style) in Private Universities in Oyo State

S/N  The University AL S R N Mean SD
leaders:

6 are genuinely 319 192 61 36 3.31 0.877
committed to the (52.5%) (31.6%) (10.0%)  (5.9%)
growth and

development of their
team members' skills
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10

and abilities.

provide valuable 254 269 25 60 3.18 0.907
feedback that helpsus  (41.8%) (44.2%) (4.1%) (9.9%)

improve our

performance and reach

our full potential.

are skilled at 180 223 109 {\A{él
identifying individual  (29.6%) (36.7%) (17.9%) (1 5 8% Q

strengths and : 0

weaknesses, and they
tailor their guidance

accordingly. 6\

actively engage in 254 161 97 Q 9 1.099
one-on-one (41.8%) (26.5%) (16.0% 8%)

discussions to help us

set meaningful goals fb

and devise strategies 6

to achieve them. ’b
prioritize creating a 156 ° ’ﬁ 109 132 2.64 1.086
supportive (25.7%\(&4.7 %) (17.9%) (21.7%)

environment where Q
team members feel

comfortable seeking
advice and asmstance\\;Q
Weighted Mean = Moderate

Source: Field 024

KEY: AL= l% 4), S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Deviation
Thresholdt

n value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table presents the leadership style, specifically the coaching style, observed in private
universities in Oyo State, as interpreted through the responses of the participants. Over half
of the respondents (52.5%) perceive their university leaders as always genuinely committed
to the growth and development of their team members' skills and abilities. This high

percentage suggests a strong inclination towards supportive leadership in this aspect.A
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significant portion (44.2%) of respondents indicated that their university leaders sometimes
provide valuable feedback that aids in improving performance and reaching full
potential. While not as high as the previous aspect, this still indicates a considerable level of
engagement from the leaders.When it comes to identifying individual strengths and
weaknesses, the responses are more varied. While a substantial number (36.7%) perceive this
as sometimes happening, a significant portion (29.6%) also indicated that it @%ccur&

This suggests a mixed perception of the leaders' abilities in this aspect. ’\<

Similar to the previous point, there is a mixed perception regardi tent of engagement
in one-on-one discussions to set meaningful goals and devise@egies. While a considerable
portion (41.8%) sees this as always happening, a sign&a number (26.5%) perceive it as
sometimes occurring.Lastly, creating a supporti\%’bironment where team members feel
comfortable seeking advice and assistau@ems to be moderately perceived by the
respondents. While a significant nun@4.7%) perceive this as sometimes happening, a
quarter (25.7%) see it as alwa %&ppening.Overall, the weighted mean for the leadership
style, as indicated at the n@\the table, falls within the moderate range (2.97), suggesting a
balanced perception o &:oaching style exhibited by university leaders in Oyo State. This
suggests room for improvement in certain areas, such as identifying individual strengths and

weakness engaging in one-on-one discussions to set meaningful goals.

Table 4.6¢: Leadership Style (Bureaucratic Style) in Private Universities in Oyo State.

S/N  The University AL S R N Mean SD
leaders:
11 ensure that decisions 192 139 96 181 2.56 1.215

are made following (31.6%) (22.9%) (15.8%) (29.8%)
well-defined
procedures and
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12

13

14

15

established guidelines.

adherence to 367 132 60 49 334  0.953
established rules and (60.4%) (21.7%) (9.9%) (8.1%)
regulations creates a

sense of order and

predictability in our

university.

established protocols (33.6%) (36.7%) (11.8%) (17.9%)
contributes to a sense

commitment to 204 223 72 109 @

of stability within the

university. %Q

fosters a work 192 163 IOBQ 145 2.66 1.155
environment where (31.6%) (26.8%) (178%)Y (23.8%)

tasks and expectations fb
are well defined. 6

established and 343 > 48 25 340 0.804
implemented a (56.4%) s‘(%6%) (7.9%) (4.1%)

hierarchical structure \

that enables clear lines Q\

of authority and N A

accountability. O\

Weighted Mean =2.96M§1}rate

Source: Field Su.r 024

KEY: AL= Al ys\ ))S= Sometimes (3), R= Rarely (2), N= Never (1), and SD = Standard
Deviation

Threshold: n value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Tabl\é/Qg outlines the leadership style, particularly the bureaucratic style, observed in
private universities in Oyo State as perceived by the participants. The data indicates a
moderate perception regarding university leaders ensuring that decisions are made following

well-defined procedures and established guidelines. While a notable portion (31.6%)

perceive this as always happening, a significant number (29.8%) see it as never happening,

119



suggesting a mixed perception in this aspect.A majority (60.4%) of respondents perceive
their university leaders as always adhering to established rules and regulations, which creates
a sense of order and predictability within the university. This high percentage suggests a

strong inclination towards bureaucratic leadership in this regard.

The commitment to established protocols is moderately perceived by the respondas\While
a significant portion (36.7%) sees this as sometimes happening, a notable p Q (33.6%)
perceives it as always happening, indicating a balanced perceptio&'eiﬁs aspect.Also
university leaders fostering a work environment where tasks nQ)ectations are well-
defined are moderately perceived, a considerable poﬂio®.6%) sees this as always
happening; a notable percentage (26.8%) perceiv igas sometimes happening.The
establishment and implementation of a hierarchic%g:ture enabling clear lines of authority
and accountability are perceived quite po@y by the respondents. A majority (56.4%)

perceive this as always happening; @ting a strong inclination towards bureaucratic

leadership in this aspect. %\

Overall, the weighted @Qor the bureaucratic leadership style falls within the moderate

range (2.96), sufg@ a balanced perception of this leadership style exhibited by university

leaders in %

hier% tructure, there are also areas, such as decision-making procedures and clarity in

ate. While there are areas of strength, such as adherence to rules and

tasks, where improvements could be made to enhance effectiveness.

Table 4.6d: The Most Adopted Leadership Style (Charismatic, Coaching and Bureaucratic
Styles) in Private Universities in Oyo State

Items Always Sometimes Rarely Never
Charismatic 234.2 190.6 137.6 45.6
Style (38.5%) (31.4%) (22.6%) (7.5%)
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Coaching Style 232.6 211.2 80.2 84

(38.3%) (34.7%) (13.2%) (13.8%)
Bureaucratic 259.6 169.8 76.8 101.8
Style (42.7%) (27.9%) (12.6%) (16.8%)

Source: Field Survey, 2024
Table 4.6d presents the distribution of leadership styles within private universities in Oyo
State, focusing on charismatic, coaching, and bureaucratic styles. The data indieates that

bureaucratic style ranks first, with 42.7% of respondents report@ constant
S

implementation, followed by charismatic style at 38.5% and coao@ yle at 38.3%.

However, it's noteworthy that while bureaucratic style surpa: Q others in terms of

consistent application, both charismatic and coaching style old substantial sway within
ag

these institutions. The findings suggest an important ap to leadership, where a blend of
bureaucratic structure, charismatic appeal, and&ing support may be employed to
effectively navigate the complexities of aci@. This indicates a need for leaders in private

universities in Oyo State to balance €ffieieficy and order with inspiration and development to

foster a conducive environment f@sowth and excellence.

