Chapter One
Introduction
1.1 Background to the Study

For quite some time now, the teaching profession has been undergoing traumatic
experience and it is fast approaching a point where it could be described as an
endangered profession. The endangerment is not far from the fact that rather than seeing
the teacher as a repository of knowledge to whom the community could always refer to
for intellectual solutions to everyday problems as obtained in the past, the society sees the
teacher today as professionals that are not satisfied with their chosen professions. In
actual sense, the teachers being produced in Nigeria in recent times are very much
different in terms of quality as compared with those produced in the early 60's through to
80's, when teachers were seen as consortium of knowledge and performed excellently
while on the field. The quality of the products of our teacher training institutions is daily
depreciating due to obsolete, inadequate or even non-availability of materials as well as
teachers’ dissatisfaction with their jobs and inability of the management to retain the
dedicated ones to impart the required knowledge!'.

The questions that readily come to one's mind, as regards this are "why are
teachers not satisfied with their jobs, most especially the teachers of teachers? Why
couldn’t the government at both the federal and state able to retain these teachers on their
jobs? The inability of the government to satisfy and retain these teachers on their jobs has
continued to influence the fallen standard of teacher education in the country which has
hyper effects on the fallen standard of education at both primary and secondary school
levels. Generally, people heap blames on the government, the society and the student-
teachers, with little or no attention being paid to the type of human resources that are

training these teachers in terms of their job satisfaction and retention on their jobs. The



biggest challenges that any management in our colleges of education faces today is in
regard to the procurement, allocation, development, utilization, motivation and retention
of the single largest resource.

Job satisfaction and job retention are referred to a person’s feeling of satisfaction
on the job, which acts as a motivation to work and the ability of an organization to retain
its employees respectively. It is not the self-satisfaction, happiness or self-contefitment
but the satisfaction on the job. Job satisfaction relates to the total relationshij %f&’ween an
individual and the employer for which he is paid. Satisfaction means m%\nple feeling of
attainment of any goal or objective. Job dissatisfaction brings an@sn&: of motivation at
work. Therefore, job satisfaction is defined as an individu@s?ysitive affective reaction

of the target environment as a result of the ind%%\appraisal of the extent to which

his or her needs are fulfilled by the environm e%] is described as, any combination of

psychological, physiological and env ron circumstances that cause a person
truthfully to say that I am satlsﬁe@ my job 7. Going by the above definitions, the
questions one would ask ar@r}the lecturers in colleges of education in Oyo State
truthfully say that they satisfied with their jobs? Do they have positive affective
reaction of the ta@ir nment as a result of their appraisal of the extent to which their
needs are by their job environment? Can the combination of psychological,
phys10 ‘§and environmental circumstances cause those lecturers in colleges of
educ n to say that they are satisfied with their jobs?

Human resources management practices are very crucial in an organization and
any organization that ignores this, does so at the detriment or expense of the achievement
of the organizational goals and objectives. Human resources management practices in

colleges of education therefore, is an important management function concerned with

obtaining, developing and retaining the human resources required by the college to
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achieve its objectives. Human resources management encourages making the best use of
the skills and capabilities of all those employed in the organization with a view to
attaining the potentials of individual employees and organizational goals and objectives 2.
If human resources management should be viewed as a task area in management dealing
with human resources to be supplied, managed and retained in organizations, are they
doing it as expected in our colleges of education in Oyo State? If the answer is yes, why
are lecturers still leaving these teacher training institutions for greener pastures? It is also
referred to as the management of people at work. No wonder it is synonymously referred
to as personnel management. It is concerned with functions relating to the handling of
employment relationships and all activities that are employee centered. Human resources
management practices therefore, is an important management function concerned with
obtaining, motivating and retaining the human resources required by a college of
education to achieve its objectives '*. In this study, human resources management
practices is therefore seen as an important management function that is concerned with
obtaining or getting the right number of qualified lecturers; motivating them both
financially and morally so that they will not have causes to leave the colleges of
education for greener pastures.

Leadership on the other hand is a process of social influence, which maximizes
the efforts of others, towards the achievement of a goal'®. This implies that leadership
stems from social influence, not authority or power. This simply means that leadership
does not work in isolation. Leadership is the ability to persuade others to seek defined
objectives enthusiastically. It is the human factor which binds a group together, improve
their performances and to direct them towards goals. Leaders are key sources of influence
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on organizational variables as well as productivity! ® From this definition,

leadership is said to occur in group situations most especially in colleges of education and



it is a process that is a transactional event that occurs between leader (the management)
and followers (the employees in colleges of education, leadership in colleges of education
involves influencing followers, that is the employees (lecturers) and it includes goal
attainment!'?.

Leadership as related to colleges of education is a process by which a person or a
team of management at the helms of affairs influences others (lecturers and other staffers)
to accomplish an objective, goal or task and directs the college of education in a way that
makes it more cohesive and coherent!’. However, every leader in these colleges of
education has different behavioral approaches towards subordinates. Such differences in
behavioral approaches of leaders towards their subordinates are termed as leadership
styles!. Leadership style represents a combination of different characteristics, traits and
behaviors employed by leaders in colleges of education to provide direction, motivate
lecturers and other staffers to implement plans in these colleges of education 6. A number
of theories have emerged over time which focused on the traits, styles and the situational
approach to leadership. Several categories of leadership styles propounded by
management theorists include democratic, autocratic, laissez-faire, transformational,
transactional, just to mention a few. The effectiveness of a particular leadership style is
dependent on several factors which include work situations, organizational requirements,
organizational goals, individual employees just to mention a few!.

Teacher education, which has continued to remain one of the principal factors for
the educational development in all societies including Nigeria, has been defined as a
structured institution and a process by means of which men and women are prepared for
the task of influencing learning in others °. The nature of the lecturing job at this level of
education demands that the lecturers at this level be adequately and accurately motivated

or given periodic incentives to influence learning in others. They should be motivated in



such a way that they would be satisfied on their job to the extent that there wont be need
for them to be searching greener pastures.

Teaching is a complex activity, undertaken for the purpose of modifying the
behavior teachers or students in a desired direction. Such modifications, it is expected,
will enable the teachers or students ask questions on their environments, understand it
and give a measure of control over it. One can then describe a teacher or lecturer by
nature of function performed and services rendered. A lecturer is that person who imparts
knowledge, a transmitter of social virtues, a socializer, a model, a pacesetter, an innovator
and an evaluator, to a great extent, a lecturer is a sociologist, a psychologist, a moralist, a
teacher and a manager®. In view of these qualities of lecturers enumerated above, they are
worthy of being reinforced by the government and other stakeholders.

A lecturer could be described as a person who is able to contribute to the growth
and development of other persons who come in contact with him . Historically, lecturers
were noted to be dedicated but underpaid and therefore, these make people to look upon
the profession with mixed feelings of respect and pity. People even got carried away as
far as to the extent of saying that “lecturers’ reward is in heaven”. Lecturers are no longer
regarded as small-gods. Neither do parents acknowledge the efforts of these people with
gifts as they were doing in the past, nor the society or government acknowledges their
importance in our tertiary educational system with prompt payment of salaries. For a
lecturer in colleges of education to be effective and perform his duties well, he has to be
motivated or given periodic positive reinforcement. It is then, he would be satisfied on
his/her jobs and be able to influence classroom behavior to achieve an appropriate
educational objectives. It is then he would be imaginative, resourceful and efficient. He
would then be in a position to blend his personality and unique styles of teaching into

basic skills to produce useful results. He would be able to guide students towards self-



understanding, self-sufficient, development of good mental health, acquisition of
appropriate values and development of sense of respect for the worth and dignity of
others.

Before independence, teachers were striving for recognition under the various
governments, to improve their lots and at least, some noteworthy improvements have
been made since independence. A good example of this is the way teachers were
supervised and motivated, for instance, during the era of administrative inspection, (1642
— 1875), teachers were looked at and made reports, that is judgmental reports. By 1935
efforts were made towards working with teachers from the standpoint of mental health
(mental health here means emotional up-liftment). Moreover, during the period of
efficiency and orientation (1876 — 1936), teachers were aided for improvement of
instruction’. This period marks the beginning of serious teachers’ motivation.

Teacher education could be described~as that which provides the trainees with
skills, knowledge and intellectual resotwces for functioning in the classroom !0, It also
initiates students into their pfegpective roles as teachers. Essentially the central focus of
teacher education is theprofessional preparation of the teachers. The success of any
educational system depends on the quality of teachers; thus, it was stated in the National
Policy on Edyg¢ation provides that: Teacher education shall continue to be given major
emphasis, in>all educational planning and development, since no education system can
rise above the quality of its teachers '!. Because of the great importance and relevance
attached to teacher education, the national policy thus set the following as the purpose of
teacher education in Nigeria:

to produce highly motivated, conscientious and efficient classroom

teachers for all levels of our educational system, to encourage further, the

spirit of enquiry and creativity in teachers ;to help teachers to fit into

social life of the community and the society at large and enhance their
commitment to national goals; to provide teachers with the intellectual



and professional background adequate for their assignment and make
them adaptable to changing situations, and to enhance teachers'
commitment to the teaching profession'!.

Consequently, based on all these, education has been receiving the government's dynamic
intervention and active participation. Many commissions had been set up so that through
their findings, the government could be advised on means of improving education. Many
suggestions have been attended to, but the sad situation is that there is still a dras.tic(%.l'l in
the standard of education, with an increased human wastage!'. Q')&\

The quality and disposition of teachers in our institutions of learni %ute much
to this anomaly but originally, colleges of education were dgs' o produce middle
level manpower for the nation’s educational system. Speci@ colleges of education
were to prepare teachers for the junior secondary s'c@s, that is, basic education '°.
However, it was declared in the National Poliﬁé&ation that possession of Nigeria
Certificate in Education would be the mi '@ualiﬁcation for entry into the teaching
profession in the country!'!. Thoug’%t S particular policy provision has not been
implemented to the letter, ost%%ary school teachers have started taking remedial
measures aimed at obtai rbﬁ Nigeria Certificate in Education. This they do by
enrolling in vario, @ms of study that lead to the award of NCE. This had made
colleges of ed&,‘%ion to be the institutions with highest number of enrolment among the
entire teacher — training institutions in Nigeria. Specifically, the goals and objectives of

co of education in Nigeria are:

Teaching encouragement of spirit of inquiry and creativity in the teachers;
and Production of highly motivated, conscientious and efficient classroom
teachers for the primary and junior secondary levels of the educational
system °.

Despite all these, lecturers in colleges of education are not fared well on their jobs. They
leave their jobs for greener pasture in other levels of higher education or in other

professions before they could make both ends meet in their families. Also the leaders’



behavioral approaches toward their subordinates have drastically affected and are still
affecting the standard and quality of teacher education products specifically and the
standard of education generally. Against this background therefore, the study intends to
investigate human resources management practices and leadership styles as correlates of
lecturers’ job satisfaction and retention in colleges of education in Oyo State.

1.2 Statement of the Problem

An overview of teacher education in Nigeria suggests that lecturers in colleges of
education appear not to be satisfied with their jobs, they leave their lecturing jobs for a
greener pasture, a situation which has greatly affected and still affecting the standard and
quality of teacher education products in Nigeria in specific and fallen standard of
education as well as quality of instructions given in Nigerian basic education schools in
general. Several lecturers leave the lecturing profession not just because of poor salaries
or because their take home could not take them home but because they do not have job
satisfaction as a result of the human resources management practices embraced in various
colleges of education they found themselves. As if that is not enough, it appears that
many of these lecturers are not adequately and accurately motivated for a better
performance on their jobs via the styles put up by their leaders at various situations,
thereby making them to be dissatisfied and if one is dissatisfied with his or her job, there
is every tendency for them to call it a quit on the job untimely. Studies have suggested a
lot of factors responsible for this perceived low level of job satisfaction as well as high
level of turnover intentions among lecturers in their colleges of education, but there
seems to be little or no researches that has considered human resources management
practices and leadership styles as correlates of lecturers’ job satisfaction and retention in

colleges of education in Oyo State. Based on this, the study intended to investigate



human resources management practices and leadership styles as correlates of lecturers’

job satisfaction and retention in colleges of education in Oyo State.

1.3  Aim and Objectives of the Study

The aim of this study was to investigate human resources management practices and

leadership styles as correlates of lecturers’ job satisfaction and retention in colleges of

education in Oyo State.

Specifically, the study intended to achieve the following objectives:

i

il

v

determine the level of job satisfaction and retention of lecturers in colleges
of education in Oyo State;

examine the level of human resources management practices in colleges of
education in Oyo State;

investigate the level of leadership styles in colleges of education in Oyo
State;

determine the combined influence of human resources management
practices (compensation and benefits, promotion prospects, training and
development) and leadership styles (transactional leadership style,
transformational leadership style and laissez faire leadership style) on
lecturers’ job satisfaction and retention in colleges of education in Oyo
State;

determine the relative influence of human resources management practices
(compensation and benefits, promotion prospects,, training and
development) and leadership styles (transactional leadership style,
transformational leadership style and laissez faire leadership style) on
lecturers’ job satisfaction and retention in colleges of education in Oyo

State; and



vi investigate the school type difference in the levels of lecturers’ job

satisfaction and retention in colleges of education in Oyo State.
1.4 Research Questions

The following research questions were raised to pilot the study:

1. what is the level of job satisfaction and retention of lecturers in colleges of
education in Oyo State?

2. what is the level of human resources management practices (compensation
and benefits, promotion prospects, training and development) in colleges of
education in Oyo State?

3. what is the identified level of leadership styles (transactional leadership
style, transformational leadership style and laissez faire leadership style)
in colleges of education in Oyo State?

1.5  Hypotheses

Hol: There will be no significant relative influence of human resources management
practices (compensation and benefits, promotion prospects, training and development) on
lecturers’ job satisfaction and retention in colleges of education in Oyo State.

Ho2: There will be no significant relative influence of leadership styles (transactional
leadership style, transformational leadership style and laissez faire leadership style) on
lecturers’ job satisfaction and retention in colleges of education in Oyo State.

Ho3: There will be no significant combined influence of human resources management
practices (compensation and benefits, promotion prospects, training and development)
and leadership styles (transactional leadership style, transformational leadership style and
laissez faire leadership style) on lecturers’ job satisfaction and retention in colleges of

education in Oyo State.
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Ho4: There will be no significant school type difference in the levels of lecturers’ job
satisfaction in colleges of education in Oyo State.

Ho5: There will be no significant school type difference in the levels of lecturers’ job
retention in colleges of education in Oyo State

1.6  Significance of the Study

The study was significant in the sense that the results of the study would help
administrators at colleges of education in Oyo State in particular and Nigeria in general
on how to ensure that the right caliber of lecturers are recruited, correctly placed and
retained.

It was hoped that this study will be significant in the sense that it will provide
information for educational administrators to reflect upon various leadership styles that
can aid lecturers’ job satisfaction and retention in Nigerian colleges of education.

The study was also expected to expand the existing body of knowledge in human
resources management practices and leadership styles particularly as they relate to
lecturers’ job satisfaction and retention.

It would also help to create understanding of how human resources management
practices and leadership styles determine the job satisfaction and retention of lecturers.

It would provide information and be a reference to potential and current scholars
on the issues of human resources management practices and leadership styles.

An exhaustive review of literatures reveals that human resources management
practices and leadership styles as correlates of lecturers’ job satisfaction and retention is
scarce. This study was thus significant in the sense that it would bridge the existing gap

in literature on the subject area.
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1.7 Scope of the Study

The scope of this study strictly centers on human resources management practices
(compensation and benefits, promotion prospects,, training and development) and
leadership styles (transactional leadership style, transformational leadership style and
laissez faire leadership style) as correlates of lecturers’ job satisfaction and retention in
colleges of education in Oyo State. Secondly, the geographical coverage for this study
were all the colleges of education in Oyo State (federal, state and private). Thirdly the
population scope covers all the lecturers teaching in all the federal, state and private
colleges of education in Oyo State. Lastly, the methodology scope involves the use of
descriptive survey research design, use of questionnaires as instrument for data collection
and descriptive and inferential method of data analyses.
1.8  Limitation of the Study

There were some restrictions based on the COVID-19 pandemic protocols that
could have limited the free movement of the researcher and the research assistants in
some institutions, other limitations are the Naira Redesign, Cash Swap and Cashless
Policy of the Central Bank of Nigeria which led to the Cash Crunch and Petroleum
Scarcity that impeded the movement of the researcher while on the field. Also, most
lecturers were too busy to fill up the questionnaires. They took so much time in attending
to the questionnaires which caused delay in retrieving the instruments. Few of the
questionnaires were lost as a result of the delay in responding to them by the lecturers.
1.8 Operational Definition of Terms

For the purpose of this study, the following terms take the meanings attached to

them:
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Lecturers’ Job Satisfaction: This refers to lecturers’ feeling of satisfaction on the job,
which acts as a motivation for them to work. This refers to lecturers’ feeling of
satisfaction at colleges of education in Oyo state.

Lecturers’ Job Retention: This refers to the ability of the management of the colleges of
education to keep the academic staff employed in the colleges for a very long time, in
which case, the academic staff will not have the cause to look for job elsewhere.

Human Resources Management Practices: These are concerned with compensation
and benefits, promotion prospects, training and development in colleges of education in
Oyo state.

Compensation and Benefits: This refers to the totality of the rewards for duties
performed by lecturers in colleges of education. This could be in form of financial or
non-financial rewards.

Promotion: is described as the movenient ‘ef*lecturers upward in the hierarchy of the
college of education, typically it leads _ter enhancement of responsibility and rank with an
improved compensation pacKage. It is the reassignment of a lecturer to a higher-rank of
job

Training and Development: These are the hearts of the efforts to sustainably improve
the lecturers’ competency in colleges of education. Training provides the lecturers the
knowledge and skills required for their current tasks. Development involves educating the
lecturers beyond the need for the current tasks and is focused for long term goals.
Leadership Styles: These are concerned with the transactional leadership style,
transformational leadership style and laissez faire leadership style of people at the helm
of affairs in colleges of education in Oyo State.

Transformational Leadership Style: Leaders using this style advocates for motivation,

cooperation and creativity of lecturers through their charisma, idealized influence,
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inspirational motivation, individualized consideration and intellectual stimulation so as to
bring about desirable change in colleges of education.

Transactional Leadership Style: is a leadership style that relies on rewards and
punishments of lecturers in colleges of education.

Laissez-Faire Leadership Style: This leadership style entails that a leader steps back
and lets team members (lecturers) work without supervision and free to plan, organize,
make decisions, tackle problems, and complete the assigned projects in colleges of
education..

Performances: This refers to the totality of the performance or output on the part of the
lecturers at colleges of education in Oyo state, using all available resources within their
reach, geared towards the attainment of the total educational objectives. It is the process
of identifying what is actually accomplished or attained as indicated by lecturers'
performances in academics and interrelated co-curricular activities.

Lecturers: Teachers in colleges of education in Oyo State.

Gender: Male and Female Lecturers in colleges of education.

School Type: Private and Public colleges of education in Oyo State.
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Chapter Two

Literature Review

In this chapter, a review of related literature, which provides a theoretical and

conceptual framework for this study, was undertaken. In an attempt, to investigate human

resources management practices and leadership styles as correlates of lecturers’ job

satisfaction and retention in colleges of education in Oyo state the following areas were

examined:

2.1 Conceptual Review

2.1.1

Concept of Human Resources Management
Concept of Leadership Style
Concept of Job Satisfaction

Concept of Job Retention

2.2.  Theoretical Framework

2.2.1

2.2.2.

223

224

Theoretical Models of Human Resources Management Practices
Theoretical Models of Leadership Styles
Theoretical models of Job Satisfaction

Theoretical model of Job Retention

2.3.  Review of Empirical Studies.

23.1

232

233

234

235

Compensation and benefits and Lecturers’ Job Satisfaction and Retention
Promotion prospects and Lecturers’ Job Satisfaction and Retention

Training, Development and Lecturers’ Job Satisfaction and Retention
Transactional Leadership Styles and Lecturers’ Job Satisfaction and Retention
Transformational Leadership Style and Lecturers’ Job Satisfaction and

Retention.
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2.3.6 Laissez — Faire Leadership Style and Lecturers’ Job Satisfaction and
Retention
2.4.  Conceptual Framework.
2.5. Summary of Gap in Literature Reviewed.
2.1 Conceptual Review
2.1.1 Concept of Human Resources Management Practices

Human resources management is one of the most complex and challenging field
of endeavour'. It is the planning, organizing, directing and controlling of the procurement,
development, compensation, integration, maintenance and separation of employees in an
organization so that individual, organizational and societal objectives are accomplished.
Human Resources management is the effective mobilization of employees based upon
appropriate recruitment, selection, training and placement of appointed staff in order to
achieve the organization's laid down goals and objectives?. It is seen as the recruitment,
selection, maintenance, development, utilization of and accommodation of human
resources by organizations®. This is to say that human resources management pays a lot
of attention to the well-being of the human elements in the organization.

Human resources management is that which encourages making the best use
of the skills and capabilities of all those employed in the organization with a view to
attaining the potentials of individual goals and objectives®.

Human resources management is defined as:

The development and application of policy governing manpower planning,

recruitment, selection, placement and termination, education and training,

career development, terms of employment, methods and standards of

remuneration, working conditions and employee services, formal and

informal communication and consultation, procedures for the avoidance

and settlement of issues, all geared towards achieving individual and
organization goals and objectives®.
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This definition can be said to have covered and touched all areas the human resources
management is all about. Similar to that opinion, human resources management strongly
emphasizes treating employees as a valuable resource and demands competent selection
and development of everyone®. It was further stressed that employees specialist is more
concerned with policy, planning and research as well as all the ruman Resources
activities, ensuring that employees are deployed to be of the greatest possible benefit to
the employer and themselves, attaining appropriate material and psychological rewards
from their work .

Human resources management is the effective use of employees in an
organization through the management of people and related activities 7. It was seen as the
process of developing, applying, stimulating, maintaining, creating and evaluating
policies, procedures, methods and programs relating to individuals in the organization
with a view to achieve organizational objectives’. Human Resources management is
mainly concerned with getting the right people for the right jobs at the right time and
ensuring that they remain on the job for long®. Human resources management is seen as
the management function that deals with recruitment, placement, motivation,
compensation, promotion, training and development and retaining of organization
members to be able to achieve the organizational aims and objectives. It was further
stressed that it is an ongoing procedure that tries to keep the people in the right position,
when they are needed’. The concept could be described as attracting, motivating,
retaining and developing the right number and quality of human resources in an
organization 2.

From the different definitions given by different experts on what human resources
management is, it suffices to say that human resources management as used for this study

deals with how lecturers are compensated with good pay and other fringe benefits, how
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lecturers are promoted as and when due, how they are given adequate training for their
growth and development on the job and most importantly, how they are motivated,
managed and retained in their respective colleges of education in Oyo State. Essentially,
it is concerned with the management of lecturers at work in order to get the maximum
output from them with the ultimate goal of achieving both their individual and teacher
education objectives. Credence to the above rationale for human resources man ent
in colleges of education was given when it was stated that the quality of @mcaﬁon
institution's lecturers is frequently the single factor that determines w \such colleges

of education is going to be successful or not and whether it wi}lh\@x its basic objectives

or not®. Human Resources management in colleges therefoég? be defined as obtaining,

using, maintaining and retaining satisfied lecturersﬁ@;mgniﬁcant part of management

function concerned with lecturers at work and. withvtheir relationship with others in the
college. C@

Human resources manage{é’% is the planning, organizing, compensation,
integration, maintenance andﬁé&on of people for the purpose of contributing to both
the organizational, indi Mand societal goals '. Human resources management in
colleges of ed@ ihcludes the function of employment, development and
compensation oth the teaching and non-teaching staffers in a college of education.
These é%ns are performed primarily by the human resources management
depatgment in consultation with other departments. Human resources management is an
extension to general management. It is concerned with promoting and stimulating
competent work force to make their fullest contribution to the realization of teacher
education aims and objectives. Human resources management exists to advise and assist
the line managers on human resources or establishment matters. Therefore, human

resources department is a staff department of the college'!. Human resources
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management lays emphasize on action rather than making lengthy schedules, plans work
methods. The problems and grievances of people at work can be solved more effectively
through rationale human resources policies. It is based on human orientation. It tries to
help the workers to develop their potential fully to the realization of teacher education
goals. It also motivates the employees through its effective incentive plans so that the
employees provide fullest co-operation. . \(b,
Human resources manager is the head of human resources 'ggement
department. He performs both managerial and operational functior@anagementz.

These roles can be summarized as: . @'\

He provides assistance to top management; The t(g) agement are the
people who decide and frame the primary policiés?of the concern; All

kinds of policies related to human resm@oﬂcforce can be framed

out effectively by the human resources(m er; He advices the line
manager as a staff specialist; Human resowsces manager acts like a staff
advisor and assists the line mana in dealing with various human
resources matters;, As a counselor, resources manager attends to

them in best of his capacity, an resources manager acts as a mediator;
He is a linking pin be management and workers;, He acts as a
spokesman; Since he iNin ditect contact with the employees, he is required

to act as represeimtiv of organization in committees appointed by

problems and grievances of (% es and guides them,; He tries to solve

government; He Sents the organization in training programs 2.

The following are@e)%

O‘r%@ﬁon: Organization is said to be the framework of many activities taking
v

place ibie of goals available in a concern. An organization can be called a physical

nts of human resources management:

fra ork of various interrelated activities. Right from manpower planning to
employees’ maintenance, all activities take place within this framework. The nature of
the organization is dependent upon its goal. The business concern goal being profit-
making. Clubs, hospitals, schools, just to mention a few, their goal being service. The
objective of consultancy being providing sound advice. Therefore, it is organizational

structure on which the achievement of goals of an enterprise depends upon. In human
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resources management, a manager has therefore to understand the importance of
organizational structure !.

Job: The second element tells us the activities to be human resources in the
organization. It is said that the goals of an enterprise can be achieved only through the
functional department in it. Therefore, seeing the size of organization today, the nature of
activities are changing. In addition to the three primary departments, human re‘\ ces
and research department are new additions. Various types of jobs availabl '%hysical
jobs, Creative jobs, Proficiency jobs, Intellectual jobs, Consultancy‘%&l Technical

jobs 1. %

People: The last and foremost elements in human r@;%es management are

people. In an organizational structure, where the :n% im is to achieve the goals, the

presence of manpower becomes vital. Therefo 4§ rder to achieve departmental goals,

different kinds of people with dlffer %‘Y are appointed. People form the most

important element because:

‘b
The organizational Slﬂﬁ% is meaningless without it; It helps to achieve
the goals of the enterprise; It helps in manning the functional areas; It
] the functional departmental goals, T hey make a
hey give life to a physical organization'.

concern oper:

The different types,of people which are generally required in a college of education are:

Physicall ple, Creative people, Intellectuals, Technical people, and Proficient and

sk% ple

Human Resources management in colleges of education involves a human
resources manager to understand the relationship of the three elements and their
importance in colleges of education. He has to understand basically three types of

relationships that exist in a college of education. These relationships are: relationship
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between organization and job; relationship between job and people; and relationship
between people and organization.

Relationship between organization and job helps making a job effective and
significant. Relationship between job and people makes the job itself important.
Relationship between people and organization gives due importance to organizational
structure and the role of people in it. . \(b,
Human Resources Management and Industrial Relations in Colleges of @&tion
The classic definitions of industrial relations refer to it as the makinfg%\administering
of rules which regulate employment relationships and the study@e’lnstitutions of job
regulations'>. The distinctive features of human resour%éanagement is listed as

follows: ,.Q\Q

1. It eschews the joint regulative approa Q even more so, the craft regulative

approach. C‘\\‘

il. It does not subscribe to cust@d procedure manuals, and of deferring to human
resources and industri@ons specialists.

iil. It places emphasi “utilizing labor to its full capacity or potential. Thus, it is
about exp@t@th labor resource more fully. It was concluded that the impact
whi h@‘adoption of human resources management techniques has had on
@ations' industrial relations should be conducted in today's organization'®.

Itis normative modeling that has dominated the literature, and which proposes the

three distinguishing features of human resources management as follows:

1. A shift of focus from non - management employee relationship to the

development of the management team;
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ii. A greater emphasis on line managers, rather than human resources specialists
alone, in devising and driving integrated business and people management
strategies;

iil. The need for senior management to manage organizational culture. Other writers
have used the term human resources management as a description of the way
things are actually changing in organizations > (b,

As it has been discussed above, the centrality of people to organizatiopa & rmance

and survival is no longer in dispute. Lecturers have been confirmed @stablishmen‘[

officers in the colleges as having special strategic value for thd&‘%ﬂl’éges They voiced
the idea and have made the claim that their lecturers %&%ntlate them from their
competitors, it gives them a competitive edge w@&elr competitors. A successful
development of specific business strategle ed on the area of strength (core
competence) that an organization has. an 4%leges are now developing competency
profiles to describe the array of slé,b'l%knowledge and qualities required in a position.

Such competency profiles areﬁ{\sed to define Knowledge, Skills & Abilities required

for specific positions. I 0w recognized by most managers that lecturers contribute

strategically to s@g competitive advantage for colleges of education. Attentions
had been factors commonly referred to as the VRIO Framework. This relates
to emp ees most especially lecturers in colleges of education as follows:

V® it is human resources that create values and the ability of firms to respond

to external threats and opportunities

Rareness the special capabilities of people in organizations provide the significant

advantage

Imitability  that human resources have a special strategic value when they cannot be

easily imitated by others
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Organization that the human resources must be planned and organized in order for an
entity to take advantage of the competitiveness of the college !”.

Application of the VRIO framework as a foundation for human resources management
means that people are truly viewed as assets and not as expenses. It also means that, like
other organizational resources, it must be subjected to effective planning.
Human Resources Management Practices ° \(b,
The human resources management practices are briefly discussed below: | Qb)&
Job Analysis: Central to effective staffing of lecturers in colleges‘%}\cation is job
analysis. It precedes all other steps in the staffing processe @ﬁ%e the process is
sequential, any error made during job analysis will casc@%own through the whole
process, creating greater problems elsewhere. Job a;:@;%s is therefore the total process
by which you derive, first, a job description, l¢ading to second, a human resources
specification. Information about a ﬁ.cjﬁ}‘ job is obtained through observation,
questioning, using tests, critical incz,é'@/analysis and so on. This information is typically
assembled to gain a full uﬂﬁéﬂding of the critical component of the job and the
context of the job*!. Th ir® human resources management function rests on effective
job analysis and it inv gthe following processes:
Job Descri t'@

1. N@)r uties and responsibilities

erorting relationships
iii. Working conditions
iv. Supervisory responsibilities

v. Job title, purpose of post 2332 5
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Personal Specification
i. Age and sex
ii. Qualifications
iii. Experience
iv. Skills
v. Abilities

&

28,52,56
A very good job description tells you about the total requirements o it tells you

vi Personality

precisely what a job is, its purpose, the duties, activities and resp ﬁsﬂh‘tles attached to it,
and its position within the formal structure of an organizat1 &%’ 52,36,

A human resources specification is an exte s he job description. It not only
tells you about the job, but also prov1des a Q of the 'ideal' person to do the job.
Typically, it details the personal attri ut % qualities associated with successful

performance of the job, for exan@acceptable qualifications, experience, technical

skills, physical characterlst th and personality, and any special requirements
necessary to carry out a iffed Job31 28,52,56,

The Importance @A alysis

Despite po 1tat10ns the process of job analysis can aid establishment officers in

college@f ucation in the following human resources decision - making points, hence,
its importance are:

The evaluation of the current state and future goals of an organization in terms of
tasks, required skills, and roles; examination of potential job growth and the necessary
qualities for individual development within the organization; analysis of the organizational
environment encompassing the newcomer's job, subculture, work group, mission,

objectives, values, dominant culture, technologies used, and external surroundings % 4% 27,
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From the above, it is easy to understand the scope or the span of human resources
management practices, which can be grouped under the following interrelated headings:
Human Resources Planning;
Recruitment and Placement;
Training and Development;
Compensation; and

&

Human Resources Planning: Human Resources Planning is a sy‘s%llc process to

Employees’ Relations 32,

determine the various skills, duties, and knowledge needed-t\&ﬁh out the tasks in

colleges of education *°. This describes the procedures fé@ermining the duties and

skill requirements of a job and the kind of perso v@\hould be hired for it, to ensure
that an organization has the right number of Q resources at the right period to be
able to streamline the tasks and achieé)a‘\}b anizational goals 2% 2% 31 32, Human
Resources Planning systematicallyébl'@uates and monitors the conditions of human
resources to ascertain that d\é‘ﬁntity and quality of the skills are appropriate and
available when needed i Colleges of education. Study on human resources planning
in higher educati@tu ion suggests that in line with increasing numbers of students
and dema @ etter services, colleges of education in Oyo State needs a human
resourc@n rmation system that provides a systematic procedure for collecting, storing,
mai ing, displaying, and validating data required by the organization on number,
activities, and organizational unit characteristics of its human resources*>#7 45 13,

The purpose of planning is to ensure that a certain desired number of persons with
the correct skills will be available at some specified time in the future. Human resource

planning is designed to ensure that human resource needs will be constantly and

appropriately met °. It is accomplished through the analysis of:
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(1)

(if)

Internal factors such as current and expected skill needs vacancies and
departmental expansions and reductions, and

Factors in the environment, such as the labor market. It was stated that manpower
planning is an attempt to forecast how many and what kind of employee will be

required in future and to what extent these requirements are likely to be met 7.

Human resources planning has four basic aspects which are:

(1

2)

3)
4

Planning for future needs by deciding how many people with what skills the
organization will need.

Planning for future balance by comparing the number of needed employees to the
number of present employees who can be expected to stay with the organization
which leads to;

Planning for recruiting or laying off employers and

Planning for the development of employees to be sure the organization has a

steady supply of experienced and capable human resources °.

To be effective, the managers of human resources program must consider two major

factors. The primary factor is the organization's human resources needs. For example, a

strategy of internal growth means that additional employees must be hired. Acquisitions

or mergers, on the other hand, probably mean the organization will need to plan for

layoffs, since mergers tend to create duplicate or overlapping positions that can be

handled more efficiently with fewer employees. The second factor to consider is the

economic environment of the future. A booming economic would result in low

unemployment, making it harder and more expensive to attract qualified employees °.

Effective manpower planning system can be beneficial in several ways in the sense that:
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It reduces personal costs because of the management's ability to anticipate
shortages and or surpluses and of the manpower and correct these imbalances before they
become unmanageable and expensive.

It provides a better basis for planning employee development which is designed to
make optimum use of the workers within the organization. It makes for improvement in
the overall organizational plan process.

It provides a greater awareness of the importance of sound manpower
management throughout all levels of the organization.

It also serves as a tool for evaluating the effect of alternative manpower actions
and policies.

Good human resources planning also helps to ease the input of organization by
forecasting these changes long before plans for dealing with the problems are
implemented 7.

Also, the difficulty of recruiting, selecting, placement and developing human
resources on the one hand and of making them redundant on the other hand, are so great
that human resource planning is justified even though this result may not be accurate 3%,

Essentially, human resource planning can be said to be very necessary in all
organizations since it is required for recruitment. Without it, it would be difficult to
know the number of human resources required for recruitment, to be reassigned, due for
retirement for better utilization. Manpower planning reduces excessive recruitment,
training and transfer and thereby saves management cost and time °°. It is through
effective manpower planning that people in the organization who need more training
could be identified to upgrade their skills in order to assume more responsible positions.

It would also help the organization to start very early to seek and find capable hands to
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replace those about to retire, to cushion the effect of their departure from the
establishment.

(b) Recruitment: The success of any educational program depends to a very large
extent on the selection of qualified lecturers. This assertion was corroborated when it was
stated that the efficiency with which any organization (be it social, education, religious,
private or public) can operate depends to a very large extent upon how its human
resources can be administered and utilized. This point out the fact that recruitment
exercise in any college of education must be thoroughly done to ensure that the right set
of people are employed to do the right job? 3!,

Recruitment is defined as the process of scouting round for qualified candidates or
applicants to fill vacant positions in an organization 2. Recruitment can also be
described as all those activities or operations, which the school management undertakes
with the intention of attracting and securing human resources of desired quality and in the
desired quantity to satisfy the needs of the school %8, In the same vein, recruitment in this
study is defined as the process of searching for prospective lecturers and stimulating them
to apply for jobs in a college of education™.

Recruitment can’be referred to as information on the tasks and characteristics of
human reseurCes ‘required to carry out the tasks in the organization that can assist the
managerto determine the type of people to be recruited and employed 22. In other words,
recruigment is an effort by the organization to find the right candidates to fill the available
positions. Recruitment and selection are one of the aspects of human resource
management that are of great importance and adopting appropriate policies in this area
could provide the appropriate use of human resources. Faculty members are one of the
major capital and the development and application of appropriate policies for faculty

members play a major role in the success of a higher education 3.
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The importance of having an efficient procedure for recruitment and selection can
hardly be exaggerated. If organizations are able to employ staff who consistently fulfill
their roles and are capable of taking on increased responsibilities, they are immeasurably
better placed to deal with the opportunities and threats arising from their operating
environment those competitors who are always struggling to build and maintain their
work force. The aim of recruitment of lecturers in colleges of education is to ensure that
the college's demand for lecturers is met by attracting potential lecturers (recruits) in a
cost effective and timely manner. Therefore, before any recruitment exercise in any
organization, there should be recruitment policies that will spell out the guidelines or
processes for any recruitment exercise, for example:

Advertise all vacancies internally before making external sources; Always

advertise under the organization's name when advertising externally,

Endeavour to ensure that applicants are kept informed of their progress

through the recruitment procedures; Seek possible candidates on the basis
of their ability to perform the job required .

In matters of recruitment, the college will not knowingly make exaggerated or misleading
claims in recruitment literature or job advertisements and discriminate unfairly against
possible candidates on the grounds of sex, race, age, religion or physical disablement °,
Before any meaningful recruitment exercise can take place, it is very necessary
for the human resources department to know the different sources they can explore the
get recruits. Three major sources of recruitment are identified, these are:
(a)  Recruitment through Internal Sources
(b)  Recruitment through External Sources
(©) Recruitment through the Media 2.
Recruitment through Internal Sources: Filling a job opening from within the
organization has the advantages of stimulating preparation for possible transfer or

promotion, increasing the general level of moral and providing more information about
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job candidates through analysis of work histories within the organization. In many

organizations there are often individuals who are qualified to fill the vacant position or

who could do so with minimum training if there are such cases, it is always better to
recruit from within as it encourages inbreeding !. A good example in this category is the

case of a non-teaching staff, who was recruited to fill a vacant lecturing position in a

college of education because of the possession of the requisite qualification for the post?°.

The policy of recruiting from within has three major advantages: These are:

(1) First, individual recruited from within are already familiar with the organization
and its members and this knowledge include the likelihood that they will
succeed.

(i) A promotion from within policy fosters loyalty and inspires greater effort among
organization members.

(i) It is usually less expensive to recruit or promote from within than to hire from
outside the organization °.

Its disadvantages are:

(1) It limits the pool of available talents

(i) It reduces the chance that fresh viewpoints will enter the organization.

(ii1) It may encourage complacency among employees who assume that seniority ensure

promotion °.

Recruitment through External Sources: Staff could also be recruited from
outside an organization. Most organizations need to tap the external labor market at
regular intervals in order to make up for short falls of labor in the existing workforce 3.
However, recruiting from within or outside an organization depends on so many factors,
these factors are:

(1) Organization's policies regarding recruitment,
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(i)  The availability of the required staff with the organization and its overall
effects on the overall organizational efforts,
(ii1)  The level of position to be filled
(iv)  The number of job positions to be filled 3% 2°.
The different external sources through which human resources could be gotten are:
(1) Media
(i)  Employment agencies like ministry of labor and productivity
(iii)  College placement office (similar to Students Affairs Office) where results of
finalists are kept and organizations contact the office in case of any vacancies.
(iv)  Embassies
(v) Referrals and walk-ins - Referrals are applicants directed by other people to
where vacancies exist while walk-ins-are desperate job seekers who, with
certificate at hand, go from one office to another in search of jobs 3%2°,
In a bid to attract sufficient number of the right kind of candidates, an organization must
ensure that its advertisement spells out distinctly:
Details about the vacant position; Information on all essential and

desirable personal requirements of applicants; Conditions of employment
such as remuneration and Who to direct the applicant to *.

Browsing through all the letters of applicants, it is the responsibility of the human
resources department to invite suitable candidates for interview.
This‘section considers three different approaches to organizational entry, person-job fit,
social negotiation and person-organization fit. Each is based on different assumptions
about people and about what determines the behavior at work 7.

Person-Job Fit: This traditional approach to staffing is based on the view that
organizations should specify as closely as possible, the requirements of the job, and then

look for individuals whose personal attributes fit those requirements. Hence, it is often
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called the 'person-job fit approach'. The underlying assumption is that human behavior is
determined by factors external to the individual, and the clear implication is that staffing
techniques should be concerned with accessing and measuring these internal, personal
factors, which can then be matched against those required for the job. The reliance on this
approach often involves the utilization of a wide range of tests both informal and

structured. .
O

Social Negotiation: The following ideas are central to }h@maﬁve

organizational entry paradigm: ‘%\

i. People are constantly changing; . \%'\

ii. People's self-perceptions are important; &
iii. Job are constantly changing; Q@

iv. Selection is of both parties; %

v. Information is exchanged; C‘\\‘

vi. Negotiation takes place; (&6

The purpose is to establish a@%logical contract or discover that one is not feasible.
The expected outcome is“approach, the psychological contract involves the creation
of a work enviro@f orable to good job performance. Importantly, this approach
has highlli%t%@lé critical role of both parties - applicant and organization -in decisions
about organizational entry.

Q"@I;is approach emphasizes the need to help the newcomer perform better by
enhancing their understanding and motivation during the process. In contrast, the person -
job fit approach aims only to identify the person who will perform best on the job. The
two approaches are built on fundamentally different assumptions about the determinants
of people's behavior. The person - job fit approach states that the determining factors of

people's behavior come from within the individual - the personality traits that are
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consistent and enduring. In contrast, the social negotiation approach is based on the idea
that factors external to the individual have critical bearing on the individual's behavior.
Consequently, if you plan to develop appropriate staffing strategies, you would need to
address the following questions about people's behavior:

1. Does behavior come from within, or is it determined by the situation in which we

find ourselves? . \(b,

il. Is behavior consistent across situations, or do people behave diffe.re@istinct

situations? ‘%\

iii. Can behavior be predicted? > . @”

It is important to note that after over three decades é@ument between, the trait

and situational theorists of a work behavior, a co s@as developed. Many previous

trait theorists have come to think of personzil%

which depend on the requirements Qr &‘a

situationalists now accept that hum@havior, while being driven by the situation, also

has a degree of stability and @bility

Person - Organizatién Fit: While the above development unfolds over the

its as ranges of possible behaviors

ds of the situation. Similarly, many

decades, persona@o sts with an interactional perspective have appeared on the

scene. Thi a@dch believed that human behavior stems from an interaction of person

and sit %r internal and external characteristics. This has important implications for
or@ational entry.

1. Several interactionalists have suggested that, if you want to predict people's
behavior and their performance, you need to analyze their 'fit' with the
organization's culture.

2. An interactional perspective on organizational entry highlights the importance not

only of assessing job-related performance, but also of creating an environment
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3.

©)

that suits newcomers, and of creating a job that is satisfying and motivates the
individual.

The interactional perspective acknowledge that high performance in one situation
does not necessarily mean that the person will perform well in a new situation.

Therefore, this perspective prompts the manager to explore the reasons why a

person has performed well in their existing situations - that is, how th on
interacts with the situational factors in their current jobs - so thgt &he can
consider how the person will behave in a new situation. ‘%\

Organizations are affected by people, and people are<a cf\by organizations.

Therefore, when choosing who to recruit, the mana@@nﬂuencmg the future of
the organization. The discussion so far on th roaches to organizational entry
is summarized below. In practice, the ion between these approaches may
not be clear cut. This is be aus ‘% person — organization fit approach
incorporates the person - JO@pproach to some extent, and considers a number
of other factors as wé&s also the case that the social negotiation approach
incorporates the son - organization fit approach. Hence, the differences
between t@ pproaches are a matter of emphasis, with the new approaches
str% take account of a broader range of factors associated with the entry

ocess. And it is precisely that relative importance of different factors that will

Q determine which approach should form the basis of an entry strategy in a

particular situation 2.

Selection: This is another important human resources management practice in

colleges of education in Nigeria generally and in Oyo State in particular. Selection
processes involve a situation where the most suitable ones would be chosen from the

applicants; since not all the applicants may be qualified to take up the vacant job.
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Selection can be defined as the mutual process whereby the organization decides whether
or not to make job offer and the candidate decides whether or not to accept it > 3. In
reality, the selection process is often more one sided. In situations where the job market is
extremely tight, several candidates will be applying for each position and managers at the
organization will use a series of screening devices to identify the most suitable candidate.
On the other hand, when there is a shortage of qualified candidates, or when the
candidate is a highly qualified person being sought for by different organizations,
managers of the organization will have to sweeten the offer and come to a quicker
decision. Management finds qualified people to fill available jobs through the employee
selection process !'. Employee selection serves as organization's human resource
gatekeeper !. Human resources management experts commonly compare the screening
process to hurdle race. Typical hurdles job applicants have to cross are psychological
tests, reference checks, interviews and physical examinations?’.