N
4.3 Test of Hypoth\%

Hol: There wil @jgniﬁcant combined influence of motivational indices (opportunities
for advance@t, work-life balance and compensation and benefits) and leadership style
(cha@fgcoaching and bureaucratic styles) on job commitment of administrative staff of
private universities in Oyo State.

Table 4.7: Summary of regression analysis showing combined influence of motivational
indices (opportunities for advancement, work-life balance and compensation and benefits)

and leadership style (charismatic, coaching and bureaucratic styles) on job commitment of
administrative staff in private universities in Oyo State.
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Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 9782 .956 956 1.820

a. Predictors: (Constant), Leadership Style, Motivational Indices

ANOVA?

Model Sum of Squares df Mean Square F Sig.

I Regression 43194.642 2 21597321 6520744~ .000°
Residual 2003.817 605 3.312 (}0
Total 45198.459 607 X

a. Dependent Variable: Job Commitment (\\

b. Predictors: (Constant), Leadership Style, Motivational Indices

Source: Field Survey, 2024 \‘

Table 4.7 shows the regression analysis conducted i@ study aimed to explore the
collective impact of motivational indices, includi %Qunities for advancement, work-life
balance, and compensation and benefits ide various leadership styles—namely,
charismatic, coaching, and bureaucr?tic }he job commitment of administrative staff in
private universities within Oyo Sta,@ Model Summary section provides key insights into
the relationship between thé &ors and the dependent variable. The exceptionally high
correlation coefﬁcient@gapproximately 0.978 indicates an extremely robust positive
correlation bet 'e@ motivational indices, leadership styles, and job commitment.
Moreover, %su stantial value of the R Square (R?), approximately 95.6%, shows the
con 'de@ proportion of variance in job commitment that can be elucidated by these
predictors. Even after adjusting for the number of predictors, the Adjusted R Square remains
notably high at approximately 0.956, further supporting the reliability of the model.

Additionally, the Std. Error of the Estimate indicates the accuracy of predictions, with a
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lower value suggesting better precision in predicting job commitment based on the specified

variables.

The ANOVA table furnishes critical information regarding the overall significance of the
regression model. The substantial sum of squares in the Regression column (43194.642)

demonstrates the extent to which the variability in job commitment is explairﬁ&)y the

combined effects of motivational indices and leadership styles. Conversely,
of squares (2003.817) accounts for the unexplained variability in }&:omitment after
considering these predictors. The Total sum of squares (45198 Qapsulates the entire
variability in the dependent variable. The exceedingly hi h@elue (6520.744) indicates a
significant relationship between the predictors and 6§ommitmem. Furthermore, the
remarkably small P-value (0.000) associated wi@ F-statistic corroborates the model's
high statistical significance, suggesting thﬁ@l motivational indices and leadership styles

collectively exert a substantial inﬂu&% the job commitment of administrative staff in

private universities in Oyo State.%\

N\
In essence, the ﬁnding@ghts the importance of considering motivational indices and
leadership styl \ her in understanding and enhancing job commitment among
administrati gﬁ within the context of private universities in Oyo State. These insights
coul s@s valuable guidance for organisational leaders and policymakers in formulating

strategies aimed at fostering greater job commitment and satisfaction among administrative

personnel.

Ho2: There will be no significant relative influence of motivational indices (opportunities for

advancement, work-life balance and compensation and benefits) and leadership style
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(charismatic, coaching and bureaucratic styles) on job commitment of administrative staff of
private universities in Oyo State.
Table 4.8:Summary of regression analysis showing relativeinfluence of motivational indices

and leadership style on job commitmentof administrative staff in private universities in Oyo
State.

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta L t Sig.

1 (Constant) 4.779 269 Q\ 17.784 .000
Motivational Indices 297 032 % 4 9375 000
Leadership Style 313 .032 7~ 497 9.641 .000

a. Dependent Variable: Job Commitment

Source: Field Survey, 2024 Q

Q

Table 4.8 presents a regression analysis aim elucidating the relative influence of
motivational indices and leadership styles\&he job commitment of administrative staff
within private universities situated 1%%0 tate. The coefficients provided in the table offer
crucial insights into the @a&@% and significance of the relationships between the
predictors (motivation%@s and leadership style) and the dependent variable (job
commitment). Figssl&e constant term representing the intercept of the regression equation
stands at 4. 7&%nifying the expected value of job commitment when all independent
Variableé% zero. The substantial t-value (17.784) and the associated p-value (0.000)
indic%/ the statistical significance of this intercept, suggesting that even without
motivational indices or specific leadership styles, a baseline level of job commitment exists

among administrative staff.
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Moving to the predictors, both motivational indices and leadership style demonstrate
significant positive effects on job commitment, as evidenced by their respective coefficients.
The unstandardised coefficient (B) for motivational indices is 0.297, with a corresponding
standardised coefficient (Beta) of 0.484. This indicates that for every one-unit increase in
motivational indices, job commitment is expected to increase by approximately 0.297 units
after adjusting for the scale of measurement. Similarly, the unstandardized Q%nt for
leadership style is 0.313, with a beta of 0.497, implying that a one-unit ch. Q

leadership

style corresponds to a 0.313-unit change in job commitment. Q

Furthermore, the t-values (9.375 for motivational indices @9.641 for leadership style)
alongside the associated p-values (both 0.000) highlig @statistical significance of these
relationships, affirming that both motivational in@nd leadership style wield substantial
influence over job commitment among admi ative staff within private universities in Oyo
State. These findings highlight the m@eted nature of employee commitment, which is
not solely dependent on mo‘:ivat@l(%ctors or leadership approaches in isolation but rather

N

on a combination of b(@fore, to foster a highly committed workforce, organisations

must adopt strate%s%tha address and optimize both motivational factors and leadership
[ ]
styles within thgir uhique contexts.
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Table 4.9:Summary of regression analysis showing relativeinfluence of motivational indices
(opportunities for advancement, work-life balance and compensation and benefits) and
leadership style (charismatic, coaching and bureaucratic styles) on job commitment of
administrative staff in private universities in Oyo State.

Coefficients?
Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 4.983 .369 1382008 000
Opportunities for 1.155 .079 615 4.5 .000
Advancement ’\

Work-Life Balance -.075 .073 - -1.027 305
Compensation and 12 .076 . 1.479 .140
Benefits 0

Charismatic -.442 .081 Q -211  -5433 .000
Leadership Style

Coaching .661 @ 367 8.392 .000

Leadership Style

Bureaucratic .343@ 067 .197 5.114 .000

Leadership Style

a. Dependent Variable: Job Commitment

Source: Field Survey, 2024 \\' )
&

Table 4.9 presents a de%@nmary of a regression analysis, shedding light on the relative

influence of motivatignal”indices—specifically opportunities for advancement, work-life
[ ]

balance, and c@sanon and benefits and leadership styles—namely charismatic, coaching,

and burea, on the job commitment of administrative staff in private universities located
in O}o\%[e.