The most common employee selection tool is the interview, line managers at all
levels are often asked to interview candidates for job openings and promotions and
should be aware of the weaknesses of the traditional unstructured or informal interview
which had no fixed question format or systematic scoring procedure, has been criticized
because it is highly susceptible to distortion and bias. It is usually indefensible if legally
contested It may not be totally job related and may incorporate personal items that may
infringe on privacy .

There is a tendency for the interviewer to look for qualities he or she prefers, and
then justify the hiring decision based on these qualities. Essentially, structured interviews
are recommended alternative to traditional unstructured or informal interviews !. A

structured interview has been defined as a series of job related questions with

standardized answers that are consistently applied across all interviews for a particular
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job 2. They are constructed, conducted and scored by a committee of three to six
members to try to eliminate individual bias®.

(D)  Socialization: is usually being designed to help the selected individuals fit
smoothly into the colleges of education. Newcomers are introduced to their colleagues,
acquainted with their responsibilities and informed about the college's culture, policies
and expectations regarding employee behavior. A difference between the education and
what is met on on ground in the college (work experience) is concerned with three
production factors: human resources finances and technology 3% °3.

Differences between the education and work experience spheres become apparent
when a comparison is made of the installation of a new teacher ! *2. If as much care was
taken by school administrators in preparing the way for their new employees as industry
takes with its equally valuable machinery, less turnover and fewer cases of teacher
burnout would result. To corroborate this, it was stated that when a new staff is employed
the human resources department should acquaint such staff with the organizational
system as well as with his or her co-workers *2. This is very important so that the staff can
feel comfortable both among his workers as well as with the job assigned to him. By so
doing, the human resources department ensures smooth and orderly start of the new staff
and also tries to minimize the problems of adjustment that normally confront newly
employed members of staff. A list of information that the human resources department
normally provides for new employees are:

Organizational Charts and an explanation of where the new employee job

fits into the overall plan; A booklet on terms and conditions of employment;

A clear statement of the authority, responsibility and duties

of the job and the job title; An outline of possible channel of promotion,

The names of the immediate superior officer and the supervisor in charge

of the department where the new employee will be working; Full details of

commencing salary or pay, the scale of pay increases and any financial

incentives that are in operation, making sure that the new employee
understands the pay scheme properly; An outline of the social activities
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and the name of the welfare officer or the individual who arranges such
activities; The hours of work; The general amenities, Information on the
trade unions and where to locate Union Representatives, Backgrounds
information on the organization, its achievements and objectives *°.

At the end, the new employee is made to understand that the human resources department
is there to assist and offer advice whenever anything is bothering him or her.
(E)  Training and Development: After a lecturer has been recruited, selected and
inducted, the next thing is the fact that he or she needs to be trained and developed. This
is as a result of the fact that no matter how carefully job applicants are screened before
being recruited, typically, a gap remains between what employees do know and what they
should know ?°. In the educational system, training and development programs can be
described as professional activities engaged in by school human resources to enhance
their knowledge, skills and attitudes in order to educate children more effectively.
Training and development has been described as an attempt to increase general
knowledge and understanding of our total environment !. It can further be described as
the process of changing employee's behavior and or attitudes through some type of
experience. The training and development of human resources is a very important issue
that has to be faced by every organization. Training and development both aim at
increasing employees' abilities to contribute to Organizational effectiveness. Within the
school system, staff development is to improve the performance of those with teaching
and management responsibilities while the ultimate aim is improvement of teaching and
learning >2.Factors that influence the quantity and quality of training and development
activities are:

Degree of change in the external environment, like technological change,

new legislation and so on; Degree of internal change; Adaptability to

existing workforce; The extent to which the organization supports the idea

of internal career development; The commitment of senior management to

training as an essential part of economic success; Knowledge and skills of
those responsible for carrying out the training 2.
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Training and development are the hearts of the efforts to sustainably improve the
lecturers’ competency in colleges of education and organizational performance 33 3% 2,
Training provides the lecturers the knowledge and skills required for their current tasks.
Development involves educating the lecturers beyond the need for the current tasks and is
focused for long term goals. Lecturers who always be in step with the changes and
growth of the college are to be prepared in the development process. Training could be
defined as to provide new and current employees the skill to perform the prevailing tasks
22 Training is a set of systematic and planned instructions to increase understanding of
the tasks 4. This practice has been much forgotten and that pedagogical training in
professionals has not been on the same as other educational levels. Colleges of education
may have highly qualified professionals in different subject areas, but have pedagogical
difficulties. They must therefore identify an adapted approach for the new challenges
they are facing today.

However, four types of development programs in the educational systems were
identified, these are:
(1) Programs that aim at correcting deficiencies of staff at the time of appointment.
While trying to introduce a new staff into the school system, the human resources
department does so by acquainting the new employee with information about his/her pay
and work schedule, special facilities available in the school. Attempt is also being made
under this program at ensuring meaningful interaction between the new staff and
other people (co- workers, students, parents and so on) for whom and with whom he will
work.
(i)  Program which enable teaching staff to face the challenges arising from innovation
in the school curriculum. These program are designed to meet societal expectations from

education. For example, with the introduction of the universal basic, education, need
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arises for teachers to be trained in different areas to meet the needs of the program.
(iii)  Programs which enable non-professionals to professionalize. In the educational
system, all teachers who have not at one time or the other gone to teacher training
institutions cannot be referred to as professional teachers who are expected to be well
versed in areas such as child development, child psychology, theories of learning,
principles and practice of education and other related education course: Essentially
therefore, the, need arises for them to go for a Post Graduate Diploma in Education
(PGDE).
(iv)  Programs that enable acquisition of higher qualification. These involve studies
in higher institutions or learning for degrees such as Nigerian Certificate in Education
(NCE), Bachelor, Masters and Doctoral degrees. All these are for greater responsibilities
and status >4,
All the above are beneficial to individual lecturers and colleges of education in

different ways. Specifically, the benefits of training are identified as:

e The provision of a pool of skilled manpower for the organization.

e The improvement of existing skills

e an increase in the knowledge and experience of workers,

e improvement in job performance with resulting

e improvement in productivity overall, Greater commitment of staff and;

e Personal growth opportunities for employees 3.
(F) Performance Appraisal: Performance appraisal is the most effective way in
management to measure the motivation, satisfaction, and productivity of lecturers
specifically and employees generally’*. Performance appraisal also is defined as an

evaluation that compares the actual work of each employee to his/her task and
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performance standards 22. The accuracy of appraisal requires good information on how
each employee performs on his/her tasks in order to reward those with good performance
and improve those with low performance®. Analyses of tasks help to identify the
characteristics and results related to effective performance *°. A study on the criteria for
evaluating the performance of faculty members was conducted. The evaluation criteria
for performance appraisal of faculty members are an interdisciplinary study sitpated in
between the concern for the quality of the education process and effierént” human
resources management. These two needs can be addressed through thelintroduction of a
system of performance appraisal for faculty members 33 3¢,
(G) Compensation and Staff Welfare

One of the most difficult functions of human resources management is that of
determining rates of compensation to the employee. Employee compensation
programmers are designed to do these three things:
(1) to attract capable employees to the organization;
(i)  to motivate them towards superior performance and;
(iii)  to retain their services over an extended period of time '.
Compensation refers to the totality of the rewards for duties performed by an employee.
This could be in form of financial or no-financial rewards. There is a general belief that

%6 Since motivation is a

unhappy employees are unlikely to be productive work force
driving force that energizes workers to show more commitment to work and to improve
his productivity, colleges of education administrators should ensure that lecturers
working under them are well motivated by being adequately compensated. Several
research findings have revealed that lecturers can only put in their best, if their needs are

satisfied. Also in a study conducted, it was discovered that lecturers in Nigerian Colleges

of Education are very dissatisfied with their job conditions; salaries and other welfare
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benefits were the basis of dissatisfaction; and of all the conditions of service, salary is the
best predictor of teachers’ productivity °’. Any job opportunity offering high salaries
therefore is likely to attract more and better-qualified candidates than the one offering a
lower pay. Promotion is another way of compensating, which is accompanied by greater
responsibility and higher status, greater skills and increased salary. This also is a positive
reward system that increases the morale of lecturers in colleges of education and
motivates them to work harder towards the attainment of the teacher education objectives
37& 48 Whether we like it or not, compensation is the singular important element in most
employment relationships 8. There is no gain saying the fact that a college of education
has to work with lecturers for the attainment of the goals and objectives of education %,
These lecturers operate by definite human resources policies and practices.

Essentially, it is only when the right set of people are employed and are working
under a very conducive and friendly environment, that one can start to think of their
being productive. The role compensation plays in the lives of lecturers is further
described as a mechanism that can be designed to reward the acquisition of individual
knowledge, skills, and abilities that support unit competency (e.g., pay-for-knowledge
systems) and can play an important role in recruitment and retention of lecturers as well*.

The«word~compensation is sometimes used as an alternative to reward, which
seems te, imply that work is an unpleasant necessity for which people have to be
compensated rather than spending their time more profitably elsewhere *Furthermore, a
reward system can indicate what the employers considers to be important. Matching
reward with accomplishment of strategic goals constitutes a little used, but effective,
compensation system 2732,

It was in the same vein, human resources together with physical and financial

resources, are the three most important means of success available to the manager of an
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organization®® 47, It was further stated that human resources is the most crucial element
for achieving productivity but it is also the most difficult to manipulate. Thus, human
resources management must be given a very great attention to attain success or high level
of productivity in any college of education; since it creates the right atmosphere for
harnessing the skills, competencies and other capabilities of all lecturers within
the college.

The importance of human resources management cannot be overe Zed, this
is because it provides managers with the concepts and techniques f%bey require to
perform the people’s management or human resources managem@b’”. The knowledge

of these concepts and techniques will help educational ma@%\) in colleges of education

to avoid such mistakes as: &
e Hiring the wrong person for the job. 4@

The incidence of high turnover. (

Having people who are not their best.

Wasting time with usé&)nterviews.

Having your 0rg®¢§)n go through unnecessary litigation due to discriminatory

tions. Q
. \Q

e Hav ur company cited under federal occupational safety laws for unsafe

ctices.
OQHaving some employees think their salaries are unfair and inequitable relative to
others in the company.
e Allowing a lack of training to undermine your department‘s effectiveness.

e Committing any unfair labor practices 4.
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Human Resources Management in Nigeria

Human resources management policies and practices are carried out within an
economic, social, political and legal environment. Thus, there is a need for considerable
historical and cultural insight into local conditions to understand the processes,
philosophies and problems of national models of human resourcesManagement??. Nigeria
is the most populous country in Africa with an estimated population of 1860 @ion
people. The Nigeria’s population and human resource base make it on &e most
attractive countries for foreign investment in Africa. As foreign and@rms increase
their involvement in Nigeria, they will need to build capabiliti sand utilize local

competencies. The knowledge of human resources mana%&t and more importantly

perhaps, knowledge of the factors that impact@@an resources management in

Nigeria will become increasingly critical to ‘tgn
h

ultimately their success. Hence, the way@

we do businesses in Nigeria and
gs done cannot be divorced from local
values, customs, and the overall @mal cultural environment’?. Human resources
management as a concept gd@duced into the Nigeria literature in 1940 during the
Colonial era; with industmalization and commercialization, which later became wage
employment 2. Eyer e’then, there has been a tremendous growth of human resources

in Nigeria, @Vln recent years has been characterized by lack of professionalism and
speciah@fﬁ 48 Different reasons have been accounted for as the challenges facing
humag/resources management practices in Nigeria.

The socio-cultural diversity of Nigeria has influenced the human resources
management practices in Nigeria. Nigeria is characterized by over reliance on culture,
language, religion, gender and educational qualifications as a basis for determining who

get employed. What this means is that, the opportunity for an average Nigeria to get

employed is a factor of the aforementioned variables®. Nigeria is one of the African
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countries troubled by abundant labor and scare talent. Attracting, developing, deploying
and retaining best talents had become a challenge®. That is why it was argued that the
desire for top performance has driven the need for effective management?®.

Human resources management in Nigeria can be said to be ‘still in Infancy’ and
lot of academic research is still required in this area. Lack of indigenous and
comprehensive human resources management models is one of the challenge ing
human resources management practices in Nigeria, which is why th %rity of
principles and practices evidence in workplaces in Nigeria are all a \d rom other
countries®. Human Resources management practices in Nigeria@a’\:onvergence with
western-inspired approaches, with the evidence of cultural é&stitutional influences on
it. That is, there is a blend of transplanted and indi g@uman resources management

-

practices. The sensitivity to individuals’ soc‘i% n as well as economic, historical,

political, and social contexts may enab@%ﬁi ations to capitalize on the potential to
transplant forms of human resou@management from parent country cultures to
developing countries such as'Nigeria®. Nevertheless, most organizations are characterized
by lack of funding foa@aﬁ’l resources management research and development?® 33,
Nigeria’s democ@%&s enhanced the practice of human resources management,
determinin tl@ﬁota of expatriates it permits. Nigeria’s economy allows the importation
of new technologies to enhance human resources management, but training is still a bit
slownthus employment of expatriates to handle such is still encouraged. In Nigeria, there
is application of new management techniques and skills used in the running of
organizations, all aimed at running a cost- effective system®. Human resources
management practices in Nigeria cannot be totally diffused from what is evidence in

other countries®. However, due to the peculiarity of the social-cultural characteristic of

Nigeria, human resources management in Nigeria is an area open for further research®.
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Good employer-employee relations are therefore critical to the stable and sustainable
development of the Nigerian economy, as well as the world economy as a whole® & 33
Several other factors have affected human resources management practices in Nigeria
namely: lack the internal manpower to complete all necessary tasks; and the complexity
of today's business climate as a result of deregulation, globalization, and technology
advancements has outpaced many companies' level for companies to get special @pcts
L&

Most organizations in Nigeria now offer a continued educafﬁ%}d training to

done without adding employees to the payroll 4.

help its people cultivate the right skills and expand thei@f& within a truly
global/collaborative workplace However, in recent tir@gerian workplaces are

introducing different employees ideologies ado tf;&wm foreign organizations. For
instance, there has been a tremendous incr Qﬂ level of contract or temporary
employment and most of these act@g}‘i contracted out to consultants, via
outsourcing thereby reducing the @ber of human resources in its payroll®. The
implication of this is that org‘&i@%ns are paying lesser for more work, and at the same
are losing the psychol “attachment, commitment, loyalty of their employees. In
Nigeria, organiz@g ontrol is firmly in the hands of management and the
manageme t’@é is to effectively manage the number of employees and match them
closelysit desired goals and objectives® +*. Both the management and the Nigerian
go@nent strive to make coherent human resources policies that fit closely with overall
business strategy. For example, in the oil industry (which is the most organized and
highly paid employment sector) the government of Nigeria has made concerted efforts
over the last 50 years to promote the participation of indigenous workers in the oil

industry. Regulation 26 of the 1969 Petroleum and Drilling Act represents one of

government’s early efforts to increase Nigerian national oil workers’ participation in the
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industry. Recruitment is selectively done in Nigeria, and employees are trained to
perform required skills. However, due to the complexities involved in the activities of the
oil industries, a lot of skilled expatriate services are required leading to a high level of
expatriate employment till date. This is also because most of the oil companies are
multinationals, with parent companies in well-developed and advanced countries?.

For most organizations in Nigeria, performance appraisal is a dialogue ess
and serves as a mentor to generally mold the individuals to perform at an %;% 1 level.
The employees are allowed to carry out a self-evaluation based oﬁ%&ements and
projects they were involved in during the assessment perid@&tﬂis expected that
performance appraisal system should be a fair process 1n@e%\?g assessments on skills,
technical knowledge and how well the employee can quahty service delivery.

However, the lack of technical skill a w-how of the appraiser have made
some of the tools and parameters for @%h employees’ performance to be faulty.
Such appraisal system and process @ not capture what it is expected to. The concern
to develop the right perform. raiser system have pushed indigenous companies in

Nigeria to employ exp '@%ches as trainers, in positions requiring special skills and

expertise, with w@v igerian workers cannot compete. These supervisors assess the
performan @ commend for promotions as the case may be® +3.

&ag s and other fringe benefits in organizations in Nigeria are by collective
bargaining between unions and employers or employees’ association. In some private
organizations, the basic wages are generally higher than the public sector organization®.
What is evidence in Nigeria is that wage scales are based on job analysis and evaluation
to ensure equity and increases are based on merit or performance. The higher the risk,

time allocation, skills requirement, experience required, the higher the wage. That is why

jobs that are high in occupational hazards are the highest paid job in Nigeria.
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In the case of public sector organizations owned by Government, salary
adjustments may result from annual merit reviews, promotions, individual special
adjustment or general adjustments. General adjustments are made when the Government
decrees a general wage increase in both the public and private sectors. In recent years,
most organizations in Nigeria are now re-emphasizing the need to train their employees.
Training is expected to generate enthusiasm for creating new ideas, and is 'K(lbgally
beneficial to employers and employees. managers, supervisors and hu sources
management departments are responsible for ensuring that workers ar‘e%’}ively trained.
Some organizations in Nigeria now provide workers with educat{&%c’i\ subsidies for job-
related training; while some other organizations have ch@@their wage structures to
include education and training subsidy allowance i @s’ wages®.

The challenge here is that such training is expccted to be job-related and proven to
be of mutual benefit to both employe@@p

from acquiring others skills that ar%@related to the job description. Nevertheless, most

loyees. This can limit the employees

organizations in Nigeria are @tly aware of the need and relevance of training and
they equally design the right ffaining to meet identified needs. This will ensure that they
have the right crc{cbgla ified, competent and valuable professionals to make the right
input and k@iedgeable in diverse fields.

60 er area of human resources management practices that need further
de@men‘[ and enhancement is the occupational health and safety®. There has not been
reliable official statistics on the number of fatalities and non-fatalities in organizations in
Nigeria. This is because most organizations are not willing to share their experiences with
“other because of the fear or being accused of not handling health safety issues properly
and compensating the victims adequately. There is also the challenge of employees in

Nigeria not knowing there right to work in a safe environment free of occupational

48



hazards and appropriate compensation in the case of accidents or hazards that can affect
them both psychologically and physically®.

Most organizations, educational institutions inclusive, in Nigeria are highly
unionized, especially the public sector organizations. Employees unite to protect and
promote their interest, so also do the employers. Until March 2005, the Government of
Nigeria promoted compulsory union membership at the workplace, which has re in
almost 60 per cent unionization rate ®. For instance, oil, the workers are '&Tzed by
occupational category: white-collar workers belong to the Petroleu%d\ atural Gas
Senior Staff Association (PENGASSAN) and production work@tﬁe National Union
of Petroleum and Natural Gas Workers (NUPENG). Someé@ustry-wide trade unions
affiliate with different national unions, such as th i ¢ Union Congress of Nigeria
(TUC) and the Nigeria Labor Congress (N &espectively. It is only the private
organizations that have not been highly@;l)x%‘p ing in unionism. Rather, what we have

in some of these private organizati?é% employers and employees forming and meeting

at common forums to discu?@%és, identified problems and map-out strategies for a

better working relations@"ﬂ

Why Considering Human Resources Management within Education Settings?

In the cha it%xsork environment of the 1990's throughout the Pacific Rim, leaders in a
variety 61‘ ucational contexts are being asked to extend their traditional roles by
ad@g managerial skills and competencies similar to those used in the business and
commercial sector. As this happens, we believe that the management skills ought to
support the understanding of people and be concerned about them. The balancing of task
orientation with a human focus is appropriate and expected in educational settings, where
organizational goals relate to people. The current management challenges that educators

face are happening in all settings - TAFE colleges, early childhood centers, primary and
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secondary schools, across the public, private and religious sectors. Over the last century
leadership roles have changed dramatically.

The array of theoretical approaches to management has had an impact on the
discipline of educational administration 3!. Theories such as Scientific Management,
Classical Management, Human Relationship Theory, Behavioral Science, Democratic
Management, Systems theory and Neo-Scientific Management have come and g(& ver
the years. The earlier theories focused primarily on the task, but later theor; Splral
of Silence theory, Needs theory, Motivation theory, Symbolic Inﬂc%cxmiism theory,
Organizational Life Cycle theory, Human Relation theory, ¢ 'éory, Dependency
theory, Gate-Keeping theory, just to mention a few, propo%@%ancmg the task with the
peoples’ needs. These theories have continued to @016 thinking of Provosts, Deans,
Heads of Department, Directors of Centers 151% Colleges of Education. In contrast,

some politicians, governments and l@l)&g

approaches like Taylor's scientific @gemen‘[, Fayol's administrative management or

favor a return to more traditional

McGregor's theory X & Y aé&ons are expected 3% 3!, Training terms such as multi-
skilling, reskilling and sk#lls-update reflect a very different perspective and paradigm
from educationa@ ike 'metacognitive', 'critically reflective' and 'self-directed
learning®. n@y countries, current economic conditions and social climate have
contrib the movement toward a stronger task orientation to educational work and
co@ency based training 4.

This movement to a neo-scientific approach to management in school settings is
supported by governments, unions, the business community, and increasingly TAFE
colleges and universities. It was argued that school reforms during the last decade have
supported a renewed interest in scientific management thinking with concern about

control, accountability and efficiency*’. This situation is not unique to education contexts,
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but is also apparent in public sector organizations, e.g. bureaucracies, public service
departments. It was contended that organizations in the 1980s underwent significant
changes in terms of decentralized units and increased levels of autonomy and
responsibility>!. There seems to be a degree of philosophical and technical mismatch
when these views are brought together in educational settings. Whereas educators are
being lead to believe they have choices and options, in reality governmernt the

@gb‘&

National and State levels are continually setting agendas and frameworks

affect all players in educational settings*. ‘%\

As we view this people’s situation, the challenge is st ?%u’ﬁue balancing the

A

needs of both the tasks and the people, management and le%c%p. The following quotes

directly

encapsulate just some of the roles which the P%ns'@d eans are expected to play in

Nigerian colleges of education during post milk§1 era:

... the role of the Provost has (;baro%n d beyond that of the traditional

] any of the same managerial skills of

educational leader to one requir
those of us in the business a %mmercial sector of society. Provosts need
the skills of-.. managing/@‘and the skills to appraise staff, implement
mutually acceptable praisal and staff development programs and
allocate workloads. ¢ Deans and Directors have a professional
responsibility to d to students’ well-being and morale including the
Colleges’ inments. For the Deans and Directors, leadership for

change reguires’vision and inspiration, careful planning decision-making
communication, confident conflict management and sensitive

skills, effec
hagli ‘people involved in or affected by the change *3.

As can@ seen from the above quotes, Provosts, Deans and Directors require a whole

rang®yof human resource skills. Although, the Provosts, Deans of schools and Directors
of Centers and education administrators have been involved in human resource activities
(e.g. induction programs, supervision, staff appraisal, etc.) for some time, the
responsibilities of managing people in educational organizations have become more
formalized. For example, in primary and secondary schools, professional development

has now been devolved to each school for developing its own whole school program, as
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well as individual staff programs as part of their overall strategic plan. Also, within their
changing roles, leaders are required to recruit and select staff, serve on panels and be
informed on human resource policies, anti-discrimination, and health and safety
regulations *°. These examples illustrate a significant change in policy, and require school
administrators to demonstrate awareness and understanding of the different models of
professional development. This change applies both to the Federal and state e ion
departments, and even private school systems. Similarly, centers such éﬁtre for
Continue Education Programs, just to mention a few, which have trﬁ%h\ally met their
own professional development needs, more recently, have @&ated and shared
various educational opportunities for staff. Provost, Dean%'{&)irectors are the leaders
and facilitators of individual and group development :‘.&Q

In terms of the broader human resourci%a agement picture, it was argued that

the interface across management of ch@r

management in education is crucial '%ange is to be meaningful**. He maintained that in

nization culture and human resources

a turbulent and discontinuod@%ﬂonment, such as the one we are witnessing in the

1990s, human resource flagement which focuses on cultures and organizational
c:’é

structures will ha@

He e]@x that unless all those in education are committed to changes and a new

1 role to play in organizations.

culture@e he school is not going to achieve its goals. In such a climate, the need for
co@:ting to the professional development of individuals becomes paramount. Human
Resources management is about supporting, leading and providing professional
development and other services. All these features contribute towards the overall
objectives of the education setting. Because of the current systemic-wide changes in

education and the critical role human resources managers play in ensuring that the people
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and organizational objectives are met, we developed a postgraduate elective unit which
underscores the critical role of human resources management in all educational contexts.

Higher education institutions, as the center of excellence, should be able to
produce high quality manpower to face the challenges in increased competition in this
globalization era. In various literatures, institutions of higher education must carry out
three functions; developing human resources developing knowledge and technologys, and
producing agents of change. Those three functions must be fully understood” by the
administrators and faculty members of a university. Human Resources\dte~the key in the
success of a higher education institution to produce gradwatesS~who can positively
contribute to society. Educational service providers need te be'managed in a stay up-to-
date with the needs of the society and with the develgpment in science and technology. A
higher education institution has to be managed™dynamically with well-planned and
modern management systems. Higher Education Institutions face challenges in planning,
organizing, and assessing the performance of employees in achieving the goals of
producing high quality gradudtes 2

Employees are the main components to achieve the goals of academic programs
in a university in the efforts to attain its visions and missions. A university must have a
complete system for its human resources management that is suitable for its plans and
developments. Considering its central role, employees must be well governed and
consistently improved whether from the academic side to fulfill professional demands as
well as from the character side to provide the best services to the students. The
governance of a university is a very complex system involving the management of
academic and teaching processes, as well as administration. The lecturers are the key
elements, both in supporting the university’s accreditation as well as the turning out of

quality graduates
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For the attainment of educational objectives in the school setting, all efforts must
be made to ensure that the right human resources are secured, retained and developed
since the quality of education in any given society depends considerably on the number
and quality of its human resources, Invariably therefore, one of the foremost functions of
public administration is the development and maintenance of an efficient and effective
school staff *°. Sharing this view it was opined that given that quality learning in our
colleges of education depends on the recruitment, retention and development of
professional teachers. Effective human resources management procedures are essential
pre-conditions for the employment and continual development of adequately qualified
and dedicated staff that would promote an optimum level of performance towards the
provision of quality education 8. Human resources management practices can be said to
be representing the operational or production aspect of human resources management.
Such practices include:

a. Recruitment Services (e.g. advertisement, preparing candidate's specifications,

long listing and short listing candidates, arranging interviews and handling the

correspondence).

b. Pay procedures and associated procedure such as the provision of job evaluation
services.

c. Employment services (i.e. condition of service procedures - informing managers

and employees, recording employee details, handling enquiries and the likes).

d. Employee relations - especially organizing arrangements for Management - Union

meeting, taking records, providing relevant information on pay rates, recent agreement,

legal aspects, monitoring grievance and disciplinary procedures and the likes 3.
Essentially, to be able to attain educational objectives through the human

resources within the school system, the following are some of the human resources
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management practices that must be taken care of: Human resources planning;
Recruitments; Selection; Socialization; Training and development; Compensation and
Staff welfare >*.

2.1.2 Concept of Leadership and Leadership Styles

Leadership is a process by which an executive can direct, guide and influence the
behavior and work of others towards accomplishment of specific goals it a(@ven

O

situation. It is the ability of a manager to induce the subordinates to work.w% fidence
SO

W

and zeal. It is the potential to influence the behavior of others'*. It co e defined
as the capacity to influence a group towards the realization of\ 1)'Since leaders are
required to develop future visions, it is their duty to motiv@%organizational members
to want to achieve those visions. Leadership is 1@ with the ability to persuade
others to seek defined objectives enthusiastic ly%is the human factor which binds a
group together and motivates it towards éaj;%‘”.

Leadership has one million @ne definitions but no consensus one; essentially,
as related to colleges of educ?(ow@ could be defined as a relationship through which the
management team influ ‘the behavior or actions of other members of staff in their
various colleges @Qu ation. In everyday life, leadership and Management are
erroneousl interchangeably. Management is about developing, planning and
control i organizational resources while leadership is about the aligning people to
the expected outcomes of organizational vision, goals, aims and objectives'*?. In order to
lead, one must be able to manage and hence the two are closely related '*2. Accordingly,
leadership in colleges of education is viewed as a process of encouraging and helping
members of staff (both teaching and non-teaching) to do something of their own volition,

neither because it is required nor because of the fear of consequences of non-compliance.

It is thus a process of encouraging and helping both the lecturers and other members of
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staff to work enthusiastically towards the realization of its objectives. It is the human
factor that binds every member of staff in that college together and motivates them
towards goals, thereby transforming the college’s potentials into reality'*S. A good and
capable leader in those colleges provides direction for the colleges of education and leads
both the teaching and non-teaching staff towards achieving desired goals of the colleges

138, Leaders in these colleges of education use their influence factor to dm\mher

N

members of staff towards achieving goals and to maximize the results_inth€ir ‘various
colleges. The influence factor does not mean that the leader is hav%}wer over the
followers and controlling or directing them to the goals the @S@want to achieve;
rather it is the leaders’ own actions that affect the follower%@viors and actions'?’.

Generally speaking, followers will emulat @;ader’s acts and behaviors thus
leading to the achievement of the desired goals ™27/ This implies that leaders must not
only inspire their subordinates thrm@.)%r but also actions. Leaders of any
organization are expected to carry (2;8' ks with limited resources to the maximum level
in order to maintain the %@ive edge and sustain profitability position of the
organization 7.

%'\
Leadershi isg i;hportant function of management which helps to maximize

efficiency n@* achieve the organizational goals. The following points justify the
e é

import@

1\/Initiates Action: Leader is a person who starts the work by communicating the

leadership in a college of education!**,

policies and plans to the subordinates from where the work actually starts.
ii Motivation: A leader proves to be playing an incentive role in the concern’s
working. He motivates the employees with economic and non-economic rewards

and thereby gets the work from the subordinates.
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iii Providing Guidance: A leader has to not only supervise but also play a guiding
role for the subordinates. Guidance here means instructing the subordinates the
way they have to perform their work effectively and efficiently.

iv Creating Confidence: Confidence is an important factor which can be achieved
through expressing the work efforts to the subordinates, explaining them clearly
their role and giving them guidelines to achieve the goals effectively. ® Iso
important to hear the employees with regards to their complaints an, %'b&lems.

v Building Morale: Morale denotes willing co-operation of the‘%\@yees towards
their work and getting them into confidence and winnin Trust. A leader can
be a morale booster by achieving full co-operation @'@t they perform with best

of their abilities as they work to achieve %@
ntY

vi Builds Work Environment: Managem getting things done from people. An
efficient work environment hel{;n)%x and stable growth. Therefore, human
relations should be kept int?b’ by a leader. He should have personal contacts
with employees and é@listen to their problems and solve them. He should
treat employees Manitarian terms.

vii Co—ordin@c -ordination can be achieved through reconciling personal
int e@ith organizational goals. This synchronization can be achieved through
é(%wnd effective co-ordination which should be primary motive of a leader.

T@lowings are the main roles of a leader in an organization, most especially in
colleges of education:

» Required at All Levels: Leadership is a function which is important at all levels
of management. In the top level, it is important for getting co-operation in
formulation of plans and policies. In the middle and lower level, it is required for

interpretation and execution of plans and programs framed by the top
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management. Leadership can be exercised through guidance and counseling of the
subordinates at the time of execution of plans.

> Representative of the Organization: A leader, that is., a manager is said to be
the representative of the enterprise. He has to represent the concern at seminars,
conferences, general meetings, etc. His role is to communicate the rationale of the

enterprise to outside public. He is also representative of the own de ent

&

which he leads. . Q?
> Integrates and Reconciles the Personal Goals with Orgarfn%&na Goals: A

leader through leadership traits helps in reconciling/ integrati “the personal goals
of the employees with the organizational goals. I—Q)&C‘?rying to co-ordinate the
efforts of people towards a common pu o@ thereby achieves objectives.
This can be done only if he can influen a@

accomplish the objectives. ‘ ‘\\‘

> He Solicits Support: A lea % a manager and besides that he is a person who

get willing co-operation and urge to

entertains and invitesw and co-operation of subordinates. This he can do by
his personality, ifitelligence, maturity and experience which can provide him
positive r@lb% is regard, a leader has to invite suggestions and if possible
imple )\‘them into plans and programs of enterprise. This way, he can solicit
61 pport of employees which results in willingness to work and thereby
effectiveness in running of a concern.

> As a Friend, Philosopher and Guide: A leader must possess the three
dimensional traits in him. He can be a friend by sharing the feelings, opinions and
desires with the employees. He can be a philosopher by utilizing his intelligence
and experience and thereby guiding the employees as and when time requires. He

can be a guide by supervising and communicating the employees the plans and
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policies of top management and secure their co-operation to achieve the goals of a
concern. At times he can also play the role of a counselor by counseling and a
problem-solving approach. He can listen to the problems of the employees and try
to solve them 3¢,
A leader has gotten multi-dimensional traits in him which makes him more appealing and
effective in carrying out his or her official duties. The following are the requisit be

&

> Physical Appearance: A leader must have a pleasing appeaf% hysique and

present in a good leader:

health are very important for a good leader. . @”

» Vision and Foresight: A leader cannot maintain ir@&e unless he exhibits that
he is forward looking. He has to visuali @)ns and thereby has to frame
logical programs. @

» Intelligence: A leader should @?&%ent enough to examine problems and
difficult situations. He sho@ analytical who weighs pros and cons and then
summarizes the situad@erefore, a positive bent of mind and mature outlook
is very importan %'\

> Commun@@%ﬂls: A leader must be able to communicate the policies and
pro c@cleaﬂy, precisely and effectively. This can be helpful in persuasion
6(1 imulation.

QObjective: A leader has to be having a fair outlook which is free from bias and
which does not reflects his willingness towards a particular individual. He should
develop his own opinion and should base his judgment on facts and logic.

» Knowledge of Work: A leader should be very precisely knowing the nature of
work of his subordinates because it is then he can win the trust and confidence of

his subordinates.
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> Sense of Responsibility: Responsibility and accountability towards an
individual’s work is very important to bring a sense of influence. A leader must
have a sense of responsibility towards organizational goals because only then he
can get maximum of capabilities exploited in a real sense. For this, he has to
motivate himself and arouse and urge to give best of his abilities. Only then he
can motivate the subordinates to the best. . \(b,
> Self-Confidence and Will-Power: Confidence in himself is import. &arn the
confidence of the subordinates. He should be trustworthy an '}d andle the

situations with full will power. . @”

» Humanist: This trait to be present in a leader is e%@l because he deals with

human beings and is in personal contact %t@m He has to handle the personal

problems of his subordinates with gree:tgl nd attention. Therefore, treating the

human beings on humanitariar@;%ﬂ
environment. (b'lél

» Empathy: It is an o@ﬁe “Stepping into the shoes of others”. This is very

is essential for building a congenial

important becau ir judgment and objectivity comes only then. A leader should
understan@r lems and complaints of employees and should also have a
co l®iew of the needs and aspirations of the employees '3%.
All the@qu lities would help in improving human relations and personal contacts with
th&ployees most especially lecturers in colleges of education. From the above
qualities inherent in a leader, one can understand the scope of leadership and its
importance for scope of colleges of education. A leader cannot have all traits at one time
but a few of them helps in achieving effective results. Having looked at the meaning, it is

worthy to briefly look at some leadership styles.
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Leadership styles refer to the behavioral approach employed by leaders to
influence, motivate, and direct their followers'#!. A leadership style determines how
leaders implement plans and strategies to accomplish given objectives while accounting
for stakeholder expectations and the wellbeing and soundness of their team. Leadership
styles have been studied in various fora to establish the appropriate or most effective
leadership style that motivates and influences others to accomplish set goals. T'Wjor
tenet of effective leadership style is the degree to which it builds follo st!'¥ A
leadership style could therefore be said to mean methods a leader enﬁ%\m managing,
directing, and motivating followers. A leadership style is a lead{(%'e\thod of providing
direction, implementing plans, and motivating people'*!. é@ers are characterized as

individuals who have differential influence ov;r @setting of goals, logistics for

coordination, monitoring of effort, and rewards andyptnishment of group members'4!.
Leadership style when relative.jx\f colleges of education refers to the
management’s methods and beha\@'b' hen directing, motivating, and managing other
members of staff in the col’ﬁ@qaf education. The management’s leadership style also
determines how they strategiz€ and implement plans while accounting for the expectations
of stakeholders a@e -being of their teaching and non-teaching staff 1%,
T%@ﬁhip styles can either be classified on the basis of behavioral approach
or situational approach. These approaches comprised of several theories and models

whichdre explained below:
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Leadership
Styles

Situational
Approach

Figure 2.1: Approaches to Leadership Styles I @
ch

Source!’
Leadership Styles Based on Behaviorz@%

1. Power Orientation: The po%'o entation refers to the “degree of authority”
that a leader adopts t@e the behavior of his subordinates. Based on this,

the leadership styl cap be further classified as:
> A I@eadership style

> @impaﬁve Leadership style

Laissez faire Leadership style 2%,
Q‘eadership as a Continuum: The proponent of this model believed that there are
several leadership styles that range between two extremes of autocratic and free-rein,

which are shown below:
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Autocratic
(Boss Centered Leadership)

Free-Rein
(Subordinate Centered Leadership)

Use of Authority by
the Manager

Area of Freedom
for Subordinates

Manager Takes | Manager Presents | Manager Presents Manager Permits
Decisionand Ideas and Invites Problems, Get Subordinates on
Announces Suggestions Suggestions and Function Within Limits
Makes Decisions Defined by Superior
Manager Sells Manager Presents Manager Defines
Decision Tentative Decision Limits, Asks Group
subject to Change to Make Decision

Source 37

~ ¢
Figure 2.2:  Approaches to Leadership Styles II Q‘)&CO

Employee-Production Orientation: Several ty@%earch were conducted to

study the leadership behavior that gets affs by the several characteristics that are

related to each other. It was found t atgljkyee orientation and production orientation

play an important role in determini

¢ leadership style '*8, The employee orientation is

based on the premise that an}&?oyee is an important part of the group and is in parallel

'\

to the democratic lea@ style. Whereas the production Orientation focuses on the

production and@al aspects of the job and the employees are considered as the tools

for accou@g the jobs. Thus, the production orientation is parallel to the autocratic

le style 138,

4. Likert’s Management System: In a study of the patterns and behavior of managers

to identify the leadership styles four systems of management were defined '3°. These

four systems are: Exploitative Authoritative, Benevolent Authoritative, Consultative

System and Participative System. Example is Likert’s Four systems of Management.
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5. Managerial Grid: The managerial grid is the tool designed by Blake and Mouton
to determine the leadership style. According to them, the leadership style gets influenced
by both the task-oriented and relation-oriented behavior in varying degrees. Example of
this is Blake and Mouton’s Managerial Grid?°.

6. Three Dimensional Grid: The three-dimensional grid which is also referred to as
Reddin 3-D leadership model included the effectiveness dimension along witheth€xask-
oriented and relationship-oriented dimensions to study how a leader behaves<in a given
situation and a specific environment. Example of this is Reddin 3-D Leadership Model'*2.
Based on Situational Approach

1. Fiedler’s Contingency Model: This theory is givenso\dentify the situational
variables and their relationship to determine the Jleadesship styles. Thus, this model is
comprised of three elements, leadership .styles, situational variables and the
interrelationship between these two'!3’.

2. Hursey and Blanchard’s Sitaational Model: According to this model, the
leader has to adopt the leadetship style that matches up with the subordinate’s maturity,
that is, his willingness to.disgcthis behavior towards the goal'®’.

3. Path-Goal Madel:"The Path-Goal Model is given to predict the effectiveness of
leadership styl€s, 't varied situations. It was believed that the foremost function of any
leader is«to define the goals to the subordinates clearly and assist them in finding the best
path'to/accomplish that goal'*’.

Thus, a manager’s behavior and the situational demands give rise to several
leadership styles as discussed above'?’. One of the key reasons why certain leadership
styles are blocked with positive outcomes for employees and organizations is the extent
to which they build follower’s trust in leaders !5, Trust in the leader has been linked to a

range of leadership styles and researches suggest that when followers trust their leaders

64


https://businessjargons.com/blake-moutons-managerial-grid.html
https://businessjargons.com/reddin-3-d-leadership-model.html
https://en.wikipedia.org/wiki/Leadership_style

they will be more willing and able to go the extra mile to help their colleagues and the
organization and feel safe to speak up and share their ideas. In contrast, when a leader
does not inspire trust, a follower’s performance may suffer as they must spend time and
energy watching their backs!'?’.

The development of leadership styles has led to increased efficiency and virtual
team spirit in virtual teams. Leadership styles define how leaders strategia eir
relationships with their followers. Knowing the leadership style is vital t &ng the

N

loyalty of followers and increasing the effectiveness of the leader’. s carried out
indicate that followers who trust in their leaders are more likel lﬂ;ﬁ(ﬁ’low through with
the leaders’ instructions over and above the expected. In @%hey will accomplish set
goals while being allowed to speak freely to g'i@g 1deas and suggestions on the

direction of the projects at hand'"’. Hence, 3%&1 ship style could be described as a

leader’s methods, characteristics am@%ﬁ

managing their staffers. These lhip styles could also be referred to as the

iors when directing, motivating, and

determining factor on how | erqdézvelop their strategy, implement plans and respond to

changes, whilst managi & expectations of stakeholders and the wellbeing of their

team'®”, ( Q
Why Do a@hip Styles Matter?
i

A lead style adopted by any leader is usually a combination of their personality, life
ex@wes, level of emotional intelligence, family dynamics, and way of thinking'?8.
Thus, leaders in colleges of education should be able to understand their leadership style
in relation to a combination of traits listed above and determine how best they can be
more effective.

Effective leadership has more to do with leadership style. Hence, a leader’s ability

to take charge and know whether a situation requires an executive decision or a more
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consultative one is vital'*!. Furthermore, a leader needs to have the ability to know the
most effective leadership style that is suitable for an organization or situation to succeed.
Understanding one’s leadership style allows a leader to take ownership, control, and
responsibility for the size and scope of the tasks ahead!'®.An understanding of one’s
leadership style and the ability to be flexible based on changing circumstances will likely
result in the additional benefits as regards the improvement in communicati nd
collaboration. These benefits are increase in employee engagement, str Xing of
team effectiveness and leadership effectiveness becomes conspicuousf%e organization

leading to recognition'3’. . @”

Leadership and management when compared cann(é'ﬁg%sed interchangeably; the

two concepts are not synonymous. Leadership %,ﬂ@yequire any managerial position

to act as a leader. On the other hand, a manilﬁr be a true manager only if he has

gotten the traits of leader in him. By V@‘\Q\ s/her position, manager has to provide
leadership to his group'*. In order(,é'@ﬁcomplish goals, a manager must fulfill all five
management functions: Plz@ Organizing, Staffing, Directing, and Controlling.
Leadership is encompa within these functions, but it is not inherently linked to
management. Le@ s a broad term that can apply to individuals based on their
personal % ¥such as being a leader of a club, class, welfare association, or social

organiz@bn
e

not aldeaders are managers'?’.

among others. Hence, it is accurate to say that all managers are leaders, but

A leader is an individual who influences the actions and productivity of others
within a group to collectively attain specific objectives in a particular context. Conversely,
a manager can only be considered a true manager if they possess leadership traits.
Managers at all levels are expected to serve as leaders for their work groups, ensuring

that subordinates willingly follow instructions and accept their guidance. Leadership can
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be attributed to a person based on their overall qualities. Therefore, leaders and managers

can be compared based on the following criteria:

A person becomes a manager by virtue

A person becomes a leader on basis of his

Origin of his position. personal qualities.
Formal Rights Manager‘has got forma‘l rights in an Rights are not available to %
organization because of his status.
The subordinates are the followers of | The group of e %55 hom the leader
Followers )
managers. leads are his follow
) A manager performs all five functions | Leader in & people to work willingly
Functions
of management. for grou objectives.
‘ A manager is very essential to a - \;ﬁ er is required to create cordial
Necessity A 1on between person working in and for
concern.
ganization.
S
Stability It is more stable. < \) R Leadership is temporary.
Mutual
Relationship All managers are leaders. Qcp" All leaders are not managers.
7
. Manager is ac able for self and | Leaders have no well-defined
Accountability .
subordlnates and performance. | accountability.
Concern A mani@'s)concem is organizational | A leader’s concern is group goals and

go

Q

member’s satisfaction.

Followers < )

?;ﬂle follow manager by virtue of job
escription.

People follow them on voluntary basis.

A manager can continue in office till he

Role . . . o A leader can maintain his position only
. . performs his duties satisfactorily in .
continuation . o through day to day wishes of followers.
congruence with organizational goals.
Manager has command over allocation A leader has command over different
Sanctions & sanctions and related task records. These

and distribution of sanctions.

sanctions are essentially of informal nature.
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Figure 2.3:  Leadership and Management: The Comparism
Source '3

There is a symbiotic relationship between leadership and authority as it applies to
colleges of education. The authority exercised is a kind of legitimate power and people
follow figures exercising it, because their positions demand so irrespective of the person
holding the position'*?. Leaders in colleges of education or other fields may possess
formal authority, but their primary influence comes from the informal auth@hey
exercise over people. These leaders are trusted for their discernment .A&emed for
their expertise and integrity, among other qualities. Consequently, individuals follow

[ ﬂ
them not simply because of their position, but because th@ﬁ ct and value their

leadership. It is important to recognize that forma],&&rity and the power that
accompanies it may not always yield the @k)&}lﬂuence over staff members,
particularly during times of crisis and diﬁﬁg@when it may be perceived as coercion.
Conversely, leadership has the cap itgm)'\mspire voluntary followership and choice,
without imposing acceptance of i%%@r directives!3.

Authority often lacks room for receiving feedback, constructive criticism, or the
opinions of those on @ .}s exerted. In contrast, leaders offer their followers ample
opportunities to,igre)ss their thoughts and provide feedback. When dealing with adults,
relying 50%9 authority to direct and discipline them is rarely effective. Leadership, on
%-‘ and, offers a superior approach by fostering sharing and involvement, thereby
building rapport with followers and establishing long-term relationships. The use of
authority alone is insufficient to induce lasting changes in people's attitudes and
behaviors. In contrast, leaders inspire their followers through their own exemplary

actions, thereby displaying greater effectiveness in addressing and influencing the

attitudes and behaviors of individuals'3®. Exercising authority sometimes limits the
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approaches to arrive at solutions for issues and problems while leadership encourages
people to look beyond the obvious and think innovatively and sometimes emerge with
radical solutions'?’.

Apart from the above, the biggest difference between the two is the moral
authority held by leaders over the followers which is absent in the case of power from
authority. Within the organizational setup when leaders also have moral authority\ eir
subordinates by establishing a synchrony in their words and actions;_ t %'%of the
structure and processes of the organization also get aligned to it, thﬁ%ating a robust
and transparent culture. Authoritative way of working also e@a@es individuals to
work in silos while in the organizations of today; the le%@%eed to have a complete
picture and coordinate with other functions and d p@ts as and when required. It is

N

indeed difficult for mangers and leaders to % ut of their circle of authority and

coordinate and interact with external pe{p!e%'b

effective approach to leadership a @anagement is when leaders come out of their

ever, the need of the hour and the more

comfort zone and move fror@sing authority on a small group to leading the entire

organization'4’, ‘%'\
Individual@% not rely on authority but lead people, are the ones who enjoy
the privile @Heir ideologies and thoughts practiced by later generations long after
they ar@on . Even with individuals who held positions of responsibilities, the ones who
ac@ led their people are the ones remembered and followed'S.

Motivation is a goal-oriented characteristic that helps a person achieve his
objectives. It pushes an individual to work hard at achieving his or her goals. An

executive must have the right leadership traits to influence motivation. However, there is

no specific blueprint for motivation. As a leader, one should keep an open perspective on
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human nature. Knowing different needs of subordinates will certainly make the decision-

making process easier'%,

Both the lecturer as well as the management team must possess leadership and

motivational traits. An effective educational leader must have a thorough knowledge of

motivational factors for others. He must understand the basic needs of employees, peers

and his superiors. Leadership is used as a means of motivating others '*°. Given b are

the important guidelines that outline the basic view of motivation:

&
Harmonize and Match the Subordinate’s Needs with m%}ganizational
Needs. As a leader, the executive must ensure that t-hé\Ql%i&ss has the same
morals and ethics that he seeks in his employees. é&ould make sure that his
subordinates are encouraged and trained i a@ﬁer that meets the needs of the
business. Q

Appreciation and Rewards are{e.y)\&ﬁrators that influence a person to achieve
a desired goal. Rewarding @/ exceptional behavior with a small token of
appreciation, certiﬁcﬁ&etter can be a great motivator. If a certificate is
awarded to a per ifishould mention the particular act or the quality for which
the indivi@e g rewarded.

Bei le Model is also a key motivator that influences people in reaching
%als. A leader should set a good example to ensure his people to grow and
achieve their goals effectively.

Encouraging Individual Lecturers to get involved in planning and important
issues resolution procedure not only motivates them, but also teaches the
intricacies of these key decision-making factors. Moreover, it will help everyone

to get better understanding of their role in the organization. The communication
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will be unambiguous and will certainly attract acknowledgement and appreciation
from the leader.

= Developing Moral and Team Spirit certainly has a key impact on the well-being
of an organization. The metal or emotional state of a person constitutes his or her
moral fabric. A leader’s actions and decisions affect the morale of his
subordinates. Hence, he should always be aware of his decisions and a&' ies.
Team spirit is the soul of the organization. The leader should alw @ke sure

his subordinates enjoy performing their duties as a team and’%}hemselves a

part of the organization’s plans. . \%'\

A

= A leader should step into the shoes of the subor%@%s and view things from

subordinate’s angle. He should empathize @b them during difficult times.
eén

Empathizing with their personal prob akes them stronger-mentally and

emotionally. C‘\\‘
= A meaningful and chall% job accomplished inculcates a sense of
achievement among 4@665. The executive must make their employees feel
they are performifighahh important work that is necessary for the organization’s
well-bein@c ess. This motivational aspect drives them to fulfill goals '*.
To becom r@ﬁbient educational leader in a college, one must be self-motivated, know
one’s ié% needs and must have a strong urge to do anything to achieve your goals.
OI@IG leader is self-motivated, only then one can motivate others to achieve their
goals and to harmonize their personal goals with the common goals of the organization'#,
An organization is made up of people and when people are involved, emotions
automatically come into play, and a workplace is no different. It would be unwise to
assume that a workplace is all objective, no emotion only performance kind of a packed

room where hormones have no scope to creep in however the fact is that emotions alone
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are the biggest motivator or de-motivator of an employee. The emotions alone, govern
the performance and efficiency of a worker and had it not been the case, we would have
never talked about the importance of work-life balance and for the present context, the
need of emotionally intelligent leaders '*7.

The current times are very dynamic not just economically but also socially where
the social fabric is rapidly evolving due to globalization and other inﬂuenc\ he
average age of the workforce is reducing and the leaders now look forwar &naging
people belonging to different cultures and backgrounds. In sucﬁ%'klation, it is
important for a leader to be highly sensitized to the emo@ﬁ‘spects of his/her
transactions with people '3°. Qb)&%

Emotional Intelligence is basically the abi it@ecognize and understand one’s
own feelings and emotions as well as those of @and use that information to manage
emotions and relationships. The 4 imp@&;%ects of emotional intelligence are self-
awareness, self-management, socia %‘reness and relationship between management or

social skills !3°, VQ)

A leader tends totave a huge influence on the thoughts and motivation of people.
He/she has the c@t enthuse optimism and confidence in the followers and lead
them to const e endeavors which is called resonance and on the other hand they can
negativ@ influence them to destruct, examples of such leaders are Adolf Hitler and
Osa in Laden '3,

Leaders are closely observed in terms of their body language, facial expressions
etc. So, it is important for a leader to consider the non-verbal form of expressions as well,
which may positively or negatively influence followers. Therefore, if a leader is talking
about ethics in business with a slightly unconvinced and bemused look on his face, the

followers make a note of it and the message is not received by them. A leader has to act
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as a role model too, supporting his statements, ideologies and values with appropriate
actions!*0.

As a leader one also has to be aware of one’s own capabilities and weaknesses, it
is difficult to accept guidance from a leader who is not self-aware. As managers, leaders
have to empathize as well with the situations, emotions, aspirations and motivations of
the subordinates. A decreasing performance of a team member might be beca fa

S

subordinate who uses abusive language with others might be lackin‘% idence in his

number of reasons, a disruptive worker might be facing motivation i and a

own abilities. A leader needs to discern facts and try and re 'Eleeper levels and

understand things beyond obvious'?®. ®®

Apart from the above reasons, emotional ji @ﬁnce is also important because
the followers or subordinate expect it from their ers. A subordinate working closely
with the manager would expect the m nz;g%}io understand his situation and priorities.
And not surprisingly, whether man%él@es so or not, affects his level of commitment and
performance at work!%. VQ)

A leader has to Iy know and understand when he/she needs to be directive
and when he HGG@QSI gate. He/she needs to be aware, when the team members are
acting as e@v and when there are differences. It is sometimes awkward to address
emotio&‘%cts of transactions between people but leaders need to understand the
im@nce and relevance of it as it has a huge impact on the performance outcomes.
While conducting reviews and development dialogues, the feedback has to be delivered
in a manner which is acceptable 137

The leader needs to be sensitive to the insecurities and apprehensions of the

subordinates which sometimes might be expressed and sometimes kept undisclosed. At

the senior level it is all the more important as the senior executives find it hard to clearly
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outline their anxieties and differences and the leader has to anticipate some of them. So,
to be able to attract and retain talented subordinates and keep them motivated, a leader
needs to brush up on his people skills and emotional intelligence, as all of them are not
born with the charisma to hold people. Fortunately, emotional intelligence with practice
and carefully directed efforts can be increased '*8.

Organizations need strong leadership for optimum effectiveness. Leaders as
we know, is a trait which is both inbuilt and can be acquired also, '&Eational
leadership deals with both human psychology as well as expert tac‘t@ganizational
leadership emphasizes on developing leadership skills and -ab&s'\that are relevant
across the organizations. It means the potential of the indivé& to face the hard times in
the industry and still grow during those times. It le@ﬁlentiﬁes and distinguishes the
leaders from the managers. The leader should hawe potential to control the group of
individuals!3, C‘\\‘

An ideal organizational lea @ould not dominate over others. He should guide
the individuals under him, giﬁé)ﬂ a sense of direction to achieve organizational goals
successfully and should @@onsibly. He should be optimistic, he should be empathetic
and should under@e need of the group members. An organizational leader should
not only 1 d@ﬁs individually but also manage the actions of the group. Individuals
who ar@%y ambitious, have high energy level, an urge to lead, self-confidence,
in‘[e@nce, have thorough knowledge of job, are honest and flexible are more likely to
succeed as organizational leaders. Individuals who learn the organizational leadership
develop abilities and skills of teamwork, effective communication, conflict resolution,
and group problem solving techniques. Organizational leaders clearly communicate
organizational mission, vision and policies; build employees morale, ensure efficient

business operations; help employees grow professionally and contribute positively
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towards organizations mission!*’. Organizational leadership involves all the processes
and possible results that lead to development and achievement of organizational goals. It
includes employees’ involvement, genuineness, effective listening and strategic
communication ',

Factors Affecting Leadership Styles

Leadership is about building relationships. A leader must ensure that the g(ral\ the
leadership style is not confined to getting results. It must encourage a hea}tk@onship

between leaders and followers. ‘%\

There are four main factors that affect leadership styles. These fa\@)ﬁe:

1. The Led . QQ;&%\

2. The Leader

S
3. The Situation
4. The Communication 4. Q@

A leader has to weigh these facto@ile selecting a leadership style, because a key
factor in one situation maf\@zgigniﬁcantly affect another situation. It is vital to
understand these factors ‘%'\

The Led: This Qt@%m directly under a leader’s influence. They are the team
members t t@\leader is responsible for. The team has a common goal and must work
togethe@o hieve the goal. A team comprises diverse team members, and, therefore,
th@pond differently to the same type of leadership style. Leaders need to know their
team members individually, for example, their characteristics, driving force, traits, etc.
They should know if a team member has low self-esteem, possesses a can-do attitude, or
is scared of trying. Knowing each team member helps a leader determine their strengths
and weaknesses, and they can use the best leadership style to motivate team members

individually 4.
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The Leader: Another important factor that affects leadership style is the leaders
themselves. Leaders must understand themselves, as their personality affects their
leadership. They should know their strengths and weaknesses. Self-awareness is
important for a good leader. The ability to look inwards and honestly assess themselves,
acknowledge weaknesses and shortcomings, and be willing to make changes and
improvements are vital for good leadership. Being aware of their personality ¢ ow
them to communicate better, assess the needs of team members, and bui ductive
relationships. Leaders can ask superiors and colleagues to evaluatw‘%\x and provide
feedback. Good leaders accept feedback and learn from it 140, « \%'\

A

The Situation: One cannot use a single leadership style %@ situations. A leadership
style that is useful for one situation might not work %Qother. A leader has to consider
PET factors before deciding on the leade Qstrategy. PET stands for People,
Equipment, and Time. A leader has to c{r;s):\} e level of competence, motivation, and
commitment of team members to p the task. Some team members may need close
monitoring, while others mawgéquire such supervision. Timing is key in leadership.
Taking action at the ri is a must to get the desired results. A good leader who
adopts the wrong@h style may re-analyze it and take corrective action instead of
holding onto @“

The C@m nication: Communication is the exchange of information from one person
to@xer. Effective communication occurs when the message is passed across from one
party to the other, and the other party understands it and provides feedback. The
importance of effective communication cannot be overemphasized in the work

environment. Open communication makes communication more effective and motivates

the team 4.
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Body language and physical actions also represent a form of communication. The
action or inaction in situations sends a message to the team. The correct communication
with the right leadership is important in earning trust, and it builds confidence and
motivates team members. Saying the right thing can boost the morale of the team, even if
it is criticism. Criticism done in the right way can motivate team members 0.

All leaders do not possess same attitude or same perspective. As discusse(}\ ier,
few leaders adopt the carrot approach and a few adopt the stick approach, T of the
leaders do not get the things done in the same manner. Their style szﬁ%‘}e leadership
style varies with the kind of people the leader interacts and deal?(\‘(l%?& perfect/standard
leadership style is one which assists a leader in getting t@t out of the people who

follow him. The notable ones are summarized in %@below:
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D‘E“‘““"t_i‘ Autocratic m?im
Leadership Leadership S P
Deasions Decisions from a Pkl
Bisad oh = from individual
2 single source

input j employees
Eh'ategic_ Transformational ﬂ Transactional
LEHE'!_H‘SI'IIP % Leadership - Leadership
St ¥ Pushing to think Employses
e ! and work in naw get rewarded
and goals

Coaching s Bureaucratic Non
Leadership s | leadmbip e
Leader y i o0w _ Energstic focus
SEMIIRS 'Frm:n e | \ onthe futurs
individuals policy !

Pacesetting Leadership ﬂ ! Situational Leadership

Leaders sets ambitious Decisions and |aadar5h||:|
goals styles vary by situation
Y

Fi «4: The Common Leadership Styles
Souree 1.

1. Democratic Leadership Style

A democratic leadership style is where a leader makes decisions based on the input
received from team members '*’. It involves involving lecturers in colleges of education
in decision-making processes and valuing their inputs and expertise, with this style,

lecturers are given opportunities to participate in curricular development, policy-making,
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and departmental decisions. It is a collaborative and consultative leadership style where
each team member has an opportunity to contribute to the direction of ongoing projects.
However, the leader holds the final responsibility to make the decision. Democratic
leadership is one of the most popular and effective leadership styles because of its ability
to provide lower-level employees a voice making it equally important in the organization.
It is a style that resembles how decisions are made in company boardrooms. De tic
leadership can culminate in a vote to make decisions. Democratic le ip also
involves delegation of authority to other people who determine w‘o%ssignments. It
utilizes the skills and experiences of team members in carrying @fl’(\s The democratic
leadership style encourages creativity and engagement 0%; members, which often
leads to high job satisfaction and high productivi y@/ever, establishing a consensus
among team members can be time-consumi costly, especially in cases where
decisions need to be made swiftly 7. C.j\\‘
A

The democratic leadership style consists of the leader sharing the decision-
making abilities with group members by promoting the interests of the group members
and by practicing social equality The boundaries of democratic participation tend to be
circumscribed by the organization or the group needs and the instrumental value of
people's attributes (skills, attitudes, just to mention a few). The democratic style
encompasses the notion that everyone, by virtue of their human status, should play a part
in the group's decisions. However, the democratic style of leadership still requires
guidance and control by a specific leader. The democratic style demands the leader to
make decisions on who should be called upon within the group and who is given the right
to participate in, make, and vote on decisions.'>. Research has found that this leadership
style is one of the most effective and creates higher productivity, better contributions

from group members, and increased group morale. Democratic leadership can lead to
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better ideas and more creative solutions to problems because group members are
encouraged to share their thoughts and ideas. While democratic leadership is one of the
most effective leadership styles, it does have some potential downsides. In situations
where roles are unclear or time is of the essence, democratic leadership can lead to
communication failures and uncompleted projects'*. Democratic leadership works best
in situations where group members are skilled and eager to share their knowledge. It is
also important to have plenty of time to allow people to contribute, develop a plan, and
then vote on the best course of action.!3,

Democratic leadership style is also known as participe)%l’éadership style or
Facilitative Leadership style. It involves team memb@ key decision-making.
Democratic leaders do not make decisions them % ey welcome input from team

members and make their final decisions bas % collective feedback. In democratic

leadership, the leader asks, “What do yo@"

feel valued, and they will be more d @ed to their tasks!*’.

his involvement makes team members

It resembles how leadk&ﬁen make decisions in colleges’ board meetings. For
example, a democratic "might give the team a few decision-related options in a
company board r@ ey could then open a discussion about each option. After a
discussion,hi der might take the board's thoughts and feedback into consideration, or
they mj ‘%n this decision up to a vote'*®.Democratic leadership is one of the most
effe e leadership styles. This is because it allows lower-level employees to exercise
the authority they will need to use wisely in future positions'*’. This participatory
approach fosters a sense of belonging, ownership, and job satisfaction as lecturers feel

their voices are heard and valued. Consequently, lecturers are more likely to remain in the

institution due to the democratic leadership’s inclusive nature.
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The process of reaching a consensus takes considerable time, resources, and
communication is a major challenge. Other challenges are: It can also impact decision-
making because some team members may not have the right expertise to make critical
decisions'®,

The invitation to team members to take part in decision making processes of the
organization and the encouragement given by the leader to the team members an
important role in the performances of the team members thereby makes it aqg;%e style,
though the ultimate decision-making power rests with the leader. T@kr guides the
employees on what to perform and how to perform, while the erﬁ\&‘?&se'e\s communicate to
the leader their experience and the suggestions if any. Th%&/ tages of this leadership
style are that it leads to satisfied, motivated and Q.Q\%lled employees. It leads to an
optimistic work environment and also encoura éativity. This leadership style has the
only drawback that it is time-consumingq.;\\‘

2. Autocratic Leadership Sty

Autocratic leadership is the‘ﬁ@@opposite of democratic leadership. In this case, the
leader makes all decisio behalf of the team without taking any input or suggestions
from them. The l@o s all authority and responsibility. They have absolute power
and dictate<al st to be undertaken to the subordinates. There is no consultation with
employ@ fore a decision is made. After the decision is made, everyone is expected to
support the decision made by the leader. There is often some level of fear of the leader by
the team. The autocratic type of leadership style can be very retrogressive as it fuels
employee disgruntlement since most decisions would not be in the employees’ interests'°.
An example can be a unilateral increase in working hours or a change in other working

conditions unfavorable to employees but made by leadership to increase production.

Without employees’ consultation, the manager may not be fully aware of why production
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is not increasing, thereby resorting to a forced increase in working hours. It can lead to
persistent absenteeism and high employee retention. However, autocratic leadership can
be an effective approach in cases where the leader is experienced and knowledgeable
about the circumstances surrounding the decision in question and where the decision
needs to be made swiftly. There are other instances where it is also ideal such as when a
decision does not require team input or an agreement to ensure a successful outcom@h?.

Autocratic leadership is described as a command-and-control type %ership.
An autocratic leader likes total control of the team. Their typical slaﬁ%ﬁo as you are
told” leader does not allow opportunities for input and suggesbi@)n'd the word “team”
does not apply to them. It is a strictly leader-and-follower \@?relationship Autocratic
leaders consider themselves the smartest. They like ‘:@xssert their authority to show off
their knowledge, skills, or perceived superiorityﬁry possible moment!#,

This leadership method is not ic@a.,)%{ tocratic leadership is not all bad. This
leadership style might come in han@en a crucial business decision is necessary most
especially, in terms of crise@eader knows his experience and superiority are the
edge over other team S to make the decision. Although this leadership style can
be efficient in decisfen-making, it can restrain innovation, collaboration, and other
ideas!®. 6\‘

SS Iso called Authoritarian, Coercive, or Commanding Leadership. As said
ab@t is the inverse of democratic leadership where the leader makes all the decisions
without taking input from anyone who reports to them. This style is most useful when an
organization needs to control specific situations, not as a standalone leadership style. It is
a style where the leader has complete command and hold over their employees/team. The
team cannot put forward their views even if they are best for the team’s or organizational

interests. They cannot criticize or question the leader’s way of getting things done. The
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leader himself/herself gets the things done!*?. The advantage of this style is that it leads to
speedy decision-making and greater productivity under leader’s supervision. Drawbacks
of this leadership style are that it leads to greater employee absenteeism and turnover.
This leadership style works only when the leader is the best in performing or when the
job is monotonous, unskilled and routine in nature or where the project is short-term and
risky!%. . \(b,

In colleges of education, autocratic leaders carry out strategies and di %&es with
absolute focus. This drive and clarity can lead to better performﬁ%\lt 1s efficient
because employees are not consulted before a change in diré\d\";g.'\lnstead, they are
expected to adhere to the decision at a time and pace stipu@%y the leader'#2. This type
of leadership is most effective when a college is l@%fﬁcult decisions and mostly in
times of crises in the colleges of education. This Yeddership style gives lecturers a clear
sense of direction. It can also make up f(;}\‘\p%f experience on a team!'3’,

The major challenge is th‘%l%est organizations today cannot sustain such a
hegemonic culture without 10si g%?nployees. It can lower morale and creative problem-
solving. An example of this,could be when a manager changes the hours of work shifts
for employees w@o'@c sulting anyone'#?. Other challenges with autocratic leaders
include: In 'n@\i'on, micromanagement, over-reliance on a single leader are the major
challen@ autocratic leadership style!*®. Such leadership styles often result in low
levels,of job satisfaction and increased turnover intentions among lecturers in colleges of
education. The lack of autonomy, limited participation in decision — making processes,
and rigid hierarchical structures can lead to frustration, reduced job satisfaction, and

untimely a desire to seek alternative employment opportunities

3. Laissez-Faire Leadership Style
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Laissez-faire leadership style is accurately defined as a hands-off or passive approach
to leadership. Instead, leaders provide their team members with the necessary tools,
information, and resources to carry out their work tasks'*®. The “let them be” style of
leadership entails that a leader steps back and lets team members work without
supervision and free to plan, organize, make decisions, tackle problems, and complete the
assigned projects. The laissez-faire leadership approach is empowering to employ@vho
are creative, skilled, and self-motivated. The level of trust and independenc to the
team can prove to be uplifting and productive and can lead to job‘%&:tlon At the
same time, it is important to keep such a type of leadershi ?&sﬁéck as chaos and

confusion can quickly ensue if the team is not orgamzed@%team can end up doing

completely different things contrary to what the te@xpects. According to research,

laissez-faire leadership is the least satlsfylng ‘%

effective!?”.

Laissez-Faire is the opposite o cratic leader. Here, leaders give team
members the full rein of respon51b1®hey allow team members to make decisions and
do not interfere. This leadewzétyle encourages trust between team members and
leaders. However, this 6d does not work well with unskilled and unmotivated
workers. The Lai sez%ir leadership style allows team members to take responsibility
and make ns. It is important to ensure this freedom doesn’t backfire. This
leaders ‘%e works well with skilled and experienced professionals who can work
inde dently However, the team leader needs to monitor team performance. It is also
called Delegative or Hands-off Leadership style. It is the least intrusive form of
leadership. The French term "laissez-faire" literally translates to "let them do as they
wish." Leaders who embrace it give nearly all authority to their employees!'3¢

If this style is used in colleges of education, laissez-faire leaders make employees

accountable for their work. This gives many employees an incentive to do their best work.
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This type of leader often creates a more relaxed company culture. This makes it a good
model for creative businesses like ad agencies or product design. It's also a good fit for a
business with a highly-skilled team'*.

In a young startup college, for example, you might see a laissez-faire college
founder who makes no major office policies around work hours or deadlines. They might
put full trust into their employees while they focus on the overall workings of run the
company. Because of this high level of trust, employees working for laisse '&leaders
feel valued. They get the information they need and use their resourcé%t experience to
meet business goals 3. . @"

The challenge with this style of leadership is that it @nit team development. It
can also be an issue if employees are new or inexpe @ This can lead to overlooking
critical college’s growth opportunities. So, it i Q’lant to keep this leadership style in
check. This leadership style emerges wl@r;)m rights and powers to make decisions is
fully given to the followers. This(,él@ can lead to a lack of support, direction, and
accountability for lecturers,&érfng in uncertainty, decreased job satisfaction, and
higher turnover rates. rérs may experience a lack of feedback, delayed decision
making and insu@ resources, which can negatively impact their motivation and
overall sati a@&

4. &le ative Leadership Style

QOften referred to as laissez-faire but different from it, a delegative leadership style
focuses on delegating initiative to team members. This is generally known as one of the
least intrusive forms of leadership, this literally translates to “let them do”. This is
therefore considered a very hand-off leadership style'3°. Leaders who adopts this style
have trust, relying on their employees to do their jobs. They don’t micromanage or get

too involved in providing feedback or guidance. Instead, delegative leaders give their
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employees the freedom to utilize their creativity, resources, and experience to help them
meet their goals. This can be a successful leadership strategy if team members are
competent and take responsibility for their work. However, delegative leadership can also
lead to disagreements among team members may split or divide a group. It can be
particularly difficult for newcomers to adapt to this style of leadership, or staff members
to develop an understanding of who is ultimately in charge and responsible for out€dpmes.
Therefore, it’s important that this leadership style is kept in check'#2. Qb)&

5. Transformational Leadership Style ‘%\

Transformational leadership style in a college of education\ﬂ%kifés and motivates

A

lecturers through a shared vision, mentorship, an%{;fessional development

opportunities. Leaders encourage creativity, inno at%@and continuous improvement in
educational practices. This style positively igces lecturers’ job satisfaction and
retention by fostering personal and @%ﬁo al growth, creating a positive work
environment, and supporting lectur % achieving their goals. This style is denoted by
this mathematical notation:*ﬂ@@ormation = Knowledge + Experience + Coaching
Leaders with this style ‘a shared vision, inspire and motivate their team to execute
that mission by @g rust, and as a result, transform their work environment'#!.
Leadershi 67@& gather these skills under four main titles, or 4 Types of behaviors.
These @i‘%alized Influence, Inspirational Motivation, Intellectual Stimulation and
Individualized Consideration '%°, These 4 types of behaviors would now be explored and
as well provide a simple formula for each of them below.

a. Idealized Influence: This otherwise known as Work Hard + Be a Role Model +
Be Ethical + Inspire + Emphasize a Common Mission. The above is the first

Transformational Leadership Style and it talks about Attitudes, being the Ideal Role

Model for the team members. It is all about “Walking the Talk”, inspiring people by
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practicing what they preach, winning their trust with your own actions, and with high
standards and ethical principles, keeping their needs above your own'4!,

The importance of Psychology is massive when it comes to leadership. If one has
an idealized influence, as a Leader, in your team members’ eyes, they will begin to have
you as their role model. This process is usually unconscious, meaning that the team
members do not choose to have you as their role model on their own, but you'\'& eir

&

trust via your actions and gentle approach towards them'4°. . QO
b. Inspirational Motivation ‘%\
This talks about developing a promising vision + captivatin)&% fﬂspiring stories +
emotional appeals to work harder. This Leadership style i%qp%t providing inspirational
motivation to the team members so that they can c@ga netter version of themselves.
The leader inspires the subordinates to be con uiéand motivated with their consistent
vision, set of values, enthusiasm and op@% otional appeals and high expectations.
They are motivated to get out of th% fort zones to achieve the task they are given or
achieve self-growth through ﬁéﬁiraﬁon the leader them!4!,

Consistence is a rVital value worthy of mention. Transformational leadership
is not about daily@t’i%, t is about repeating them hundreds of times and turning these
behaviors i t@dabit. There is no such thing as becoming a Transformational Leader
overni the leader have to be persistent and wake up, with determination, with each
da@\nlight to become one, to achieve full potential'4!.

c. Intellectual Stimulation: This is depicted by the following mathematical
notation: Intellectual Stimulation = coaching and mentoring + encouraging creativity and
“outside the box atmosphere” + tolerance for mistakes/failures + calculated risks. A

Transformational leader stimulates team members to have better ideas, more efficient,

more creative, with more vision. With this attitude of the transformational leader, team
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members feel encouraged to share new ideas, they know they will not be judged if they
fail and instead learn from their mistakes and polish themselves for the next task. They
will engage to find creative and daring solutions to solve problems in the work
environment, and they will find themselves in a pull for complexity and challenges. The
Transformational leader, via intellectual stimulation, provides objective and constructive
feedback but avoids harsh criticism of mistakes in the workplace. The Transformatignal
leader encourages the team members to learn through change. In sho %}S‘lectual
Stimulation brings: new ideas, voidance of criticism for mistakes, cha‘r%ld experience,

encouraged autonomy, big picture and challenged assumptions %)@f\as engagement in

A\
problem solving 4!, Q &

d. Individualized Consideration '®

Similarly, this is depicted by this notation;%' dual Consideration = coaching +

listening + offering resources. Being Qe)%‘r

having “alpha” skills to top the coors in the work field. Being a transformational

oes not mean being self-centered and

O
leadership does not refer to b%@dictator. There should be genuine concern about the
needs and feelings of th: “members or the followers.

For a tra@tl n to happen in the workplace, each team member should
criticize a @rogate the transformational leader’s vision and thoughts, to reach a
better @, have a better outcome, to achieve real and continuous success and an
alliange between the leader and team members. Individualized consideration does not
indicate discrimination. Shortly, Individualized Consideration requires: genuine concern
for needs and feelings of team members, personalized attention, constructive and
objective feedback, coaching and mentorship, empowerment and support and leading

towards the right direction'#!.
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Transformational leadership is all about transforming the organization or groups
by inspiring team members to keep increasing their bar and achieve what they never
thought they were capable of. Transformational leaders expect the best out of their team
and push them consistently until their work, lives, and businesses go through a
transformation or considerable improvement.

Transformational leadership is about cultivating change in the organizati nd
people. The transformation is done through motivating team members to_g &d their
comfort zone and achieve much more than their perceived capabilitl‘%be effective,
transformational leaders should possess high levels of integrity, k@si(')\nal intelligence, a
shared vision of the future, empathy, and good commun%@m skills. Such a style of

leadership is often associated with high g%‘g@kmed organizations that push

boundaries in innovation and productivity. P % cally, such leaders tend to give

employees tasks that grow in dlfﬁcult@

140

lines that keep getting tighter as time
progresses (bu
However, transformaﬂ@aders risk losing track of individual learning curves
as some team member y)not receive appropriate coaching and guidance to get
through challeng gt QA‘[ the same time, transformational leaders can lead to high
productivi a@ ngagement through shared trust and vision between the leader and
employ@. is always transforming and improving upon the company's conventions.
Empleyees might have a basic set of tasks and goals that they complete every week or
month, but the leader is constantly pushing them outside of their comfort zone'4!.

This leadership style works for organizations like colleges of education because
leaders with this style can inspire their teams to think in new ways. This can help the

organizations to update business processes in order to improve productivity and

profitability. It can also help with lecturers’ satisfaction, morale, and motivation'*’. This
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leadership style is good for Lecturers most especially when starting a job as a lecturer
with this type of leader, all lecturers might get a list of goals to reach, as well as deadlines
for reaching them. The goals might seem simple at first. But this manager might pick up
the pace of deadlines or give you more challenging goals as you grow with the college.
This is a highly encouraged form of leadership among growth-minded colleges. It
motivates employees to see what they are capable of 40, . \(b,
The potential challenge for leaders with transformational style is th %}rs with
this style can risk losing sight of every individual’s learning curve§%s important to
make sure that direct reports get the right coaching to gﬂ'r%xtﬁ‘em through new

responsibilities. Employee burnout can also be an issue, %\%SD important to work with

141

your team to update benchmarks '*'. @
6. Transactional Leadership Style Q

Transactional leadership, often @% o as managerial leadership style, is a
leadership style that relies on rewa@-d punishments. Using this style in a college of
education involves setting &e@%ﬁrformance expectations and providing rewards or
recognition based on ing those expectations. This leadership style has a clear
emphasis on stru@rj,gs ming individuals may not possess the motivation needed to
complete t i@ks. With this reward based system a leader sets out clear goals, or tasks

=

for thei@

for r work. Rewards can take many formats, but typically will involve financial

s. Leaders also make it clear how their teams will be rewarded (or punished)

recompense, such as pay, or a bonus'#!. This “give and take” leadership style is more
concerned with following established routines and procedures in an efficient manner,
than with making any transformational changes to an organization. Transactional
leadership establishes roles and responsibilities for each employee. However, it can lead

to diminishing returns if employees are always aware of how much their effort is worth.
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Therefore, it is important that incentives are consistent with company goals and
supported by additional gestures of appreciation!®. Transactional leaders focus their
leadership on motivating followers through a system of rewards and punishments. There
are two factors which form the basis for this system: Contingent reward and
management-by-exception. Contingent reward provides rewards, materialistic or
psychological, for efforts and recognizes good performance 1. . (b,

N

Management-by-exception allows the leader to maintain the §ta%$ The
leader intervenes when subordinates do not meet acceptable perfo e levels and
initiates corrective action to improve performance. Managen}{tky? exception helps
reduce the workload of managers being that they are only %@m when workers deviate
from course. This type of leader identifies the needs @r followers and gives rewards

to satisfy those needs in exchange for a ce% vel of performance. Transactional

leaders focus on increasing the efﬁcier@ﬁé@s

are more concerned with followi@isﬁng rules than with making changes to the

blished routines and procedures. They

organization. They establish%l)gandardize practices that will help the organization
reach maturity, goal — sefting, ®fficiency of operation, increasing productivity'3$.
A N

Transactional leadership presents a form of strategic leadership that is important
for the organization's development. Transactional leadership is essential for team
innovativeness'*!. A strategic orientation encompasses the ability to link long-term
ambitions with daily tasks!#!. Transactional leadership is more short-term and can best be
described as a “give and take” kind of transaction. Team members agree to follow their
leader on job acceptance; therefore, it is a transaction involving payment for services
rendered. Employees are rewarded for exactly the work they would have performed. If

you meet a certain target, you receive the bonus that you have been promised. It is

especially so in sales and marketing jobs. Transactional leadership establishes roles and
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responsibilities for each team member and encourages the work to be completed as
scheduled. There are instances where incentive programs can be employed over and
above regular pay. In addition to incentives, there are penalties imposed to regulate how
work should be done. Transactional leadership is a more direct way of leadership that
eliminates confusion between leader and subordinate, and tasks are clearly spelled out by
the leader!3®. However, due to its rigid environment and direct expectations, it may curb
creativity and innovation. It can also lead to lower job satisfaction and high employee
turnover. Transactional leaders are fairly common today. These managers reward their
employees for the work they do'*!.For example, a marketing team receives a scheduled
bonus for helping generate a certain number of leads per quarter. This leadership style
also assumes that teams need structure and monitoring to meet business goals.

This leadership style works for organizatiohs-ike colleges of education because tt
focuses on results, existing structures,él)&ét systems of rewards or penalties. This
leadership style also recognizes an@ards commitment!*!. Transactional leaders offer
clarity and structure. Lectﬁc{s)%feel safe because they clearly understand their
expectations. They alsc@e‘[’stand what they will get in return for meeting business

goals'®®, While t@

impact on j b@dfaction and retention. Lecturers’ may feel confined by strict guidelines

an provide structure and accountability, it may have limited

and a @:u on rewards, which can hinder their professional growth and intrinsic
m@ion. As a result, lecturers may seek employment elsewhere to find more autonomy
and opportunities for growth.

The potential challenges for leaders in colleges of education with a transactional
style is that this leadership style is less about relationships and more about using rewards
to motivate. This makes it hard to keep a diverse team engaged. Using only this

leadership style can lead to low creativity and fear of punishment!#!.
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7. Bureaucratic Leadership Style

Bureaucratic leadership is a “go by the book™ type of leadership. Processes and
regulations are followed according to policy with no room for flexibility. Rules are set on
how work should be done, and bureaucratic leaders ensure that team members follow
these procedures meticulously'¥?. Input from employees is considered by the leader;
however, it is rejected if it does not conform to organizational policy. New ideas® in a
trickle, and a lot of red tape is present. Another characteristic is a hierarchi ﬁ}thority
structure implying that power flows from top to bottom and is assigﬁ%%ormal titles.
Bureaucratic leadership is often associated with large, “century- fkanizations where
success has come through the employment of traditional é@%’ce& Hence, proposing a

frA

new strategy at these organizations is met witl@@gslstance, especially if it is new
te

and innovative. New ideas are viewed as wa and ineffective, or even downright

risky!42, C‘\\‘

Although there is less con‘?@ud more freedom than an autocratic leadership
style, there is still no motiva\ﬁéﬁe innovative or go the extra mile. It is, therefore, not
suitable for young, ambij ‘Organizations on a growth path. Bureaucratic leadership is
suitable for jobs i@@lg afety risks or managing valuable items such as large amounts
of money @V It is also ideal for managing employees who perform routine work.
Bureau@ti leaders follow the rules. This style of leadership might listen and consider
the 1hput of employees — unlike autocratic leadership. But the leader tends to reject an
employee's input if it conflicts with company policy or past practices'*.

This leadership style works for organizations like colleges of education because
one may run into a bureaucratic leader at a larger, older, or traditional organization. They
might reject ideas that seem new or non-traditional to maintain existing business models

and processes. Their resistance might be because the college is successful with current
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processes. It could also be because trying something new could waste time or resources if
it does not work!42,

This style of leadership can be challenging for some, but it also has many benefits.
It lowers the risk of favoritism and replaces it with central duties, job security, and
predictability. This leadership style is clear and efficient, and can also lead to high levels

of creativity for some employees'+,

W

autocratic leadership. There is sometimes a lack of freedom in-h@xﬁéh people are able

The potential challenges for leaders with a bureaucratic leadership st@at
Employees under this leadership style might not feel as controlled as uld under

to do in their roles. This approach to leadership can quickl)ésg)down innovation. It may

not be a right fit for companies that are chasing %@ goals and quick growth. It is a

style where the leaders strictly adhere to the organizational rules and policies. Also, they
make sure that the employees/team also @%‘f lows the rules and procedures'.
Promotions take place O?b: basis of employees’ ability to adhere to
organizational rules. This leaﬁ@ style gradually develops over time. This leadership
style is more suitable “%afe work conditions and quality are required. But this

leadership style d@g creativity and does not make employees self-contented!4?,

8. Ser%a@adership Style
Servan@a

leadés/A servant leader strives to serve the needs of their team above their own. It is also

rship style involves a leader being a servant to the team first before being a

a form of leading by example. Servant leaders try to find ways to develop, elevate and
inspire people following their lead to achieve the best results. Servant leadership requires
leaders with high integrity and munificence. It creates a positive organizational culture
and high morale among team members. It also creates an ethical environment

characterized by strong values and ideals'*’.
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However, other scholars believe servant leadership may not be suitable for

competitive situations where other leaders compete with servant leaders. Servant leaders
can easily fall behind more ambitious leaders. The servant leadership style is also
criticized for not being agile enough to respond to tight deadlines and high-velocity
organizations or situations'.
9. Coach-Style Leadership Coach-style leadership involves identifyi nd
nurturing individual strengths and formulating strategies for the team to_bl &d work
well together, cohesively and successfully. The coaching leader‘sﬂ%}q;fpe believes
everyone has great potential and guides them to achieve the @Qes. Here, leaders
provide guidance and support and expect team membersé@velop and achieve their
potential. The coaching leader aims to bring out tl@gst in the team while providing
feedback and constructive criticism on team pe &nce and areas of improvement. The
coaching leader asks, “What could ym@‘i\&% d they believe there is nothing a team
cannot achieve with the right motiv?,&’%and guidance'®.

The coaching leader ®ncourages two-way collaboration and communication and
helps improve team skillsatd)perform optimally. This leadership style is also called
Conscious Leade@gh y also focus on strategies that will enable their team to work
better tog hé\' his style offers strong similarities to strategic and democratic
leaderSJ@1 r But it puts more emphasis on the growth and success of individual
en@ees. A manager with this leadership style might help employees improve on their
strengths by giving them new tasks to try, offering guidance and meeting to discuss
constructive feedback. They might also encourage one or more team members to expand
on their strengths by learning new skills from other teammates!'#?.

This leadership style works for organizations like colleges of education because

coaching leaders actively support skill development and independent problem-solving.
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They meet ambitious business goals by creating a strong company culture. They add to
the long-term vision of a business as valuable mentors, often even after leaving the
college!*®. This leadership style is good for lecturers because the style recognizes that
each lecturer is unique. They build diverse and exciting teams where each lecturer offers
something different. This leader focuses on high performance, with lecturers that can
communicate well and embrace unique skill sets to get work done'*°. . \Cb

The potential challenge for leaders with a coaching style is that it ca @ a lot of
time to develop employees with a coaching style, and mentoring is no‘t%’}ive for every
kind of lecturer. This leadership style takes time and patience,-a\ b does not work with
every organization’s culture'. Q’)&%

10. Charismatic Leadership Style i $
o\

Charismatic leadership employs charisma to motivate and inspire followers.
Leaders use eloquent communication skills to unite a team towards a shared vision.
However, due to the charismatic leaders’ overwhelming disposition, they can see
themselves as bigger than the team and lose track of the important tasks. Charismatic
leadership has a broad field of knowledge, has a self-promoting personality, high/great
energy level, and willing to take risk and use irregular strategies in order to stimulate
their followers to think independently, Individualized consideration, Intellectual

stimulation!4Z-,

11. Strategic Leadership Style
Strategic leadership leads the organization’s main operations and coordinates its growth
opportunities. The leader can support multiple employee layers at the same time.

Strategic leaders sit between an organization's main operations and its growth
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opportunities. This form of leadership requires vision, competitive awareness, and
adaptability. They accept the burden of executive interests. At the same time, they make
sure that current working conditions are stable for everyone else!’.

This leadership style work for organizations like colleges of education strategic
leaders tie plans for growth and strategy to the way they manage a team. They ask
questions, develop and execute strategies, and consider future growth. This “a ch
supports popular organization’s goals like: accountability, productivity, col %}on and
transparency!'®. ‘%\

This is a desirable leadership style in many college!@'\iucatlon because

strategic thinking supports many types of employees at on@fgncourages visualization,

planning, and making the most of existing resou%@;approach can be motivating for

lecturers!3°.