Starting with the motivational indices, the beta values indicate the strength and direction of
their impact on job commitment, opportunities for advancement exhibit a significant positive

relationship (Beta = 0.615, t = 14.540, P< 0.05), suggesting that as opportunities for
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advancement increase, job commitment also increases significantly. This finding implies that
employees are more committed when they perceive growth opportunities within the
organisation. Also, work-life balance does not show a significant relationship with job
commitment (Beta = -0.041, t = -1.027, P> 0.05). The non-significant result suggests that
work-life balance may not be a major factor influencing job commitment among
administrative staff in private universities in Oyo State. Furthermore, com Q%n and
benefits also do not demonstrate a significant relationship with job ¢ itfient (Beta =

0.063, t = 1.479, P> 0.05). This indicates that the level of compensa benefits may not

strongly affect the commitment levels of administrative staff. %

Moving on to leadership styles, charismatic leadersh'@&e shows a significant negative
relationship with job commitment (Beta = —0.2116%5.433, P < 0.05). This suggests that
higher levels of charismatic leadership am\\@mated with lower job commitment among
administrative staff. It implies that @sswe charisma might lead to a perception of
individualistic leadership rather%&q fostering commitment to organisational goals. Also,

coaching leadership styl @blts a significant positive relationship with job commitment
N

(Beta = 0.367, t = 8. < 0.05), indicating that coaching leadership approach tends to
increase job c@tment among administrative staff. This suggests that supportive and
develop eadership practices enhance employees' commitment to their roles and the
orgaMon. Bureaucratic leadership style also shows a significant positive relationship with
job commitment (Beta = 0.197, t = 5.114, p < 0.05). This implies that while bureaucratic

leadership may seem rigid, it still fosters a sense of commitment among administrative staff,

possibly through clarity in roles and processes.
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In conclusion, the findings highlight the importance of leadership styles, particularly
coaching and bureaucratic styles, in enhancing job commitment among administrative staff in
private universities in Oyo State. Additionally, while opportunities for advancement

positively influence commitment, work-life balance, compensation, and benefits may not

44 Discussion of Findings ( OQ

play significant roles in this context.

The findings of research question one offers valuable insi the dedication,
responsibility, and engagement exhibited by administrative : n private universities in
),

Oyo State,. Regarding attendance and punctuality, the ddtz rays a commendable level of

commitment among administrative staff, with a g@h‘[ portion consistently adhering to

these principles. This dedication is cru01a1 or ing operational efficiency and ensuring

the smooth functioning of university ope kls However, the findings also highlight areas
where the commitment level is n@te, particularly in terms of feeling responsible for
colleagues' reliance on theﬂ@gé present and punctual. This suggests the potential for

strengthening mutual s@nd accountability among staff members, implying a moderate

cohesive work @em.

In terms o engagement, the results reveal a generally high level of commitment among
admﬁs&{ive staff, with employees expressing enthusiasm for their tasks and finding them
both interesting and meaningful. This indicates a workforce that is deeply invested in their
roles and committed to contributing to the success of the university. Nonetheless, there are
instances where commitment levels are more moderate, particularly in taking initiative and

embracing new challenges. This underscores the importance of providing support and
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encouragement for employees to proactively seek out opportunities for growth and
development. Combining both aspects of attendance/punctuality and work engagement, the
overall weighted mean suggests a high level of job commitment among administrative staff

in private universities in Oyo State.

This implies a workforce that is dedicated to fulfilling their responsibilities a ctively
engaging in their work tasks. Such a committed workforce can have positive i Qations for
organisational effectiveness, contributing to enhanced employee satisj&tiog,'fetention, and
ultimately, the overall success of the institution. While the overall s are positive, there
are areas identified for potential improvement. Fostering a ger sense of responsibility
towards colleagues and encouraging greater initiative@ enthusiasm for tackling new
challenges are crucial steps towards creating 6’bﬂe cohesive and supportive work
environment. By leveraging these insights@ty administrators can implement targeted
strategies to nurture a culture ofs Q\Q*itment, accountability, and engagement, thus
enhancing organisational effectiv@é?and employee satisfaction.
N

The findings resonate \%@1% research outcomes. For instance, a study revealed a high
level of job cqm&ent, characterized by a notable portion of administrative staff
consistently d&;&g to attendance and punctuality standards'. This echoes the commitment
observe%%ong administrative personnel in private universities in Oyo State, underscoring
the wersal significance attributed to these principles within academic institutions.
Similarly, a study focusing on job commitment levels among administrative staff in private
universities across Nigeria corroborates these findings. It indicates a prevalent high level of
job commitment, with a substantial majority of respondents expressing unwavering

dedication and loyalty to their roles within the university system?.
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Also, a survey conducted among administrative staff in private universities in Southwest
Nigeria unveils a pervasive sense of job commitment, with a majority of employees
exhibiting a strong attachment to their roles and the institution®. Furthermore, an examination
of retention rates among administrative staff in private universities over a period of five
yearsconsistently identifies a high level of job commitment*. This is evidenced by low

1 \in-depth

turnover rates and prolonged tenures among employees. Moreover, emplo
interviews with administrative staff in private universities, a related stud un:ﬂs a robust
sense of job commitment propelled by factors such as organisatission, supportive

leadership, and opportunities for professional growth®. Collectively, these studies furnish

empirical evidence substantiating the observed high of job commitment among

administrative staff in private universities. ; (bQ

Conversely, a study investigating employe \@fgtion among administrative staff in private
universities in Oyo State reveals .a}\@worthy proportion of respondents expressing
dissatisfaction with their roles é{%e institution. Numerous employees attribute their
discontent to factors such @ absence of career advancement opportunities, inadequate
compensation, and 2{ lance in work-life equilibrium®. The implications of this study

[ ]
contradict the @

in private rsities. It suggests that a significant portion of employees may not fully

notion of a high level of job commitment among administrative staff

com?b'ktg’their roles due to underlying issues impacting their job satisfaction. Similarly, an
examination of turnover rates among administrative staff in private universities in Oyo State

uncovers a pattern of frequent turnover and brief tenures among employees’.

A considerable number of staff members relinquish their positions within a relatively short

timeframe, signifying a lack of enduring commitment to their roles within the university.
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This challenges the presumption of a high level of job commitment among administrative
staff in private universities and proposes that turnover rates may serve as indicators of
diminished commitment and job satisfaction among employees. Furthermore, a
comprehensive analysis of employee feedback and comments reveals a prevailing sentiment
of disengagement and disillusionment among administrative staff in private universities in
Delta State, Nigeria®. Employees express feelings of being undervalued, over Q%ﬂ, and
devoid of opportunities for meaningful contributions or career progressi@se findings
challenge the perception of a high level of job commitment amo@nistrative staff in
private universities. They suggest that underlying issugs_s as low morale and

dissatisfaction may erode employees' commitment to thei@ ithin the university.

However, the findings from research question one&%hght on the level of job commitment
of administrative staff in private universh\'@’b Oyo State. While the data indicates a
commendable high level of commitns\& egarding attendance and punctuality, there are
areas where commitment is more@é@rate, particularly in feeling responsible for colleagues
and taking initiative. Desp'.g, overall job commitment among administrative staff was
high, with a workfor Qply invested in their roles and contributing to the success of the
university. Hov@%&%llenges such as dissatisfaction and turnover rates suggest that not all
employees-may share this level of commitment as observed in results of related studies.
Thes}&ngs emphasize the importance of fostering a supportive work environment and

addressing underlying issues to enhance organisational effectiveness and employee

satisfaction in private universities.