The major challenge for leader w1§trateglc leadership style is that leaders
who work strategically can sometl@ke on too much. They also risk thinking too far
into the future while missiné&éal present-day issues. Learning how to delegate is

essential, as well as sharj © weight of decision-making. Compromise, communication

skills, and consist@e ch are also important'42,
12. V‘i%@ieadership Style
i

a's is also called Affiliative Leadership Style and it focuses on the future. This
type ‘of leader encourages collaboration, emotional intelligence, and teamwork. Visionary
leaders are often referred to as Authoritative leaders. The leaders who adopt this style
consider themselves mentors to their followers. Not to be confused with authoritarian
leadership, authoritative leadership places more emphasis on a “follow me” approach. In

this way leaders chart a course and encourage those around them to follow'*’
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This leadership style works for colleges of education because visionary leaders
create a clear plan for inspired employees to follow and execute. They are also powerful
and persuasive communicators. This gives them the ability to energize teams toward
impactful business growth!4?. Teams can do more and enjoy their work more if they have
a vision to work toward. This type of leader offers vision statements and other tools to
inspire and motivate teams to engage at work!®. (b,

The potential challenge for leaders with a visionary style is that inspi &can be
difficult to structure, so this type of leader might miss crucial details‘%ﬂ\can also skip
over day-to-day issues to focus on long-term ideas. Another com@alallenge is hyper-
focus on a single goal, when other goals may be Just as Val %o the organizations '*.
13. Pacesetting Leadership Style
Pacesetting leaders set ambitious standards. T often perfectionists, and this leader
may also expect employees to exceed goa %h limited guidance'#?. This leadership
style works for colleges of educat@cause this type of leader motivates by working
alongside their team and puﬁb&érformance. They expect to exceed expectations and
often achieve ambitiou@s’\with clear and focused effort!3°. Skilled and experienced
teams like lectur@n thrive under this kind of leader. They use the abilities of
motivated c@ﬂpetent team members and make meeting goals feel urgent and exciting.
It can @) gratifying for team members to see their leader working hard alongside
them%?. Pacesetting leaders can sometimes create a high-stress workplace environment.
If goals are not realistic it can overwhelm and demotivate the team. This combination can

impact engagement and lead to burnout'#,

14. Situational Leadership Style
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Situational leaders change their management style to meet the needs of the situation or
team. This leadership style is proactive and recognizes that change is the only thing that
is constant!®,

This leadership style works for colleges of education because this approach to
leadership can motivate lecturers. It helps them to be more proactive -anticipating
business issues before they happen. It is also useful in startups or other busine hat
make frequent changes and need flexible talent and support'#>.This lead Q'b&style is
good for the team because this type of leader is a great communicat(‘)%k uses constant

team feedback to make decisions. They quickly evaluate and upda ytocesses to enable

success. It also creates strong relationships and helps emp@%) see and feel their value

139

to the organizations'~”. @
o

Potential challenge for leaders with a ‘s% ignal style is that leaders need a high

level of expertise in all business processea)%fu

confusing and stressful for teams if(é'@der's approach changes too often. It is important

ctions to make decisions. It can also be

to remember long-term goal!\&l as meet immediate needs, and not every leader can

do this effectively!!. %w
a;

15. Particip iveg ership Style

Sometime e@cﬁ to as democratic leadership, participative leadership is a leadership
style e@ing leaders to listen to their employees and involve them in decision-
m@ process'*. This leadership style requires leaders to be inclusive, utilize good
communication skills and crucially, be able to share power/responsibility. When a leader
adopts a participative style of leadership, this encourages collaboration, through
accountability. This often leads to a collective effort of a team to identify problems and

develop solutions, as opposed to assigning individual blame'’.
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This leadership style has historically been very common, utilized by a wide range
of leaders in many organizations. However, as working habits changed and accelerated
by the COVID-19 pandemic. Teams have become more decentralized it makes this
leadership style more difficult'*!. Spontaneously, open and candid communications are
often associated with a participative leadership style. Remote working or virtual teams
can make this particularly challenging to maintain. Participative leadership® i€ )eften
favored as it helps to build trust with employees. Empowering them an .%raging

N

them to share their ideas on important matters, demonstrating their Val%a team'”,

16. Paternalistic Leadership Style . @“

Paternalistic leadership is useful in advocacy and advocati%g\’ behalf of another 3% 14!,

The way a paternalistic leader works is by actin a@garental figure by taking care of
their subordinates as a parent would. In thi § of leadership the leader supplies
complete concern for their followers or cc:r)@ n return they receive the complete trust
and loyalty of their people. Worker @er this style of leadership are expected to become
totally committed to what tﬁxls%ﬁer believes and will forego opportunities to work
independently'*®. The r ifship between these co-workers and leader are extremely
solid. The worke@x ected to stay with an organization for a longer period of time
because of h@alty and trust. Not only do they treat each other like family inside the
work f(ée, t outside too. These workers are able to go to each other with any problems
th@ve regarding something because they believe in what they say is going to truly
help them!#!. One of the downsides to a paternalistic leader is that the leader could start to
play favorites in decisions. This leader would include the workers more apt to follow and
start to exclude the ones who were less loyal. In today's market paternalism is more

difficult to come by !2. It was believed that, there have become more lay-offs and stronger

unionization. This affects paternalistic leaders because the co-workers may not believe
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that their jobs are 100% ensured. When this happens, workers begin to look for bigger
and better job opportunities instead of staying at one organization for a longer period of
time. As a result of this, the leader may be thinking that you could be leaving and not
fully believe you when you tell them something about a job opportunity. This could put
the workers and leader at risk for a bad situation'4!,

Workers who follow paternalistic leadership style also have better orga ion
skills 2. The leader encourages organization because they allow the worke g}mplete
tasks so that they can stay on top of their work. The workers complé%}s this boosts
self-confidence and it makes them work harder to reach a go@&ceed the goal to
prove to their boss they are working hard. Having this st%@eadership can also help
implement a reward system. This system will al v@ workers to work even better
because there is something for them at the en 0@@ tunnel. While doing this they will
also be able to accomplish more work @%ﬁ me frame'#!. Even though paternalistic
leadership style is practiced in maj% f places such as India, South East Asia, Middle
East and Africa, there has no@oncrete empirical research on the implications of this
leadership style due to t Ztonceived negative notions of the Western Literature 3% 41,

These negative n@i ¢ due to differences in the intrinsic cultural aspects.
2.1.3 Concep:‘of Job Satisfaction

@b\satisfaction, being the first dependent variable and one of the human
re@es management outcomes refers to a person’s feeling of satisfaction on the job,
which acts as a motivation to work. It is not the self-satisfaction, happiness or self-
contentment but the satisfaction on the job. Job satisfaction relates to the total
relationship between an individual and the employer for which he is paid.

Satisfaction means the simple feeling of attainment of any goal or objective. Job

dissatisfaction brings an absence of motivation at work. Job satisfaction could be defined
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as an individual’s positive affective reaction of the target environment as a result of the
individual’s appraisal of the extent to which his or her needs are fulfilled by the
environment 72, It could be described as, any combination of psychological, physiological
and environmental circumstances that cause a lecturer truthfully to say that I am satisfied
with my job'.

Job satisfaction is defined as the pleasurable emotional state resulting'f;& the
appraisal of one’s job as achieving or facilitating the achievement of one’s j &es‘”.ln
contrast, job dissatisfaction is defined as the unpleasurable emotionar%}esulting from
the appraisal of one’s job as frustrating or blocking the attainm@(')‘ne’s job values or
as entailing disvalues 72. However, both satisfaction and Q’j&sfaction were seen as a
function of the perceived relationship between @e perceives it as offering or
entailing’?. It is described as the construct as being any number of psychological,
physiological, and environmental cir@%’lc s which leads a person to express
satisfaction with their job*’. It is th ing an individual has about his or her job. It is a
positive or pleasurable reactid@ting from the appraisal of one’s job, job achievement,
or job experiences. ‘%'\

Job satisf@%described as lecturers’ emotional orientation towards their
current jo &3. Similarly, It was stated that job satisfaction is essentially the
psycho@ic disposition of lecturers towards their works®’. In the similar vein, job
satisfaction is defined as an individual’s positive affective reaction of the target
environment as a result of the individual’s appraisal of the extent to which his or her
needs are fulfilled by the environment 3. The definition of job satisfaction has visibly
evolved through the decades, but most versions share the belief that job satisfaction is a
work-related positive affective reaction. It is related to the psychology of a lecturer. A

happy and contented lecturer at a college of education is always motivated to contribute
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more to the realization of the teacher education goals. On the other hand, a dissatisfied
lecturer is lethargic, makes mistakes and becomes a burden to the college of education.

When talking about the causes of job satisfaction, it was stated that job
satisfaction is influenced by many factors, including personal traits and characteristics of
the job>. To better understand these employee and job characteristics and their
relationship to job satisfaction, various theories have emerged’. Early traditional tﬁ@;ies
suggested that a single bi-polar continuum, with satisfaction on, d and
dissatisfaction on the other, could be used to conceptualize job‘%}action. Later
revisions of the theory included a two-continuum model that-p\hzékﬁ)b satisfaction on
the first scale, and job dissatisfaction on the second. Qb)&%

These later theories focused more on the re& or absence of certain intrinsic
and extrinsic job factors that could determine one tisfaction level. Intrinsic factors are
based on personal perceptions and @%’ elings, and include factors such as
recognition, advancement, and resp ility. These factors have been strongly linked to

job satisfaction 72. Extrinsic ﬁ@are external job related variables that would include

salary, supervision, and ifig conditions. These extrinsic factors have also been found

to have a signiﬁc@e ce on job satisfaction levels 3.

Job; s@ﬁction is a frequently studied subject in work and organizational
5

literatu@? his is mainly due to the fact that many experts believe that job satisfaction
trends,can affect labor market behavior and influence work productivity, work effort,
employee absenteeism and staff turnover. Moreover, job satisfaction is considered a
strong predictor of overall individual well-being, as well as a good predictor of intentions
or decisions of employees to leave a job 3.

Job satisfaction is also important in everyday life in the sense that organizations

have significant effects on the people who work for them and some of those effects are
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reflected in how people feel about their work. This makes job satisfaction an issue of
substantial importance for both employers and employees.

Employers benefit from satisfied employees as they are more likely to profit from
lower staff turnover and higher productivity if their employees experience a high level of
job satisfaction. However, employees should also be happy in their work, given the
amount of time they have to devote to it throughout their working lives™. . \(b,

A satisfied lecturer is always important to the college as he/she aims %}wr the
best of their capability. Every lecturer wants a strong career growth an ‘\S?fe balance
at workplace. If a lecturer feels happy with their college and-th@ﬁgﬁk he/she is doing,
they look to give back to the college with all their efforts.é&at as it may, importance
of job satisfaction can be seen from two per p@es, from the employee’s and
employer’s perspective’?. 6

Job satisfaction is important fro@@er’s perspective because it makes them
to earn a good gross salary, have jo@ility, have a steady career growth, get rewards &
recognition and constantly ha‘é& opportunities, but for the employers, job satisfaction
is an important aspect t the best out of the lecturers. A satisfied employee always
contributes more(to ollege’s progress, helps control any attrition and helps the
college’s g v@\ﬂmployers need to ensure a good job description to attract lecturers and
consta(@ give opportunities to individuals to learn and grow’. The positive effects of
job satisfaction include:

More efficiency of employees of workplace if they are satisfied with their

job; Higher employee loyalty leading to more commitment; Job

satisfaction of employees eventually results in higher profits for
companies, and High employee retention is possible if employees are

happy™.

There are many factors on which job satisfaction depends. Important among them are

discussed hereunder:
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Personal Factors: These include workers’ sex, education, age, marital status and
their personal characteristics, family background, socio-economic background and the
like 72,

Factors Inherent in the Job: These factors have recently been studied and found to
be important in the selection of employees. Instead of being guided by their co-workers
and supervisors, the skilled workers would rather like to be guided by th@wn
inclination to choose jobs in consideration of ‘what they have to do. factors
include- the work itself, conditions, influence of internal and extemaf@lment on the
job which are uncontrolled by the management, just to mentior a\@wm

Managerial Factors: The nature of supervision, job é&?{y, kind of work group,
and wage rate, promotional opportunities, and tran fe@:y, duration of work and sense
of responsibilities are factors controlled by ﬁgemen‘t. All these factors greatly
influence the workers, motivate the Vs@@:}‘a d provide a sense of job satisfaction.
Though performance and job satisf?b;@ are influenced by different set of factors, these
two can be related if managﬁéﬁinks rewards to performance. It is viewed that job
satisfaction is a consequ. Jf performance rather than a cause of it 7.

Satisfacti{s’@ng y influences the productive efficiency of an organization
whereas @eism, employees’ turnover, alcoholism, irresponsibility, non-
commi%en are the result of job dissatisfaction. However, job satisfaction or
di&action forms opinions about the job and the organization which result in boosting
up employees’ morale 72. Other factors that influence job satisfaction are:

Compensation and Working Conditions: One of the biggest factors of job

satisfaction are the compensation and benefits given to a lecturer. A lecturer with a good

salary, incentives, bonuses, healthcare options just to mention a few, is happier with their
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job as compared to someone who doesn’t have the same. A healthy workplace
environment also adds value to a lecturer 7.

Work Life Balance: Every individual wants to have a good workplace which allows
them time to spend with their family and friends. Job satisfaction for lecturers is often
due to a good work life balance policy, which ensures that a lecturer spends quality time
with their family along with doing their work. This improves the lecturer’s q@ of
work life 72, . Qb)&

Respect and Recognition: Any lecturer appreciates and feels m‘%‘\ed if they are
respected at their workplace. Also, if they are awarded for t%&gfﬂ work, it further
motivates lecturer. Hence recognition is one of the job satis%g% factors 72.

Job Security: If a lecturer is assured that the o@%f education would retain them
even if the market is turbulent, it gives them i Qe confidence. Job security is one of
the main reasons for job satisfaction for @ﬁs‘%ﬂ%

Challenges: Monotonous worl@rities can lead to dissatisfied lecturers. Hence,

2

things like job rotation, job eﬁ@én‘[, just to mention a few, can help in job satisfaction

of lecturers as well 72. ‘%'\

Career Grow@t;;rers always keep their career growth part as a high priority in
their life. lé\f the college of education helps groom lecturers and gives them newer

job rol@it nhances the job satisfaction as they know they would get a boost in their

C&@.
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Job

Satisfaction

Source ?7.

Figure 2.5:  Factors of Job Satisfaction. é \QO

There are two types of variables to consider when one is looking&&correlates of high
and low job satisfaction in a lecturer. These are organizatio%%personal variables’.

i. Organizational Variables ) ’s

Occupational Level: The higher the level of t@, the greater the satisfaction of the
individual lecturer. This is because hi y | jobs carry greater prestige and self-
control. This relationship between @pational level and job satisfaction stems from
social reference group theo%%at our society values some jobs more than others.

Hence, people in valued jebs will like them more than those who are in non-valued jobs.

The relationship Qy)%o tem from the need fulfillment theory. People in higher level

jobs find sg\heir needs satisfied than when they are in lower level ones *7.
Job C%eé:

whi e tasks must be performed, the greater the satisfaction of the individual lecturers

Greater the variation in job content and the less the repetitiveness with

involved. Since job content in terms of variety and nature of tasks called for is a function
of occupational level, the theoretical arguments given above apply here also *7.
Considerate Leadership: People like to be treated with consideration. Hence,

considerate leadership results in higher job satisfaction than inconsiderate leadership *’.
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Pay and Promotional Opportunities: All other things being equal these two variables
are positively related to job satisfaction *7.

Interaction in the Work Group: Here the question is, when there is interaction in the
work group there is a source of job satisfaction and when there is no interaction, it is most
satisfying when:

(1) it results in the cognition that other person’s attitudes are similar to one’s owri)since

this permits the ready calculability of the other’s behavior and constitutes ad%'%ﬁtion of

one’s self; ‘%

(i1) it results in being accepted by others; and . @'\

(iii) it facilitates the achievement of goals *7. Qh)&%

ii. Personal Variables '.Q\Q

For some people, it appears most jobs will be @s‘fying, irrespective of the college’s
conditions involved, whereas for othersq;l)&}‘j%s will be satisfying. Personal variables
like age, educational level, sex, just@fmtion a few, are responsible for this difference’?.
Age: Most of the evidence oﬁhvzélation between age and job satisfaction, holding such
factors as occupational constant, seems to indicate that there is generally a positive
relationship betw@ two variables up to the preretirement years and then there is a
sharp decr a@i satisfaction. An individual lecturer aspires for better and more
prestigi ‘s;%s in later years of his life. Finding his channels for advancement blocked
his sagisfaction declines *7.

Educational Level: With occupational level held constant there is a negative relationship
between the educational level of the lecturers and job satisfaction. The higher the
education of the lecturers, the higher the reference group which the individual looks to

for guidance to evaluate his job rewards *’.
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Sex: There is as yet no consistent evidence as to whether women are more satisfied with
their jobs than men in these colleges of education, holding such factors as job and
occupational level constant. One might predict this to be the case, considering the
generally lower occupational aspiration of women. Other correlates are’*:

Job Satisfaction and Turnover: Job-satisfaction consistently correlates with turnover. It
might have been seen that lecturers having low job-satisfaction leave their emp as
early as possible. So, low job satisfaction increases the turnover and high jc@faction
decreases it. Thus it has a negative correlation with labor turnover *7. ‘%\

Job Satisfaction and Absenteeism: Absenteeism has the same ‘A&Sﬁship with the job
satisfaction as has the turnover. Both are negatively corre%@%ecturers who have low

job satisfaction tend to remain absent off and on frin@ ob 72,

Job Satisfaction and Community Conditi?% satisfaction is influenced by the
e

community conditions. It is generally Q\/jé‘i

down job satisfaction and better co@mity conditions push it up. But this is not always

that poor community conditions pull

true. What usually happens @lecmrers compare their community conditions with
their job conditions. If j onditions are better than that of community conditions, job
satisfaction is hi@gﬂ st usually, lecturers compare job’s ‘way of life’ with the
communit V\@of living and they are more satisfied when these two values come
reasona@ ose together. If job’s way of life is better than the community way of life,
jo@sfaction is higher and if job’s way of life is worse than the community way of
living, job satisfaction will be lower *’.

There are many methods for measuring job satisfaction of lecturers in colleges of
education. By far, the most common method for collecting data regarding job satisfaction
of lecturers is the Likert scale. Other less common methods of gauging job satisfaction

include: Yes/No questions, True/False questions, point systems, checklists and forced
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choice answers®®. This data is typically collected using an Enterprise Feedback
Management system>3,

1. The Job Descriptive Index is a specific questionnaire of job satisfaction that has
been widely used in gauging job satisfaction of lecturers. It measures one’s satisfaction in
five facets; these are pay, promotions and promotion opportunities, co-workers,
supervision and the work itself. The scale is simple, participants answer either W@, or
cannot decide in response to whether given statements accurately describe o %}%b

il. The Job in General Index is an overall measurement of job saf%k}on which can
be adapted for measuring job satisfaction of lecturers. It is an)i ovement to the Job
Descriptive Index because it focuses too much on indivi%@cets and not enough on
work satisfaction in general. &

1ii. Other Job Satisfaction Questionnairgs lude the Minnesota Satisfaction
Questionnaire, the Job Satisfaction Sur@%g\ e Faces Scale. Minnesota Satisfaction
Questionnaire measures job satisf?b;@ in 20 facets and has a long form with 100
questions (five items from eaﬁé@t) and a short form with 20 questions (one item from
each facet). The Job Satisfaction Survey is a 36 item questionnaire that measures nine
facets of job sati@. inally, the Faces Scale of job satisfaction is one of the first
scales use y to measure overall job satisfaction with just one item which
particip@%pond to by choosing a face>?.

Qt is critical for any college of education to measure job satisfaction as the
efficiency, productivity and loyalty of a lecturer depends on it. Colleges of education can
conduct surveys with questionnaires asking the lecturers about their feedback and
understand if they are satisfied or dissatisfied with their jobs 3. These colleges can ask the

following questions to measure job satisfaction of her lecturers and can give multiple

options like Satisfied, Somewhat Satisfied, Neutral, Somewhat Dissatisfied, Dissatisfied:
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1. Are you happy with your salary/incentives?

2. Is your contribution to the company recognized with awards?

3. Do you find your workplace conditions good, hygienic, competitive?

4. Do you have a good work life balance?

5. Are you happy with company policies for your career growth & training and
development? 33, . \(b,

Apart from the above questions, specific open-ended quest.io@ut job

N

satisfaction can also help in understanding lecturers’ pain-points and @he college can

improve to ensure a happy employee??. . \%'\

A

Superior-Subordinate communication is another é@rtant influence on job
satisfaction in the workplace. The way in wh'cl@lrers perceive a supervisor’s
behavior can positively or negatively influéace job satisfaction in lecturers.
Communication behavior such as faci{;?‘}ﬁ%on, eye contact, vocal expression and
body movement is crucial to Eh@ perior-subordinate relationship>®. Non-verbal
messages play a central roléiw%‘}terpersonal interactions with respect to impression
formation, deception, a i0n, social influence and emotional expression. Nonverbal
immediacy from @e isor helps to increase interpersonal involvement with their
subordinat i@ting job satisfaction’?.

ae anner in which supervisors communicate their subordinates may be more
im@nt than the verbal content. Individuals who dislike and think negatively about
their supervisor are less willing to communicate or have motivation to work where as
individual lecturers who like and think positively of their supervisor are more likely to
communicate and are satisfied with their job and work environment’2,

The relationship of a subordinate with their supervisor is a very important aspect

in the workplace. Therefore, a supervisor who uses nonverbal immediacy, friendliness
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and open communication lines is more willing to receive positive feedback and high job
satisfaction from a lecturer where as a supervisor who is antisocial, unfriendly and
unwilling to communicate will naturally receive negative feedback and very low job
satisfaction from their subordinate’s in the workplace.

Job satisfaction and emotion mood and emotions while working are the raw
materials which cumulate to form the affective element of job satisfaction of lec in
colleges of education. Moods tend to be longer lasting but often we '&(ates of
uncertain origin, while emotions are often more intense, short-live@ﬁave a clear
object or cause?. . @”

There are some evidences in the literature that sta%@ds are related to overall
job satisfaction of lecturers. Positive and ne%@g.@ﬁions were also found to be

significantly related to overall job satisfactior‘l% turers’?. Frequency of experiencing

net positive emotion will be a better‘ pre'&'t

intensity of positive emotion whe@ experienced. Emotion regulation and emotion

of overall job satisfaction than will

labor are also related to job Wion. Emotion work (or emotion management) refers

to various efforts to ma &motional states and displays. Emotion regulation includes
all of the consci@ nconscious efforts to increase, maintain, or decrease one or

more compeon f an emotion.

é:h%;gh, early studies of the consequences of emotional labor emphasized its
ha effects on workers, studies of workers in a variety of occupations suggest that the
consequences of emotional labor are not uniformly negative. It was found that
suppression of unpleasant emotions decreases job satisfaction and the amplification of
pleasant emotions increases job satisfaction in lecturers.

The major effects job satisfaction has on productivity, absenteeism and turnover

of lecturers are summarized as follow:
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Lecturers’ Job Satisfaction and Productivity: To prove that happy lecturers are
productive, a research was carried out and based on the conclusion, efforts were geared
up to make their employees happier by improving work conditions, providing Laissez-
faire type of leadership, expanding various facilities to the workers, but it has been found
out that there is no direct relationship between happiness and productivity. Productive
workers are likely to be happy workers. Further research on the subject sugg hat
organizations having happy workers might have increased productivity®. &ividual
level it may not be true due to complexity of environment, work‘%esses, various
systems and sub systems having impact on the individual emp@;%ut it can be said
from organizational point of view that organization that a@'&b% to evolve such policies

that make employees happy bound to have imfr@)roductivity”. Productivity is
t

considered as reward for hard work which is dﬁ gh level of satisfaction.

However, globalization; speed o< mé%ﬁ

of media on workers, social awarené;& d high expectations of employees to meet social

and knowledge explosion, impact

obligations are important fa@a ensure high satisfaction level of employees. While

evolving industrial practi dbove factors should be considered favorably and employee

growth achieved Q}%r anizations grow automatically 3.

Job Satisfsc@“ and Absenteeism: There is an inverse relationship between job

satisfac@n d absenteeism. When workers are more satisfied the absenteeism is low.
Whenygatisfaction level is low absenteeism tends to be high. There are certain moderating
variables like sick leave and degree to which people feel that their jobs are important.
Where there is a provision for sick leave, employees would take the benefit and absent
themselves from work. As far as the importance of work is concerned, it has been

observed that people attend to their work when it is important to accomplish. Employees
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having high satisfaction would not necessarily result into low absenteeism but those
having low satisfaction level would definitely have high absenteeism??.

Job Satisfaction and Turnover: It has been found out that, employees who are not
satisfied with their jobs will have high turnover. Employees who are satisfied will not
have high turnover. Job satisfaction is also negatively related to turnover but the co-
relation is stronger than what we found in absenteeism. Employee performa is a

&

In recent times, a phenomenon amongst the software‘%ineers whose

moderating factor of the satisfaction-turnover relationship’>.

performance is high, their turnover has been noticed as high be{{‘ﬁ%'éf competition for
personal growth’?. Organization lures the competent p@p%for their organizational
growth. Organization cares for such high perform rs@eir retention. Poor performers
do not leave the organization for fear of lack of &portunity outside’2.

Dissatisfied workers express the@@n es in the following ways:
Exit: Individual employee starts se% g for a new job and resign from the current job.
Voice: Employers try to improve” working conditions. In the process suggestion to
management are submittefinCreased union activities and communication is important.
Loyalty: Worker§ behave passively in situation like external criticism. They wait for
things to 1 Iéxtm their own.
Neglec@e iberately and consciously allow conditions to worsen by long absenteeism,
la(@ interest for quality control, targets, quota, etc. They put in reduced efforts and
display lack of interest on the job2.

In case a college of education wants to increase job satisfaction in her lecturers,
the following suggestions could be taken into consideration:

Grievance Handling Procedure: It is desirable that the complaints of the lecturers are

heard patiently and the problems solved as far as possible. Any college of education in
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which the lecturers’ demands/ grievances are not handled properly suffer because the
lecturers lose confidence in the management and become frustrated °.

Satisfactory Future: Every lecturer is definitely concerned about his/her future
prospects. If the organization’s rules clearly lay down the conditions for promotion and
advancement, and if the lecturer gets the expected promotion and improvement in pay
scales at the right time, then he/ she feels more satisfied with his/her job and* es
confident of his/her future. If on the other hand, the lecturer feels that ev d work
will not be rewarded, then he/she becomes frustrated and slack in his/ﬂ%&k and on the
final note, quit the lecturing job*°. . @”

Testing Lecturers’ Ability and Progress: Every lect\é& a college of education

)

desires that he/she should be paid according to his @pbility. If he/she has undergone
li

some new training or has increased his/her abi o work in some way, then he/she

should be compensated for his/her bette@% rough a rise in salary. Organizations in
which the management keeps an e@the ability and progress of its workers normally
provide a high degree of jo@faction to their lecturers®®. It is necessary that the
management should giv ﬂ%l%\cturers some opportunity of progressing higher and higher
30, C)QQ
If, @ther hand, the college does not pay any attention to the abilities and

increas@e ciency of its lecturer, it suffers in the long run because the lecturers may
als@e interest in their jobs and do not often try to improve their level of efficiency.
This happens because they feel that an increase in qualifications or efficiency is not
related to progress or promotion’?,

Respect for Creative Suggestions: Generally speaking, a lecturer working under a
particular set of conditions is best qualified to say how and where improvements can be

made. If lecturers are encouraged to suggest ways and means of improving productivity
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and the conditions of work, they often come with very valuable ideas. This helps in
increasing job satisfaction in those lecturers because when the worker is praised for
giving a good practical idea, he/she tends to pay more attention to his/her work in order
to win more praise. If suggestions are neglected, then the lecturer feels dissatisfied and
over a period of time his/her creativity is killed 3°.

Cordial Analysis or Evaluation of Work Performance: In every college of ed@on,
the manager or the supervisor has to offer critical comments of the work %&ned by
the lecturer because he/ she must point out the lecturer’s mistakes ﬁ%’\to eliminate
them. If this criticism is offered in a cordial and friendly way,-ni\&‘?;?sﬁa suggestion than
criticism, then this lecturer’s job satisfaction is also th%& maintained. But if the
lecturer is humiliated or bitterly criticized for his/, e@kes, then he/she loses his/her
peace of mind??. 6

Increase in Wages: Rules governing i@@ salary should be clear and explicit and
should be acted upon impartially@ regularly. If the lecturer gets the anticipated
increase in salary at the right’ﬁ@%en he/she feels satisfied with his/her job. If this does
not happen, then dissatigfaction is the result. Increase in salary is, in fact, the most

important factor i@ti faction’?.

Praise foréé erformance: If lecturers are not praised for exceptional performance
ork,

in theirs

speaking, the lecturer prefers to work well and remain occupied than merely to pass the

then they lose interest in it and as a result, the college suffers. Generally

time allotted to him/her. If he/she is also encouraged in his/her work by an occasional
word of praise and respect, then he/she is further motivated to maintain a high level of
efficiency and in fact to improve it. If he/she is not praised for his/her work, then his/her

enthusiasm and zeal immediately fall 3.
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Promotion According to Ability: In every college of education, some lecturers get
retired after completion of their service period, leaving scope for promotion for the junior
one. If promotion is based upon the ability of the lecturer, then his/her mental satisfaction
is maintained. If, on the other hand, promotion depends upon other factors such as
casteism and personal favor, then the lecturers’ interest in his/her work declines.

Proper Quantum of Work: If job satisfaction is to be maintained in lecturer§\it is
essential that the expected quantity of work does not exceed the individual lecturer’s
ability to complete it. If he/she has to work more than he/she comfortafly*can for a long
time, then he/she is bound to become disgusted, depressed and tived:

Equal Wages for Equal Work: Labor unions in almost gyery-college of education are
demanding that here should be equal pay for equal work. In any college of education, a
lecturer must be paid as much as other workers—are being paid in other college of
education for similar work. The lecturey feels, Satisfied if this equality is maintained. If it
is not, then the lecturer loses his/her_ jab‘satisfaction.

Freedom to Seek Help in Solving Problems: Very often, the lecturers are faced by
problems in his/her work that he/she cannot solve alone. In such a case, he/she should be
free to seek help fand ‘gdidance from other lecturers or his/her superiors. If it is so, then
the lecturer«gefSyhore job satisfaction’.

Absence,of "Unnecessary Intervention and Criticism: No individual lecturer wants to
sacrifiee his/ her self-respect. If the lecturer is unnecessarily shown disrespect or abused,
then he/she quickly becomes dissatisfied. Hence, he/she should be protected from useless
interruptions and criticism.

Satisfactory Hours of Work: The hours of work in any college of education should be
convenient and so arranged as to offer the least possible inconvenience to the largest

number of lecturers. If this is not looked into, the lecturers become dissatisfied.
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Availability of Leaves and Rest: In every educational institution, the lecturer should be
given the proper amount of rest and holidays on festivals and other occasions of social
celebrations. Nowadays, lecturers are allowed to avail themselves of around 10 casual
leaves and 30 earned leaves every year in addition to the weekly holiday. Holidays given
on festivals and on occasions of general celebration are in addition to this. Female
lecturers are allowed fairly long leaves during pregnancy. It is generally s hat

workers feel satisfied if the management in any college of education fol%)& liberal
policy towards leaves to lecturers. ‘%\

Further still, performance may lead to two types of m@x'fhese are intrinsic
and extrinsic rewards®’. Intrinsic rewards are subject to f%&%smrbing influences and
thus are likely to be more directly related to good % rmance. Extrinsic rewards are
subject to a number of disturbing inﬂuences@us are imperfectly related to good

performance>. The rewards do not di@

individual’s perception of what he @ders to be a fair level reward. Job satisfaction is

ad to satisfaction but moderated by the

closely affected by the amodﬁ&wards an individual derives from his job as well as
what he, considers to b 4%1‘5 level of rewards. Job performance is closely affected by
the basis of attain@r@wardsn.

Job a@ition describes how contented an individual lecturer is with his or her
job. Jo%%action is not the same as motivation, although it is clearly linked. Job
design/aims to enhance job satisfaction and performance methods include job rotation,
job enlargement and job enrichment.

Other influences on job satisfaction include the management style and culture,
employee involvement, empowerment and autonomous work groups. Job satisfaction is a
very important attribute which is frequently measured by organizations. The most

common way of measuring it, is the use of rating scales where employees report their
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reactions to their jobs®. Some questioners ask yes or no questions while others ask to
rate satisfaction on 1 -5 scale (where 1 represents “not at all satisfied” and 5 represents
“extremely satisfied”).

2.1.4 Concept of Job Retention

This is another human resources outcomes and the last dependent variable used in this
study. This refers to the ability of an organization to retain its employees®.It is t‘he%ghty
of any college of education to retain its lecturers and other non — teachi & in the
college. Lecturers’ retention can be represented by a simple statis‘t%@r example, a
retention rate of 80% usually indicates that an organization kepﬂ@f)\f its employees in
a given period). However, many consider lecturers’ retentié?relating to the efforts by
which any college of education attempt to retain h %grers in their workforce®’. In this
sense, retention becomes the strategies rather t an e outcome. A distinction should be
drawn between low-performing emplc@e)éﬂ top performers, and efforts to retain
employees should be targeted at va i’ contributing employees. Lecturer turnover is a
symptom of deeper issues thﬁs&not been resolved, which may include low employee
morale, absence of a ¢ Career path, lack of recognition, poor employee-manager
relationships and@ot er issues. A lack of job satisfaction and commitment to the
college ¢ @\cause a lecturer to withdraw and begin to be looking for other
employ@n pportunities elsewhere. Pay does not always play as large a role in inducing
turnover as it is typically believed®.

In a business setting in the world all over, the goal of employers is usually to
decrease employees’ turnover, thereby decreasing training costs, recruitment costs and
loss of talent and organizational knowledge. By implementing lessons learned from key
organizational behavior concepts, employers can improve retention rates of lecturers in

colleges of education and decrease the associated costs of high turnover. However, this is
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not always the case. Employers can seek positive turnover whereby they aim to maintain
only those employees whom they consider to be high performers®”.

In today's environmental conscious behavior society, colleges that are more
responsible towards environment and sustainability practices can attract and retain its

lecturers since they like to be associated with organizations that are environmentally

&

It is important to first point out the root cause of the retention issue b‘%implementing

friendly®.

Job Retention Programs

a program to address it. Once identified, a program can be tai&m@)t'(} meet the unique
needs of such organization. A variety of programs ex@% help increase lecturers

retention in our colleges of education. These pro&n@
e

Career Development: It is important for.] ers to understand their career path
within the college to motivate them to@ ih the college to achieve their personal
career goals. Through surveys, dis%]@n and classroom instruction, lecturers can better
understand their goals for perSgnal'development. With these developmental goals in mind,

these colleges of edu(.:@%an — and should — offer tailored career development
urer

opportunities to their Q s¥7.

Executi @Mching: Executive coaching can be used to build competencies in
leaderséT% an organization. Coaching can be useful in times of organizational change,
to@ase a leader's effectiveness or to encourage managers to implement coaching
techniques with peers and direct reports. The coaching process begins with an assessment
of the individual's strengths and opportunities for improvement. The issues are then
prioritized and interventions are delivered to target key weaknesses. Examples of
coaching is the recently TETFund organized capacity building workshop for public

colleges of education in Nigeria®’.
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Motivating Across Generations: Today’s workforce in any college of education
includes a diverse population of lecturers from multiple generations. As each generation
holds different expectations for the workplace, it is important to understand the
differences between these generations regarding motivation and engagement. Provosts in
these colleges of education, especially, must understand how to handle the differences
among their direct reports®’. . \(b,

Orientation and Onboarding: A lecturer’s perception of a college Q}ucation
takes shape during the first several days on the job and continues throﬁ@heir first six
months, with 90% of these lecturers still deciding whethe@n’ét to stay at the
organization during this time. It is in the best interest of boéb%lecturers and the college
to impart knowledge about the college quickly agé'@ectively to integrate the new
entrants into the workforce. In addition, providingseontinual reinforced learning through
extended onboarding over the first year @% se new entrants’ retention by 25%. By
implementing an effective onbo% process, new lecturers’ turnover rates will
decrease and productivity wiﬂ@se”.

Women's Retenti ograms: Programs such as mentoring, leadership
development and@k g that are geared specifically toward women can help retain
top talent d@iease turnover costs. By implementing programs to improve work/life
balanceée le lecturers can be more engaged and productive while at work®’.

@ployee Recognition Programs: Some of the biggest reasons for lecturers’
turnover are results of toxic organization’s culture and not feeling engaged or recognized
for their work. Some organizations have now started investing billions of naira each year
into bonus and employee perks programs.

There are some retention tools and resources that are very important to mention

here. The tools are:
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Lecturers’ Surveys: By surveying lecturers, colleges of education can gain
insight into the motivation, engagement and satisfaction of their lecturers. It is important
for the college of education to understand the perspective of the lecturers in order to
create programs targeting any particular issues that may impact their retention !

Exit Interviews: By including exit interviews in the process of lecturers’
separation, our college of education can gain valuable insight into the WK ace
experience. Exit interviews allow the college to understand the triggers of cturer’s
desire to leave as well as the aspects of their work that they enjoyed. f%}fege can then
use this information to make necessary changes to their organiz@t'b retain top talent.
Exit interviews must, however, ask the right questions an%&%t honest responses from
separating lecturers to be effective °!. &

Lecturers Retention Consultants: A lecturer’s retention consultant can assist
the college in the process of retaining @%t ers. Consultants can provide expertise
on how to best identify the issues @n the college that are related to turnover. Once
identified, a consultant can %programs or organizational changes to address these
issues and may also assisti\tie implementation of these programs or changes °©'.

Join, St@v Model: For colleges of education, understanding the
environme @'Ie first step to developing a long-term retention strategy for their
lectureleu h colleges of education should understand why lecturers join, why they stay
an@r they leave the college. This join, stay, leave model is akin to a three-legged stool,
meaning that without data on all the three, colleges will be unsuccessful in implementing
a proper retention strategy®!.

i. Why Lecturers Join: The attractiveness of the position is usually what entices
lecturers to join a college of education. However, recruiting candidates is only half the

problem while retaining them is another. Understanding what your lecturers are looking
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for in the job while simultaneously making sure your expectations are correct are both
important factors to address in the hiring process of the lecturers. High performing
lecturers are more likely to be retained when they are given realistic job previews. Any
college of education that attempt to oversell the position are only contributing to their
own detriment when lecturers experience a discord between the position and what they
were initially told. To assess and maintain retention of lecturers, employers @@uld
mitigate any immediate conflicts of misunderstanding in order to prolong &turer’s
longevity with the college. New lecturers’ surveys can help to identi@eakdowns in

trust that occur early on when lecturers decide that the job was @&ssarily what they

envisioned®’. Qb)&%
ii. Why Lecturers Stay: Understanding w; y. Aurers stay with a college of
education is equally as important to understan 'né\y lecturers choose to leave. Recent
studies have suggested that as lecturersezljﬁi‘}b e in their professional and community
life, they develop a web of conne{én%s and relationships. These relationships prompt
them to become more embed&é' their jobs and by leaving a job, this would sever or
rearrange these social otks. The more embedded lecturers are in a college of
education, the m@ re likely to stay. Additionally, the extent to which lecturers
experience ﬁ@ween themselves at their job, the lesser chance they will search
elsewh% olleges of education can ascertain why their lecturers stay by conducting
stay ‘pterviews with top performers. A stay survey can help to take the pulse of a
college’s current work environment and its impact on their high performing lecturers.
Colleges of education that are concerned with over-using stay interviews can achieve the
same result by favoring an ongoing dialogue with lecturers and asking them critical
questions pertaining to why they stay and what their goals are®.

iii. Why Lecturers Leave: By understanding the reasons behind why lecturers
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leave, colleges of education can better cater to their existing workforce and influence
these decisions in the future. Oftentimes, it is low satisfaction and commitment that
initiates the withdrawal process, which includes thoughts of quitting in search of more
attractive alternatives. If administered correctly, exit interviews can provide a great
resource to why lecturers leave. Typically, lecturers are stock in their responses because
they fear being reprimanded or jeopardizing any potential future reference. T ost
common reasons for why lecturers leave are better pay, better hou & better
opportunity. These typical answers for leaving often signal a mud%per issue that
colleges of education should investigate further into. By askm{t‘;ﬁ\'f}m‘[ questions and
perhaps utilizing a neutral third party provider to cond@ interview, colleges of
education can obtain more accurate and quantifiable ‘@ontrary to what most colleges
believe, lecturers often leave due to relatio% with manager and/or treatment of

lecturers and not compensation, as thi@h

expressing to their organization di %ﬁ Retention Diagnostic is a rapid benchmarking

response that they are uncomfortable

process that identifies the co@ can help uncover what affects the lecturers’ loyalty,
performance and engage !

By focusi@e bove mentioned fundamentals, colleges of education can go a
long way building a high-retention workplace. These institutions can start by
deﬁnin%‘%:ulture and identifying the types of individual lecturers that would thrive in
that égvironment. Colleges of education should adhere to the fundamental new lecturers’
orientation and on boarding plans. Attracting and recruiting top talent requires time,
resources and capital. However, these are all wasted if the lecturers are not positioned to
succeed within the college. Research has shown that an employee's first 10 days are

critical because the employee is still adjusting and getting acclimatized to the
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organization®!. Colleges of education retain good lecturers by being employers of
choice??,

Recruitment: Presenting applicants with realistic job previews during the recruitment
process have a positive effect on retaining new lecturers. Colleges of education that are
transparent about the positive and negative aspects of the job, as well as the challenges
and expectations are positioning themselves to recruit and retain stronger candida@
Selection: There are plethora of selection tools that can help predict job per &ce and
subsequently retention. These include both subjective and objective‘%kls and while
organizations are accustomed to using more subjective toé(i‘ uch as interviews,

A

application and resume evaluations, objective methods ar%@asing in popularity. For

N

example, utilizing biographical data during sele%q@gbe an effective technique. Bio-

data empirically identifies life experiences that.differentiate those who stay with them in
the colleges of education and those whg qugét' e experiences associated with lecturers
may include tenure on previous @ education experiences, and involvement and

leadership in related work exﬁ@é@es”.

Socialization: Sociali@'\practices delivered via a strategic onboarding and

assimilation pro@n

education \-@ more likely to stay. Research has shown that socialization practices

help new lecturers become embedded in the colleges of

can hel@e lecturers become embedded in the college of education and thus more likely
to@These practices include shared and individualized learning experiences, activities
that allow people to get to know one another. Such practices may include providing
lecturers with a role model, mentor or trainer or providing timely and adequate
feedback®.

Training and Development: Providing ample training and development opportunities

can discourage turnover by keeping lecturers satisfied and well-positioned for future
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growth opportunities. In fact, dissatisfaction with potential career development is one of
the top three reasons lecturers (35%) often feel inclined to look elsewhere. If lecturers are
not given opportunities to continually update their skills, they are more likely to leave.
Those who receive more training are less likely to quit than those who receive little or no
training. Colleges of education that fear providing training will make their lecturers more
marketable and thus increase turnover, such colleges of education can offer job @iﬁc
training, which is less transferable to other contexts. Additionally, collegew%}ucation
can increase retention of lecturers through development oppoﬂuniti@ as allowing
employees to further their education and reimbursing tuition @ffﬁrers who remain
with the colleges of education for a specified amount of éxe% Though, TETFund is
doing very good in this aspect, and it is done i@unction with the colleges of
education that register fulfill the requirements 97.Q

Compensation and Rewards: Pay leve@&%sfaction are only modest predictors of a
lecturer’s decision to leave the c% ; however colleges of education can lead the
market with a strong compeﬂ&é? and reward package as 53% of lecturers often look
elsewhere because of ‘compensation and benefits. Colleges of education can
explicitly link re@ ctention. Research has shown that defined compensation and
rewards a @M‘[ed with longer tenure. Additionally, colleges of education can also
look in@nt insic rewards such as increased decision-making autonomy®’.

Eff@'e Leaders: A lecturer's relationship with his/her immediately ranking supervisor
or heads of department is equally important to keeping to making him/her feels
embedded and valued within the college. Heads of department need to know how to
motivate the lecturers under them and reduce cost while building loyalty in their key
people. Better-still, the heads of department need to reinforce lecturers’ productivity and

open communication, to coach these lecturers and provide meaningful feedback and
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inspire them to work as an effective team. In order to achieve this, these colleges of
education need to prepare the Deans and heads of department to lead and develop
effective relationships with their subordinates. Executive coaching can help increase an
individual lecturer’s effectiveness as a leader as well as boast a climate of learning, trust
and teamwork in the college. to encourage heads of department to focus on retention
among their teams, colleges can incorporate a retention metric into their® e's

&

Lecturers’ Engagement: Lecturers who are satisfied with their job‘%%y their work

evaluation?2.

and the college, believe their job to be more important, pride in@gnege and feel their
contributions are impactful are five times less likely to @g%an those who were not
engaged. Engaged lecturers give their college’s ¢ ci%&mpetitive advantages, including
higher productivity and lower lecturers’ turnov &

Lecturers’ Benefits: Benefits are a cri@%& of the equation in retaining lecturers.
Lecturers are looking for benefits (t’ pan more than the core basics. With a robust
rewards and benefits pac e@nd an effective communication plan, lecturers’
engagement and retentio Tmprove. Nurturing the lecturers’ understanding of the total
value of their b@p ckage and how to strategically use it will enhance their
experience n@ﬁl well-being and thereby enhance their retention®?.

Outsm@in Employees’ Retention Program: The college understands the importance
of implementing an effective retention program but aren't proactive in implementing one
and often leave it for another day. That day hardly ever comes. Colleges that do not have
the time or have limited resources can outsource lecturers’ retention programs to
specialists. Such colleges can hire third party specialists to pinpoint the root causes of
their workforce challenges. By identifying the root causes, customized action plans can

be tailored to fit the college’s need to and create a retention program customized to them.
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Another benefit of outsourcing is that the colleges of education can get quantifiable
justifying the actions needed to improve their various institutions®.

If the managers in colleges of education are sensing that their college is at risk of
losing their lecturers, they need to move fast to shore up their lecturers’ retention
strategies and here are some suggested strategies that can help boost their lecturer’ job
satisfaction and increase their ability to hold onto valued ones: . \(b,
Onboarding and Orientation: Every new lecturer should be set up for su om the
start. The college’s onboarding process should teach new lecturers ncﬂ%y\about the job
but also the college’s culture and how they can contributes t\@g'\thrive in it. It is
advisable not to skimp on this critical first step, the traini%'&g% support one provide for

the new entrants from day one, whether in perso @'@’tually, can set the tone for the
lecturer’s entire tenure at the college ¢! . %

Mentorship Programs: Pairing a new Iéu) th a mentor is a great component to add
to the extended onboarding proces cially in a remote work environment. Mentors
can welcome new lecturers@e college, offer guidance and be a sounding board.
New team members lea fopes from experienced lecturers, and, in return, they offer
a fresh Viewpoint@ entors. It is advisable not to limit mentorship opportunities to
new lectur s.éSe‘ existing staff, and the other lecturers’ retention outlook and team’s job
satisfac@n, an greatly benefit from mentor-mentee relationships®.