The findings of research question two on motivational indices within private universities in

Oyo State offer significant contributions to our understanding of the perceived level of

131



support for employee development across various domains. Specifically, the research focuses
on three key areas: opportunities for advancement, work-life balance, and compensation and
benefits. Regarding opportunities for advancement, the study reveals an overall positive
perception among administrative staff, this suggests that employees within private
universities perceive favourable conditions conducive to career growth and progression,
particularly in terms of receiving adequate career support and recognition@ev r, the
study also identifies areas such as mentorship programs and performance e@ ns as areas

with more moderate scores, indicating potential avenues for i@uent in fostering

O

In terms of work-life balance, the findings present an img@nt perspective, with a weighted

employee development and motivation.

mean falling within the "moderate" threshold. %% some aspects of work-life balance
receive relatively higher scores, signifying @eving a satisfactory balance is sometimes
attainable, a significant proportion ots\& ondents perceive challenges in maintaining this
equilibrium. This highlights the %sd or targeted initiatives aimed at enhancing work-life
balance within academic @ions and addressing factors contributing to its perceived
inadequacy. Similaﬂ%,g perception of compensation and benefits falls within the

[ ]
"moderate" ra@

relatively hi scores, others, like additional perks and rewards, demonstrate lower levels

of pe\’@ d support.

This highlights the importance of continually evaluating and enhancing compensation and

e certain aspects, such as regular compensation reviews, receive

benefit packages to meet the evolving needs and expectations of employees within academic
institutions. Overall, the integrated analysis of the motivational indices indicates a

"moderate" perception across opportunities for advancement, work-life balance, and
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compensation and benefits. While there are positive perceptions, particularly regarding
opportunities for advancement, there are also areas for improvement, such as work-life
balance and compensation. These findings emphasises the necessity for continuous

evaluation and enhancement of policies and practices to ensure a supportive and motivating

3

Aligned with the outcomes of research question two, a scholarly investigati ineates a

work environment in private universities in Oyo State.

moderate level of motivation observed among administrative personne%&de universities
across Oyo State. While certain facets such as opportuniti @ advancement and
acknowledgement attain relatively high ratings, others suc@ mentorship programs and
performance evaluations are perceived to exhibit a mc@noderate impact®. Similarly, a
comprehensive study tracking the evolution 6%0tivational indices among private
universities in Southwest Nigeria identiﬁe&@&tent pattern of moderate motivation levels.
Although minor fluctuations are noted)&cularly in aspects like compensation and benefits,

the overarching conclusion asserQ{{elnduring presence of moderate motivation levels over
[ ]

time!. $
N

Furthermore, a ¢ ative analysis scrutinizes motivational factors across private and
public uniwv: rsguettings in Southwest Nigeria. Despite private universities generally
offering@erlor compensation and benefits, the study contends that the motivational
land%(e, particularly concerning opportunities for advancement and work-life balance,
tends to register a comparable moderation across both sectors'!. This suggests a degree of
consistency in motivational determinants across different institutional types. Additionally, a
survey probing into the engagement and motivation levels of administrative staff within

private universities in Oyo State discerns a nuanced scenario. While employees exhibit a
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discernible commitment to their roles and organisational objectives, the overall level of

motivation is characterized as moderate!2.

Notably, aspects such as opportunities for advancement and recognition contribute positively
to motivation, whereas perceptions regarding work-life balance and compensation are more
varied. Moreover, through qualitative methodologies, an exploratory study d,%s into
employee perspectives regarding motivational factors within private univers Nigeria.
The findings unveil a spectrum of elements underpinning moder@t&&%aﬁon levels,
including the absence of clearly defined career advancement path erceived disparities
in compensation structures, and deficiencies in work-life b e initiatives'3. Collectively,

these insights signify a prevailing sense of level of motiv@al factorsin private universities

in Oyo State and Nigeria in general. b’b

The findings of research question three she@t on the prevalent leadership styles adopted
within private universities in Oyo ég\x amely charismatic, coaching, and bureaucratic
styles. The results indicate tp%@ bureaucratic style ranks highest in terms of consistent
implementation, both ch@%\tlc and coaching styles also hold significant influence within
these academic ip@)ns. The data reveals that the bureaucratic leadership style is most
commonly o&a}m private universities in Oyo State, this finding suggests a prevailing

preferer%éx structured, rule-based leadership approaches within private universities in Oyo

State.\/

Bureaucratic leadership is characterized by adherence to established protocols, hierarchical
structures, and clear delineation of roles and responsibilities. While this style may provide

stability and efficiency in organisational operations, it may also lead to rigidity and
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inflexibility, potentially hindering innovation and adaptability in dynamic environments. In
contrast, the charismatic leadership style emerges as the second most adopted approach.
Charismatic leaders are known for their inspirational vision, strong personal charisma, and
ability to motivate and influence others through their compelling communication and
enthusiasm. The prevalence of charismatic leadership within private universities suggests a

recognition of the importance of visionary leadership in inspiring and mein staff

towards shared goals and aspirations. ’\<
However, charismatic leadership may also carry risks, such as o nce on the leader's

personality and potential for charismatic leaders to becom@connected from day-to-day
operational realities. The coaching leadership style @s closely behind charismatic
leadership. Coaching leaders focus on develop%’bﬁ: skills and abilities of their team
members through mentorship, feedback, a@oﬂ. This approach emphasizes individual
growth, empowerment, and continuou\& rning, fostering a culture of development and
improvement within the organi%ig?. The moderate prevalence of coaching leadership

within private universities sts a recognition of the importance of investing in the

professional developmentand well-being of staff members.

.

\

However, fe(fu} coaching leadership requires significant time and resources, and its
impact Q ¢ limited if not implemented consistently and systematically. The findings
highlight a diverse landscape of leadership styles within private universities in Oyo State,
with bureaucratic, charismatic, and coaching styles each exerting influence to varying
degrees. While bureaucratic leadership may provide stability and structure, charismatic and
coaching leadership styles offer opportunities for inspiration, innovation, and individual

development. The coexistence of these different leadership approaches suggests a nuanced
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understanding of leadership dynamics and recognition of the need to adapt leadership
practices to the specific contexts and challenges faced by academic institutions. However, it
also identifies the importance of ensuring that leadership styles are effectively aligned with
organisational goals, values, and needs to maximize their impact and effectiveness in driving

institutional success and fostering a positive organisational culture.

A
In line with the result of research question there, several studies have investi@adership
styles within private universities in some selected states in Nigeria, co@gﬁr highlighting
the predominance of bureaucratic leadership. In a quantitative ana amining leadership
styles among administrative staff across Nigerian acac@ Institutions, bureaucratic
leadership emerged as the most commonly adopted apprc@ This style, characterized by its
adherence to rules, procedures, and formal authozi ructures, was found to be prevalent

among private university administrators, *KE@’Qg a preference for structured governance

and decision-making processes'*. . 5\\'\

Similarly, a survey conducted Q 1cally within private universities in Oyo State revealed a
significant reliance on %@}ratic leadership practices among administrators. This survey
identified bureay leadership as the predominant style employed by university
administrat s,&d&rscoring its widespread adoption within the academic sector!. Moreover,
a comp@e study comparing leadership styles between private and public universities in
OyoMe further corroborated the prevalence of bureaucratic leadership within private
institutions. The findings indicated a clear preference for bureaucratic leadership over other
styles, suggesting its entrenched role in shaping organisational governance and management

practices within private universities'.

136



Longitudinal research tracking leadership trends over a five-year period across Southwest
Nigeria also provided evidence of the enduring dominance of bureaucratic leadership within
private universities. Despite minimal fluctuations, bureaucratic leadership consistently
remained the preferred approach among administrators, indicating its stability and resilience
as a foundational aspect of organisational leadership!’. Additionally, qualitative inqujries into
leadership perceptions among faculty and staff members in private universitie ® State
offered insights into the underlying dynamics shaping leadership practides. These studies
revealed a prevalent reliance on bureaucratic leadership, char@f&z&d by formalized

structures, clear chains of command, and adherence to establiﬁed otocols'®.

Collectively, these studies offer empirical evidence su;a@ the prevalence of bureaucratic
leadership style within private universities, un%’b’mg its significance as a preferred
approach to governance and decision-maki ’gocesses. The consistent findings across
multiple studies reinforce the entrench e of bureaucratic leadership within the academic
sector, highlighting its endurh@ig(?\uence on organisational culture and management

practices within private uni@s in Oyo State and beyond.

On the other han.d@alitative inquiry into leadership preferences among faculty and staff
members in ri&[g}universities in Oyo State reveals a notable departure from the dominance
of bure&%ﬁc leadership. Participants express a distinct preference for more participative
and coflaborative leadership styles characterized by shared decision-making and
empowerment of team members. Bureaucratic leadership, traditionally associated with rigid
hierarchical structures and adherence to established rules, is perceived as overly constraining
and inhibitive of innovation and creativity within academic institutions. This qualitative

insight challenges the assumption of bureaucratic leadership's widespread adoption and
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suggests a need for greater flexibility and adaptability in leadership approaches to foster a
more dynamic and inclusive organisational culture!®. In a comparative analysis of leadership
styles conducted across various academic institutions, including private universities in Oyo

State, contrasting trends emerge regarding the prevalence of bureaucratic leadership.

While bureaucratic leadership remains prominent within Oyo State's private ug&ersities,
findings from institutions in other regions of Nigeria indicate a higher @nsity for
transformational and visionary leadership approaches. This discr@c uggests that
leadership preferences may vary based on contextual factors s regional culture,
institutional history, and leadership norms. The divere in leadership practices
underscores the complexity of leadership dynamics @in academic institutions and
highlights the importance of considering conte%’btuances when examining leadership
trends?. Contrary to expectations, a longitﬁgﬁudy tracking changes in leadership trends

among private universities in Oyo Stat&’.%f an extended period reveals a gradual decline in

the prevalence of bureaucratic le@p.

While still prevalent, b@w\tic leadership shows signs of diminishing influence, with an
observed increasg & adoption of more flexible and adaptive leadership styles. This shift
is attribute t@ving societal norms, changing workforce dynamics, and a growing
emphas@ mnovation and agility in academic leadership. The longitudinal analysis

chal%s the assumption of bureaucratic leadership's enduring dominance and suggests a

potential shift towards more contemporary leadership paradigms within private universities?'.

The findings of research question three presented the prevalence of bureaucratic, charismatic,

and coaching leadership styles within private universities in Oyo State. Bureaucratic
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leadership emerges as the most commonly adopted approach, emphasizing structured
governance and decision-making processes. Charismatic leadership follows closely, focusing
on vision, inspiration, and motivation, while coaching leadership prioritizes individual
development and empowerment. The coexistence of these styles reflects an understanding of
leadership dynamics, balancing structure with inspiration and growth opportunities. However,
dissenting findings challenge the predominant prevalence of bureaucrati Q&rship.
Qualitative inquiries, comparative analyses, and longitudinal studies sug@ ariations in
leadership preferences, highlighting the need to consider contextual@lox in understanding
leadership trends. Despite the dominance of bureaucrati l$eship, these dissenting
perspectives underscore the complexity of leadership d within private universities in
Oyo State and the importance of adaptability in 1%%% practices to foster organisational
(&
N

Test of hypothesis one revealed a sign t combined influence of motivational indices and

effectiveness and innovation.

leadership styles on the job comr@Q(a\t of administrative staff in private universities in Oyo
State. This finding su e?@\ﬁat both motivational factors and leadership approaches
collectively play a ¢ ﬁle in shaping the level of job commitment among administrative
personnel. Th .r§'l't indicate that motivational indices, including opportunities for
advancem ork-life balance, and compensation and benefits, along with leadership styles

such\\i/gérismatic, coaching, and bureaucratic, interact to influence the job commitment of

administrative staff.

This implies that factors related to personal motivation, organisational support, and
leadership bahaviour all contribute to the overall level of commitment observed among

employees. The significant combined influence of motivational indices and leadership styles
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highlights the complexity of factors that impact job commitment within private university
settings. It suggests that enhancing job commitment requires a multifaceted approach that
addresses both intrinsic motivational factors and the leadership context within which
employees operate. For organisational leaders and policymakers, these findings highlight the
importance of considering motivational factors and leadership practices holistically when

understanding the interplay between motivational indices and leadershi institutions

designing strategies to promote job commitment among administrati Qta . By
(tylg;,
can tailor interventions and initiatives to create a supportive and en ork environment

that fosters greater commitment and satisfaction among emplaee \

In line with the findings of the test of hypothesis one, se@ studies have contributed to the
understanding of the factors influencing job co@nent among administrative staff in
private universities, aligning with the ﬁnc\ the current study. Anauthor investigated
motivational factors and found that op& ities for advancement, work-life balance support,
and fair compensation positivel@cacted job commitment among employees in India®.
Similarly, a study explore y %lationship between leadership styles and job commitment,
revealing that transfoggnal leadership styles, such as charismatic and coaching styles,
.

were associate< \%“

author fo on charismatic leadership and its impact on employee commitment,

gher levels of commitment among employees?. Furthermore, an

highﬁghg{g how charismatic leaders inspire and motivate their employees to exhibit higher

levels of commitment in Zimbabwe.

A researcher delved into bureaucratic leadership and its relationship with commitment,
observing that while bureaucratic leadership provided structure and clarity, it also fostered

commitment among employees who valued stability and order in some selected states in
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Nigeria®. Additionally, a study examined coaching leadership and found that leaders
prioritizing employee development and support contributed to increased commitment among
staff members?6. Moreover, an integrated study explored the combined influence of
motivational indices and leadership styles on job commitment across diverse organisational
settings?’. The findings identify the synergistic relationship between motivational factors and
leadership approaches, emphasizing the importance of addressing both aspects Q&ace job
commitment. Collectively, these studies provide empirical evidencd, supporting the
significant influence of motivational factors and leadership styles ommitment among

administrative staff in private universities, aligning with the %1 of the current study.