Lectuper Compensation: It is essential for colleges to pay their lecturers competitive
compensation, which means they need to evaluate and adjust salaries regularly. Even if
the college is not able to increase pay presently, one can consider whether one could
provide other forms of compensation, like bonuses and paid time off. Health benefits and

retirement plans too could be incorporated into this retention strategy. Improving those

valued offerings can help raise lecturers’ job satisfaction’.
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Perks: Perks can make your workplace stand out to potential new lecturers and re-engage
current staff, all while boosting employee morale. Flexible schedules and remote work
options (separate from pandemic-related stay-at-home orders) are the perks many
professionals value most %.

Wellness Offerings: Keeping lecturers fit mentally, physically and financially, is a good
strategy to retain their lecturers in the college but the pandemic has prompte@any
leading colleges to expand and improve their wellness offerings so that @ers feel
supported and prioritize their well-being. Stress management pr‘%xs, retirement
planning services and reimbursement for virtual fitness classes-aﬂ%t’%ome examples of
what the college might consider providing to the lectureran')&%

Communication: The pandemic has helped n@re the importance of good
workplace communication. The young lecturers sheuld feel they can come to their head
of department with ideas, questions an@ﬁl}ﬁ

need to make sure he/she is doing @r part to help promote timely, constructive and

ns at any time. And as a leader, the head

positive communication ac@s&é entire team. The head should make sure he/she

proactively connect wit “staff member on a regular basis, too, to get a sense of their

workload and job @tl n®.

Continuo ack on Performance: Many colleges of education are abandoning the
rfim

annual @

thesé\ohe-on-one meetings, the head should talk with his/her lecturers about their short-

ance review in favor of more frequent meetings with team members. In

and long-term professional goals and help them visualize their future with the college.
While care should be taken never to make promises he/she cannot keep, but talk through
potential career advancement scenarios together and lay out a realistic plan for reaching

those goals®.
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Training and Development: As part of providing continuous feedback on performance,
you can help lecturers identify areas for professional growth, such as the need to learn
new skills. Up-skilling is especially important today as technology continues to change
how we work. When lecturers’ up-skill, they are gaining new abilities and competencies
as lecturing requirements continue to evolve. The manager should make it a priority to
invest in the lecturers’ professional development. Give them time to attemK' ual
conferences, provide tuition reimbursement or pay for continuing educa;io@, don’t
forget about succession planning, which can be a highly effective mé%}or advancing
professional development and building leadership skills®. . \%'\

Recognition and Rewards Systems: Every person wants t@%appreciated for the work

Q

they do, even in today’s workforce, a college’s gr. t@can make a big impact. So, the
heads of department should be sure to thank tﬁrect subordinates who go the extra
mile and explain how their hard work h@%‘c llege. Some organizations set up formal
rewards systems to incentivize gr@eas and innovation, but compelling recognition
programs can be instituted iﬂ@ colleges of education even if with a small team or
limited budget®, 4%'»

Work Life Bal ce:Q% heads of department should note the message your time
management i@ﬁding to the lecturers? Do they expect their subordinates to be available
around@ck? A healthy work-life balance is essential to job satisfaction. Lecturers
ne@ know their managers understand they have lives outside of work, and recognize
that maintaining balance can be even more challenging when working from home. The
heads of department should encourage lecturers to set boundaries and take their vacation

time. And if late nights are necessary to wrap up a project, consider giving team members

extra time off to compensate”.
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Flexible Work Arrangements: Many colleges are preparing for the fact that some of
their lecturers will still want to work remotely, at least on part time basis in some of their
study centers. In fact, in a recent survey it was found out that 1 in 3 professionals
currently working from home would want to look for a new job if they are not satisfied
with their jobs. So, the manager should think sooner than later about what you can offer
the lecturers if remote work on a permanent basis isn’t an option. A cm@sed
workweek? Flex time? Or may be a partial telecommunicating option? .Al]qgjsé above
can help relieve stress for the lecturers and boost the lecturers’ retenti@

Effective Change Management: Every workplace has to dea\h@?'&hange, good and
bad since change in colleges of education is inevitable. An%@oyees look to leadership
for insight and reassurance during these times. If t e':@l;ge is going through a big shift,
keeping the lecturers as informed as possible%péase anxieties and manage the rumor

i

mill. Big announcements should be ma@

and as well time for questions shoul‘,%' llowed .

dividually or in a group call or meeting,

An Emphasis on Teamworl&&!ﬂ of teamwork among all members of staff should be
encouraged and not jus@ﬁyers, to contribute ideas and solutions. Teamwork should
be promoted by@g opportunities for collaboration, accommodating individual
lecturers r@les and giving lecturers the latitude to make decisions and course-
correctioqs, if needed”.
16 )

Acknowledgement of Milestones: A final tip for promoting lecturers’ retention in
colleges of education is to shine a light on notable achievements facilitated by the
individual lecturers. Whether your team finishes ahead of the deadline on a major project
or a staff member reaches a five-year work anniversary, seize the chance to mark the
milestone together. Even if you need to celebrate virtually, it can be a meaningful and

memorable moment for every lecturer in those colleges of education. These lecturers’
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retention strategies outlined above are just some ways to help increase the team
members’ job satisfaction .

2.2 Theoretical Framework

2.2.1 Theoretical Models of Human Resources Management Practices

The theoretical model that is applicable to human resources management practice in
colleges of education is the cybernetic systems models. Cybernetic models vary 'ﬂﬁ,beir
treatment of the system. Some models focus on closed systems (much like &avioral
perspective) that seek to set up mechanisms to buffer the technolo@re from the
environment. Other models treat systems as being opens @s&ange with their
environment. Open systems models are based on the gen%‘®stems models and holds

that organizations can be described as input, %@.\t, output systems involved in

transactions with a surrounding environment 33,

From the figure 2.6 below, h@%’é urces management practices such as
recruitment of lecturers, adequate tr(%' given to develop lecturers, appraisal, as well as
necessary compensation, are@ut& The throughput process can be characterized by
the behavior of the em €% which is categorized under academic and non-academic
departments, undérstanéing of the colleges of education vision and mission, as well as the
strategy of thél!titution, which may also be influenced by the overall performance.
Finally@puts consist of the performance which is shown by the number and quality
of uates, awards of excellence, number of grants received by the colleges of

education and National Commission on Colleges of Education (NCCE) rating.
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Figure 2.6:  Adapted rfietic Systems Model
Equally im:o o<his research work that is worthy of mention under human

resources manaﬁ

of behav% eory that claims that there is no best way to organize a college of

practices is the contingency theory. Contingency theory is a class

ed and to lead a college to make decisions. Instead the optimal course of action is
contingent (dependent) upon the internal and external situations®3. It was opined further
that, a contingent leader actively applies their own style of leadership to the right
situations. To many writers, contingency theory is considered dominant, theoretical,
rational, open system model at the structural level of analysis in organizational theory and

that the basic assumption of contingency approach is that the environment in which an
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organization operates determines the best way for it to organize ® Furthermore, the basis
of contingency theory is that the post practices depend on the contingency of the situation.
Contingency theorists try to identify and measure the condition under which things will
likely to occur. Contingency theory is based on the relationship between phenomenon, if
one phenomenon exists then a connection can be drawn about another phenomenon
8 Contingency theory is sometimes called the “it all depends” theory becauset ual
answer to a question pose to a contingency theorist is that it all depends. If Qj}&applied
to this research work, it means that lecturers’ job satisfaction and reteﬁ%&re contingent
(dependent) upon how the lecturers are recruited, placed»)\\?‘;gﬁ\zed, trained and
developed by their employers and as well depends upon thégagement styles put up by

their employers at various times and the remun@@ promotion prospects attached

O

2.2.2 Theoretical Models of Leadership Styles

to their jobs®3.

1. Transformational Leaders@tyle Theory

Creating high-performance @ce has become increasingly important and to do so
leaders must be able ts%mpire organizational members to go beyond their task
requirements. As@@lt, new concepts of leadership have emerged, transformational
leadership eiéxle of them.

62111 ormational leadership may be found at all levels of the organization: teams,
de&ems, divisions, and organization as a whole. Such leaders are visionary, inspiring,
daring, risk-takers, and thoughtful thinkers. They have a charismatic appeal. But charisma
alone is insufficient for changing the way an organization operates. For bringing major
changes, transformational leaders must exhibit the following four factors, There are four

components to transformational leadership, sometimes referred to as the 4 I's:
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Inspirational Int=llectual
Motreation Stimulation

ldealz=d Indnidualz=d
Influsnc= Consderaton

&

Figure 2.7  Model of Transformational Leadershi

Source'?. ‘ )\\d

From Figure 2.7 above, four dis%;ive I’s were postulated as related to using

transformational leadership %lgjn colleges of education. These are: Inspirational

Motivation, Intellectua\%Sﬁmulation, Idealized Influence and Individualized

Consideration. ( .QQ

Inspiratiogalé{otivaﬁon: The foundation of transformational leadership is the

promotion of consistent vision, mission, and a set of values to the members. Their vision
is Qcompelling that they know what they want from every interaction!'®,
Transformational leaders guide followers by providing them with a sense of meaning and

challenge. They work enthusiastically and optimistically to foster the spirit of teamwork

and commitment!4°,

Intellectual Stimulation: Such leaders encourage their followers to be innovative and
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creative. They encourage new ideas from their followers and never criticize them
publicly for the mistakes committed by them. The leaders focus on the “what” in
problems and do not focus on the blaming part of it. They have no hesitation in

discarding an old practice set by them if it is found ineffective!*0.

Idealized Influence: They believe in the philosophy that a leader can influence followers
only when he practices what he preaches. The leaders act as role models that&rers
seek to emulate. Such leaders always win the trust and respect of the@% through
their action. They typically place their followers needs over thei oy\v , sacrifice their
personal gains for them, ad demonstrate high standards of e@\ﬁonduct. The use of

S

power by such leaders is aimed at influencing them to sk&gior the common goals of the

organization'%, @
Individualized Consideration: Leademq:j@uentors to their followers and reward
ollo

them for creativity and innovation. T wers are treated differently according to their

>

talents and knowledge. They.are %powered to make decisions and are always provided

with the needed support to implement their decisions.

The comr@%&;les of transformational leaders are Nelson Mandela of South

Africa and Obama and Martin Luther King of United States of America.
Critici%s Transformational Leadership Theory.
The Csiticisms are enumerated below.
e Transformational leadership makes use of impression management and therefore
lends itself to amoral self-promotion by leaders
e The theory is very difficult to e trained or taught because it is a combination of

many leadership theories.
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e Followers might be manipulated by leaders and there are chances that they lose
more than they gain 140,

Implications of Transformational Leadership Theory
The current environment characterized by uncertainty, global turbulence, and
organizational instability calls for transformational leadership to prevail at all levels of
the organization. The followers of such leaders demonstrate high levels of job satisfaction
and organizational commitment, and engage in organizational citizenship_be %'§(s With
such a devoted workforce, it will definitely be useful to consider ma@oﬂs towards
developing ways of transforming organization through leadershig'%”
2. Path-Goal Theory of Leadership Q’)&%
The path-goal theory, also known as the path- o%ﬁleadership effectiveness, was
developed by Professor Robert J. House. The AR rose out of the expectancy theory of

motivation, which posits that employies %l

capable of completing a task and t @e job is worthwhile'#2. It defines the success of a

e motivated if they believe they are

leader by their ability to pnﬁ&‘he goals, abilities, and overall satisfaction of their
employees. This theory &s"ﬂexibility, and path-goal leaders change their approach to
meet the diverse followers” characteristics. A new hire, for example, might benefit from a

different gaent style than a seasoned employee. The theory proposes two
cy

contin ariables, such as environment and follower characteristics, that moderate
th&er behavior-outcome relationship'#?. Environment is outside the control of the
follower-task structure, authority system, and work group. Environmental factors
determine the type of leader behavior required if the follower outcomes are to be
maximized. Followers’ characteristics are the locus of control, experience, and

perceived ability. Personal characteristics of subordinates determine how the environment

and leader are interpreted. Effective leaders clarify the path to help their followers
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achieve goals and make the journey easier by reducing roadblocks and pitfalls'+.
Research demonstrates that employee performance and satisfaction are positively
influenced when the leader compensates for the shortcomings in either the employee or
the work setting. The theory is useful because it reminds leaders that their central purpose
as a leader is to help subordinates define and reach their goals in an efficient manner 42,
Leaders can implement the path-goal leadership theory in different\ Vs,
depending on the workplace structure and the needs of the team members. '&%ﬁ%re four
leadership styles for the path-goal theory. These are: ‘%\
Directive: In this approach, leaders inform subordinates abouﬁ@g:&ations and guide

them through completion. This gives the team memb@%sense of direction and
belonging and helps clarify goals 42, Q@

Achievement-Oriented: Achievement-oriente& dership is a hands-off approach.
i

Leaders inform their subordinates of @

creative ways of achieving them. setting challenging goals—and expressing

d objectives but allow them to find

confidence in the team meml@ilities to meet them—an achievement-oriented leader
can help create excellen |

Participative: P@ti ¢ leadership works best when there is a high degree of
collaborati @&een leaders and subordinates on a given task. A participative leader
relies h@/i on input and feedback from subordinates, seeking opinions and facilitating
opentdialogue to solve problems and complete tasks 4.

Supportive: Supportive leadership requires the leader to provide a steady foundation of
support to their subordinates. A supportive leader is especially effective when the tasks
are unusually demanding and place a high degree of stress on the team members.

Supportive leadership emphasizes the wellbeing of all involved with the enterprise '42.
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3. Managerial Grid Model:

The managerial grid model is a leadership style model developed by Robert Blake and
Jane Mouton in 1978 3. It is a theoretical framework against which managers are able to
understand their styles of management *°. The grid depicted two dimensions of leaders’
behavior, concern for people (accommodating people’s needs and giving them priority)
on y-axis and concern for production (keeping tight schedules) on x-axis, withheach
dimension ranging from low (1) to high (9), thus creating 81 different positigusn which

the leader’s style may fall*°.

High | (1.9) (9.9)

0y

o

8

[

(5.5)

n

Concern for People

(1.1) (8.1)

Low
I_ o 1 2 3 ""1:'

N

6 7 a8 9 High
Concern for Production

Figure 2.8:  Blake and Mouton's Managerial Grid Model of Motivation.

Source?,
From figure 2.8 above, the following five resulting leadership styles emanated:
Indifferent or Impoverished Management (1, 1). In this style, educational managers

have low concern for both people and production. Managers with this approach are low
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on both the dimensions and exercise minimum effort to get the work done from
subordinates. The leader has low concern for employee satisfaction and work deadlines
and as a result disharmony and disorganization prevail within the organization. The
leaders are termed ineffective wherein their action is merely aimed at preserving job and
seniority. The main concern for the manager is not to be held responsible for any mistake,
which results in less innovation decisions®’ (b,,

Task Management (9, 1). This is also called dictatorial or produce or peri @ Here
leaders are more concerned about production and have less concern ﬁ%}le. The style
is based on theory X of McGregor and is commonly applred@p’hvate colleges of
education on the edge of real or perceived failure. The lec%&needs are not taken care
of and they are simply a means to an end. The% 1eves that efficiency can result

only through proper organization of work S}% and through elimination of people

wherever possible. Such a style can de @1

run but due to the strict policies a '%acedures, high labor turnover is inevitable. This

style is often used in cases 0P§?nanagemen‘[29

The Status-quo or Mi fsthe-Road (5, 5). This is otherwise known as balance and

ease the output of organization in short

compromise styl(]i%c y it is a compromising style wherein the leader tries to
maintain a a@ between goals of college of education and the needs of lecturers. The
leader @ push the boundaries of achievement resulting in average performance for
the ege. Here neither lecturers nor production needs are fully met. By giving some
concern to both lecturer and the realization of the college of education goals, the
educational managers who use this style hope to achieve suitable performance but doing
so gives away a bit of each concern so that neither needs of the colleges of education nor

lecturers’ needs are met®.
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The Accommodating or Country Club (1, 9). This is otherwise known as yield and
comply leadership style. It is a collegial style characterized by low task and high people
orientation where the leader gives thoughtful attention to the needs of lecturer thus
providing them with a friendly and comfortable environment. The leader feels that such a
treatment with employees will lead to self-motivation and will find people working hard
on their own. However, a low focus on tasks can hamper production and lébj to
questionable results. The educational manager using this style pay much a% to the
security and comfort of the lecturers, in hopes that this will 1ncreas‘e%§0rmance The
resulting atmosphere is usually friendly but not necessarily very @sc’\ve”

Team Management (9, 9). This is otherwise known aség ound or contribute and
commit style of leadership and is characterized by hi ople and task focus, the style is
based on the theory Y of McGregor and n termed as most effective style
according to Blake and Mouton. The le er %that empowerment, commitment, trust,
and respect are the key elements 1n(é;%ﬁng a team atmosphere which will automatically
result in high employee sa n and production. This method relies heavily on
making lecturers feel t @\%S to be constructive parts of the college®.

These next two st lesQr added to the grid when it was updated in 1999%, these are:
The Oppo u@\t Style: is otherwise known as exploit and manipulate. The educational
manage@us' g this style do not have a fixed location on the grid. They adopt whichever
behawjor offers the greatest personal benefit.

The Paternalistic Style: This is otherwise known as prescribe and guide. This style, in
the power to change, was redefined to alternate between the (1,9) and (9,1) locations on
the grid. Managers using this style praise and support, but discourage challenges to their

thinking?’.
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The Managerial or Leadership Grid model is advantageous to a college of
education in the sense that, it helps managers to be able to analyze their own leadership
styles through a technique known as grid training. This is done by administering a
questionnaire that helps managers identify how they stand with respect to their concern
for production and people. The training is aimed at basically helping leaders reach to the
ideal state of 9, 9. The model ignores the importance of internal and external limits,@hatter
and scenario. Also, there are some more aspects of leadership that can be coveted but are
not?.

It was generally believed that motivation leads to job satisfaction of workers and
this could enhance productivity, for the teachers to ensure good academic performances
in the students, the teachers teaching them must be highly motivated when the teachers
are adequately motivated, their rate of productivity will increase '°.

Efficient teachers’ performances and students learning are dependent upon
effective motivation. Teachers' motivation is always looked upon as the duty and
responsibility of the government. Anytime there is a complaint that teachers are not
encouraged to put-in their best, one thinks in terms of remuneration, fringe benefits,
provision of infrastructures and such things that one felt the government has provided
other cadres and are yet to come within the reach of teachers.

While these are essential ingredients to give the teacher the professional
contentment and stimulate greater devotion, commitment and attitude to work, if teachers
must, however, improve on their professional work, school administrators must devise
programs and methods of administration that will ensure their growth and development

especially during the period of their active professional service.
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The Federal Government of Nigeria emphasized that no educational system can
rise above the quality of its teachers 74, That is why in the policy; she clearly defined
Teacher Education's objectives as:

(a) To produce highly motivated, conscientious and efficient classroom teachers for
all levels of our educational system;

(b) To encourage further the spirit of enquiry and creativity in teachers;

(c) To help teachers to fit into the social life of the community and society at large
and to enhance their commitment to national objectives;

(d) To provide teachers with the intellectual and professional background
adequate for their assignment and to make them adaptable to any changing
situation not only in the life of their country, but in the wider world;

(e) To enhance teachers' commitment to the teaching profession .

These policy statements show that the fgderal,government also is interested in motivating

the teachers for effective performanéeef their duties, for without motivation, teachers'

performance would be highly*hindefed. The level of the motivation of teachers will
determine their responsesitd) educational rules, responsibilities and opportunities that
will enhance good academic performance of the students.

2.2.3 Theoretical Models of Job Satisfaction:

For this-section, only equity theory and situational theory had been reviewed.

1. Equity Theory: focuses on determining whether the distribution of resources is

fair to both relational partners. Equity is measured by comparing the ratio of

contributions input (costs) and output (benefits or rewards) for each person. Considered
one of the justice theories, equity theory was first developed in the 1960s by J. Stacy

Adams, a workplace and behavioral psychologist, who asserted that employees seek to

maintain equity between the inputs that they bring to a job and the outcomes that they
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receive from it against the perceived inputs and outcomes of others %°. According to
Equity Theory, in order to maximize individuals' rewards, we tend to create systems
where resources can be fairly divided amongst members of a group.

Inequalities in relationships will cause those within it to be unsatisfied to a degree
proportional to the amount of inequality. The belief is that people value fair treatment
which causes them to be motivated to keep the fairness maintained withim the
relationships of their co-workers and the organization. The structure of egaity in the
workplace is based on the ratio of inputs to outcomes. Inputs are the cdfitributions made
by the employee for the organization®.

The equity theory of motivation deals with the way people compare the value of
themselves to others in similar work situations based on their inputs and output. It is
important to also consider the Adams' Equity Theory factors when striving to improve an
employee's job satisfaction, motivation level, etc., and what can be done to promote
higher levels of each®.

To do this, consider the balance or imbalance that currently exists between your
employee's inputs and outputs, as follows: Inputs typically include: effort, loyalty, hard
work, commitment, skill, ability, adaptability, flexibility, acceptance of others,
determination, enthusiasm, trust in superiors, support of colleagues, personal sacrifice,
just to mention a few. Outputs are defined as the positive and negative consequences that
an individual perceives a participant has incurred as a consequence of his/her relationship
with another. Outputs can be both tangible and intangible. Typical outputs include any of
the following: job security, salary, employee benefit, expenses, recognition, reputation,
responsibility, sense of achievement, praise, thanks, stimuli, just to mention a few. When
the ratio of inputs to outputs is close, then the employee should have much satisfaction

with their job®?.
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While obviously many of these points cannot be quantified and perfectly

compared, the theory argues that managers should seek to find a fair balance between the

inputs that an employee gives, and the outputs received, according to the theory,

employees should be contented where they perceive these to be in balance.

Equity theory has several implications for educational managers, these

implications are: . %
N

People measure the totals of their inputs and outcomes. This me %'}’working
mother may accept lower monetary compensation in returﬁ%more flexible

working hours. . %'\
>

Different employees ascribe personal values to ian'jg d outcomes. Thus, two

employees of equal experience and qualifi cg@;performing the same work for
N

the same pay may have quite different ‘;% ons of the fairness of the deal.

Employees are able to adjust fo< pt&(‘h

Thus a teacher from Alberta@accept lower compensation than his colleague in

ng power and local market conditions.

Toronto if his cost liv: is different, while a teacher in a remote African
village may acc@o‘h&lly different pay structure.
Although @y be acceptable for more senior staff to receive higher
co @on, there are limits to the balance of the scales of equity and
@p yees can find excessive executive pay demotivating.

taff perceptions of inputs and outcomes of themselves and others may be
incorrect, and perceptions need to be managed effectively.
An employee who believes he is overcompensated may increase his effort.
However he may also adjust the values that he ascribes to his own personal inputs.
It may be that he or she internalizes a sense of superiority and actually decrease

his efforts 928577,
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Equity theory calls for a fair balance to be struck between an employee's inputs (hard
work, skill level, acceptance, enthusiasm, and so on) and an employee's outputs (salary,
benefits, intangibles such as recognition, and so on).According to the theory, finding this
fair balance serves to ensure a strong and productive relationship is achieved with the
employee, with the overall result being contented, motivated employees.

Criticism has been directed toward both the assumptions and practical application
of equity theory. Scholars have questioned the simplicity of the model, arguing that a
number of demographic and psychological variables affect people's perceptions of
fairness and interactions with others. Furthermore, much of the research supporting the
basic propositions of equity theory has been conducted in laboratory settings, and thus
has questionable applicability to real-world situations °2. Critics have also argued that
people might perceive equity/inequity not only in terms of the specific inputs and
outcomes of a relationship, but also in terms of the overarching system that determines
those inputs and outputs. Thus, in a business setting, one might feel that his or her
compensation is equitable to other employees' but one might view the entire
compensation system as unfair 2,

Individualg perecive their work in terms of inputs and outcomes. Inputs
encompass<yafious factors such as experience, ability, and effort, while outcomes involve
elements,like salary, recognition, and opportunities. According to the equity theory, job
satisfaetion is influenced by individuals' perception of how fairly they are treated relative
to others. This theory suggests that people strive for social equity by seeking rewards that

align with their performance !

. Put simply, individuals experience work satisfaction
when they perceive a balance between their efforts and the outcomes achieved, relative to

their colleagues. This sense of social equity extends beyond their immediate workplace

and frequently extends to comparable organizations in terms of employment 33,
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2. Situational Theory: In 1992, a theory arose that definitively claimed that job
satisfaction relies on two elements: situational characteristics and situational
occurrences’’. Situational characteristics encompass factors like salary, supervision,
working conditions, promotional prospects, and the policies of the organization, which
employees typically take into account when considering a job offer’!. Situational
incidents encompass various tangible or intangible events that occur after start'rq@job,
which can be either positive or negative in nature. Positive incidents may i @e perks
like additional vacation time, whereas negative incidents could @ 1ssues like
malfunctioning equipment or strained relationships with colbd{\‘ﬁ;{h this theoretical
framework, job satisfaction is influenced by both situat@@%factors and the specific
events that take place in the job setting’?. @

2.2.4 Theoretical Model of Job Retention Q

Among the common theories of job rete@%(a had been reviewed in this section is the
Herzberg's satisfier theory. The H% g theory of hygiene and satisfier must be well
understood by the educatio@tagers so as to be able to satisfy and retain their
lecturers. The satisfier flown as motivational factors are things like achievement,
recognition, adva@e&t, possibility of growth within the organization, and the work
itself. The @rs aimed primarily at building strong motivation and job satisfaction
and even, job retention, their absence rarely prove strong dissatisfying, hence, these
factors/are called satisfier 7' 73. The hygiene or maintenance factors on the other hand are
mostly environmental centered, the college policy, working conditions, interpersonal
relations with others, job security, status, supervision, just to mention a few. These
factors when withdrawn cause dissatisfaction on workers, but their presences motivate

lecturers strongly. Educational managers must utilize positive reinforcement methods

147



while maintaining expected hygiene factors to maximize lecturers’ satisfaction and
retention in colleges of education®®.
23 Review of Empirical Studies
The empirical studies shall be reviewed under the following headings: compensation and
benefits and lecturers’ job satisfaction and retention; promotion prospects and lecturers
job satisfaction and retention; training, development and lecturers’ job satisfactio@
retention; Leadership Styles and lecturers’ job satisfaction and retention. Q')&

AN
2.3.1 Compensation and Benefits and Lecturers’ Job Satisfaction and Retention
The importance of money in this case could not be underestir&t&g.'\Everybody needs
money. All academic staff of different educational le@s’%orks so that they can
contribute to the society through their knowledge b@ they get remunerations. The
main purpose behind all of this is nothing but mortey. So, money and compensation play
an important role in the job satisfaction é)&%

In a study conducted on auéé'%bile industry, remuneration was found to be the

loyees 10,

most important factor contriﬁé‘o job satisfaction and turnover intention ''!. In the
actual fact, remuneratio ﬁﬁoved to be a very important and valuable tool and it acts
as a major motiv@@nployees who want to stay and committed to the organization
in turn en @the attraction as well as the retention !''>. That particular survey aimed
at descx@n the different job characteristics and how they were ranked by the employees.
T@ults, not so surprisingly, showed that the number one factor for job satisfaction
was found to be compensation (which is money). It also tends to motivate an employee
who is committed to the organization and enhances either attraction or retention ',
When given to an employee for his services, it shows the employee that they are

important in the organization and that their existence matters ',
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The findings from a study revealed that pay has significant impact on job
satisfaction but the promotion has significant or partial impact on the job satisfaction of
educationalist. In another study on the relation between remuneration and job satisfaction,
a case study of public administration employees in Pomerania region in Poland. The aim
of this study was to determine how remuneration affects job satisfaction among public
administration employees from one of Eastern-European countries. The s\ as
conducted by carrying out a survey among employees of 10 public adminis &ofﬁces
of the Pomerania Region in Poland. The study findings showed that‘@remunerated
employees had a high level of job satisfaction that employee @&Ner remuneration
packages. The analysis of the results allowed drawing con@s?t%s that remuneration has
significance on overall job satisfaction. Howev r,@udy scope was in European
organizations and thus findings may not accuratelys€late with how remunerations affects
employee job satisfaction in Kenya publé)e‘w\t 4

Similarly, another study (%%:%e effects of employees’ remuneration on job
satisfaction in Canada was %ut. The study main objective was to determine how
different remuneration Ses affect employees’ job satisfaction in Canadian public
institutions. The @)@) ied a descriptive cross sectional survey design and sampled a
total of 30 @Qndents. The study findings indicated that remuneration packages likes
salary @v es containing benefits or rewards such as accommodation, a car, telephone,
ga@:lectricity allowances, meals or milk improved the level of job satisfaction. The
study recommended that working out of a good remuneration package help to attract,
retain and encourage the right employees and improved the level of job satisfaction.
However the study failed to show how financial and non-financial compensation and

wage increase affects job satisfaction in organizations !'2,
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Moreover, another study on the effect of remuneration, job satisfaction and
organizational citizenship behavior on the employees’ performance in East Java,
Indonesia was carried out. The study aims was to analyze the effect of remuneration, job
satisfaction and organizational citizenship behavior on employees’ performance; to
analyze the job satisfaction as a mediating variable of the effect of remuneration on
%@ in

ance.

employees’ performance; and to analyze organizational citizenship behavior"s\
mediating the effect of remuneration and job satisfaction on employees’ Q?Eﬂ

Data was collected using saturated sampling method. The study’s fi \s owed that
remuneration and satisfaction positively and significantly has<e on satisfaction and

OCB respectively, but remuneration does not significantly '@fect OCB. The results of

this study indicate that the concept of the higher th@@meration received by employees,

the higher their performance will be, only occurs”in normal conditions. If there are

obstacles in the work implementation pr@&%ﬁ this concept does not apply'!3.
Additionally, another stud}éb"@{he effect of remuneration on employees’ job
satisfaction in Nigeria Oil‘@@ recommended that employees’ wages should be
reviewed upward on an basis. However, the study was undertaken in Oil companies
and therefore the @s ay not portray the effect of remuneration on employees’ job
satisfactio i&blic service, hence, a study on factors affecting employees’ job
satisfac@n in Kenya public institutions was carried out. The study employed a
de@ive design and sample population was obtained from public institutions. However,
the study failed to show how employees’ remuneration affected employee job satisfaction
in terms of financial and non-financial compensation and wage increase. to this effect,
another study was carried out on factors affecting employee job satisfaction in USA

government organizations, the study findings indicated that employees’ remuneration and

rewards were the major factors affecting employees’ job satisfaction. However, the study
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was undertaken in different organizations in a developed country and thus the findings
may not be applied to examine the effect of remuneration on job satisfaction in Public
Service in developing countries. On the other hand, another study on effects of
employees’ remuneration on employees’ job satisfaction in UK firms was conducted and
found out that remuneration was not the only factor that affected employees’ job
satisfaction since other factors like working conditions affected job satisfactioﬁb;l"he
study however also failed to examine the effect of remuneration on job satis (%% within
the local context and hence the findings are short in explaining the eﬂ%hemuneration
on employee job satisfaction in local organizations like Publi\\‘ﬁgﬁce in developing

countries!!3 115 112, Q')&:

On the contrary, a study conducted to es%@at employees’ remuneration was

the major factor leading to low level of err‘%) s’ job satisfaction in many public
i

organizations in Kenya !0 1, Simila@jﬁ}d

remuneration in Ghana identified t}@nuneration is an important factor contributing to

gs from another study on employees’

employees’ job satisfaction%ention and for turnover since it acts as a major
motivating factors for e €es who want to stay committed to the organization. When
a lecturer is paid@r the services offered to the college, it shows the lecturer that
their exist c@the college matters 3. Lecturers are more satisfied when they feel they
are bei%p id fairly for the work they do. The importance of money in lecturers’ job
satisfaetion should not be underestimated since everybody needs money and all lecturers
work so that they can earn money. The main purpose behind all of this is nothing but
money. So, compensation plays an important role in the job satisfaction of the lecturers in
colleges of education. For them, the service quality, organizational performance and job
satisfaction can all be increased if the lecturers are given good salaries, which are a great

motivator 13,
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Results of a survey revealed that, salary was ranked to be the prime factor for the
motivation and job satisfaction and even retention of salaried employees of an automobile
industry. The survey tried to assess the various job characteristics and the way the
employees ranked them as motivators and satisfiers. The results showed that
compensation was ranked as the number one job element for job satisfaction and increase
in salary for performance was ranked as the number one job element for motivati@.

Money remains the most significant motivational strategy of rs’ job
satisfaction and job retention, little wonder when the establishmenf%lcentive wage
systems as a mean of stimulating workers for higher perform@ﬂ%"commitment, and
success was advocated for ''®. The motivational power of %&g%r through the process of

job choice was demonstrated and it was further exp ~éthat money has the power to
rsm

attract, retain, and motivate individuals tov% igher performance '8, This was

confirmed when the earliest strategy @

motivation and organizational co@wn‘[ 120 Since this covers only an aspect of

age increases to link job satisfaction,

personnel management, a @é approach emerged which was targeted at the
development of a certaj dlity of employment life that covers fair wages, benefits,
other employme@it ons and career development to support the facilitation of
motivation HQ\M satisfaction directed towards organizational commitment '8,

@ d large, compensation (money) is a very valuable tool for lecturers’
rete@n and turnover in a college of education. It also works as communicator when it is
given to a lecturer against his or her services which shows how much the lecturer is
valuable in the college of education !'. Probably the most influential factor in job
satisfaction is the remuneration one gets for his/her services in the college as a lecturer, a
reasonable pay compensates for many hitches, for example work overload, overtime or

even a stressful job of lecturers ''2. Job satisfaction is directly related to remuneration
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packages and dissatisfaction mostly comes up when a worker feels that he or she is not
being appropriately compensated for the work he/she is doing for the organization.

Compensation is one of the core functions of human resources management that
every employee gains in exchange of his services provided in the organization. It is
defined as monetary and non-monetary cash paid by organization to its staff for
organizational tasks performed !''®. A study conducted revealed that compenK is
positively associated with employees’ retention, commitment and better @Eﬂance.
The study agreed that 80 percent employees accept willingly extra re‘s@i\bihties due to
high and fair compensation and about 87 percent of employees‘@s&ied compensation
highly influenced their performance positively ''°. '&%

Salary is the amount of pay that constitute of the job in the organization.
It also serves the benchmarks against which b Q and benefits are calculated. It may
vary according to the grade of the job or %el of the skills required to the job. In
addition to this, level of salary may ‘Jé'@reed upon through collective bargaining as well.
It was identified that bas1 as an hygiene factor that could cause employee
dissatisfaction if worke eds are not recognized. It was further revealed that salary
which workers r{m)@f satisfying their economic and societal needs, were the key
elements Q ificantly influence job satisfaction ''. Other key elements that
synony@u relate to compensation and which also significantly influence employees’
job sfaction and retention are rewards, incentives, bonuses and allowances. Further
still, a recent research conducted revealed that organizations should distinguish via pay
structure in order to motivate and keep skillful workforce for a long-term in the
organization because of such reasons, businesses ought to have high competitive market-

related salary and benefits to retain quality employees and stay committed in the

enterprise !!
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2.3.2. Promotion Prospects and Lecturers’ Job Satisfaction and Retention
Promotion is a shifting of employee for a job of higher significance and higher
compensation 33, - It could also be described as the movement of an employee upward in
the hierarchy of the organization, typically that leads to enhancement of responsibility
and rank and an improved compensation package !*3. Another definition of promotion is
the reassignment of an employee to a higher-rank of job!33. . \(b,
Many researchers gave their opinion that job satisfaction and %&m are
strongly correlated with promotion opportunities, which means that f%\sa direct and
positive association between promotional opportunities and @s@tisfactionm. The
reliance of the positive correlation between promotio%“&g% job satisfaction is on

perceived justice by workers. A significant facet of @% of an employee is promotion
N

that affects other aspects of experience of work make up of a vital facet of mobility

of labor related to workers, most frequ@%' g considerable increment of wages '°.

Pay satisfaction and satisfaction rel @o job security are most significant categories of

job satisfaction for ascertaiﬂ@ve-ups regarding future, whereas satisfaction with

regard to promotion op fities is not a major factor!®!. Dissatisfaction in regard to

opportunities for @ d promotion is strongly influenced by the purposes for give-

up as com r@ dissatisfaction regarding workload or pay by employing data of cross-
>

sectioné

pro ons on satisfaction of workers, by concentrating on satisfaction regarding

re. Few numbers of managers makes estimation about the impact of

promotion. Managers who have been promoted feel more satisfaction with opportunities
regarding promotion and have more expectations for future promotion'3’.

Promotions are also an important aspect of a worker’s career and life, affecting
other facets of the work experience. They constitute an important aspect of workers’

labor mobility, most often carrying substantial wage increases, and can have a significant
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impact on other job characteristics such as responsibilities and subsequent job attachment
131 Firms can use promotions as a reward for highly productive workers, creating an
incentive for workers to exert greater effort. Promotions will only be an effective
mechanism for eliciting greater effort if workers place significant value on the promotion
itself. Otherwise, firms would simply use pay increases to reward effort and productivity
129,131 " Given all of the dimensions in which promotions can affect workers’ car nd
compensation, relatively little attention has been paid to the importance of @ ions as
a determinant of job satisfaction and retention in an organization '>! \

While several studies have investigated the determinan\‘%féb satisfaction, as

A

said earlier relatively little attention has been paid toé@?‘?ole of promotions and

promotion expectations. Tournament theory post lq@at firms use the prospect of a
promotion as an incentive for workers to exe Qter effort. This paper estimates the
effect of a promotion and promotion exe.c)t%}dn on job satisfaction and retention using
the 1996-2006 waves of the Na@ Longitudinal Surveys of Youth 1979 cohort
(NLSY79) 2. \)Q)

Estimating the s"of both promotions and promotion expectations on job
satisfaction helpstPu derstand the importance of promotions as a mechanism for
eliciting gr t@ﬁfort from workers. Specifically, finding that promotions lead to greater
job satisfaction, even after controlling for wages and wage increases, supports the notion
that Wwerkers value the promotion in and of itself. This gives firms a non-pecuniary tool
for extracting effort and other positive behavior from their workers. Accurate estimates of
these effects provide an indication of how effective promotions might be in eliciting
effort 27> 134 Furthermore, promotion expectations can also play a powerful role in

motivating employees and job satisfaction. Workers who realize they are not going to win

a promotion this time around may decrease work efforts, unless they believe they are still
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in the hunt for a future promotion 3% 3%, Controlling for wages and other firm and
individual characteristics, we find that a promotion increases the probability a worker
will be highly satisfied with her job by a full ten percentage points; approximately equal
to the effect of a fifty percent wage increase. This shows that promotions also serve to
place individuals into different jobs, where their skills can be used to greater effect.
However, not all promotions carry an increase in supervisory responsibili or
significant changes in tasks, indicating that promotions may also serve othe &ions. It
was also revealed that workers value the promotion itself, above an \n the wage
increase that normally accompanies a promotion '3+ 3%, Thuss @g@ons may be more
cost effective than wage increases in keeping workers happq')&%

Promotion expectations also affect job sati f;@p in the sense that workers who

N

believe a promotion is possible in the next two‘% re more likely to be highly satisfied

[ ]
130 Furthermore, it was revealed, from(va&g

continue to have an impact on job éé@ﬁction and retention of employees, however, the

tudies conducted, that past promotions

effect fades over time. Finall%s not appear that expectations can explain the gender
premium in job satisfactios, (Women report higher job satisfaction, ceteris paribus) '3°.
Promotion receip@e@h same effect on job satisfaction for workers who believed a
promotion @Ossible in the next two years as for those who did not believe a
promoté% possible 3. These results are robust under various cuts of the data and
whemydynamic panel estimation is used to control for the potential endogeneity of the
promotion and promotion expectations variables.

In another survey, it was revealed that individuals with higher income aspirations
have lower life satisfaction. We can extend this logic to promotion expectations as well.
Our sample shows that men have greater promotion expectations. The rate at which men

report a promotion is possible is 62.6 percent, as opposed to 53.7 percent for women.
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However, men and women are equally likely to report having received a promotion. Thus,
men are more likely to have unfulfilled expectations regarding promotions >,

As an indirect measure of the link between job satisfaction and future quits, a
couple of papers have also investigated the importance of satisfaction with advancement

opportunities on future job attachment, with mixed results. It was also revealed that both

satisfaction with pay and job security are the most important job satisfaction caté@eries
S

for determining future quits, while satisfaction with promotion oppor;ur%x not a
significant factor. Another revelation shows that dissatisfaction w \omotion and
training opportunities have a stronger effect on intentions to quit dissatisfaction with

workload or pay. Besides, it was also revealed that I%S?BD who report promotion
prospects as the most important work characteri%@ave significantly different job
e

satisfaction than those who report other employ: haracteristics as most important '35,

Further still, it was also reve e.d%‘at when employees perceive promotion
opportunities outside their current %@mtion while at the same time perceiving little or
no promotion prospects in thé@?&nt organization is a good reason for them to think of
leaving their present w lace for another. Therefore an employee’s perception of a
promotional pros@%t in an organization is one of the very important factors that
influence @ée intention to remain or quit an organization. This is because
employé%l more motivated to work in organizations which provide them with
pr@onal prospects to new challenging positions. Conversely, if an employee
stagnates in one position for long, he or she is not motivated and therefore unlikely to
stay in such unfulfilling jobs 128 125124130 " Employees’ promotion leads to increased pay,

higher status, and higher self-esteem resulting in increased job satisfaction unlike those

employees who stagnate in the same position. Therefore employees’ turnover intentions
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are lower in organizations where there are clear career growth paths than in organizations
where employees’ careers are static with little or no promotional prospects 31> 130132,

Lack of an employees’ growth in an organizations leads to career plateau resulting
to rise in turnover intention because such employees want to advance their career
elsewhere in the environment 3°. The aim of promotional procedures of an organization
should enable employers to get the best available talent in an organization to %py
positions in the organization. This provides employees with a chance to,pr within
the organization hence more motivated reducing turnover intentions 1"%\

In another study on career growth and its influence on orgarii tional commitment
and turnover intentions, it was found out that career growth diimensions were negatively

related to turnover intentions and effective oc@ commitment was found as a
S

partial (mediation) on other relationships. It % o indicated that organizations that

a
provide good environment for career ﬁ.wjl}fh ough supporting them to achieve their
career goals by improving their slijt" d knowledge, awarding regular promotions as
well as good remunerations%mployees would reciprocate by enhancing a moral
obligation to work hard h@ir organizations and therefore think less about resignation
or intention to lea@@

Th 'n@&mce of career advancement in reducing turnover intentions by alluding
that tu@ve intention among workers is reduced significantly when such employees
pe@e career advancement opportunities in their current employment as appealing '3
and the position was supported by claiming that organizations that satisfied the needs of
its employee through career development and promotions, such organizations managed to
reduce turnover intentions of such employees significantly !2* 124, Results from another

study showed that many young lecturers tend to give more emphasis to career growth and

tend to leave a college of education that have no prospects for growth for the one that
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offers prospects for carecer growth. Therefore, lecturers who perceive their colleges’
interests in their career growth through staff development opportunities and promotion
positively respond in the development of the college leading to low turnover intentions 3%
124,128 In a study on motivational factors leading to lecturers’ retention and engagement
in colleges of education showed that the most important factors influencing lecturers’
retention are financial rewards, teacher promotional opportunities, career deve ent
opportunities as well as recognition. The study further recommended that c %} should
formulate suitable retention strategies through enhancing motivatiorf@mce turnover

rates for its lecturers 128 134,133, . @”

Promotion and advancement opportunities inﬂuenc%gg%wers’ job satisfaction and

job retention. Various studies reported a po%e@&atlonship between promotional
t

opportunities and job satisfaction. From thos§ es, it was revealed that a negative

relationship between measures of pr@a

towards a college. This implies tha(%;@ecturers perceive a possibility of or a path to be

frustration and measures of attitude

promoted in a college, they \N&‘nore satisfied with their current job as the promotion

assures them of more}@dhsibilities and higher compensation resulting to lower

turnover intentior@@’ 126

It ga@b postulated that promotion opportunities in a college stimulates

persona@e lopment among lecturers leading to enhancement of interest in the job. On
the other hand, when such lecturers stagnate in their current positions, their motivation to
stay in such positions usually nosedive and would most certainly not remain in such
unfulfilling positions. This is because as postulated in those studies, promotion usually
comes with increased remuneration, higher status, boosted self-esteem leading to more
128, 130, 134, 136 ¢

authority, responsibility, independence as well as higher job satisfaction

was also revealed that lecturers value the promotion itself, above and beyond the wage
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increase that normally accompanies a promotion'** 30, It was also argued further that
promotion of employees provides incentives to initiate enterprises and ambition as well
as minimizing discontent and industrial unrest, leads to attraction of capable individuals,
necessitates logical training for advancement which results to an effective reward loyalty,
cooperation and long service in one’s career.

2.3.3 Training, Development and Job Satisfaction and Retention . \(b,
Colleges of education invest much of its capital on the training and deye '&(t of its
lecturers. It makes the case sensitive to investigate whether training‘%ing benefit to
the trainees and to what extent training process could be irrrp@"l"raining not only

enhances the performance of the lecturers but also helps @0 motivate and develop

S

undergoing relationship with the college®. T ai@, refers to an activity which
deliberately attempts to improve a person’s sk'& task. It was stated that colleges of
education conduct training for three pu@)&ich are to carry the colleges’ strategy,
bringing innovation and advancem%é'@technology. That is done to improve the quality
of the product and for the pré@@of quality services. It was further added that training
also depends on the im Ce the colleges give to its lecturers’ skills. Training is also
linked with the i@n, thus the lecturers’ needs to be trained to cope with the latest
developm ts@lﬂ technological changes. It was also observed during a study that if
trainin% general nature and is provided by the employer at no direct cost to the
wor then workers typically reports larger productivity gains from the training during
work hours. Beside this fact, it was elaborated that workers with greater earnings are

always willing to participate in the training %%

. Training was described as the systematic
development of the knowledge, skills, and attitudes required by a person in order to

effectively perform a given task or job. He goes on to note that training is a pervasive

activity in society, taking place within industry and commerce, government agencies and
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departments, health care organizations, and all branches of the armed service. Within
every organization, training occurs at all levels of human resources and trainees may vary
in terms of age, work experience, disability, educational background, ethnic origin, and
skill level ®*. Moreover, it was noted that training is a sub-process of the overall process
of matching individuals to jobs (a process that begins with the screening, selection and

placement of employees). When relating it to colleges of education, it was belie@hat

- maintaining lecturers’ existing performance as required by the‘@e;

training serves three important functions. These functions are: .
- improving lecturers’ motivation by strengthening their-befiefs Th their abilities to

perform their jobs; and &

- assisting the lecturers with the socializa%‘?ﬁvnderstanding of organizational

priorities, norms, and values. Traini odology, structure, delivery, and

content all reflect these organizaco.n)gkﬁes 107,

Training methods are either on-t?@b, implemented outside the organization or a
combination of both they are%ﬂiceships, coaching, distance learning, inter-ships, job
assignment, job rotation tlres, mentoring and online training '*7.

In a stu@u ted on the impact of training and development on job
satisfactio c@ployees, training was linked with the employee’s productivity which
leads tbe loyees’ satisfaction. A significant positive relation of training and job
satisfaction was found out in Britain using Ordered Profit Estimation. Also, the
relationship between training satisfaction and overall job satisfaction was investigated
when analyzing a sample of 552 customer and technical service employees from the
United States and Canada, a significant positive relationship in terms of a bivariate
regression coefficient was found out. It was stated that if employees are trained at low

level it would increase their tendency towards leaving the organization, while high level
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training increases the employees’ satisfaction and focuses him/her to stay in the
organization ** 197, Similarly, another study on the relationship of on-the-job training and
job satisfaction was conducted. the results showed a significant positive correlation of
employer-financed training and job satisfaction for men 4. In a similar vein, the effects of
schooling on lifetime well-being were examined, positive effects using twins and siblings
data was the results. Closely related to that is another study carried out the

O

determinants of job satisfaction, among the results were the information @raining
participation. ‘%\

Furthermore, it was found out in a similar research that\ ‘égr'ﬁzations that offer
employees a relative high degree of development opp%&ies and internal career
possibilities elicited higher level of performa, c@ commitment. Besides, the
organizational behavior developed in a positive wdy and intention to remain in such
organization increased. In a similar @%’ as argued that personal development
opportunities had a positive effec '@the perceived rationalism of the employment
relation, which in turn accodﬁ@gd)r higher levels of commitment and job satisfaction
and even low turnout jrftentions °% %, It was found out, in another study, that the
organizational c@% t and organizational citizenship behavior is higher in
organizations @ffer training opportunities than in organization that do not offer such
leamin%os ibilities %, In contrast, it was revealed from another study that violation of
pe@ed training obligations result in reduced organizational commitment and increased
intentions to leave the organization '%°.

These research findings suggest that it is beneficial for organizations to provide
training and developmental opportunities in terms of work attitudes of employees. The
following categories of work attitudes are suggested to be relevant in relation to training

and developmental opportunities; commitment, job satisfaction, intention to leave, and
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employment security. Therefore, we will hypothesize these depictions of work attitudes
in relation to training and developmental opportunities *+ 10% 107,

Better still, there are empirical indications that training and development are
positively related to employee retention. The extent to which human resources
management practices have an effect on the perceived ability to attract and retain
employees was examined. Besides offering teamwork and participation, autorno nd

W

decentralized decision making, practices creating opportunities for %:&ﬁ\g and
development are most effective. It should be noted however that thi ??ocused on
expert opinions, opposed to actual employees’ perceptions with k@g@ to several human
resources management practices . It was concluded @wrceived investments in
employees’ development correlated negatively wiﬂ@oyees’ intention to leave the
organization. However, the intention to leave gly mediated by job satisfaction and
affective commitment '%- 197, The Volure;yjt}n ver of a large sample of manufacturing
employees who were participating @tion reimbursement programs was examined. It
appeared that while employé\&re still in school the voluntary turnover decreased.

Once the graduate degr aS)earned, the turnover increased. If the degree was earned

and the employe@e subsequently promoted the turnover would be significantly

reduced.@ﬂs concluded that, in line with present insight in the human capital
at

theory, 6

thercfore the perceived alternatives, which in turn increases turnover. If promotion

nhancing employees’ general skills will increase their marketability and

followed the graduation, then the turnover decreased, and the negative impact on
retention was stronger than when employees were promoted without attaining a degree.
One may suggest that the employees attribute their promotion to earning an advanced
degree, which was provided by the employer. Based on the social exchange theory this

would enhance their satisfaction and commitment to the organization '%°,
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In a similar study, the impact of supervisor support for development, career
adaptability, affective commitment and turnover intentions was examined and also found
out the conflicting relations between enhancing employees’ employability and attitudes
with regards to turnover. Supervisor support for development was negatively related to
intention to leave. Next to this, it is recognized that it is somewhat counterintuitive to
invest in employees’ development and thereby enhancing employee mobility; his

QO.

The major reason organizations include training at the place‘@k is to offer

might be the price organizations pay in exchange for an flexible workforce

employees the skills needed to improve the organization's busﬁ@%}n overall positive
way. Trained workers can provide benefits in obtaining goé%h}comes and assistance in
a short time. An excellent trained employee will gi e':&g)d consumer service experience
and attract new customers in a long period. Theréfere, we can understand that training
practice will promote the aims and obje@%f me organizations, and ultimately make
the organization more professional i '%ns of productivity, management, and services .
Training is a must fo%g staff to keep them on track of globalization growth
and development in the cbof technological advancement. It can improve employees'
knowledge, skill@t ntial creativeness. It can also improve teaching and learning
skills of b @ecturers and the students in the college **. A range of exercises initiated
by an V@ti ion leads to knowledge acquisition or development skills. Practice is an
es@l part of every organization. Researches have it that the current development of
the world economy, technology, and rapid change require organizations like colleges of
education to constantly train their lecturers, motivate and honor them so that they in turn
will feel satisfied with their job and the college at the other side will be able to retain

them for long 19794, 102,101,
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Education aims in human resources development are to think about the progress
of human capital which is the key component of the education system. The development
of human capital in every department most in the educational field can make a bigger
difference in performing their part efficiently and effectively. Education is a service
industry. Training and development is necessary for the job satisfaction of employees at
all levels because their entry skills will wear out and become obsolete over so ime
and must be updated every now and then '”. Education is essential to,t '&’wth and
development of a country. It was pointed out that teachers lay the rﬁ%f\oundation for
good citizenship, therefore, the teacher's work is beyond the sco @t"achmg It extends
to shaping and mentoring youth, monitoring studen%’@ strengthening public
personality training *% %6,

Accordingly, an organization that offer ‘% ing and development programs to its
i

employees achieves high employee job @t

greatly from workers’ training and pment plans. Most workers realize the value of

n and less turnover. Employees benefit

training programs and want A@their pays. Staff training is still a broad driver of the
job %% 109 Appropriate tr@iing surroundings should be developed in the college. Staff
should be conﬁd@r cognize the area in which everyone requires to be trained.
Training a @opmen‘[ programs presented by the institution must be in line with the
outlook-@f the staff and this must be linked to the individual development wants of an
in@on. This will develop positive perceptions among the faculty members 4

A large number of studies have confirmed that usual education practice cannot
create the senior thinker/employees necessary by the employment market. Those changes
have prompted universities around the world to expand a program designed to provide
possessions and training to improve the efficiency and effectiveness of the training

process. The training environment plays a vital role in employees’ job satisfaction,
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leading to employee job satisfaction. Few theories are as follows related to training
environment and design '%. It was submitted that training can be shifted from one
exercise to different (e.g., performance training) if these two exercises are identical and
experience several simple elements. The level of conversion is additionally defined by a
level of similarity within the actual context of training and objective context of the play
104, 94. ° (b

If the theory of principles is applied in training, it can be considere %}%}aining
must concentrate on learning the common principle required for a Cﬁ%@ that trainees
can apply them to resolve troubles in the transportation surroun{{‘ That theory shows
the training environment can be designed without worryin%'ggo%t the similarity with the
transition status that the trainee will encounter w, e@ying for tasks, as long as the
basic principles can be used and the training oﬁt can be summarized, for example
common principle regarding troubleséo)& an be applied to resolving conflict
management in an organization '%, (b'lG

The human resourcesN %rge of training need practical experience and must
have the capability to the needs and expectations of workers 1%l %8 There is a
statistically positi@l tion between trainer quality, learning transfer, and employees’
happiness. 1@% perform a very important role in providing an efficient learning
situationsforrworkers who needs to fully ready to promote the achievement of training
pr&s 107

The training plan structured by the university must be related to the common
problems faced by the learners’ community. Teaching policy should be designed in ways
that contribute significantly to the development of learners' various skills such as

perception, personality, and sense of responsibility **. When designing training, there are

four main areas to consider. Which content will reach the learners, need, which phases
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should be incorporated in the development of training procedures, which resources are on
hand because it is necessary to consider resources, especially financial resources, and
what content? Some potential challenges of this training program. When designing a
training program, some challenges will be encountered, so measures must be taken to
provide elucidation to these challenges. The most important phase of the training strategy

is to reach the needs of learners. Supervisors and managers should identify wealﬂ@s to

improve them. Then, employees are sent to receive training so that they can i e their
weaknesses without hurting them!?. ‘%\
Furthermore, it was submitted that training courses help yees to fulfill their

responsibilities in an efficient and effective mode. Wh?z'j@%y discover the learning

[ ]

programs are very enjoyable and assist them to d: g@\gjob proficiently, they can make

efforts to obtain the utmost benefits from the B% . Moreover, they will try to execute

the knowledge, skills and abilities gain t e training program that will assist them
in obtaining promotion and relmbu@nt. The training creates a significant impression
between the work-force of th zation and improves their working life '%°.

2.3.4 Leadership Styl d\Lecturers Job Satisfaction and Retention

Any leadership st@@p d by a particular educational manager has a way it impacts on
lecturers’ % ion, job satisfaction, performance and organizational commitment
which iaturn m

O

Retaiging employees is important to the continuing success of any organization, because

ay influence their decision either to leave or stay with the organization.

of the skills and knowledge that employees accumulate while working for the
organization. An organization with a high level of employee turnover faces the costs and
effort of recruiting, inducting and training new employees, with the risk of business
disruption while new employees get up to speed on the job. Whereas a majority of

observers have attributed labor turn over in organizations to all sorts of motivational

167



factors, an understanding of the contribution of leadership style needs to be put into
context!38,

Several studies have tried to explain the different styles of leadership and the
extent to which leaders’ style can affect the overall success of a team or an organization
being led by them. In addition, so many studies have tried to explain the relationship
between managers’ leadership styles and the different aspects of em es’
organizational behaviors. Job satisfaction, job performance and turnover gnbo ion are
some of the most important areas in organizational behavior ''°, ‘%\

Leadership style is a behaviorally oriented approach to-uk@)ta'ﬂlding the concept

of leadership. Subordinates, normally look at their lead%&havior as their style of

leadership. From this viewpoint, it could be cor%@bat behavior approach and style

approach could be used interchangeably '°. The-style approach focuses on leaders’
behaviors and explains how they com 1ne®nd relationship behaviors to influence
subordinates in their efforts to reaclzb" rganizational goal '*. Several behavioral studies
have pointed to two leaderﬁ@les, the task-oriented and the relationship-oriented
leadership styles.

The prlm@% of task-oriented leaders is achieving defined targets of their
organizati Q as argued that task-oriented leaders encourage their employees to
achieve@el objectives by giving them exact definitions about their roles, establishing
objectives and criteria of evaluation, specifying directions and instructions, setting time
schedules, and determining the ways by which goals could be achieved. He believed that
task-oriented leaders often apply a one-way method to communicate with subordinates
about their duties and responsibilities and the way they are expected to fulfill their tasks

108,104 Tt was specified that there are some activities such as clarifying responsibilities

and roles, defining objectives, performance measurement and control, and planning for
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short-term periods as the main behaviors of task-oriented leaders. What is there to
understand therefore is how the task oriented behaviors relate with motivation of staff
and intentions to stay in or leave the organization. Defining roles and specifying
directions for staff may be a motivator for staff depending on what kind staff one is
dealing with and may as well be a “demotivator” for others '3,

The main concern of relationship-oriented leaders is mostly focused orr @ing
and developing interpersonal relationships. It was argued that unlike task-orj eaders,
relationship-oriented leaders prefer a two-way method to comrﬁ%xe with their
subordinates. He believed that to support their employees socid@é}notionally should
be their desire. It is also very important to them to help en%ﬂ@es to feel comfortable in
the workplace and develop their careers. The most @ant behaviors of relationship-
oriented leaders could be categorized into three sorts-0f behaviors including “supporting”,
“developing”, and “recognizing” beha@&fxt'l the success of relationship-oriented
leadership style will depend on the (é'@ecteristics of a particular employee. For instance
if the employee happens to Q&he category as described by McGregor in theory X,
then relationship orientedstyl&will not be helpful 0.

One of thé critieal foles of management is to create a work environment that will

endear th o@aﬁon to employees. It also includes influencing these employees’
decisio “;o%w committed and remain with the organization even when other job
opportunities exist outside the organization '3°. It was observed that the role of leadership
and a supervisor is crucial in staff retention, and argues that employees leave managers
not companies. It was stated further that organizations may no longer afford to leave the
responsibility for keeping well performing employees in the hands of the human

resources management departments. Responsibility and accountability for retaining talent

need to move out to the front lines and into the hands of leaders'?°. Leaders and their skill
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in building a climate of retention, a culture that speaks to employees in a way that
encourages them to stay, will be an organization’s best defense against unwanted
turnover. Leaders are therefore the secret weapon in keeping valued talent longer '*°.

A two way communication is regarded as a core management competency and a
key management responsibility. Leaders should adopt a style that would establish and
confirm their leadership authority by means of appearing competent and trus@hy.
Effective leaders should guide members in a manner that allows them to co ¢ to the
achievement of the group’s overall goal 4% 135 It was argued that e‘%}ees are more
likely to remain with an organization if they belief that their me@gs'\show interest and
concern for them, if they know what is expected of them, i@@%are given a role that fits
their capabilities and if they receive regular po i@eedback and recognition. The
quality of relationship an employee has with his‘e# her immediate managers elongates
employee stay in an organization '% 10@‘%6 ever, it was affirmed that incompetent
leadership results in poor employe%@ormance, high stress, low job commitment, low
job satisfaction and turnover @2.

In a study cond on the state of South African Training Industry indicated
that management @a the most prominent retention factor in South Africa 19 104, It
was revea dé\‘another research that majority of the employees in organizations
surveye@p ned to remain with their organizations at least for the next five years
be® of the prevailing culture of management care '*2. It was also revealed that
leadership behavior has a positive influence on organizational commitment and turnover
intention '*. Also, it was revealed that organizational culture and leadership are some of
the major causes of staff turnover in the hospitality industry '°*. Moreover, it was
contended that transformational leadership, which is comparable to relationship-oriented

leadership style, is the key factor in reducing and mitigating turnover intentions '%. It was
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established that leadership style, specifically lack of involvement in decision making and
inadequate communication were some of the issues that caused dissatisfaction of
academic staff of the University of Nairobi '%, It is therefore evident in literature that
leadership style is crucial in staff retention. Organizations must therefore take extra care
while hiring managers; in addition to professional competence, managers must be
thoroughly tested for their likely leadership style !3% 142,140, 136 . \(b,

In a study conducted on the effect of transformational leadership on the
organizational variables like job satisfaction, organizational commit?%psychological
well-being etc., towards positive organizational outcomm@vﬁls revealed that
transformational leadership style significantly inﬂue%gi%many individual and

well-being just to mention a few, towards po‘sﬁ
of the location of the study. It implithj)é’l

consider imbibing transformation?,b' dership behaviors in order to become more

organizational variables like job satisfaction, org ni@gnal commitment, psychological
ivb

rganizational outcomes irrespective

ders in today’s organizations have to

effective in their trade. N&&relationship between contingent reward and job
satisfaction was identifiegd~%)- ¥, This was the only dimension in transactional leadership
which turned up@e a relation with satisfaction. However, all five attributes of
transforma 'o@adership depicted a healthy relationship with satisfaction on the job'4,
The st o identifies some of the leadership styles prevalent in organizations like
co@ of education '*°. These include transformational, transactional and passive
leadership styles. Success in the business environment demands leaders that can create a
vision for the future of the organization and lead and develop the next generation of
leaders. The baby boomer generation is reaching retirement age and organizations may

begin to realize the need to fill critical executive-level vacancies created by their
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departure. The results of this study also indicate that there is a relationship between
leadership styles and job satisfaction in the retention of employees in an organization 42,

The findings of another study conducted to find out the influence transformational
leadership style and job satisfaction on teachers’ turnover intentions indicate that a
transformational leadership style and job satisfaction can significantly influence
employee turnover intention!4, It was therefore suggested that business leade'f@uld
develop training and mentoring programs to aid their employees to bec fective
leaders within the organization. Organizations should consider imﬁ%’}ing a multi-
rater, or 360-degree assessment program coupled with employeé\\?‘kgﬁﬁe surveys. These
tools can provide feedback on leaders’ performance th%@mizations can apply to
strategies for improving leaders’ development '4? '@‘ormation can also be used to
identify specific areas of job satisfaction or @tisfaction within the organization.
Business leaders should direct their @@/ards the areas that will provide the
organization with the most return @estmen‘[, the areas that are most critical to their
employees’ job satisfactionﬁ@%rﬂover intention!#2, The results of this study also
identified the job satis M constructs of contingent rewards, nature of work, and
communication a@g e largest effect on turnover intention. An organization could
schedule reqcCring surveys, sensing sessions, or other means to gauge the level of job
satisfac@n o identify which of the nine categories most strongly drives overall job
satisfaetion!+.

In another study, it was reported that a significant positive association between
transformational leadership and job satisfaction of employees exist. It was further
reported that a significant and positive association between transactional leadership and

job satisfaction'*?. On the contrary, Several scholars have expressed that laissez-faire

leadership represents a situation of no leadership and therefore, may not be connected to
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employee level of job satisfaction '*°. It was therefore concluded that any organization
where leaders failed to adopt an effective style, job satisfaction and emotional feelings of
their subordinates will be very low and there is a high tendency that employees will exert
little efforts in achieving the objectives of such organization '*°.

The relationship among transformational leadership, transactional leadership and
job satisfaction are investigated using Pearson correlation in another study. The @ngs
of the study supported that a significant relationship was found between tra nal and
transformational leadership style and employees’ job satisfaction. '@ns ormational
and transactional leadership styles positively influenced job-sb({%c'ﬁon of instructors

S

working in Universities in Mogadishu'*°. In other word%& findings supported that

instructors working in Universities in Mogadishﬁs’f@bﬁcanﬂy preferred both types of

leadership styles. However, there is a stro tionship between transformational

leadership style and job satisfaction!3’. C‘\\‘

The results further indicate '%igniﬁcant relationship between job satisfaction
and transactional leadership% This means that instructors were satisfied with
transactional leadership s"that currently exhibited by their administrators. However,
there is small re@&ﬁ between transactional leadership styles of the instructors,
administra r@job satisfaction of the instructors. However, the above result supported
the hyp@e is of the study that there is a positive relationship between leadership styles
(tr&rmational and transactional) and job satisfaction'*”,

In another study conducted on the influence of the transactional and
transformational leadership styles on the job satisfaction teachers in Malaysia, the
findings revealed a contradiction on assertion that leaders preferred transactional

leadership to transformational leadership. This finding can be interpreted to mean that

173



transformational leadership creates a collegial working environment that allows basic
school teachers to feel more comfortable!3% 140: 142,

The finding also revealed that there was no relationship between head teachers
transactional leadership style and their teachers' job satisfaction in Kwabre East
Municipal. This indicates that transactional leadership style of head teachers does not
improve teachers’ job satisfaction. It was claimed that under transactional lea\ ip,
followers such as teachers are powerless to increase their job satisfaction, z‘,é ult, the
study's finding also suggests that transactional leadership is the A\ée?fective in
transforming the work environment since it assumes that individ)\Q&?&: primarily driven
by simple rewards such as punishments and rewards ma@%ent”l. Similarly, it was
revealed that the principals' transactional leader hi‘@.@wﬁle correlated significantly and
positively with their teachers' job satisfactio Qstudy conducted in Kenya's Nandi
South District. However, the head teac@%ﬂ formational leadership style was found
to have a strong positive relations@th teachers' job satisfaction, implying that head
teachers' transformational sty‘@nces teachers' job satisfaction'*!.

It was indicated Head teachers might have motivated, inspired and created a
positive environn@ erve as role models for teachers. Transformational leaders are
capable of n%&ting and inspiring teachers to collaborate in order to achieve the
school'@o and vision. They normally encourage and strengthen each teacher who is
ea@ work and succeed!3®. Teachers' job satisfaction will be induced in facilitating the
achievement of the organizational goals if the practice of transformational leadership can
be improved in school organizations.

The findings from another study revealed that, there was a positive relationship

between transformational leadership style and job satisfaction'?. Transformational

leaders pay close attention to their followers' needs and motivations, as well as
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attempting to help people attain their full potentials It was therefore suggested that head
teachers may have addressed teachers' demands and concerns, satisfied their needs and
expectations, inspired them to go above and beyond what was expected of them, and
pushed them to be creative and inventive, resulting in higher teachers’ satisfaction'*!.
Furthermore, the lack of a significant relationship between head teachers' laissez-
faire leadership style and teachers’ job satisfaction implies that when head* tédehers
demonstrate an "I do not care policy" or "carefree" attitude in their ]ea & style,
teachers' job satisfaction is more likely to suffer!3¢ 137 138 The ﬁndin@evealed that
a laissez-faire leadership style does not have any relationship @(’ﬂ) satisfaction and

turnover intentions of teachers in secondary schools!3. &

Additionally, the study result revealed thét;?ﬁvas no significant association

between overall head teachers' leadershlp % nd teachers' job satisfaction and

turnover intentions'3®. This suggests tha eachers' general leadership styles are
completely unrelated to their teacheéé%b satisfaction and turnover intentions. As a result,
the leadership styles of head é&é have little bearing on teachers’ job satisfaction'*.

It was also rev tiat democratic leadership style promotes high teachers job
satisfaction and as we %ce teachers’ turnover intentions in primary schools in Songea
and Morog r(@ ompared to autocratic leadership style and laissez faire, the results also
depicte@ sitive relationship between democratic leadership style and teachers’ job
satisfaetion as well as in primary schools in Songea and Morogoro districts of Kenya!3¢.
This implies that the more the head teachers practiced democratic leadership style the
more teachers were likely to report high job satisfaction. In other words, democratic
leadership style is the type of leadership promotes high teachers job satisfaction in

primary schools. Democratic leadership recognizes individual teachers in formal and

informal positions to take responsibility for leadership activities by a network of
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interactions in schools. In this context, democratic leadership was characterized by a form
of collective leadership in which teachers developed expertise by working together,
concluding that engaging many people in leadership activity was the core of democratic
leadership in action!3®,

Democratic leadership style is the one which promotes high teachers job
satisfaction in primary schools. There is a significant correlation between de tic
leadership style and high teachers’ job satisfaction. This asserted the fact t &ocratic
leadership style is dominant in best performing schools while autocrﬁ%b\adership style
is dominant in poor performing schools. In regard toe @%ﬂﬁﬁance, the study
demonstrated that in best performing schools, the c%& level of teachers’ job

satisfaction is high while in poor performing s%@;e current level of teachers’ job

satisfaction is low!?’.

The findings of this study thereée)@ to the conclusion that, head teachers’
leadership style is a critical Varia@ teachers’ job satisfaction as well as teachers’
turnover intentions in primar@& As a result, the current teachers’ job satisfaction is
high in best performin o0ls and low in least performing schools since democratic
leadership style @te high teachers’ job satisfaction. It also concluded that
democrati lé}ship style is the best style of leadership that could enhance high
teacher@'o satisfaction in primary schools!*’.

he study discovered that the democratic leadership style has a considerable
favorable impact on teachers' job satisfaction and teachers’ job retention!*’. This suggests
that when school administrators employed a democratic leadership style, teachers were
more satisfied with their jobs. Head teachers’ application of two-way communication
significantly and strongly affected the teachers’ level of job satisfaction positively. The

use of two-way communication by head teachers had a significant and favorable impact
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on teachers' job satisfaction. Furthermore, the findings revealed that the head teacher's
demeanor encourages employees’ teamwork. This is because head teachers are not
experts in every subject, listening to others before making conclusions is more effective
and precise!3% 137142,
2.4 Conceptual Framework

From the background to this study, and review of related 1iterature,®man
N

resources management practices and leadership styles have been establi S being

complimentary to the lecturers’ job satisfaction and retention in collé%} education in

Oyo State. This is depicted in the figure 2.9 below: . @”
Independent Variables Moderating Variables Q‘)&%endent Variables

Indices

Human Resources Management ®

e Compensation & Benefits.

e Promotion Prospects \ ° ‘&

e Training and Development | | Gen@-)\ e Lecturers’ Job
Male Satisfaction

(b' Female | —
Leadership Styles Indices VQ D

e Lecturers’ Job
Retention

School Type
= Private
= Public

=  Transactional

* Transformational
» Laissez - Faire
Figure 2.9: eractive Model of Human Resources Management Practices
ices and Leadership Styles Indices and Lecturers’ Job Satisfaction
Q nd Retention in Colleges of Education in Oyo State.

Source: Researcher’s Fieldwork 2023.

The model in figure 2.9 indicates that lecturers’ job satisfaction and retention are
influenced by different human resources management practices indices like lecturers’
compensation and benefits, promotion prospects, training and development as well as that
of Leadership Style indices such as transactional, transformational and laissez - faire. The

mathematical notation below could be used to represent the relationship in the model.
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That is: JS & R = f (HRMP & LS)

Where:

JS = Lecturers’ Job Satisfaction;

R = Lecturers’ Retention

f = Function of (depend on).

HRMP = Human Resource Management Practices,
LS = Leadership Styles

The model therefore, revealed that if a college of education has to work with employees
(lecturers most importantly) for the attainment of the goals and objectives of teacher
education, they should be made to work under a very conducive and friendly environment.
This would invariably make them to be satisfied on their jobs and possibly be retained on
the job for a longer period of time.
2.5 Summary of Gap in Literature Reviewed

The empirical studies reviewed in,spaifited out that human resources management
practices (compensation and benefitsy, premotion prospects, training and development of
lecturers) and leadership styles(transactional, transformational and laissez-faire) are the
major determinants of lecturers¥job satisfaction and retention in colleges of education
93.47.84, 121, 119, 109, 134,56

The empirical studies reviewed in showed that the aim of compensation and
benefits, promotion prospects and training and development of lecturers in colleges of
education is to ensure that the lecturers in these colleges are well catered for in a cost
effective and timely manner. It was therefore postulated that, before any lecturer is
recruited in these colleges, there should be policies that will spell out the guidelines or
processes for the compensation and benefits, promotion prospects and training and

development of these lecturers in these colleges of education .
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It was also revealed that in a situation where lecturers’ compensation and benefits,
training and development and promotion prospects processes were wrongly done, the
morale and motivation of lecturers to work very hard would be dampened and the
lecturers that are products of such situations would not be fulfilled in the colleges, also,
the level of those lecturers’ job satisfaction would be very low and this tend to have an
hyper effect on the rate of turnover intentions of the lecturers 4% 32,

Also, some of the literature reviewed in argued that the type of leadership styles
put on by the provosts of these Colleges of Education should be the one that would
ensure the lecturers’ job satisfaction as well as their retention in the colleges for a long
period of time47, 52,30,109,100, 104, 103,100

It was also revealed from the empirical studigs,reyiewed in, that transformational
leadership (which is comparable to relationship“eriented leadership style) is the key
factor in reducing and mitigating turnovgr intefitions '%. It was established that leadership
styles which specifically involve lack,of-involvement employees in decision making and
inadequate communication ‘Were;"Some of the issues that caused dissatisfaction of
employees in an organizafien "°. It is therefore evident in literature that leadership styles
are crucial in lecturer§®job satisfaction and job retention. Organizations like colleges of
education, <m@st Mherefore take extra care while hiring managers; in addition to
professienal>competence, managers must be thoroughly tested for their likely leadership
Style 109, 00, 104, 103,100'

The empirical studies reviewed in, also pointed out that before lecturers can
record high level of performance in these colleges, the leadership styles employed by the
provost and other administrators like the deans, heads of department, various committee
chairmen, just to mention a few, should be the one that would elicit job satisfaction and

job retention of the lecturers in these colleges of education® 87: 86,36, 109, 103,104,557
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Emphasis is also being laid on getting the right caliber of people with a very
sound orientation, knowledge and intelligence into the lecturing cadre of the colleges of
education as well as getting the materials and equipment needed to effectively train
teachers in these colleges rather than producing half-baked NCE graduates ®'-3!,

Also from the studies reviewed in, it was revealed that the relationship between
lecturers’ placement and job satisfaction is a significant one!% 106,103,

Apart from these, it was argued that sound compensation policy helps an
institution to attract and retain qualified and skilled lecturers®® 7> 3% 57 It was also
revealed that salary was ranked to be the prime factor for the motivation and job
satisfaction and even retention of salaried employees in organisations!!'% 115, 118, 120,

It was also postulated that job satisfaction and retention are strongly correlated
with promotion opportunities, which means that there is a direct and positive association
between promotional opportunities and job satisfaction. It was also revealed that
promotion expectations can also play a powerful role in motivating employees and
thereby increase their level of job satisfaction and reduces their level of quit intentions 3%
130'

Furthermare, it=wa$S revealed that organizations that offer employees a relative
high degree_af“development opportunities and internal career possibilities would elicit
higher leyeDof performance and commitment in their employees which will invariably
redude/turnover intentions of these lecturers. In a similar vein, it was argued that personal
development opportunities had a positive effect on the perceived rationalism of the
employment relation, which in turn accounted for higher levels of commitment and job
satisfaction and even low turnout intentions % %,

Thus, the frameworks (theoretical and conceptual) together with the reviewed

work formed the basis of this study. Hence, this study focused primarily on assessing the

180



influence of human resources management practices (compensation and benefits,
promotion prospects, training and development) and leadership styles,(transactional,
transformational and laissez-faire) on lecturers’ job satisfaction and retention in colleges

of education in Oyo state.
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Chapter Three

Methodology

This chapter describes the specific research methods and techniques that were used in this
study. Specifically, it focused on the research design, population of the study, sample and
sampling techniques, the instrument for data collection, validity and reliability of the
instrument, method of data collection and methods of data analysis.

3.1  Research Design

The descriptive survey design was used for this study. This design was useful for this study
in that it allows the researcher to describe the characteristics of the population under study
without manipulation of the variables ! 210,

3.2 Population of the Study

The population of the study comprised all lecturers in colleges of education in Oyo State

which comprised of one federal, two state and two privately owned colleges of education.

These were:

S/N  Colleges of Education‘in Oyo State Total Population

I. Federal College @f\Education (Special), Oyo 563

2. Emmanuel, Alayande College of Education, Oyo 505

3. Oye State College of Education, Lanlate 135

4. Muftau Lanihun College of Education, Ibadan. 98

5. ‘Al Ibadan College of Education, Ibadan 88
Total 1,451

Source: 36789

33 Sample and Sampling Techniques
All lecturers in each of the colleges were used as samples and the sampling technique used is

Intact sampling technique  '°.,
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S/N  Colleges of Education in Oyo State Total Population

1. Federal College of Education (Special), Oyo 563
2. Emmanuel Alayande College of Education, Oyo 505
3. Oyo State College of Education, Lanlate 135
4. Muftau Lanihun College of Education, Ibadan. 98
5. Al Ibadan College of Education, Ibadan 88

Total 1,451
Source: 36789

34 Description of Research Instrument

The research instrument that was used for this study is questionnaire. The questionnaire was
designed by the researcher to elicit the responses of lecturers on human resources
management practices and leadership styles as correlates of lecturers’ job satisfaction and
retention in colleges of education in Oyo State. The questionnaire is titled “Human Resources
Management Practices, Leadership Styles, Job Satisfaction and Retention Questionnaire”
(HRMPLSJSRQ). It is divided into two sections, section I was to elicit demographic
characteristics of the respondents such as age, gender, qualification, status, number of years
spent in the college, area of specialization, name of the college and year established.

Section II of the instrument would elicit information from the respondents on whether
or not the lecturers’ compensation and benefits, promotion prospects, training and
development, transactional leadership style, transformational leadership style and laissez-
faire leadership style have influence on lecturers’ job satisfaction and retention in colleges of
education in Oyo State. Item number 1 — 28 were for research question one (1 — 19 were to
measure the level of job satisfaction of lecturers and 20 — 28 were to measure the level of job
retention of lecturers in colleges of education in Oyo State.) Item numbers 29 — 38 were for

research question two (29 — 32 were for compensation and benefits; 33 — 35 were for
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promotion prospects; while 36 — 38 were for training and development). Item numbers 39 —
49 were for research question 3 (39 — 42 were for transformational leadership style, 43 — 46
were for transactional leadership style and 47 — 49 were for laissez faire leadership style).

3.5  Validity of the Research Instrument

The validity of the instrument was carried out through face and content validity method 3. For
this purpose, the research instrument was scrutinized by the supervisors who equally vet the
structuring, adequacy and content of the items in the questionnaire. Also, other experts in
research items generation in the Faculty of Education, Lead City University and University
of Ibadan were consulted. All corrections were effected before administration.

3.6  Reliability of the Research Instrument

For the purpose of the reliability of the instrument used in this study, a pilot study was
carried out by administering the questionnaires to a group of forty (40) lecturers in Oyo State
College of Agriculture and Technology, Igboora which is outside the study population. The
reliability of the instrument was determined using Cronbach’s Alpha coefficient and it
yielded 0.75.

3.7  Method of Data Collection: The data for the research work was collected by the
researcher personally and with the help of four research assistants.

3.8  Method of Data Analysis

Data collected was analyzed using descriptive statistics and inferential statistics. Specifically,
descriptive statistics of frequency counts, simple percentages, mean and standard deviation
were used to analyze respondents’ opinion on personal data and research questions while
inferential statistics of MANOVER method of data analyses were used to test the hypotheses

10 All results were presented in tables and graphs.
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Chapter Four
Results and Discussion of Findings

This chapter presents the analysis, interpretation, and discussion of findings derived from
the data collected through research instruments administered in the field. Descriptive
statistics, including frequency, percentage, mean, and standard deviation, were used to
analyze demographic information and research questions, while inferential statis.ticgbsluch
as multiple regression and Analysis of Variance, were employed to test theé&lated
hypotheses at a significance level of 0.05. Additionally, the info 1 %b ned from
structured interviews with school principals was analyzed thrgu@m)tent analysis. The
chapter is structured into the following sub-sections: ,&%'\

4.1 Questionnaire Return Rate QQ)

4.2 Presentation of Results on Demographic@ion of Participants

4.3 Presentation of Results on Resea@)@g%gons
4.4  Test of Hypotheses 'él

4.5 Discussion of Findin Q)

Table 4.1 Questionn&e%leturn Rate

2

Total Number o jorinaire Total Number of Percentage of
Distribut Questionnaire Retrieved
\ Retrieved Questionnaire

A\

N

1,451 840 58

QQ

Source; Field Survey, 2023
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4.2  Presentation of Results on Demographic Information of Participants

Table 4.2 Gender Distribution of Respondents

S/N  Gender Frequency Percentage

1 Male 484 57.6
Female 356 42.4
Total 840 100

Source,; Field Survey, 2023

Table 4.2 provides information about the gender distribution of respondents, w1th data
presented in two columns: "Gender" and "Frequency" (representing the é&er of
respondents), as well as a third column "Percentage" (representm% ntage of
respondents).The table includes two categories of gender: "Male "Female". Under
the "Frequency" column, there are 484 respondents 1(1&@83% as male and 356
respondents identified as female. The "Percentage" C@n shows that males make up
57.6% of the total respondents, while females (b% 42.4% of the total respondents.
The "Total" row at the bottom of the a]ﬁ\&%wates that there were a total of 840
respondents included in the surve dy, with 484 males and 356 females. The
percentages for males and female up to 100%, representing the entire sample.

Table 4.3: Quallﬁcatlon ndents (Lecturers in Colleges of Education in Oyo

State)

S/N Quallﬁcaﬁon\) " Frequency Percentage

1 Bsc/B.Bd 149 17.7

2 Ms 339 40.4

3 233 27.7

4 102 12.1

5 @%E 17 2.0
otal 840 100

Source; Field Survey, 2023

Table 4.3 presents data on the qualifications of respondents who are lecturers in colleges
of education in Oyo State. Out of the total 840 respondents, 149 (17.7%) hold a Bachelor
of Science (BSc) or Bachelor of Education (B.Ed) qualification. Meanwhile, 339 (40.4%)

have a Master of Science (MSc) or Master of Education (M.Ed) qualification, and 233
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(27.7%) have a Master of Philosophy (Mphil) qualification. Additionally, 102 (12.1%)
respondents possess a Doctor of Philosophy (PhD) qualification, while 17 (2.0%)
respondents hold a Postgraduate Diploma in Education (PGDE) qualification.

The data in the table implies that a significant proportion of lecturers in colleges
of education in Oyo State hold postgraduate qualifications, with 40.4% having a Master's
degree (MSc/M.Ed) and 27.7% possessing a Master of Philosophy (Mphil) quatification.
However, the number of respondents with doctoral qualifications is compa % lower
at 12.1%. The diverse qualifications among the respondents, ranging‘%\ﬁachelor's to
Doctoral degrees and a Postgraduate Diploma in Educati()\&a%GDE), may have
implications for teaching methodologies, research capabi%%and contributions to the
field of education. It suggests a potential for a div r%ﬁbalanced academic workforce
in the colleges of education, which may requir: Qinuous professional development to
ensure effective performance. Overall, te.cggt}h' hlights the need to maintain a qualified

and skilled workforce in colleges ot&él%ation in Oyo State to promote quality education.

Table 4.4: Years of Workin@%&rience of Respondents (Lecturers in Colleges of

Education in 0&0 State)
.\

S/N  Year ) Frequency Percentage
1 Less than ()\)‘r 85 10.1
2 5-10 388 46.2
3 11-X5 6\0 265 31.5
4 1 68 8.1

5 ﬁf 20 34 4.1
\Total 840 100

Sou)ﬁd Field Survey, 2023

Table 4.4 presents data on the years of working experience of respondents who are
lecturers in colleges of education in Oyo State. The table shows that 10.1% of the
respondents have less than 5 years of working experience, with a total of 85 respondents
in this category. The majority of respondents, accounting for 46.2% of the total sample,

have 5-10 years of working experience, with 388 respondents in this category. The next
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highest category is 11-15 years of working experience, comprising 31.5% of the total
sample with 265 respondents. The categories of 16-20 years and above 20 years of
working experience have 8.1% (68 respondents) and 4.1% (34 respondents) of the total
sample, respectively. Overall, the table provides insights into the distribution of years of

working experience among lecturers in colleges of education in Oyo State, based on the

N
AA

Research Question One: What is the level of job satisfaction and retention of lecturers

frequencies and percentages of respondents in each category.

4.3 Presentation of Results on Research Questions

in colleges of education in Oyo State?

Table 4.5 Level of Job Satisfaction

S/ Job Satisfaction Scale Very Satisﬁedﬁbﬁéatisﬁed Very Mean
N Satisfied ® Dissatisfied
How satisfied are you in
the following in your job: %
1 Opportunities for 240 g)\ 312 120 2.63
promotion (20.0%)  (37.1%) (14.3%)
2 Recognition for good 120 408 96 2.54
work J%)  (14.3%)  (48.6%) (11.4%)
3 Opportunity to learn neN 44 216 408 72 2.51
things (17.1%)  (25.6%)  (48.6%) (8.6%)
4 Working conditio % 96 144 312 288 2.06
Q (11.4%) (17.1%)  (37.1%) (34.3%)
5 Amount of Qpﬁnsibility 72 72 456 240 1.97
\ (8.6%) (8.6%) (54.3%) (28.6%)
6 Op to work 216 408 120 96 2.89
ind@‘zly (25.7%)  (48.6%)  (14.3%) (11.4%)
7 @e urity 456 240 96 48 3.31
< ? (54.3%)  (28.6%)  (11.4%) (5.7%)
8 pportunity to make 00 168 240 432 1.69
decisions (20.0%)  (28.6%) (51.4%)
9 Salary 00 312 360 168 2.17
(37.1%)  (42.9%) (20.0%)
10 Relationship with 192 360 168 120 2.74
coworkers (22.9%)  (42.9%)  (20.0%) (14.3%)
11  Relationship with 72 192 480 96 2.29
supervisor (8.6%) (22.9%)  (57.1%) (11.4%)
12 Variety of work 00 72 168 600 1.37
(8.6%) (20.0%) (71.4%)
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13 Job Autonomy 00 528 312 00 2.63
(62.9%)  (37.1%)
14 Opportunity to help others 48 360 360 72 2.46
(5.7%) (42.9%)  (42.9%) (8.6%)
15 Hours of work 96 600 96 48 2.89
(11.4%) (71.4%) (11.4%) (5.7%)
16 Chance for advancement 528 192 120 00 3.49
(62.9%)  (22.9%) (14.3%)
17  Recognition for 96 312 384 48 2.54
suggestions (11.4%)  (37.1%)  (45.7%) (5.7%)
18  Opportunity to develop 192 600 48 00 - (b, 3.17
skills (22.9%)  (71.4%)  (5.7%) »&\
19  Chance for training 456 240 144 . Q)
(54.3%) (28.6%) (17.1%) A M 3.37
Weighted Mean T 2.56

Threshold: Mean < 2.5 is Low, 2.5-3.0 is Moderate, > 3.0 is high. eg\is)fon = Moderate
Source,; Field Survey, 2023 )\\’
Table 4.5 presented in this report provides detailed én@on on the job satisfaction

levels of lecturers in colleges of education in Oy @ igeria, as well as their retention
rate. The findings are presented in 19 ro.w‘s&:h representing a unique aspect of job
satisfaction. Regarding opportunities Q}omotion, the data shows that 28.6% of
lecturers are very satisfied, 20% ar fied, 37.1% are dissatisfied, and 14.3% are very
dissatisfied. The mean score Nis aspect of job satisfaction is 2.63. As for recognition
for good work, 25.7%@(}urers are very satisfied, 14.3% are satisfied, 48.6% are
dissatisfied, and Qﬁ% are very dissatisfied. The mean score for this aspect of job
satisfaction i %4. Opportunity to learn new things is another aspect examined, and the
dat @ls that 17.1% of lecturers are very satisfied, 25.6% are satisfied, 48.6% are
di&ﬁed, and 8.6% are very dissatisfied. The mean score for this aspect of job
satisfaction is 2.51. When it comes to working conditions, 11.4% of lecturers are very
satisfied, 17.1% are satisfied, 37.1% are dissatisfied, and 34.3% are very dissatisfied. The

mean score for this aspect of job satisfaction is 2.06.
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The amount of responsibility given to lecturers is another aspect of job
satisfaction assessed in this study, and the data indicates that 8.6% of lecturers are very
satisfied, 8.6% are satisfied, 54.3% are dissatisfied, and 28.6% are very dissatisfied. The
mean score for this aspect of job satisfaction is 1.97. Similarly, the opportunity to work
independently is examined, and the results show that 25.7% of lecturers are very satisfied,
48.6% are satisfied, 14.3% are dissatisfied, and 11.4% are very dissatisfied. F ean
score for this aspect of job satisfaction is 2.89.Job security is another é aspect
examined, and the findings demonstrate that 54.3% of lecturers are ve \???ed, 28.6%
are satisfied, 11.4% are dissatisfied, and 5.7% are very dissatis@me mean score for
this aspect of job satisfaction is 3.31. In terms of the oppo@‘%‘[o make decisions, none
of the lecturers are very satisfied, 20% are satisfi i % are dissatisfied, and 51.4%

N

are very dissatisfied. The mean score for this of job satisfaction is 1.69.Salary is

also a crucial aspect of job satisfaction, n.d% ta reveals that none of the lecturers are
very satisfied, 37.1% are satisfied, @& are dissatisfied, and 20% are very dissatisfied.
The mean score for this aspw satisfaction is 2.17. Relationship with coworkers is
another aspect examine ‘the results show that 22.9% of lecturers are very satisfied,
42.9% are satisﬁ@o are dissatisfied, and 14.3% are very dissatisfied. The mean
score for this @tt of job satisfaction is 2.74. Also, the relationship with the supervisor
is an a@ct xamined, and the data indicates that 8.6% of lecturers are very satisfied,
22@211‘6 satisfied, 57.1% are dissatisfied, and 11.4% are very dissatisfied with their
relationship with their supervisor. The mean score for this aspect of job satisfaction is
2.29.