Test of hypothesis two posited that there will be n&niﬁcant relative influence of
motivational indices and leadership styles on job @itment among administrative staff in
private universities in Oyo State. Howeveg\\Q sults of the study indicated otherwise, as
both variables were found to be signifﬁ\@gredictors of job commitment. This suggests that
both motivational indices and le%(lay styles play a crucial role in shaping the commitment
levels of administrative .@%ithin the context of private universities. Upon closer
examination of the @es, it was revealed that when the motivational indices were

unbundled, spegﬁéﬁr

were fou% be not significant predictors of job commitment. This implies that while

ocusing on work-life balance and compensation and benefits, they

oppo\(g%es for advancement may significantly influence job commitment, other factors
such as work-life balance and compensation and benefits may not exert a substantial

influence on administrative staff's commitment levels.

These findings prompt a critical reflection on the organisational policies and practices related

to work-life balance and compensation and benefits within private universities in Oyo State.
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While these factors may not directly influence job commitment, their importance should not
be undermined. Work-life balance initiatives and fair compensation remain integral
components of employee satisfaction and well-being, which in turn can indirectly affect job
commitment over time. On the other hand, the significance of leadership styles in predicting
job commitment highlights the pivotal role of leaders in fostering a committed workforce.
Charismatic, coaching, and bureaucratic leadership styles were identified Q%ﬁcant
predictors, suggesting that the manner in which leaders engage with theit staff profoundly

impacts their commitment levels. Q

These findings underscore the importance of effective lsh1p in driving employee
commitment within private university settings. Leaders@ inspire, mentor, and provide
clear direction can cultivate a sense of purpose %& ication among administrative staff.
Moreover, bureaucratic leadership, desp@\ierarchical nature, can still positively
influence commitment through its e@is on structure and clarity. Overall, while the
relative influence of motivationa@(igs and leadership styles on job commitment may vary,
both factors remain essent@lsiderations for organisational leaders. By recognizing and
addressing the uniqu%evg and preferences of their administrative staff, private universities

°
can cultivate a(wc);k\é

ironment conducive to high levels of commitment and ultimately,
organisati@.\ccess.

Severa\/studies support the findings regarding the significant influence of motivational
indices and leadership styles on job commitment among administrative staff in private
universities. A quantitative analysis explored the relationship between motivational factors
and job commitment among university employees in Oyo State. The study found that

opportunities for advancement significantly influenced job commitment, aligning with the
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present study's findings?®. Additionally, an author highlighted the importance of leadership
styles, noting that charismatic and coaching leadership styles were associated with higher
levels of job commitment among employees in higher institutions in Nigeria?®. Similarly, a
study in Ekiti state investigated the impact of motivational indices and leadership styles on
job commitment within academic institutions®®. The findings supported the Kniﬁcant
influence of both factors on job commitment among administrative staff. Simi ,a‘report
observed that charismatic leadership styles were particularly effechJ fostering

commitment among employees, complementing the present study’s @s .

Furthermore, a comparative analysis conducted by an aut@%o State examined the
relationship between motivational indices, leadership s@, and job commitment across
various industries, including the education sector? 16’buthor equally found that while work-
life balance and compensation and beneﬁts{@’gportant factors, leadership styles played a
more significant role in predicting jo@mitment among employees. This finding aligns
with the present study's observat%{la leadership styles, such as charismatic, coaching, and
bureaucratic, significantl @%ce job commitment among administrative staff in private
universities®’. Collectively, these studies provide empirical evidence supporting the
significant inﬂ@f otivational indices and leadership styles on job commitment within
academic %@tions. The findings highlight the importance of addressing both motivational

facto\\& leadership bahaviours to foster a committed workforce in private universities.

While several studies support the significant influence of motivational indices and leadership
styles on job commitment among administrative staff in private universities, there are also
studies that present contrasting findings. For instance, an author examined the relationship

between motivational factors and job commitment among university employees in Nigeria,
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but found no significant correlation between opportunities for advancement and job
commitment®3. This suggests that while opportunities for advancement may be important for
some employees, they may not universally influence job commitment among administrative
staff in private universities. Similarly, a study investigated the impact of leadership styles on
job commitment over time within academic institutions. Contrary to the findings, it was
found that leadership styles had minimal influence on job commitment among Q%\rative
staff in private universities’*. The study suggested that other factors, suchias 0fganisational

culture and job satisfaction, may have a more significant impact @b ommitment than

leadership styles alone. Os '

Furthermore, a comparative analysis explored the relatio& between motivational indices
and job commitment across different sectors, incl%’bducation“. Similarly, a related study
found that compensation and benefits w B@(@igniﬁcant predictors of job commitment
among employees in private univers& This challenges the conventional belief that
compensation and benefits play @% role in determining job commitment and highlights
the need for further res " to understand the underlying factors influencing job
commitment among ﬁd?istrative staff in private universities*®. These studies provide

valuable insigl(ts %

styles, an@ommitment within academic institutions. While they may not align with the

e complex relationship between motivational factors, leadership
ﬁndh&s/ the present study, they underscore the importance of considering contextual

factors and individual differences when examining the drivers of job commitment among

administrative staff in private universities.
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Chapter Five
Conclusion

This chapter presents the concluding section of the study. It contains the following

subsections: summary of findings, conclusion, recommendations, contribution to knowledge

X

The study aimed to explore various facets of organisational dynamics in private”universities

and suggestions for further studies.

5.1 Summary of Findings

in Oyo State, focusing on job commitment among administrative st@n’\tivational indices,
and leadership styles. The findings revealed valuable insight i@e levels of dedication,
engagement, and leadership practices prevalent in these c institutions. In addressing
Research Question one, the study identified th: @f job commitment exhibited by
administrative staff. It uncovered commendabl Is of attendance, punctuality, and task

S

engagement, indicating a workforce deeply invested in their roles. While the majority of staff
demonstrated a strong commitme (.%ﬁolding operational efficiency and finding their
tasks meaningful, areas of me\Qgﬁe commitment were also identified. Notably, some staff
expressed challenges Q&lg responsible for colleagues' reliance on them and taking
initiative in e b@ new challenges. These findings underscored the importance of
fostering m :ﬁd

pport and encouraging greater initiative among staff members to enhance

overall § %mmitment.
¥

Research Question two focused on motivational indices within private universities, including
opportunities for advancement, work-life balance, and compensation and benefits. The study
revealed a generally positive perception of opportunities for career growth and progression,

highlighting strengths in career support and recognition. However, areas for improvement
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were identified, particularly in mentorship programs and performance evaluations.
Additionally, while work-life balance was perceived to be moderately achievable, challenges
in maintaining equilibrium between work and personal life were noted. Similarly,
perceptions of compensation and benefits fell within a moderate range, indicating potential
areas for enhancement. These findings underscored the need for continuous evaluation and

improvement of organisational policies and practices to create a supportive EfQot ating

work environment for staff. ’\< \
In answering Research Question three, the study examined the nt leadership styles

adopted within private universities in Oyo State. Bureauc leadership emerged as the
most commonly adopted approach, characterized by adh@:e to established protocols and
hierarchical structures. Charismatic leadership, f%%g on inspiration and mobilization of
staff, and coaching leadership, emphasizi@dual growth and development, also held
significant sway within these institutio@gte coexistence of these different leadership styles
highlighted a nuanced understan%(a leadership dynamics and the need to align leadership

practices with organisaﬁg@s and values.