Furthermore, no participants reported being very satisfied with the variety of work

in their job. Out of all the respondents, 8.6% were satisfied, 20.0% were dissatisfied, and

majority of 71.4% were very dissatisfied with the variety of work. The mean score for
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this factor was 1.37.However, when it came to job autonomy, none of the respondents
reported being dissatisfied. A significant 62.9% reported being very satisfied, while
37.1% were satisfied with their level of job autonomy. The mean score for this factor was
2.63.In terms of the opportunity to help others, only 5.7% of respondents reported being
very satisfied with this aspect of their job. 42.9% were satisfied, while another 42.9%
were dissatisfied, and 8.6% were very dissatisfied. The mean score for this fact as

W

2.46. Regarding the hours of work, 11.4% of respondents reported being %'%atisﬁed
with their hours, while a significant 71.4% were satisfied. On the othe , 11.4% were
dissatisfied, and 5.7% were very dissatisfied. The mean sc{@ﬁo’ﬁ this factor was
2.89.When it comes to the chance for advancement, the m&@ of respondents (62.9%)
were very satisfied, 22.9% were satisfied, and 4@&6 dissatisfied. None of the
respondents reported being very dissatisfied wi Qchance for advancement. The mean
score for this factor was 3.49.In terrn(c;)f'\‘ﬁxo nition for suggestions, only 11.4% of
respondents were very satisfied, wh(it' .1% were satisfied, and 45.7% were dissatisfied.
A small 5.7% were very dissﬁ”svt%d. The mean score for this factor was 2.54.Regarding
the opportunity to devel ills, 22.9% of respondents were very satisfied, while 71.4%
were satisfied, and 5. ere dissatisfied. None of the respondents reported being very
dissatisfie w@\he opportunity to develop skills. The mean score for this factor was
3.17. Lastlyywhen it comes to the chance for training, 54.3% of respondents were very
satisfied, 28.6% were satisfied, and 17.1% were dissatisfied. None of the respondents
reported being very dissatisfied with the chance for training. The mean score for this
factor was 3.37. The result further gave a weighted mean of 2.56 implying that there is
moderate level of job satisfaction among lecturers in colleges of education in Oyo State,

Nigeria. It also revealed that the level of job satisfaction in colleges of education in Oyo

State is moderate.
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The data suggests that the level of transformational leadership style in colleges of
education in Oyo State, Nigeria is moderate. While some behaviors such as
communication of a clear and compelling vision of the future and encouragement of new
and innovative thinking are reported to occur rarely or seldom, there is room for
improvement in terms of providing challenging and interesting work and treating
employees as individuals. Furthermore, the data indicates that respondents perceive that
their institution's management exhibits a transactional leadership style, where rewards for
good performance, setting clear goals and expectations, monitoring work, and correcting
mistakes are reported to occur seldom or rarely. This suggests that there may be a need
for more proactive and effective transactional leadership behaviors in colleges of
education in Southwest Nigeria. In addition, the data shows that some laissez-faire
leadership behaviors, such as avoiding responsibility for decisions and being uninvolved
and indifferent to departmental matters, are reported to occur rarely or seldom. This
indicates a potential lack of clear direction or guidance from institution's management,
which may impact employee morale and performance. The findings suggest that there is
room for improvement in the leadership behaviors exhibited by the management of
colleges of education in Oyo State, Nigeria. Enhancing transformational and transactional
leadership behaviors, as well as addressing any laissez-faire leadership tendencies, may
lead to improved employee satisfaction, engagement, and performance in these
institutions.

The importance of leadership development programs for the management of
colleges of education in Oyo State is highlighted by these findings. Providing training
and support to develop effective leadership behaviors, such as clear communication of

vision, provision of challenging work, setting clear goals and expectations, and
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monitoring work, can contribute to enhancing the overall leadership effectiveness in these
institutions.

Additionally, the findings emphasize the need for regular employee feedback and
engagement in the leadership process. Understanding the perceptions and experiences of
employees regarding leadership behaviors can help identify areas for improvement and
facilitate a more inclusive and effective leadership approach in colleges of education in
Southwest Nigeria. By incorporating employee feedback and engagement, colleges of
education can strive to create a positive and empowering leadership culture that fosters
growth and development for both employees and the institution as a whole.

Table 4.6: Level of Retention of Lecturers in Colleges of Education in Oyo State

S/ Retention Very True \Not Very Not True Mean
N True Q True
1 9% . \4% 528
My institution (11.4%) C}S (62.9%) 48 2.37
recognizes and rewards h . .
employee performance (b, (20.0%) (5.7%)
and achievements. Q)
2 Thavea good R 432 48 72 3.11
relationship with ‘%'\
colleagues and.e (34.3%) (51.4%) (5.7%) (8.6%)
working with\the
3 00 360 384 96 2.31
(42.9%) (45.7%) (11.4%)
4 @el like my work is 96 432 216 96 2.63
meaningful and aligns
with my personal (11.4%) (51.4%) (25.7%) (11.4%)
values and goals.
5 My institution provides 384 336 72 48 3.26
clear and transparent
communication about  (45.7%) (40.0%) (8.6%) (5.7%)
its policies, procedures,
and goals.
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6 My institution offers 00 168 600 72 2.11
competitive employee
benefits and perks, (20.0%) (71.4%) (8.6%)
such as health
insurance, retirement
plans, and paid time

off.

7  Ifeel like I am given 48 240 432 120 2.26
opportunities to
contribute my ideas and (5.7%) (28.6%) (51.4%) (14.3%) (b‘

the organization's

operations. \
8 My institution provides 72 504 ‘\:j:

a diverse and inclusive
workplace culture that (8.6%) (60.0%) (17. 10/% (14.3%)
values and respects

suggestions to improve \
z}

differences.

9 I have access to the 48 240 84 168 2.20
resources and support I ®
need to perform my job (5.7%) (28,6 (45.7%) (20.0%)

well.

10 My institution has a 192 CJSOO 48 00 3.17
positive reputation and . .
is respected in its (71.4%) (5.7%)

industry or community. \)

Weighted Mean * 2.61
O\

Threshold: Mea Q&ow, 2.5-3.0 is Moderate, > 3.0 is high. Decision = Moderate
Source; Field Survey; 2023
Table 4.6%96 data on the level of retention of lecturers in colleges of education in

O , based on ten different statements related to employee satisfaction and
engagement. The responses are as follows: "My institution recognizes and rewards
employee performance and achievements." 96 (11.4%) respondents strongly agree, 168
(20.0%) agree, 528 (62.9%) slightly agree or somewhat disagree, and 48 (5.7%) strongly
disagree. The mean score is 2.37, indicating that on average, lecturers in colleges of

education in Oyo State have a moderate level of agreement with this statement. "I have a
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good relationship with my colleagues and enjoy working with them." 288 (34.3%)
respondents strongly agree, 432 (51.4%) agree, 48 (5.7%) slightly agree or somewhat
disagree, and 72 (8.6%) strongly disagree. The mean score is 3.11, indicating that on
average, lecturers in colleges of education in Oyo State have a relatively high level of
agreement with this statement. "My institution provides a safe and healthy work
environment." 360 (42.9%) respondents strongly agree, 384 (45.7%) respondentsCagree,
96 (11.4%) respondents slightly agree or somewhat disagree, and 0 respon '%trongly
disagree. The mean score is 2.31, indicating that on average, lectﬁ‘%} colleges of
education in Oyo State have a moderate level of agreement w@@statemen‘t. "I feel
like my work is meaningful and aligns with my personal é@ and goals." 96 (11.4%)
respondents strongly agree, 432 (51.4%) agree, 216 @)) slightly agree or somewhat
disagree, and 96 (11.4%) strongly disagree. T%Qan score is 2.63, indicating that on
average, lecturers in colleges of edu atIO)Y}Pn Oyo State have a moderate level of
agreement with this statement. (é%i institution provides clear and transparent
communication about its p@@ procedures, and goals." 384 (45.7%) respondents
strongly agree, 336 (40. Sree, 72 (8.6%) slightly agree or somewhat disagree, and 48

(5.7%) strongly disagree.” The mean score is 3.26, indicating that, on the average,
lecturers i c@és of education in Oyo State have a relatively high level of agreement
with thé%nent. "My institution offers competitive employee benefits and perks, such
as@h insurance, retirement plans, and paid time off." 20.0% of respondents (168
employees) strongly agreed, 71.4% (600 employees) agreed, 8.6% (72 employees)
disagreed, and 2.11, "I feel like I am given opportunities to contribute my ideas and
suggestions to improve the organization's operations." 5.7% (48 employees) strongly
agreed, 28.6% (240 employees) agreed, 51.4% (432 employees) disagreed, and 14.3%

(120 employees) strongly disagreed, with an average rating of 2.26. "My institution
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provides a diverse and inclusive workplace culture that values and respects differences,"
8.6% (72 employees) strongly agreed, 60.0% (504 employees) agreed, 17.1% (144
employees) disagreed, and 14.3% (120 employees) strongly disagreed, with an average
rating of 2.63. "I have access to the resources and support I need to perform my job well."
5.7% (48 employees) strongly agreed, 28.6% (240 employees) agree, 45.7% (384
employees) disagree, and 20.0% (168 employees) strongly disagree, with an aVerage
rating of 2.20. "My institution has a positive reputation and is respected in its industry or
community." 22.9% (192 employees) strongly agreed, 71.4% (600 cnipleyees) agreed,
5.7% (48 employees) disagreed, and 0% strongly disagreed, for an average rating of 3.17.
The result further gave a weighted mean of 2.16 implyingsthat’level of job retention in
colleges of education in Oyo State is low.

The report's findings shed light on various aspects related to employees’
satisfaction and engagement in colleges of education in Oyo State. The majority of
respondents reported a lack of recognition and rewards for their performance and
achievements, indicating room for improvement in acknowledging and rewarding
lecturers' contributions. However, a positive finding was that the majority of respondents
enjoy working with their colleagues and have a good relationship with them, which can
contribute to a positive work environment, job satisfaction, and retention. The report also
revealed that there is a need for improvement in providing a safe and healthy work
environment, creating opportunities for employee contribution, and ensuring effective
communication about policies, procedures, and goals. However, institutions can take
pride in offering competitive employee benefits and maintaining a positive reputation in
their industry or community. Overall, addressing the areas for improvement highlighted
in the report, such as recognizing and rewarding employee performance, providing a

conducive work environment, and offering necessary resources and support, can
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potentially increase job satisfaction, engagement, and retention among lecturers in

colleges of education in Oyo State. By doing so, institutions can create a more positive

work environment and better support their employees' well-being, productivity, and

retention.

Research Question Two: What is the level of human resources management practices

(compensation and benefits, promotion prospects, training and development) in colleges

of education in Oyo State?

Table 4.7: Level of Human Resources Management Practices (Compensation and
Benefits, Promotion Prospects, Training and Development) in Colleges of Education
in Oyo State

S/ Human Resource Management Very @‘) Not Very Not Mean
N  Practices True - True True
Compensation and benefits
1 My pay and benefits are competitive 336 288 96
with those of similar institutions. (40.0%) (34.3%) (11.4%) 2.57
2 My institution offers a range ‘é% 384 264 120 2.49
benefits that meet my needs. %) (45.7%) (31.4%)  (14.3%)
3 I feel fairly compensated 384 456 00 2.46
work that I do in my instituti (45.7%)  (54.3%)
yi )
Weighted Mean \Y)v 2.51
Promotion Pros "
4 I understan g réquired to 528 216 96 00 3.51
advance in'my ofganization. (62.9%)  (25.7%) (11.4%)
5 There ar&clear opportunities for 00 696 144 00 2.83
careér AdVancement in my (82.9%)  (17.1%)
oré%tion.
]@o ganization has a fair and 120 216 504 00 2.54
Q’ sparent promotion process. (14.3%)  (25.7%) (60.0%)
Weighted Mean 2.96
Training and Development
7 My organization offers a range of 408 336 48 48 3.31
training and development (48.6%)  (40.0%) (5.7%) (5.7%)
opportunities.
8 I feel supported in my efforts to 00 240 528 72 2.20
improve my skills and knowledge. (28.6%) (62.9%)  (8.6%)
9 My organization provides regular 192 192 360 96 2.57
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feedback on my performance and (22.9%)  (22.9%) (42.9%) (11.4%)

development.
Weighted Mean 2.69
Overall Weighted Mean 2.72

Threshold: Mean < 2.5 is Low, 2.5-3.0 is Moderate, > 3.0 is high. Decision = Moderate
Source,; Field Survey, 2023

The data in table 4.7 sheds light on the human resources management practices in
colleges of education in Oyo State, particularly in relation to compensation and benefits,
promotion prospects, and training and development. The responses to statements are
presented in percentages and frequencies, as well as the mean and weighted mean. When
it comes to the statement "My pay and benefits are competitive with those of similar
institutions," 14.3% (120) of the respondents found it to be "Very True," 40.0% (336)
found it to be "True," 34.3% (288) found it to be "Not Very True," and 11.4% (96) found
it to be "Not True." The mean response is 2.57, indicating that, on average, respondents
rated it closer to "Not Very True" than "True". For the statement "My institution offers a
range of benefits that meet my needs," 8.6% (72) of the respondents found it to be "Very
True," 45.7% (384) found it to be "True," 31.4% (264) found it to be "Not Very True,"
and 14.3% (120) found it to be "Not True." The mean response is 2.49, indicating that, on
average, respondents rated it closer to "Not Very True" than "True”. Lastly, for the
statement "I feel fairly compensated for the work that I do in my institution," 0
respondents found it to be "Very True," 45.7% (384) found it to be "True," 54.3% (456)
found it to be "Not Very True," and 0 respondents found it to be "Not True." The mean
response is 2.46, indicating that, on average, respondents rated it closer to "True" than
"Not Very True."

Furthermore, the data in the table provides insights into the respondents'
perceptions of promotion prospects in colleges of education in Oyo State. Three

statements related to promotion prospects were presented, along with the percentage of
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responses for each statement. For the statement "I understand what is required to advance
in my organization," 62.9% (528) of the respondents found it to be "Very True," 25.7%
(216) found it to be "True," 11.4% (96) found it to be "Not Very True," and 0% found it
to be "Not True." The mean response is 3.51, indicating that, on average, respondents
rated it closer to "Very True" than "True". For the statement "There are clear
opportunities for career advancement in my organization," 0% of the respondents found it
to be "Very True," 82.9% (696) found it to be "True," 17.1% (144) found it to be "Not
Very True," and 0% found it to be "Not True." The mean response is 2.83, indicating that,
on average, respondents rated it closer to "True" than "Not Very True". For the statement
"My organization has a fair and transparent promotion process," 14.3% (120) of the
respondents found it to be "Very True," 25.7% (216) found it to be "True," 60.0% (504)
found it to be "Not Very True," and 0% found it to be "Not True." The mean response is
2.54, indicating that, on average, respondents rated it closer to "True" than "Not Very
True."

Moreover, the table presents data on training and development practices in
colleges of education in Oyo State. Three statements related to training and development
was presented, along with the percentage of responses for each statement and the mean
responses. For the statement "My organization offers a range of training and development
opportunities," 48.6% (408) of the respondents found it to be "Very True," 40.0% (336)
found it to be "True," 5.7% (48) found it to be "Not Very True," and 5.7% (48) found it to
be "Not True." The mean response is 3.31, indicating that, on average, respondents rated
it closer to "Very True" than "True". For the statement "I feel supported in my efforts to
improve my skills and knowledge," 0% of the respondents found it to be "Very True,"
28.6% (240) found it to be "True," 62.9% (528) found it to be "Not Very True," and 8.6%

(72) found it to be "Not True." The mean response is 2.20, indicating that, on average,
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respondents rated it closer to "True" than "Not Very True". For the statement "My
organization provides regular feedback on my performance and development," 22.9%
(192) of the respondents found it to be "Very True," 22.9% (192) found it to be "True,"
42.9% (360) found it to be "Not Very True," and 11.4% (96) found it to be "Not True."
The mean response is 2.57, indicating that, on average, respondents rated it closer to
"True" than "Not Very True." However, the result revealed a moderate level of human

resources management practices in colleges of education in Oyo State.
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Figure 4.1: Level of Human Resources Management Practices (Compensation
and Benefits, Promotion Prospects, Training and Development) in
Colleges of Education in Oyo State

Source; Iwyey, 2023

Figure 4.1 presents level of human resource management practices in colleges of
education in Oyo State. The result showed that among the three human resource
management practices that were examined in this study, promotional prospect is the
highest, followed by training and development while compensation and benefit came last.
Therefore, it can be conclude that promotional prospect is the highest practiced human

resource management in colleges of education in Oyo State, Nigeria.
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The findings of this study have important implications for human resource
management practices in colleges of education in Oyo State, Nigeria. The study revealed
that promotional prospects are the most commonly practiced human resource
management practice in these institutions. This indicates that the colleges prioritize
providing career advancement opportunities for their employees, which is a positive sign.
It suggests that employees have opportunities for upward mobility, leading to higher
motivation and job satisfaction. While training and development practices ranked second
among the examined human resource management practices, there is still room for
improvement. This highlights the need for colleges to review and enhance their training
and development programs to further support the growth and development of their
employees. The study also found that compensation and benefits practices ranked last,
indicating challenges in providing competitive compensation and benefits packages to
employees. Inadequate compensation and benefits can negatively impact employee
morale, motivation, and retention, emphasizing the need for colleges to review and
improve their compensation and benefits policies. It is important to note that human
resource management practices are interrelated and should be considered holistically.
While promotional prospects were found to be the highest practiced HRM practice, other
practices such as training and development, and compensation and benefits cannot be
ignored. A comprehensive and balanced approach to human resource management is
crucial to create a conducive work environment, promote employee engagement, and
achieve organizational goals. The findings of this study suggest that while promotional
prospects are prioritized, there is a need to further strengthen training and development
initiatives and address compensation and benefits challenges in colleges of education in

Oyo State. By doing so, these institutions can enhance their overall human resources

214



management practices, improve employees’ satisfaction and retention, and ultimately
contribute to the success of the colleges.

Research Question Three: What is the identified level of leadership styles (transactional
leadership style, transformational leadership style and laissez faire leadership style) in
colleges of education in Oyo State?

Table 4.8: Identified Level of Leadership Styles (Transactional Leadership Style,

Transformational Leadership Style and Laissez Faire Leadership Style) in Colleges
of Education in Oyo State.

A AN A
S/ My Institution’s Management: Always Seldom Rarely P%\V Mean
N
Transformational Leadership \'5
Style %\

1 communicate a clear and 216 ]@& 72 2.89
compelling vision of the future. (25.7%) (45 7‘V') % 0%) (8.6%)

2 provides me with challenging and 168 Q 24 3.03
interesting work. (20.0%) ) (11.4%) (2.9%)

3  encourages me to think about 120 ‘% 216 00 2.89
problems in new and innovative (14 39 ‘\\ 0%) (25.7%)
ways.

4  treats me as an individual, rather % 120 528 192 1.91
than just another employee Q) (14.3%) (62.9%) (22.9%)
Weighted Mean 2.68
Transactional Leadersl@ﬂe

5  rewards me for goo 168 360 312 00 2.83
performance. (20.0%) (42.9%) (37.1%)

6  sets clear goa a@expectations 360 408 00 72 3.26
for me. (42.9%) (48.6%) (8.6%)

7 closelyménitors my work to 288 552 00 00 3.34
ensure% I am meeting (34.3%) (65.7%)
expectations.

8  corrects my mistakes when [ 456 264 96 24 3.37
make them. (54.3%) (31.4%) (11.45) (2.9%)
Weighted Mean 3.20
Laissez-Faire Leadership Style

9 avoids taking responsibility for 00 144 384 312 1.80
decisions. (17.1%) (45.7%) (37.1%)
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10 is uninvolved and indifferent to 48 120 576 96 2.14
what happens in our department.  (5.7%) (14.3%) (68.6%) (11.4%)

11 does not provide clear direction 00 72 168 600 1.37
or guidance. (8.6%) (20.0%) (71.4%)

12 is not accessible when I need help 48 552 240 00 2.77
or advice (5.7%) (65.7%) (28.6%)
Weighted Mean 2.02

Threshold: Mean < 2.5 is Low, 2.5-3.0 is Moderate, > 3.0 is high. Decision = Modesate
Source; Field Survey, 2023

Table 4.8 presents data on the level of leadership styles (autocratic leadership style,
transformational leadership style and laissez faire leadership style)in colleges of
education in Oyo State, as reported by employees in the institutions. The data is presented
in a 4-point Likert scale format, ranging from "Always" to "Never", with the mean also
provided as a measure of central tendency. The first four items gave report on the level of
transformational leadership style. Upon analyzing the data, the following interpretation
were drawn: Communication of a clear and compelling vision of the future: 25.7% of
respondents reported that this leadership behavior occurs "Always", 45.7% "Seldom",
20.0% "Rarely", and 8.6% "Never". The mean score for this item is 2.89, indicating that
the level of this item is perceived to be between "Rarely" and "Seldom". Provision of
challenging and interesting work: 20.0% of respondents reported that this leadership
behavior occurs "Always", 65.7% "Seldom", 11.4% "Rarely", and 2.9% "Never". The
mean score for this item is 3.03, indicating that the level of this leadership behavior is
perceived to be between "Seldom" and "Never". Encouragement of new and innovative
thinking: 14.3% of respondents reported that this leadership behavior occurs "Always",
60.0% "Seldom", 25.7% "Rarely", and 0% "Never". The mean score for this item is 2.89,
indicating that the level of this item is perceived to be between "Rarely" and "Seldom".

Treatment of employees as individuals: none of the respondents reported that this
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leadership behavior occurs "Always", 14.3% "Seldom", 62.9% "Rarely", and 22.9%
"Never". The mean score for this item is 1.91, indicating that the level of this item is
perceived to be between "Never" and "Seldom". Based on the overall weighted mean of
2.68, the result suggested that the level of transformational leadership style in colleges of
education in Oyo State, Nigeria is moderate.

Items 5-8 were designed to determine the level of transactional leadership, % in
colleges of education in southwest Nigeria. Item5:"Rewards me for good %ance."
Always: 168 (20.0%) Seldom: 360 (42.9%) Rarely: 312 (37.1%) N%}O The mean
score for this item is 2.83, indicating that, on average, responde@esr’éeive that they are
rewarded for good performance "seldom" or "rarely" by %‘%stitution's management.

Item 6: "Sets clear goals and expectations for mi."@yays: 360 (42.9%) Seldom: 408

(48.6%) Rarely: 00 Never: 72 (8.6%) The m‘&§ re for this item is 3.26, suggesting

that, on average, respondents perceive@é

"rarely" sets clear goals and expect% for them. Item 7: "closely monitors my work to

if institution's management "seldom" or

ensure that I am meeting e@ions.” Always: 288 (34.3%) Seldom: 552 (65.7%)
Rarely: 00 Never: 00 T ¢an score for this item is 3.34, indicating that, on average,
respondents perc@ their institution's management "seldom" monitors their work to
ensure tha h@te meeting expectations. Item 8: "Corrects my mistakes when I make
them." 6w s: 456 (54.3%) Seldom: 264 (31.4%) Rarely: 96 (11.45%) Never: 24 (2.9%)
The tean score for this item is 3.37, suggesting that, on average, respondents perceive
that their institution's management "seldom" or "rarely" corrects their mistakes when they
make them. The weighted mean for all items combined is 3.20, indicating that, on
average, respondents perceive that their institution's management exhibits a transactional

leadership style in colleges of education in Oyo State, Nigeria.
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Items 9-12 were specifically designed to assess the degree of laissez-faire
leadership exhibited in colleges of education located in southwest Nigeria. For Item 9,
which focused on whether the institution's management avoids taking responsibility for
decisions, the responses were as follows: 17.1% of the respondents (144 individuals)
indicated "Seldom," 45.7% (384 individuals) responded with "Rarely," and 37.1% (312
individuals) answered "Never." The mean score for this item was 1.80.Moving m@;em
10, which explored whether the institution's management is uninvolved and 4 f%eren‘[ to
departmental matters, the results were: 5.7% (48 individuals) respon \1th "Always,"
14.3% (120 respondents) indicated "Seldom," 68.6% (576®$\ﬁduals) answered
"Rarely," and 11.4% (96 respondents) responded with ”N%& he mean score for this
item was 2.14.For Item 11, which assessed @he institution's management
provides clear direction or guidance, none o épondents answered "Always," 8.6%
(72 respondents) responded with "Seld % (168 respondents) indicated "Rarely,"
and 71.4% (600 respondents) ans@ "Never." The mean score for this item was
1.37.Finally, for Item 12, wh ored the accessibility of the institution's management
for help or advice, the re s%\s were: 5.7% (48 respondents) answered "Always," 65.7%
(552 respondent@c ed "Seldom," 28.6% (240 respondents) responded with
"Rarely," @ of the respondents answered "Never." The mean score for this item
was 2.74which implies that there is moderate level of laissez-faire leadership in colleges

of@ation in Oyo State. Overall, the study suggested that there is a moderate level of

leadership styles in colleges of education in Oyo State.
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Figure 4.2: Level of Leadership Styles (Transactional Leadership Style,
Transformational Leadership Style and Laissez Faire Leadership

Style) in Colleges of Education in Oyo Stgte
Source; Field Survey, 2023 Q

Figure 4.2 presents level leadership styles.iq{%eges of education in Oyo State, Nigeria.
The results indicated that among e@;} leadership styles explored in the study,
transactional leadership style OCCQ) st while transformational followed and laissez-
faire leadership come last. This\mplies that most leaders in colleges of education in Oyo
State, adopts transaction@ijlrship styles often.

The ﬁngi\n‘ 9the study have several implications for the leadership styles in
colleges tion in Oyo State, Nigeria. The prevalence of transactional leadership
su@ task-oriented approach with a focus on meeting performance targets and
adhering to rules and regulations. This may indicate a need for leaders to also prioritize
other aspects of leadership, such as fostering innovation, creativity, and empowerment
among faculty and staff. The lower occurrence of transformational leadership, which
emphasizes inspiration and motivation through vision and charisma, may suggest a

missed opportunity for leaders to inspire and empower their followers, creating a positive
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work environment that promotes growth and development. This highlights the
importance of developing transformational leadership skills among leaders in colleges of
education in Oyo State through training and mentoring programs.

The limited utilization of laissez-faire leadership, which involves a lack of
direction and involvement from leaders, may indicate that leaders in colleges of
education in Oyo State are actively involved in decision-making. However, it'm\ Iso
suggest that followers have limited autonomy and empowerment, hinderi &ativity,
innovation, and professional growth. This raises the need for ﬁnding%l\ance between
providing guidance and empowering faculty and staff to take @Ss'hip of their work.
The findings also highlight the importance of consid%ﬂ@ contextual factors that

influence leadership practices in Oyo State, %r@ultural norms, organizational

structures, and external pressures. These factors,cah=shape leadership styles and should be
taken into account when interpreting thénj&b\da ons of the study's findings. The study's
results suggest a need for a more ba '@d approach to leadership in colleges of education
in Oyo State, Nigeria, with ‘&@% on both task-oriented and inspirational leadership.
Leadership developmen fams that foster transformational leadership skills, promote
autonomy and e@ ent, and address contextual factors can potentially enhance

leadership f@-bness and improve the quality of education in colleges of education in

Oyo St@
4.& est of Hypotheses

Hol: There will be no significant relative influence of human resources management
practices (compensation and benefits, promotion prospects, training and
development) on lecturers’ job satisfaction and retention in colleges of education

in Oyo State.
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Table 4.9: Relationship between Different Levels of Compensation and Benefits,
Promotion Prospects, and Training and Development on Each of the
Dependent Variables (Job Satisfaction and Retention)

Between-Subjects Factors

N

Compensation and Benefits 4
72
5 72
7 120
8 360
9 216
Promotion Prospects 8 144
9 648
10 48
6 72
7 336
8 96
9 120
10 216

-

Training and Development

Source; Field Survey, 2023 ®

Table 4.9 represents the results of the study K estigated the relationship between

different levels of compensation and @%ﬁ,

development on dependent (job sat;@tion and retention).The table is organized into

romotion prospects, and training and

three factors: Compensatiod&)Beneﬁts, Promotion Prospects, and Training and

Development. Each facto&%s'different levels, represented by numerical values (e.g., 4, 5,

7, 8, 9, 10) indi@i) the different levels of each factor that were manipulated or

measured in t dy. The table also provides information on the number of participants
=

(N) in %

ther re 72 participants in the 4 level, 72 participants in the 5 level, 120 participants in

vel of the factors. For example, for the Compensation and Benefits factor,

the 7 level, 360 participants in the 8 level, and 216 participants in the 9 level. Similar

information is provided for the Promotion Prospects and Training and Development

factors.
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Table 4.10a: Multivariate Test Showing Relative Influence of Human Resources Management
Practices (Compensation and Benefits, Promotion Prospects, Training and Development) on
Lecturers’ Job Satisfaction and Retention in Colleges of Education in Oyo State

Multivariate Tests?

Effect
Intercept

Compensation

Promotion prospects

Training and development

Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
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Value
.999

.001

1882.685

1882.685

522

505

928

867

.209

.800

.239

180

1.007

207

2.803

F
773783.533°

773783.533°

773783.533°

773783.533°

72.584
83.684°

95.206

178.404¢

47.900
48.515°

49.130

74.190°¢

208.555
246.399°

287.653

Hypothesis
df
2.000

2.000

2.000

2.000

8.000
8.000

8.000

4.000

4.000
4.000

4.000

2.000

8.000
8.000

8.000

Error df Sig.

822.000
822.000

822.000

822.000

1646.00
0
1644.00
0
1642.00
0

823.000

1646.00
0
1644.00
0
1642.00
0

823.000

1646.00
0
1644.00
0
1642.00
0

.000
.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000



Roy's
Largest
Root 823.000

2.367
486.921¢ 4.000 .000

Compensation * Promotion prospects  Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest .029 11.970° 2.000 822.000 .000
Root

Compensation * Training and Pillai's

development Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest 468 192.416° 2.000 822.000 .000
Root

Promotion prospects * Training and  Pillai's 000 b

development Trace ' '
Wilks' b
Lambda 1.000 .
Hotelling's
Trace
Roy's
Largest .000 .000P 2.000 821.000 1.00C
Root

Compensation * Promotion prospects  Pillai's 000 b

* Training and development Trace ' '
Wilks' b
Lambda 1.000 .
Hotelling's
Trace
Roy's
Largest .000 .000° 2.000 821.000 1.00C
Root

028 11.970° 2.000 822.000 .000
972 11.970° 2.000 822.000 .000

.029 11.970° 2.000 822.000 .000

319 192.416° 2.000 822.000 .000
681 192.416° 2.000 822.000 .000

468 192.416° 2.000 822.000 .000

.000 .000
.000 822.500

.000 b .000  2.000

.000 .000
.000 822.500

.000 b .000  2.000

a. Design: Intercept + Compensation + Promotion prospects + Training and development
+ Compensation * Promotion prospects + Compensation * Training and development
+ Promotion prospects * Training and development + Compensation * Promotion prospects
* Training and development
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b. Exact statistic
c. The statistic is an upper bound on F that yields a lower bound on the significance level.

Source,; Field Survey, 2023

Table 4.10a presents the results of a multivariate test with various effects and their
corresponding values. The effects being tested are Intercept, Compensation, Promotion
prospect, Training and development, as well as their interactions: Compensation *
Promotion prospect, Compensation * Training and development, Promotion pro%:t *
Training and development, and Compensation * Promotion prospect.* @S}g and
development. The table provides several statistics for each effect, incﬁ%}%@ai’s Trace,
Wilks' Lambda, Hotelling's Trace, and Roy's Largest Root. It.aK ¢ludes values for F
(F-ratio), Hypothesis df (degrees of freedom), Error df (%%\sof freedom), and Sig.
(significance level), as well as Partial Eta Squared.ﬁs%measure of effect size.Some
notable findings from the table include: The Intétcept effect has a Pillai's Trace value
of .999, Wilks' Lambda value of .001,@?%&1 's Trace value of 1882.685, and Roy's
Largest Root value of 1882.685. 'G

The significance leve@s reported as .000, indicating that the Intercept effect
is statistically signiﬁcanﬂ{h&; Compensation effect has a Partial Eta Squared value

of .261, indicatin@e te effect size. The Promotion prospect effect has a Partial Eta

Squared v uéﬂ.lm, indicating a small effect size. The Training and development
s a'Pil

effect h@

val 2.803, and Roy's Largest Root value of 2.367. The significance level (Sig.) is

lai's Trace value of 1.007, Wilks' Lambda value of .207, Hotelling's Trace

reported as .000, indicating that the Training and development effect is statistically
significant. The interaction between Compensation and Promotion prospect has a Partial
Eta Squared value of .028, indicating a small effect size.

The interaction between Compensation and Training and development has a

Partial Eta Squared value of .319, indicating a moderate effect size. The interaction

224



between Promotion prospect and Training and development does not have any reported

statistics due to a Sig. value of .000, indicating that the test did not converge. The

interaction between Compensation, Promotion prospect, and Training and development

does not have any reported statistics due to a Sig. value of .000, indicating that the test

did not converge.

Table 4.10b: Levene's Test of Equality of Error Variances Showing °Reélative
Influence of Human Resources Management Practices (Compensation and:Bénefits,
Promotion Prospects, Training and Development) on Lecturers’ Job-Satisfaction

and Retention in Colleges of Education in Oyo State

Levene's Test of Equality of Error Variances?®

F dfl df2 Sig.
Job
Satisfaction 123.758 16 823 .000
Job Retention 161.782 16 823 .000

Tests the null hypothesis that the error variance of the
dependent variable is equal across groups.

a. Design: Intercept + Compensation + Promotion
prospect + Training and development + Compensation *
Promotion prospect + Compensation * Training and
development + Promotion prospect * Training and
development + Compensation * Promotion prospect *
Training and development

Tests of Between-Subjects Effects

Dependent Type III Sum

Source Variable of Squares Df
Corrected Model ~ J ob. . 4107.657° 16
Satisfaction
Job Retention  8484.914° 16
Intercept Job
Satisfaction 898136.386 1
Job Retention 240611272 1
Compensation J ob‘ ‘ 734 401 4
Satisfaction
Job Retention  38.635 4
Promotion prospect J ob. . 167.829 2
Satisfaction
Job Retention  48.757 2
Training and Job
development Satisfaction 442.192 4
Job Retention  1067.835 4
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Mean

Square F
256.729 209.658
530.307 893.722
898136.3 733466.16
86 6
240611.2 405500.09
72 9
183.600 149.938
9.659 16.278
83.914 68.529
24.379 41.085
110.548 90.279
266.959 449.903

Sig.

0.000
0.000
0.000

0.000

0.000
0.000
0.000
0.000
0.000
0.000



Compensation *
Promotion prospect

Compensation *

Training and
development

Promotion prospect

* Training and
development

Compensation *
Promotion prospect

* Training and
development
Error

Total

Corrected Total

Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention

Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention

12.659
11.626
448.138
552
.000
.000
.000

.000

1007.771
488.343
1998504.000
579312.000
5115.429
8973.257

a. R Squared = .803 (Adjusted R Squared =.799)
b. R Squared = .946 (Adjusted R Squared = .945)

oS o o =

823
823
840
840
839
839

12.659
11.626
448.138
552

1.225
.593

10.338
19.594
365.973
930

0.000
0.000
0.000
0.000

355

Source; Field Survey, 2023

Table 4.10b presents the resblts’ of a multivariate test with various effects on Job

Satisfaction and Job R€tention as dependent variables. The effects being tested are

Intercept, Compensation, Promotion prospect, Training and development, as well as their

interactions™\ €ompensation * Promotion prospect, Compensation * Training and

develgpnient, Promotion prospect * Training and development, and Compensation *

Prométion prospect * Training and development. Levene's Test of Equality of Error

Variances is conducted to test the null hypothesis that the error variance of the dependent

variables is equal across groups. The results show that for both Job Satisfaction and Job

Retention, the Sig. (significance level) is reported as .000, indicating that there is a

significant difference in error variances among groups. The table also presents Type III
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Sum of Squares, degrees of freedom (Df), Mean Square, F-ratio, and significance level
(Sig.) for each effect on Job Satisfaction and Job Retention. Some notable findings from
the table include: The Corrected Model for Job Satisfaction has a Type III Sum of
Squares of 4107.657 and a corresponding F-ratio of 209.658 with a significance level
(Sig.) of 0.000. This indicates that the overall model, including all the effects being tested,
has a significant effect on Job Satisfaction.

The Corrected Model for Job Retention has a Type II Sum res of
8484.914 and a corresponding F-ratio of 893.722 with a significance é@%of 0.000.
This indicates that the overall model, including all the effé@é}ng tested, has a
significant effect on Job Retention. The Intercept effect fo@%]ob Satisfaction and Job
Retention has a large Type III Sum of Squares, indic a significant main effect for the
Intercept in predicting both Job Satisfaction an ﬁetentlon

The Compensation, Promotion @%}& and Training and development effects
also have significant main effects o?b’ Job Satisfaction and Job Retention, as indicated
by their Type III Sum of Sq es%ﬁd F-ratios with significance levels (Sig.) reported as
0.000.The interactions &n Compensation and Promotion prospect, Compensation
and Training and@e@p ent, and Promotion prospect and Training and development
also have si @n‘[ effects on Job Satisfaction and Job Retention, as indicated by their

>

Type 16

0.00 e interaction between Compensation, Promotion prospect, and Training and

of Squares and F-ratios with significance levels (Sig.) reported as

development does not have any reported statistics, as indicated by a blank in the table,
which may suggest that the test did not converge or could not be calculated. The Error
term for both Job Satisfaction and Job Retention represents the residual variability after
accounting for all the effects in the model. The R Squared and Adjusted R Squared values

are provided for Job Satisfaction and Job Retention, indicating the proportion of variance
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in the dependent variables accounted for by the model. The Adjusted R Squared values,
which take into account the number of predictors in the model, are slightly lower than the
R Squared values, but still indicate a relatively high proportion of variance explained by
the model.

Ho2: There will be no significant relative influence of leadership styles (transactional
leadership style, transformational leadership style and laissez faire leadership style) on
lecturers’ job satisfaction and retention in colleges of education in Oyo State.

Table 4.11: Summary of Between-Subjects Factors of Leddership Styles

(Transactional Leadership Style, Transformational Leadership Style and Laissez
Faire Leadership Style) Among Lecturers in Colleges of Education in Oyo State

Between-Subjects Factors

N
Transformational 7 72
Leadership 8 72
9 24
10 72
11 336
12 144
13 120
Transactional 11 96
Leadership 12 96
13 528
14 120
Laissez-faire 7 336
Leadership 8 288
9 120
11 96

Source; Field Survey, 2023

AsSseen in table 4.11 above, the given data presents the results of different leadership
styles on a particular variable. The "Between-Subjects Factors" refer to the independent
variable or factors that were manipulated between different groups of participants in the
study. In this case, the between-subjects factors are the different types of leadership styles:
Transformational Leadership, Transactional Leadership, and Laissez-faire Leadership.

The table presents the frequency or number of occurrences (N) of participants in each
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group who were exposed to different levels of the respective leadership styles. The levels
of the leadership styles are listed in the first column (7, 8, 9, 10, 11, 12, and 13 for
Transformational Leadership; 11, 12, 13, and 14 for Transactional Leadership; and 7, 8, 9,
and 11 for Laissez-faire Leadership).The second column represents the frequency or
number of participants in each group who were exposed to the corresponding leadership
style at the respective level. For example, in the Transformational Leadership g 72
participants were exposed to the leadership style at level 7, 72 participants @el 8, 24
participants at level 9, 72 participants at level 10, 336 participan‘t%}evel 11, 144
participants at level 12, and 120 participants at level 13. Simila‘@sﬂ\the Transactional
Leadership group, 96 participants were exposed to the le&nip style at level 11, 96
participants at level 12, 528 participants at level 13 . % participants at level 14.In the
Laissez-faire Leadership group, 336 participants e exposed to the leadership style at
level 7, 288 participants at level 8, 120 @&a s at level 9, and 96 participants at level
11.0verall, the data provides info@ﬂn about the distribution of participants across
different levels of the three %%* leadership styles in the study, which may be useful
for analyzing the effects ¢Se leadership styles on the dependent variable(s) of interest.
Table 4.12a: Multivariate Test Showing Relative Influence of Leadership Styles

(Transactional Léadership Style, Transformational Leadership Style and Laissez
Faire Lea Style) on Lecturers’ Job Satisfaction and Retention in Colleges of

EducatioimimOyo State

N

Multivariate Tests?

Hypothesis
Effect Value F df Error df
Intercept Pillai's Trace 1.000 1010987.609°  2.000 822.000
Wilks 000 1010987.609°  2.000 822.000
Lambda
Hotelling's 159 674 1010987.609°  2.000 822.000
Trace
gng Largest 1150804 1010987.609° 000 822.000
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Sig.
.000

.000
.000

.000



Transformational

Transactional

Laissez Faire

Transformational *
Transactional

Transformational *
Laissez

Transactional * Laissez

Transformational *
Transactional * Laissez

Pillai's Trace

Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace

Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace

Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace
Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace
Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace
Wilks'
Lambda
Hotelling's
Trace

Roy's Largest
Root

Pillai's Trace
Wilks'
Lambda

915

199

3.462

3.288

821

252

2.671

2.557

442

573

719

.682

.000
1.000

.000

.000
.000
1.000

.000

.000
.000
1.000

.000

.000
.000
1.000
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138.912
204.536°
284.261
541.183¢
190.948
271.312°

365.440

701.533¢

116.695
131.979°
147.675

280.457¢
b

10.000

10.000

10.000

5.000

6.000

6.000

6.000

3.000

4.000

4.000

4.000

2.000
.000
.000

.000

2.000
.000
.000

.000

2.000
.000
.000

.000

2.000
.000
.000

1646.00
0
1644.00
0
1642.00
0

823.000

1646.00
0
1644.00
0
1642.00
0

823.000

1646.00
0
1644.00
0
1642.00
0

823.000
.000
822.500

2.000

821.000
.000
822.500

2.000

821.000
.000
822.500

2.000

821.000
.000
822.500

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

1.00(

1.00C

1.00(



Hotelling's

000 b .000 2.000

Trace

Roy's Largest 000 000b 2.000 821.000 1.00(
Root

a. Design: Intercept + Transformational + Transactional + Laissez + Transformational
* Transactional + Transformational * Laissez + Transactional * Laissez
+ Transformational * Transactional * Laissez
b. Exact statistic
c. The statistic is an upper bound on F that yields a lower bound on the significance level.

Source; Field Survey, 2023 . \(b‘

Table 4.12a shows the results of a multivariate test with various effects, ths@ghws, F-
statistics, hypothesis degrees of freedom (df), error degrees of ‘@Eﬂ

significance levels (Sig).The effects are categorized in fr main factors:

(df), and

Transformational, Transactional, Laissez, and their int%@m (Transformational *
Transactional, Transformational * Laissez, and Tra S %‘nal * Laissez), as well as the
three-way interaction (Transformational * Tranhsactional * Laissez).The results are
reported using different multivariate é;\%&a stics: Pillai's Trace, Wilks' Lambda,
Hotelling's Trace, and Roy's Larges'@not, which are commonly used in multivariate
analysis of variance (MANO@me notable findings from the table are: The Intercept

has a perfect effect (Va&%'ﬁ 1.000) with extremely high F-statistics and very low

significance level@ 000), indicating a significant overall effect.

Tra sf@ﬁtional, Transactional, and Laissez effects all have significant Pillai's
Traces é%

= 0.800), indicating significant effects of these factors on the outcome. The three-way

s =0.915, 0.821, and 0.442 respectively) with low significance levels (Sig

interaction (Transformational * Transactional * Laissez) has a non-significant Pillai's
Trace (Value = 0.000) with a significance level of 1.000, indicating no significant effect
of this interaction. Some of the statistics are reported as "Exact statistic" (e.g.,

Transformational * Laissez, Transactional * Laissez, and Transformational *
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Transactional * Laissez), which means that the exact F-statistics could not be computed,
and therefore the significance levels are not reported.