Furthermore, the J&of Hypotheses provided valuable insights into the combined and
relative in e&w of motivational indices and leadership styles on job commitment.
ContrarQ ¢ hypotheses, the study found a significant combined influence of both factors
on j(}&mmitment, emphasizing the complexity of factors influencing commitment levels.
While motivational factors and leadership approaches were identified as significant
predictors of job commitment, the unbundling of motivational indices revealed nuances in
their influence. Specifically, work-life balance and compensation and benefits were not

significant predictors, highlighting the importance of considering specific components of
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motivational indices in understanding their impact on job commitment. Overall, the study's
findings contribute to a comprehensive understanding of organisational dynamics within
private universities in Oyo State, offering valuable insights for organisational leaders and

policymakers in enhancing job commitment, improving motivational indices, and aligning

Based on the findings of the study, the following conclusion were m%\

leadership practices with organisational goals and values.

5.2 Conclusion

There is a commendable moderate level of attendance, pu@% and task engagement
observed. While opportunities for career advancement enerally perceived positively,
areas for improvement exist, particularly in ship programs and performance
evaluations. Similarly, challenges in maintaining work-life balance and perceptions of

compensation and benefits suggest the ﬁ}for continuous evaluation and enhancement of
[ ]

N

organisational policies and practice,xc—)

R\
There is prevalence of byr %c leadership styles within private universities in Oyo State.
While bureaucratic 1 &tip provides stability and structure, charismatic and coaching
styles offer o@t es for inspiration, innovation, and individual development. The
coexistengbéthese leadership approacheslike, charismatic, and coaching highlights the
impo\«q% of aligning leadership practices with organisational goals and values to foster a

positive organisational culture.

There are significant combined and relative influences of motivational indices and leadership
styles on job commitment. While both factors were identified as significant predictors of job
commitment, the specific components of motivational indices, such as work-life balance and
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compensation and benefits, showed no significant relative influences. This highlights the
importance of considering specific motivational factors in understanding their impact on job
commitment and underscores the pivotal role of effective leadership in driving commitment

levels among administrative staff.

5.3 Recommendations \

1. Given the positive perception of opportunities for advancement among{ adgnnistrative
staff in private universities, it is recommended to further strengthes ca development
programs. This could involve implementing more robu @ntorship programs,
conducting regular performance evaluations, and prov@%r pathways for career
progression. By investing in these areas, universitie@n empower their employees to
grow professionally, thereby fostering greater %’bmmitment.

2. To address the challenges identified in@fgﬁng work-life balance, it is recommended
to implement targeted initiativess N\\' port employees in achieving a healthy balance
between work and personal 1@%3 could include offering flexible work arrangements,
promoting wellness pro@ and providing resources for managing workload and stress.
By prioritizing w &e balance, universities can enhance employee well-being and
morale, ulti@%’l ding to higher levels of job commitment.

3. Given tverse leadership styles identified in the study, it is recommended that private
u\@%lties invest in leadership development and training programs for academic leaders.
This could include workshops, seminars, and coaching sessions focused on enhancing
leadership competencies, such as communication, emotional intelligence, and team

management. By equipping leaders with the skills and knowledge necessary to effectively
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lead and inspire their teams, universities can cultivate a positive organisational culture
and drive employee commitment.

4. Private universities should integrate motivational and leadership initiatives into their
organisational strategies. This could involve aligning leadership practices with
motivational factors, such as recognizing and rewarding employee contributions,
fostering a supportive work environment, and promoting a shared vision Qﬁs. By
integrating these initiatives, universities can create a cohesive and motivatiffg workplace
culture that encourages employee engagement and commitment. Q

5. It is recommended for universities to establish conti lﬁﬂuation and feedback
mechanisms to monitor the effectiveness of their i and address any emerging

issues promptly. This could involve conducti %%r employee surveys, holding focus

group discussions, and soliciting feedbac staff members at all levels of the
organisation. By actively listening t G\Qoyee feedback and implementing necessary
.

changes, universities can dem@te heir commitment to employee satisfaction and

continuously improve the {kgénvironment.
5.4 Contribution to &edge

By examinilg{glevel of job commitment among administrative staff in private universities
in Oyo @r, the research provides insights into the factors that influence employees'
dedi%&n, punctuality, and engagement at work. This contributes to the broader
understanding of organisational commitment and its implications for workforce management

and organisational effectiveness.
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The study sheds light on the perceived level of motivational indices, including opportunities
for advancement, work-life balance, and compensation and benefits, within private
universities. Understanding these factors is crucial for designing policies and practices aimed
at enhancing employee motivation, satisfaction, and retention, thereby contributing to the

development of effective human resource management strategies in academic institutions.

By identifying the most adopted leadership styles—charismatic, coaching, a@geaucratic
the research provides insights into the prevailing leadership pra&e ithin private
universities in Oyo State. This contributes to the understandin ership dynamics in

academic settings and informs efforts to develop leadersompetencies and improve

leadership effectiveness. Q

N\
The study examines the combined influence of Pb&onal indices and leadership styles on
job commitment among administrative 9{9 This integrated approach enhances our
understanding of the complex interpléy;\&ﬁ een motivational factors and leadership practices
in shaping employee attitudes Q@haviours, providing valuable insights for organisational
leaders and policyma Qy testing hypotheses related to the relative influence of
motivational indicg&i leadership styles on job commitment, the research advances our
understandix&gﬁ}\e differential impact of these factors. This perspective highlights the

importa %0

empM commitment and underscores the need for tailored approaches to address specific

considering multiple factors when designing interventions to enhance

organisational contexts. Overall, the research contributes to knowledge by providing
empirical evidence and insights into job commitment, motivational indices, and leadership
styles within private universities in Oyo State. These findings have practical implications for

human resource management practices, leadership development initiatives, and
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organisational policies aimed at promoting employee engagement, satisfaction, and

commitment in academic institutions.
5.5 Suggestions for Further Studies

Future studies in the field could extend the geographical scope beyond Oyo State to
encompass a comparative analysis of job commitment, motivational indices, a ership
styles across various states in Nigeria. Such an expanded perspective w l@fer a more
comprehensive understanding of regional variations and contextual factots shaping employee
bahaviour and organisational practices. By examining how %Variables manifest in
different socio-economic and cultural contexts, resear: n glean insights into the

broader landscape of organisational dynamics within t igerian higher education sector.

Moreover, there is a pressing need for qualitati quiry to delve deeper into the underlying
determinants influencing job commit.me %tivational indices, and leadership styles within
private universities. In-depth intet\ﬁyx, focus groups, and case studies present promising
methodologies for explorn@mployees' experiences, perceptions, and the intricate
organisational context @%orms their attitudes and bahaviours. By adopting a qualitative
approach, rese E@an capture the nuances of employee engagement and leadership
dynamics, p@dmg rich and nuanced insights into the complexities of organisational life. In
addi%r&re studies could evaluate the effectiveness of targeted interventions aimed at

enhancing job commitment and motivational indices within private universities.

By implementing and assessing the impact of programs focused on areas such as career
development, work-life balance initiatives, and leadership training, researchers can identify

best practices and strategies for fostering a more engaged and motivated workforce. This
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pragmatic approach would contribute to evidence-based interventions tailored to the unique
needs and challenges faced by private universities in Nigeria. Furthermore, employing a
mixed-methods approach combining quantitative surveys with qualitative methodologies
would offer a comprehensive understanding of job commitment, motivational factors, and
leadership dynamics. By triangulating data from different sources, researchers can, validate
findings, uncover underlying mechanisms, and provide a more nuanced under: Qng of the
complex interplay between variables. This integrative approach would stf€ngthen the

robustness of research findings and enhance their practical releor organisational

O

Lastly, conducting a comparative analysis between privat@ public universities within Oyo

leaders and policymakers.

State could shed light on differences in organisa@%cultures, management practices, and
employee experiences across different ty\ cademic institutions. By comparing job
commitment, motivational indices,s a\(d'Neadership styles between these two sectors,
researchers can identify areas of %\Sfagence and divergence, offering valuable insights into

the broader landscape of hi@ucation governance and workforce management in Nigeria.
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Appendix I

Motivational Indices, Leadership Styles, and Job Commitment of Administrative Staff
in Private Universities in Oyo State (MILSJCASPU)

Dear Esteemed Respondent,

This instrument is designed to collect information on the research topic stated above,
please note that all information provided will be used strictly for research purpos treated
with the utmost confidentiality. Therefore, your sincere response to all Q/@ s in this

instrument is highly solicited.

Yours Sincerely, %

The Researcher fbb

Instruction . Aé

Please, tick (V) the Sp@ded in front of the option that best fit your responses to the

questions below &
C

I. Gen% Male () Female ()
&@;Qange: Less than 30 years ( ) 31-40years ( ) 41-50( ) Above 50 years

0)

3. Years of Experience: Less than 10years ( ) 11-20years ( )21-30years ( ) Above 30

years ()
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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), Sometimes (S), Rarely (R), Never (N) Q\

O
r,\\(J

Section B Items on administrative staff level of job commitment

SN | Item: L AL o’ [R N
1 make sure to plan my schedule to avoid any \
=

unnecessary absences from work C

2 feel responsible for ensuring that my Q\
colleagues can rely on me to be present and
on time.

3 actively manage my time to minimize the

chances of being late or absent. ’%
4 take pride in my excellent attendanc
and punctuality.

5 consistently arrive at work on fm

6 am enthusiastic about tackh@\/

challenges and projects.

7 often lose track of t1m@ause I am so
absorbed in my work{"™\\

8 find my work tas)@‘%e interesting and

meaningful.
9 take the jmitiatiycyto go above and beyond my

regular j@ ponsibilities.

10 am p@ssionate about contributing to the
suc f the university

\/‘6
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Section C

This section contains items to collect information from respondents on the level of
motivational indices in private universities. Please respond to the statement in the tables

below using the following scale;

Always (AL), Sometimes (S), Rarely (R), Never (N) Q\
Section C Items on the level of motivational indices Q/O
I\
S/N | Items: The university; &XJ S R
1 offers a range of career paths and growth opportunities for
employees. P
2 supports employees in pursuing higher education or additi()\{l)
qualifications to enhance their career prospects. O\
3 provides mentorship programmes that aid in profes%ﬂb\
development and career progression. ~
4 recognizes and promotes employees based o 1fdchievements
and contributions. \
5 conducts regular performance evaluatipgﬁfl feedback is
provided to help identify areas for improyement and growth.
6 provides resources and programme {%s‘upport employee well-
being and mental health. N Q
7 promotes a culture where em s are not expected to work
outside of regular hours .\
8 actively encourages emplOyges to take breaks and engage in
activities that prom%fﬁxation and stress reduction.
9 fosters an envir m%q t acknowledges and accommodates the
importance of\farhily and personal commitments.
10 workload 1 geable and allows me to maintain a satisfying
work—lifef%ce
11 offers'a competitive salary that reflects the value of my skills and
contribufions.
12 provides a comprehensive benefits package that addresses various
aspects of employee well-being.
13 regularly reviews and adjusts compensation to align with industry
standards and employee performance
14 offers additional perks and rewards that enhance the overall
compensation package.
15 provides opportunities for professional development that are

financially supported.
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Section D

This section contains items to collect information from respondents on the most adopted
leadership style in private universities. Please respond to the statement in the tables below
using the following scale;

Always (AL), Sometimes (S), Rarely (R), Never (N)

Section D Items on the most adopted leadership style

S/N | The university leaders: AL S R N
1 have a remarkable ability to
inspire and energize their { ()

followers with their dynamic
and visionary approach

2 possess a magnetic personality

vision and goals

N
that draws people towards their %Q
O

3 effectively use their persuasive

communication skills to rally Q
individuals around a common
cause. f)\Q

4 fosters a sense of loyalty and é,}.&
dedication among its members. ’b

5 dynamic presence elevates the \

overall morale and motivation
of the subordinates. * Y\'

6 are genuinely committed to (ﬁ')
nd

growth and development{;@

their team members' s
abilities.. WO

7 provide Valuable\fge)Back that

helps us i@g&our
performtc} each our full

potentia

8 are s d at identifying
indiyidual strengths and
N esses, and they tailor
Nifeir guidance accordingly.

9 actively engage in one-on-one
discussions to help us set
meaningful goals and devise
strategies to achieve them.

10 prioritize creating a supportive
environment where team
members feel comfortable
seeking advice and assistance
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11

ensure that decisions are made
following well-defined
procedures and established
guidelines.

12

adherence to established rules
and regulations creates a sense
of order and predictability in
our university.

13

commitment to established
protocols contributes to a sense
of stability within the
university.

14

fosters a work environment
where tasks and expectations
are well defined.

15

established and implemented a
hierarchical structure that
enables clear lines of authority
and accountability..
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Section E

Please, tick [x] the space provided in front of the option that best fit your responses to the

questions below using the following scale

Strongly Agree (SA), Agree (A), Disagree (D), Strongly Disagree (SD)

N

S/N | Items: I am committed to my job because; SA A D-\ | SD
1 I believe that my hard work will lead to \) N
increased responsibilities and higher-level <V
positions ‘«
2 there are ample opportunities for employees to N
participate in workshops, conferences, and %
projects that contribute to career development Pl
3 I have the flexibility to adjust my work \J
schedule when personal commitments arise Q
4 [ 'am able to disconnect from work during non- ™\
working hours without feeling pressured t ’b>
respond to emails or messages AN
5 the university values and respects th T
employees to have a healthy work-lﬁ\sﬁance
6 I am satisfied with the overall.tmsfation
package, including salary, bo u\ d other
monetary incentives (E')
7 I believe that my compe @n is fair and
equitable in compari 0$ similar positions
within the indugtt’y\b
8 the enthusiasm ahd_passion demonstrated by
our leade;s%fectious and drive a strong
commitfeht the team
9

our leadé’s’willingness to invest time in
men g and guiding team members

ibutes to a strong sense of camaraderie

10\

‘But leaders’ structured approach to
anagement helps maintain consistency and

reliability across different departments
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