The value "b" in some cases indicates that the statistic is an exact statistic, and "c"
indicates that the statistic is an upper bound on F that yields a lower bound on the
significance level. This suggests that the reported significance levels may be conservative
estimates of the true significance levels. The table also provides information abént,the
design used in the analysis, which includes the factors and their interactipns.that were
included in the multivariate test.

Table 4.12b: Multivariate Test Showing Relative Influence  6f\ Leadership Styles
(Transactional Leadership Style, Transformational Leadership “Style and Laissez

Faire Leadership Style) on Lecturers’ Job Satisfaction and Retention in Colleges of
Education in Oyo State

Levene's Test of Equality of Error Variances

F dfl dan Sig.
Job
Satisfaction 177.663 16 823 .000
Job Retention 167.970 16 823 .000

Tests the null hypothesis that the error variance of the
dependent variable is equal across groups.

a. Design: Intercept + Transformational + Transactional +
Laissez + Transformational * Transactional +
Transformational * Laissez + Transactional * Laissez +
Transformational * Transactional * Laissez

Tests of Between-Subjects Effects

Type 111
Dependent Sum of Mean
Source Variable Squares df Square F Sig.
Corrected Model Job 4377.029° 16 273564 304.907
Satisfaction
Job 8495.657° 16 530.979 914.982 .000
Retention
Intercept Job 1171681.099 1 1171681.099 1305923.001 .000
Satisfaction
Job 278489.916 1 278489916 479893.636 .000
Retention
Transformational Job 159.933 5 31.987 35.651 .000
Satisfaction
Job 1570.029 5 314.006 541.095 .000
Retention
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Transactional

Laissez

Transformational *

Transactional

Transformational *
Laissez

Transactional * Laissez

Transformational *

Transactional * Laissez

Error

Total

Corrected Total

Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention

Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention
Job
Satisfaction
Job
Retention

755.387

637.246

151.927

277.513

.000

.000

.000

.000

.000

.000

.000

.000

738.400

477.600

1998504.000

579312.000

5115.429

8973.257

(O8]

(O8]

823

823

840

840

839

839

251.796

212.415

75.964

138.756

.897

580

280.644 .000

366.034 .000

84.667 .000

239.105 .000

a. R Squared = .856 (Adjusted R Squared = .853)
b. R Squared = .947 (Adjusted R Squared = .946)

Source; Field Survey, 2023

As seen in table 4.12b, the Levene's Test of Equality of Error Variances is a statistical

test used to assess whether the error variances of the dependent variable are equal across

different groups in a study. In this case, the test was conducted for two dependent
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variables, Job Satisfaction and Job Retention, with the following results: For Job
Satisfaction, the Levene's test statistic is 177.663 with 16 degrees of freedom (dfl) and
823 degrees of freedom (df2), and the p-value (Sig.) is 0.000, indicating that the error
variances are not equal across the groups.For Job Retention, the Levene's test statistic is
167.970 with 16 degrees of freedom (dfl) and 823 degrees of freedom (df2), and the p-
value (Sig.) is 0.000, also indicating that the error variances are not equal a'c& the
groups. The "Tests of Between-Subjects Effects" section provides addition &naﬁon
on the effects of the independent variables on the dependent Varlables“%\fype I Sum
of Squares" column represents the sum of squares for each effeck%é{'ﬁccountmg for the
other effects in the model. The "df" column represents thégees of freedom for each
effect, and the "Mean Square" column represents Wn square, which is the sum of
squares divided by the degrees of freedom. T ' column represents the F-statistic,
which is the ratio of the mean square %%f fect to the mean square for error. The

"Sig." column represents the p-val Qomated with the F-statistic, which indicates the

statistical significance of th . The "Partial Eta Squared" column represents the
effect size, which indica e'\proportlon of the total variance in the dependent variable
that is explained e ect.

cted Model" row shows the results for the overall model, and the
"Interc ‘% shows the results for the intercept term. The other rows represent the
re@for the specific independent variables and their interactions. For example, the
"Transformational" row shows the results for the effect of the "Transformational"
independent variable on the dependent variables, and so on. The "Error" row shows the
error variance for each dependent variable, which is the variability in the dependent
variable that is not accounted for by the independent variables in the model. The "Total"

row shows the total sum of squares for each dependent variable, and the "Corrected
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Total" row shows the sum of squares after accounting for the effects of the independent
variables.

The "R Squared" and "Adjusted R Squared" values are measures of the proportion

of variance in the dependent variable that is explained by the model, with higher values
indicating a better fit. In this case, the R Squared values are 0.856 (adjusted R Squared =
0.853) for Job Satisfaction and 0.947 (adjusted R Squared = 0.946) for Job Ret€htion,
indicating that the model explains a large proportion of the variance in_ both<dependent
variables.
Ho3: There will be no significant combined influence of human resources management
practices (compensation and benefits, promotion prospect, training and development) and
leadership styles (transactional leadership style, transformational leadership style and
laissez faire leadership style) on lecturers’ job satisfaction and retention in colleges of
education in Oyo State.

Table 4.13: Descriptive Statistics for Job Satisfaction and Job Retention Scores for
Different Levels of Leadership Styles and Human Resources Management Practices

Descriptive Statistics

Job Human Resource
Satisfaction Management Std.
Practices Mean Deviation N
Leadership 20 54.00 .000 24
28 Total 54.00 .000 24
29 24 49.00 .000 24
Total 49.00 .000 24
30 22 53.00 .000 24
23 47.33 .949 72
25 48.00 .000 24
Total 48.60 2.342 120
31 20 54.00 .000 24
24 48.00 .000 48
25 47.37 2.401 192
26 46.50 505 48
27 52.00 .000 24
Total 48.14 2.752 336
32 22 49.00 .000 24
26 49.00 .000 24
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Job Retention

33

34

35

Total

28

29

30

31

32

33

34

35

Total

Total
24
25
26
27
Total
25
Total
22
23
Total
20
22
23
24
25
26
27
Total
20
Total
24
Total
22
23
25
Total
20
24
25
26
27
Total
22
26
Total
24
25
26
27
Total
25
Total
22
23
Total
20
22
23

49.00
48.00
49.00
47.75
50.00
48.56
47.00
47.00
51.00
52.00
51.50
54.00
51.00
48.50
48.25
47.67
47.57
50.67
48.71
29.00
29.00
22.00
22.00
29.00
26.00
20.00
25.40
28.00
29.00
28.13
28.00
27.00
28.14
22.00
26.00
24.00
27.00
24.00
24.75
26.00
25.11
17.00
17.00
25.00
24.00
24.50
28.50
25.33
25.50

.000
.000
1.011
435
3.032
1.775
.000
.000
.000
.000
.505
.000
1.644
2.191
435
2.099
906
2.643
2.469
.000
.000
.000
.000
.000
.000
.000
2.952
.000
1.011
2.093
1.011
.000
1.729
.000
.000
2.021
.000
3.032
3.918
1.011
3.150
.000
.000
.000
.000
505
.505
2.888
871

48
24
48
96
48
216
24
24
24
24
48
48
72
96
96
288
168
72
840
24
24
24
24
24
72
24
120
24
48
192
48
24
336
24
24
48
24
48
96
48
216
24
24
24
24
48
48
72
96



24 26.75 2.963 96

25 25.83 4.227 288
26 25.86 3.323 168
27 26.33 949 72
Total 26.06 3.270 840

Source; Field Survey, 2023

To test the hypothesis Ho3, which states that there will be no significant combined

:i{bﬁts,
promotion prospects, training and development) and leadership sty!cs\%ﬁactional

influence of human resources management practices (compensation and
leadership style, transformational leadership style and laissez faire leadership style) on
lecturers' job satisfaction and retention in colleges of educatioh@g State. Table 4.13
presents descriptive statistics for job satisfaction anc.l jo 'gention scores for different
levels of leadership and human resources m a@nt practices. The descriptive
statistics include the mean, standard devia.tioql number of observations (N) for each
level of leadership and human resourc@agement practices. To test the hypothesis,
you can perform the following ste% oose an appropriate statistical analysis method:
Based on the research queWand data, you can choose an appropriate statistical
analysis method such @g;\ession analysis or ANOVA to examine the relationship
between leadershﬁsﬁs, human resources management practices, and job satisfaction
and retentio Q

@ one is conducting the statistical analysis, input the data into a statistical
so&e program such as SPSS or R, and perform the chosen statistical analysis method.
The analysis will provide you with statistical results, including p-values, which can be
used to determine the significance of the relationship between leadership styles, human
resources management practices, and job satisfaction and retention. Interpret the results:

Based on the statistical results, you can interpret whether the hypothesis HO3 is supported
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or rejected. If the p-values are greater than the significance level (e.g., p > 0.05), then the
results do not provide enough evidence to reject the null hypothesis, and you would fail
to reject the hypothesis Ho3, suggesting that there is no significant combined influence of
human resources management practices (compensation and benefits, promotion prospect,
training and development) and leadership styles (transactional leadership style,
transformational leadership style and laissez faire leadership style) on lecture%] ob
satisfaction and retention in colleges of education in Oyo State. On the oth 1f the
p-values are less than the significance level, then you would reject ‘ﬁ%x% pothesis,
indicating that there is a significant combined influence of huma)\?;;f)'ﬁrces management
practices (compensation and benefits, promotion prospect é&g and development) and
leadership styles (transactional leadership style, tr% atlonal leadership style and
laissez faire leadership style) on lecturers' J $

education in Oyo State. (

It is important to note tha{b' istical significance does not necessarily imply

action and retention in colleges of

practical significance or ca atlonshlps and further analysis and interpretation
should be done in the ¢ tof the research question and relevant literature. Consulting
with a statlst1c1an<or aQs rcher experienced in statistical analysis can also be helpful in

1nterpret1n§t}@s'ults accurately.

Table 4 Multivariate Test Showing Combined Influence of Human Resources
% dent Practices (Compensation and Benefits, Promotion Prospect, Training
and \Pevelopment) and Leadership Styles (Transactional Leadership Style,
Transformational Leadership Style and Laissez Faire Leadership Style) on
Lecturers’ Job Satisfaction and Retention in Colleges of Education in Oyo State

Multivariate Tests?

Effect Parti
Intercept Pillai's Hypothsis Eta
Trace Value F df Error df Sig. Squa

999 624585.327° 2.000  820.000 .000 .999
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Leadership

HRMP

Leadership * HRMP

Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root
Pillai's
Trace
Wilks'
Lambda
Hotelling's
Trace
Roy's
Largest
Root

.001

1523.379

1523.379

730

339

1.749

1.624

.840

289

2.019

1.767

.666

407

1.281

1.121

624585.327°

624585.327°

624585.327°

67.398

84.109°

102.307

190.473¢

99.010

117.678°

137.797

241.852¢

82.028

93.211°

104.883

184.036¢

2.000

2.000

2.000

14.000

14.000

14.000

7.000

12.000

12.000

12.000

6.000

10.000

10.000

10.000

5.000

820.000

820.000

820.000

1642.000

1640.000

1638.000

821.000

1642.000

1640.000

1638.000

821.000

1642.000

1640.000

1638.000

821.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

.000

999

999

999

365

418

467

619

420

463

502

.639

333

362

390

528

a. Design: Intercept + Leadership + HRMP + Leadership * HRMP

b. Exact statistic

c. The statistic is an upper bound on F that yields a lower bound on the significance level.

Source; Field Survey, 2023

The hypothesis being tested in this multivariate analysis appears to involve multiple
factors: Leadership Styles, Human Resources Management Practices, and the interaction

between Leadership Styles and Human Resources Management Practices. The results are
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presented in table 4.14a which shows various statistics, including Pillai's Trace, Wilks'
Lambda, Hotelling's Trace, Roy's Largest Root, degrees of freedom (df), significance
level (Sig.), and Partial Eta Squared. Based on the presented statistics, it appears that the
effect of Leadership is significant, as evidenced by the low p-values (Sig.) for all the
different statistics (Pillai's Trace, Wilks' Lambda, Hotelling's Trace, and Roy's Largest
Root). The Partial Eta Squared value of .365 indicates that Leadership accoufits, for
approximately 36.5% of the variance in the dependent variable. Similarly,thejetfect of
HRMP is also significant, as indicated by the low p-values (Sig.) for~al the different
statistics (Pillai's Trace, Wilks' Lambda, Hotelling's Trace, and Ro¥y'8 Largest Root). The
Partial Eta Squared value of .420 suggests that HRMP accounts™for approximately 42.0%
of the variance in the dependent variable. Furth¢tmore, the interaction between
Leadership styles and Human resources managemént practices is also significant, as
indicated by the low p-values (Sig.) for all‘th€ different statistics (Pillai's Trace, Wilks'
Lambda, Hotelling's Trace, and Roy'syLargest Root). The Partial Eta Squared value
of .333 suggests that the™\nteraction between Leadership and Human resources
management practices acounts for approximately 33.3% of the variance in the dependent
variable. Overall{ based on the presented statistics, it appears that all three factors —
Leadership<stylesy Human resources management practices, and the interaction between
Leadership styles and Human resources management practices - have significant effects
on the.dependent variable, as evidenced by the low p-values and high Partial Eta Squared
values.

Table 4.14b: Levene's Test of Equality of Error Variances Showing Combined
Influence of Human Resources Management Practices (Compensation and Benefits,
Promotion Prospects, Training and Development) and Leadership Styles
(Transactional Leadership Style, Transformational Leadership Style and Laissez

Faire Leadership Style) on Lecturers’ Job Satisfaction and Retention in Colleges of
Education in Oyo State
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Levene's Test of Equality of Error Variances?*

Job
Satisfaction
Job Retention

F dfl
63.255 18
71.464 18

df2 Sig.
821 000
821 000

Tests the null hypothesis that the error variance of the

dependent variable is equal across groups.
a. Design: Intercept + Leadership + HRMP + Leadership

* HRMP

Tests of Between-Subjects Effects

Source
Corrected Model

Intercept

Leadership

HRMP

Leadership *

HRMP

Error

Total

Corrected Total

Dependent
Variable

Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention
Job
Satisfaction
Job Retention

Type III Sum Mean
of Squares Df Square
3440.429* 18 191.135
6102.257° 18 339.014
1051422.590 1 1051422'53
260608.343 1 260608.343
209.419 7 29.917
3227.582 7 461.083
1544.742 6 257.457
921.794 6 153.632
568.226 5 113.645
1085.526 5 217.105
1675.000 821 2.040
2871.000 821 3.497
1998504.000 840
579312.000 840
5115.429 839
8973.257 839

F
93.685

96.946
515353.99
8
74524.364

14.664
131.853
126.192

43.933

55.703

62.084

Sig.
.000
.000
.000
.000
.000
.000
.000
.000
.000
.000

a. R Squared = .673 (Adjusted R Squared = .665)
b. R Squared = .680 (Adjusted R Squared = .673)

Source,; Field Survey, 2023

Based on the results of the Levene's Test of Equality of Error Variances as seen in table

4.14b, the p-values for both the Job Satisfaction and Job Retention variables are less than
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the significance level of 0.05 (p < .05). This indicates that there is evidence to reject the
null hypothesis of equal error variances across groups, suggesting that the error variances
are not the same for all levels of the independent variables in the model. Looking at the
Tests of Between-Subjects Effects, the results show that the corrected model is
statistically significant for both Job Satisfaction and Job Retention (p < .001). This
suggests that the combined effect of the Intercept, Leadership styles, Human ces
management practices, and Leadership styles * Human resources manager% actices

>

Furthermore, the results show that Leadership s@ﬁuman resources

variables significantly predicts both Job Satisfaction and Job Retention:

management practices, and Leadership Styles * Human re&s management practices
variables also have significant main effects on b%@ﬂatisfaction and Job Retention (p

<.001). This indicates that these independent \% s individually and jointly contribute

to the prediction of the dependent Vari@

and Job Retention are .673 and @ respectively, which indicates that the model

rid
he R-squared values for Job Satisfaction

explains about 67.3% and 68&‘&the variance in the dependent variables, respectively.

The adjusted R-squared e§) which account for the number of predictors in the model,

are slightly lowe@s nd .673 for Job Satisfaction and Job Retention, respectively.

These results @est that the model has a good fit and explains a substantial amount of

variancgn the dependent variables.

Ho4: Ere will be no significant school type difference in the levels of lecturers’ job
satisfaction in colleges of education in Oyo State.

Table 4.15 Summary of Test of Homogeneity of Variances among Lecturers in
Different Types (Federal, State, Private) Colleges of Education in Oyo State

Test of Homogeneity of Variances

Job Satisfaction of
Private College Levene Statistic dfl df2 Sig.
Lecturers 2.829 9 86 .006
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Job Satisfaction of State

College Lecturers 35.023 ? 347 000
Job Satisfaction of
Federal College 31.432 9 377 000

Lecturers

Source,; Field Survey, 2023

Table 4.15 shows the results of a test of homogeneity of variances for job sa.tisgg‘,ion
levels of lecturers in colleges of education in Oyo State, categorized.by @%} type
(private, state, and federal). The null hypothesis (Ho4) being tested is @r%will be no
significant difference in the levels of job satisfaction among legtq@m different types of
colleges. The Levene statistic is a measure of homogeneité}%}riances. In this table, it
shows the Levene statistic for each school type, alo .®1 the degrees of freedom (dfl
and df2), and the significance level (Sig.) associated with each statistic. Based on the
table, the significance level (Sig.) for jo atisfaction of private college lecturers is 0.006,
for state college lecturers is 0.000, and, for federal college lecturers is also 0.000. Since
the significance level (Sig.)%@ﬁ satisfaction levels of lecturers in all three types of
colleges (private, state, angaqeral) is less than the commonly used threshold of 0.05, it
indicates that there '@%ﬂiﬁcant difference in the variances of job satisfaction levels
among lect reé&m different types of colleges in Oyo State. This suggests that there is
evidence toteject the null hypothesis (Ho4) and conclude that there is a significant school
typ@ference in the levels of lecturers' job satisfaction in colleges of education in Oyo
State. In other words, the job satisfaction levels of lecturers in private, state, and federal
colleges in Oyo State are significantly different from each other. Although, further
statistical analysis, such as ANOVA or post-hoc tests, may be needed to determine the

nature and direction of these differences.
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Table 4.16: Summary of ANOVA Showing Significant School Type Difference in the

Levels of Lecturers’ Job Satisfaction in Colleges of Education in Oyo State

ANOVA

Job Satisfaction of Between Groups Sum of Mean
Private College Squares df Square F Sig.
Lecturers 6.576 9 731 914 S17

Within Groups 68.757 86 .800

Total 75.333 95
Job Satisfaction of State Between Groups 49.598 9 5511 12.562 .000
College Lecturers Within Groups 152.223 347 439

Total 201.821 356
Job Satisfaction of Between Groups 86.113 9 9.568 26.415 .000
Federal College Within Groups 136.559 377 362
Lecturers Total 222.672 386

. M

Source; Field Survey, 2023 %\‘Q

As seen in table 4.16, the ANOVA results reveal thag t]@g)s no statistically significant
difference in the levels of job satisfaction among@ in different types of colleges in
Oyo State. According to the data, the sum q&ares (SS) for job satisfaction of private
college lecturers is 6.576 between g'Qs)'\and 68.757 within groups, with a total of
75.333. The degrees of freedom r private college lecturers is 9 between groups and
86 within groups. The mean}a}re (MS) for private college lecturers is 0.731 between
groups and 0.800 w@g ?1ps. The F-value for job satisfaction of private college
lecturers is 0.914 Wwith a significance level (p-value) of 0.517.Similarly, for state college
lecturers@ is 49.598 between groups and 152.223 within groups, with a total of
20 he df is 9 between groups and 347 within groups. The MS is 5.511 between
groups and 0.439 within groups. The F-value is 12.562 with a significance level (p-value)
of 0.000.Lastly, for federal college lecturers, the SS is 86.113 between groups and
136.559 within groups, with a total of 222.672. The df is 9 between groups and 377
within groups. The MS is 9.568 between groups and 0.362 within groups. The F-value is

26.415 with a significance level (p-value) of 0.000.Overall, based on these results, there
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is significant difference in the levels of job satisfaction among lecturers in private, state,
and federal colleges in Oyo State. The p-values for all three types of colleges are less
than the commonly used significance level of 0.05, indicating that there is no statistically
significant variation in job satisfaction levels based on the type of college. Therefore, the
findings do not support the hypothesis that there will be no significant school type
difference in the levels of lecturers' job satisfaction in colleges of education in Oyo(State.
Ho5: There will be no significant school type difference in the levels of lecturers’ job
retention in colleges of education in Oyo State

Table 4.17: Summary of Test of Homogeneity of Variances in Job Retention in
Different Types (Federal, State and Private) Colleges of Education in Oyo

State
Test of Homogeneity of Variances
Levene
Statistic df1 df2 Sig.
Job Retenti f Privat
0D RETEHTon OF FHvVATe 2.165 12 83 021
College Lecturers
Job Retention Federal 30.534 12 374 000
College Lecturer
Job Retention of State
18.365 12 344 .000

College Lecturers

Source,; Field Survey, /2023

Table 4.17 presents the results of a test of homogeneity of variances for job retention
levels df Yecturers in different types of colleges of education in Oyo State. The hypothesis
being”tested is H06, which states that there will be no significant difference in job
retention levels among different types of colleges (private, federal, and state). The Levene
statistic is a measure of the homogeneity of variances. It is calculated separately for each

type of college and is used to assess whether the variances of job retention levels are
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equal across the different types of colleges. The larger the Levene statistic, the more
evidence there is against the assumption of homogeneity of variances.

The degrees of freedom (dfl and df2) represent the number of groups being
compared (in this case, 3 types of colleges) and the total number of observations in each
group, respectively. The "Sig." column shows the p-value associated with each Levene
statistic. The p-value is used to determine the statistical significance of the test? @ p-
value is less than a predetermined significance level (commonly set at 0.05) &he null
hypothesis of homogeneity of variances is rejected, indicating that tf%}a significant

difference in variances among the groups. . @'\

For private college lecturers, the Levene statistic@ﬁ with 12 degrees of

freedom (df1) and 83 degrees of freedom (dﬂ)@@msocimed p-value is 0.021.For

federal college lecturers, the Levene statistic % 4 with 12 degrees of freedom (dfl)

and 374 degrees of freedom (df2), ande.e) ated p-value is 0.000.For state college
lecturers, the Levene statistic is 18. ith 12 degrees of freedom (df1) and 344 degrees
of freedom (df2), and the assdk&p-value is 0.000.Since the p-values for all three types
of colleges are less tha Significance level of 0.05, we can conclude that there is
significant evidence te-/reject the null hypothesis of homogeneity of variances. This
suggests t t@é is a significant difference in the variances of job retention levels
among @fe nt types of colleges of education in Oyo State. Therefore, the assumption of
equaNwvariances across the groups is not met, and caution should be exercised when

interpreting any subsequent statistical tests or analyses that assume homogeneity of

variances.
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Table 4.18: Summary of ANOVA Showing Significant School Type Difference in the
Levels of Lecturers’ Job Retention in Colleges of Education in Oyo State

ANOVA
Sum of Mean

Job Retention of Private Between Groups Squares df Square F Sig.
College Lecturers 9.149 12 762 1.101 371

Within Groups 57.476 83 .692

Total 66.625 95
Job Retention Federal ~ Between Groups 164.191 12 13.683  87.504 .000
College Lecturer Within Groups 58.481 374 156

Total 222.672 386
Job Retention of State ~ Between Groups 70.634 12 5.886  15.662 .000
College Lecturers Within Groups 129.282 344 376

Total 199.916 356

Source; Field Survey, 2023 ) QQ;&

Table 4.18 presents the results of an analysis ef %\hce (ANOVA) for job retention
levels of lecturers in different types of co].le@f education in Oyo State. The ANOVA
is used to test the hypothesis that thete Q@ significant difference in job retention levels
among different types of colleg 1vate, federal, and state).The "Sum of Squares"
column shows the variation M data that is attributable to between-group differences
(i.e., differences am@ .\types of colleges) and within-group differences (i.e.,
differences wit% h type of college). The "df" column represents the degrees of
freedom‘%gted with each source of variation, which represent the number of
ca minus 1 (for between-group variation) or the total number of observations
minus the number of categories (for within-group variation). The "Mean Square" column
is obtained by dividing the sum of squares by the corresponding degrees of freedom.

The "F" column shows the calculated F-statistic, which is the ratio of the mean

square for between-group differences to the mean square for within-group differences.

The F-statistic is used to determine whether the variation between the groups is
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statistically significant. The "Sig." column shows the p-value associated with the F-
statistic, which is used to determine the statistical significance of the test. If the p-value is
less than a predetermined significance level (commonly set at 0.05), then the null
hypothesis of no significant difference among the groups is rejected, indicating that there
is evidence of a significant difference in job retention levels among the different types of
colleges. Interpretation: For private college lecturers, the F-statistic is 1.101° v% 12

S

degrees of freedom for between-groups variation and 83 degrees of freedo %t within-
groups variation, and the associated p-value is 0.371. Since the p-Valﬁ%}l is greater
than the significance level of 0.05, we do not have enough exfi(@%@to reject the null
hypothesis of no significant difference in job retention levﬁéong private, federal, and
state colleges. For federal college lecturers, the F-s@ﬁp is 87.504 with 12 degrees of
freedom for between-groups variation and 37, rees of freedom for within-groups
variation, and the associated p-value is@b}‘s ce the p-value (0.000) is less than the
significance level of 0.05, we hav@iﬁcant evidence to reject the null hypothesis,
indicating that there is a signiﬁ@%ifference in job retention levels among federal, state,
and private colleges. Fo ¢"college lecturers, the F-statistic is 15.662 with 12 degrees
of freedom for bétwe &ups variation and 344 degrees of freedom for within-groups
variation, d@“associated p-value is 0.000. Since the p-value (0.000) is less than the
signiﬁcéﬁvel of 0.05, we have significant evidence to reject the null hypothesis,
in@ng that there is a significant difference in job retention levels among state, federal,
and private colleges. Based on the ANOVA results, there is evidence to reject the null
hypothesis of no significant difference in job retention levels among different types of
colleges of education in Oyo State for federal and state colleges. However, for private

colleges, we do not have enough evidence to reject the null hypothesis. This suggests that

there may be significant differences in job retention levels among federal, state, and
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private colleges of education in Oyo State, except for private colleges where further
investigation may be needed.

4.5  Discussion of Findings

The results of the multivariate test of the test of hypothesis one (There will be no
significant relative influence of human resources management practices (compensation
and benefits, promotion prospects, training and development) on lectur job
satisfaction and retention in colleges of education in Oyo State.) indicate t @overall
model, including all the effects being tested, has a significant ‘e%\on both job
satisfaction and job retention. The Corrected Model for Job Sa{‘{%&tﬂ)n has a Type III

Sum of Squares of 4107.657 and a corresponding F-ratio é@ﬁ% with a significance

level (Sig.) of 0.000. Similarly, the Corrected M d@r Job Retention has a Type III
Sum of Squares of 8484.914 and a correspond'gératio of 893.722 with a significance
level (Sig.) of 0.000. These findings pr Vl.(&ﬁ' g statistical evidence to reject the null
hypothesis. Furthermore, the Interc?é’@iect, which represents the baseline level, shows a
significant main effect for bm@atisfaction and job retention. The large Type III Sum
of Squares for the Inter ifidicates its importance in predicting both job satisfaction
and job retention@ cts of Compensation, Promotion prospects, and Training and
development emonstrate significant main effects on both job satisfaction and job
retenti%‘%ldicated by their Type III Sum of Squares and F-ratios, with significance
levelsyreported as 0.000. These results provide additional statistical evidence to reject the
null hypothesis.

Moreover, the interactions between Compensation and Promotion prospects,
Compensation and Training and development, and Promotion prospects and Training and

development also show significant effects on job satisfaction and job retention. The Type

IIT Sum of Squares and F-ratios for these interactions have significance levels reported as
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0.000, further supporting the rejection of the null hypothesis. Therefore, based on the
statistical evidence from the analysis, we reject the null hypothesis (Hol) that there is no
significant relative influence of human resources management practices on lecturers' job
satisfaction and retention in colleges of education in Oyo State. The results indicate that
compensation and benefits, promotion prospects, and training and development do have a
significant relative influence on job satisfaction and retention for lecturerse i ese

&>

The results of the multivariate test of (hypothesis two ‘@will be no

institutions.

significant relative influence of leadership styles (transa(@'\leadership style,
transformational leadership style, and laissez-faire leadeéigstyle) on lecturers’ job
satisfaction and retention in colleges of education in % ate”.) indicate that the overall
model, including all the effects being tested, a significant effect on both job
satisfaction and job retention. The Co@ del for Job Satisfaction has a Pillai's
Trace value of 0.915, indicating a s@ean‘[ effect with a low significance level (Sig.) of
0.000. Similarly, the Corre@del for Job Retention has a Pillai's Trace value of
0.821, indicating a signi t"effect with a low significance level (Sig.) of 0.000. These
findings provide @ta istical evidence to reject the null hypothesis. Additionally, the
effects of I@xormational Leadership, Transactional Leadership, and Laissez-faire
Leader@), Il demonstrate significant main effects on both job satisfaction and job
rete@n. The Pillai's Trace values for these effects are reported as 0.915, 0.821, and
0.442, respectively, with significance levels of 0.000. These results provide further
statistical evidence to reject the null hypothesis. However, the three-way interaction
(Transformational * Transactional * Laissez) does not show a significant effect on job

satisfaction and job retention, as indicated by a non-significant Pillai's Trace value of
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0.000 and a significance level of 1.000. This suggests that the combined influence of all
three leadership styles does not have a significant impact on the dependent variables.
Furthermore, the Levene's Test of Equality of Error Variances indicates that the
error variances for both job satisfaction and job retention are not equal across the groups.
The low p-values (Sig. = 0.000) indicate significant differences in error variances among
the different leadership style groups. Based on the reported Type III Sum of* Kﬁ@}'es,
degrees of freedom, F-statistics, and significance levels, it can be concl 'Shat the
independent variables, including Transformational Leadership, Transﬁ%} eadership,

and Laissez-faire Leadership, have a significant influence on bo@)s'ﬁtisfaction and job

retention. &

The R-squared values of 0.856 for Job Sa is’%' n and 0.947 for Job Retention
indicate that the model explains a large prop rtﬁof the variance in both dependent
variables. These values, along with th .cgfe R-squared values of 0.853 and 0.946,
respectively, suggest a good fit of t%' del. Therefore, based on the statistical evidence
from the analysis, we reject d\& hypothesis (Ho2) that there is no significant relative

influence of leadership s“on lecturers' job satisfaction and retention in colleges of

education in O@t. The results indicate that transformational leadership,

transaction adership, and laissez-faire leadership styles do have a significant relative
inﬂuenéﬁb satisfaction and retention for lecturers in these institutions.

Qfest of hypothesis three (Ho3) concluded that there is a significant combined
influence of human resources management practices and leadership styles on lecturers'
job satisfaction and retention in colleges of education in Oyo State. The statistical results
indicate that both Human resources management practices and Leadership styles have

significant main effects on job satisfaction and job retention. The interaction between

Leadership styles and Human resources management practices also has a significant
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effect on the dependent variables. The Partial Eta Squared values suggest that Leadership
accounts for approximately 36.5% of the variance in job satisfaction and 42.0% of the
variance in job retention. Human resources management practices accounts for
approximately 42.0% of the variance in job satisfaction and 33.3% of the variance in job
retention. These findings suggest that both Leadership styles and Human resources
management practices play important roles in influencing job satisfaction and're(%;ion

&

Test of hypothesis four (Ho4) concluded that there is a mgﬁ%} school type

among lecturers in colleges of education in Oyo State.

difference in the levels of lecturers' job satisfaction in colleges-of\%:'\tlon in Oyo State.

The Levene's test results indicate that there is a mgmﬁcan@@ence in the variances of

job satisfaction levels among lecturers in diffe%@g of colleges (private, state, and

federal). This suggests that there are variations,in satisfaction levels among lecturers
across the different types of colleges. H @&e ANOVA results show that there is no
statistically significant difference &%" levels of job satisfaction among lecturers in
different types of colleges i %tate The F-values and p-values for all three types of
colleges (private, state, féderal) indicate that the variation in job satisfaction levels
based on the typ of e is not statistically significant. The p-values are all greater
than the c I@ used significance level of 0.05.Therefore, based on these results, the
hypoth@ o4, which states that there will be no significant school type difference in the
levels,of lecturers' job satisfaction in colleges of education in Oyo State, is supported.
The findings suggest that the job satisfaction levels of lecturers in private, state, and
federal colleges in Oyo State do not significantly differ from each other.

Test of hypothesis five (HoS) which states that there will be no significant school
type difference in the levels of lecturers’ job retention in colleges of education in Oyo

State showed a significant evidence to reject the null hypothesis of homogeneity of
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variances for job retention levels among different types of colleges of education in Oyo
State. This indicates that there is a significant difference in the variances of job retention
levels among private, federal, and state colleges. ANOVA results, for private college
lecturers, the F-statistic is 1.101 with 12 degrees of freedom for between-groups variation
and 83 degrees of freedom for within-groups variation. The associated p-value is 0.371,
which is greater than the significance level of 0.05. Therefore, we do not haw{@pgh
evidence to reject the null hypothesis of no significant difference in job, retention levels
among private, federal, and state colleges. However, for federal collé%’}urers, the F-
statistic is 87.504 with 12 degrees of freedom for between'@wariation and 374
degrees of freedom for within-groups variation. The associ%i -value is 0.000, which is
less than the significance level of 0.05. Thus, we q.@g’gniﬁcant evidence to reject the
null hypothesis, indicating that there is a significant difference in job retention levels
among federal, state, and private colleéj&%arly, for state college lecturers, the F-
statistic is 15.662 with 12 degree reedom for between-groups variation and 344
degrees of freedom for withiﬂéﬁs variation. The associated p-value is 0.000, which is
less than the significanc ehof 0.05. Hence, we have significant evidence to reject the
null hypothesis, indic that there is a significant difference in job retention levels
among stat Q al, and private colleges. In all, based on the ANOVA results, there is
evideanto eject the null hypothesis of no significant difference in job retention levels
among/different types of colleges of education in Oyo State for federal and state colleges.
However, for private colleges, we do not have enough evidence to reject the null
hypothesis. This suggests that there may be significant differences in job retention levels
among federal, state, and private colleges of education in Oyo State, except for private

colleges where further investigation may be needed.
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The research question one was raised to determine the level of job satisfaction and
retention of lecturers in colleges of education in Oyo State. Result revealed that the job
satisfaction of lecturers was found to be moderate. This finding is consistent with a study
which found that lecturers in Nigerian higher education institutions, including colleges of
education, reported moderate levels of job satisfaction!**#!. The study highlighted factors
such as salary, promotion opportunities, and job security as significant determi& of
job satisfaction among lecturers in Nigeria. However, this finding contrast '&a study
which found that lecturers in Nigerian higher education institutions, iﬁ%}lg colleges of
education, reported high levels of job satisfaction’. The@y'\ emphasized the
importance of factors such as leadership style, organi %nal culture, and work
environment in influencing job satisfaction among lef% S.

Furthermore, another study found that job“satisfaction among lecturers in higher
education institutions, including collegéo}\% ation, was low*!. The study identified
factors such as inadequate remune, lack of career development opportunities, and
poor working conditions a&éﬁcan‘[ contributors to low job satisfaction among
lecturers. The finding of, ¢search question one, which suggests that job satisfaction of
lecturers in colle@e ucation in Oyo State is moderate, is consistent with some
findings b aé\‘ontrasts with some findings®> %3, This indicates that the level of job
satisfac@n ong lecturers in colleges of education in Oyo State may vary depending on
various’ contextual factors, such as organizational culture, leadership style, remuneration,
and career development opportunities, which may have different effects on job
satisfaction.

Also, the research finding indicates low job retention of lecturers in colleges of
education in Oyo State. This is also supported by several related studies. For instance, a

study found that lecturers in Nigerian higher education institutions, including colleges of
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education, faced challenges such as inadequate remuneration, lack of career development
opportunities, and poor working conditions, which led to low job retention’. The study
highlighted the need for improved remuneration packages and career development
opportunities to enhance job retention among lecturers. Similarly, a study found that job
retention among lecturers in higher education institutions, including colleges of education,
was influenced by factors such as salary, job security, and recognition®*3 37 36, T@ldy
revealed that inadequate salary, job insecurity, and lack of recognition we%&ﬁicant
contributors to low job retention among lecturers. Moreover, a stu und that job
retention among lecturers in Nigerian higher education 1nst1tut-10\¢{‘ audlng colleges of

education, was influenced by factors such as worklé&vork life balance, and

organizational support®*. The study hlghhghtei @need for reducing workload,

improving work-life balance, and providing a organizational support to enhance

job retention among lecturers. Cj\\‘

In contrast to the finding (?bu job retention in colleges of education in Oyo
State, a found that lecturers ﬂ@rian higher education institutions, including colleges
of education, reported high\jéb retention!®*’. The study emphasized the importance of
factors such as j o@t , promotional opportunities, and supportive work environment
in influenci @' retention among lecturers. The finding of low job retention among
lecturm@n olleges of education in Oyo State is consistent with some findings and
contrasts with others. This suggests that the level of job retention among lecturers in
colleges of education in Oyo State may be influenced by various contextual factors, such
as remuneration, career development opportunities, workload, work-life balance, job
security, and organizational support, which may have different effects on job retention.

Research question two found that among the three human resource management

practices examined (promotional prospect, training and development, and compensation
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and benefits), promotional prospect was the highest practiced in colleges of education in
Oyo State, Nigeria. This result is consistent with previous research that found that
promotional prospects were highly valued and prioritized by employees in Nigerian
educational institutions*. The authors emphasized that promotion opportunities were
perceived as a way to advance in one's career and improve job satisfaction. In contrast,
the findings contradict the results of a study which reported that compensatf& nd
benefits were the most significant human resource management practi.ce@igerian
educational institutions. The authors argued that competitive compen‘s% packages and
attractive benefits were essential in attracting and retaining hi@u’éliﬁed staff in the
education sector, which was consistent with the findings (é;ﬁgaious research conducted
in other sectors!?, &

Furthermore, the findings also contrast g\e results of a study that found that
training and development programs @?‘éﬁ most emphasized human resource
management practices in Nigerian %é'%fsities”’”’”. The authors argued that training and
development opportunities Wﬁ@%cial in improving employees' skills and knowledge,
and enhancing their jo rformance and productivity. While the research findings
suggest that pr@a prospects were the highest practiced human resource
management @Qice in colleges of education in Oyo State, Nigeria, this conclusion
contradf@s revious research that emphasized the importance of compensation and
benefits or training and development. It is important to note that these findings may vary
depending on the specific context and sample size of the study. Further research is
needed to fully understand the factors influencing human resource management practices
in Nigerian educational institutions.

Research question three indicates that among the three leadership styles explored

in the study (transactional, transformational, and laissez-faire), transactional leadership
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style was reported to occur most frequently in colleges of education in Oyo State, Nigeria.
This result is consistent with previous research conducted who found that transactional
leadership was commonly practiced in Nigerian educational institutions due to its
emphasis on clear expectations, goal-setting, and rewards for performance*?32*3. The
authors argued that transactional leaders tend to focus on task-oriented behaviors and use
contingent rewards or punishments to motivate employees. In contrast, the® ings
contradict the results of a study who reported that transformational leade '&ﬁras the
dominant leadership style in Nigerian universities. The auf%\argued that
transformational leadership, which involves inspirational and\\“@%&rﬁmaﬁc leadership
behaviors that inspire and motivate followers, was perc%é%ds effective in fostering

employee engagement, commitment, and prod%@& . Furthermore, the findings
ou

also contrast with the results of an author whcﬁ

least practiced leadership style in Nige<1an%b

that laissez-faire leadership, which‘%‘ lves a lack of involvement and direction from

that laissez-faire leadership was the

tional institutions. The authors argued

leaders, was perceived as ?ﬁéﬂve and detrimental to employee performance and

organizational outcomes“'% |
h

While the(res Qﬁndings suggest that transactional leadership style was most
frequently r@ed among the three leadership styles in colleges of education in Oyo
State, &‘g;%ﬁ, this conclusion contradicts previous research that emphasized the
domimance of transformational leadership or the ineffectiveness of laissez-faire
leadership. It is important to note that leadership practices may vary depending on the
specific context, organizational culture, and individual preferences of leaders. Further
research is needed to fully understand the leadership styles adopted by leaders in

Nigerian educational institutions and their impacts on employee outcomes.
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Test of hypothesis one indicates that human resources management practices,
including compensation and benefits, promotion prospects, and training and development,
significantly influence job satisfaction and retention among lecturers in colleges of
education in Oyo State. This supports previous research that has found similar results.
For instance, a study in a different region of Nigeria found that lecturers who were
satisfied with their compensation and benefits, promotion prospects, and traiqi\ nd

S

development opportunities were more likely to be satisfied with their jo %ﬂ stay in
their current positions'® 43 3% 40 This study aligns with the current‘%xngs, as it also
highlights the positive impact of human resources managé@g'bractices on job

satisfaction and retention among lecturers. Similarly, a r@%alysis conducted across

various countries and industries revealed thatsn?@@es who perceived fairness in

compensation and benefits, promotion prospect training and development programs
were more likely to exhibit higher leV S o satisfaction and engagement, and were
less likely to leave their jobs'® 4% 39"%Tms further supports the current findings, as it
suggests that human resourcévzﬁgement practices have a consistent influence on job
satisfaction and retentio §s different contexts.

On the O@Q some studies have contradicted the current findings. For
instance, @ onducted in a different state of Nigeria found that human resources
manage@en practices, including compensation and benefits, promotion prospects, and
traintgg and development, did not significantly influence lecturers' job satisfaction and
retention?%2% 3749 This contradicts the current findings, as it suggests that the impact of
these practices may vary depending on the specific context and population under study.
Another study found that while compensation and benefits were positively correlated

with job satisfaction, promotion prospects and training and development did not

significantly influence job satisfaction and retention?!. This also contradicts the current
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findings, as it implies that the relative influence of these practices may vary depending on
the industry and country of study. The current findings are consistent with previous
research that has found a significant positive influence of human resources management
practices on job satisfaction and retention among lecturers in colleges of education in
Oyo State. However, some studies have contradicted these findings, suggesting that the
impact of these practices may vary depending on the context and population unde{@dy.
Further research is needed to better understand the complex relationship b human
resources management practices, job satisfaction, and retention in thé%}lc context of
colleges of education in Oyo State. &

The results of test of hypothesis two indicate a suéﬁ%nt relative influence of
leadership styles, including transactional leader @gansformatlonal leadership, and
laissez-faire leadership, on lecturers' job satisfaetion and retention in colleges of
education in Oyo State. This finding is con\% with previous research that has found
similar results. For example, a studeé@ducted found that lecturers who perceived their
leaders to exhibit transactionﬁk&éxansformational leadership styles were more likely to
report higher levels of jobysatisfaction and were more likely to stay in their current
positions?!. This @i ns with the current findings, as it also highlights the positive
impact of 1 c@\ﬂ'p styles on job satisfaction and retention among lecturers. Similarly, a
meta-a@rs conducted by across various industries and countries revealed that
tre@mational leadership, characterized by leaders who inspire and motivate their
followers, was positively correlated with job satisfaction and retention??3433, This further
supports the current findings, as it suggests that leadership styles play a crucial role in
influencing job satisfaction and retention in different contexts.

On the other hand, some studies have contradicted the current findings. For

instance, a study conducted in a different country found that transactional leadership was
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negatively correlated with job satisfaction, indicating that a leadership style that focuses
on rewards and punishments may not always lead to increased job satisfaction??. This
contradicts the current findings, as it suggests that the impact of leadership styles may
vary depending on the cultural and contextual factors. Another study found that laissez-
faire leadership, characterized by a lack of leadership and guidance, was positively

correlated with job dissatisfaction and turnover intention 2**> 42, This also contradiCts, the

)

consistent with previous research that has found a signiﬁeak@sla\tive influence of

current findings, as it implies that laissez-faire leadership may not ha &ositive
influence on job satisfaction and retention in all contexts. The ¢ 6gdings are
leadership styles on job satisfaction and retention am@%ecturers in colleges of
education in Oyo State. However, some studi si@g@ contradicted these findings,
suggesting that the impact of leadership styles ‘may vary depending on the specific
context and cultural factors. Further resécjy\ eeded to better understand the complex
relationship between leadership ste& job satisfaction, and retention in the specific
context of colleges of educatiﬁvhqéyo State.

Test of hypothesi ¢ indicates a significant combined influence of both human
resources manag@gr ctices and leadership styles on both lecturers' job satisfaction
and retenti né\éolleges of education in Oyo State. This finding is consistent with
previouQre earch that has examined the combined impact of human resources
mandgement practices and leadership styles on job satisfaction and retention. For
example, a study conducted in an educational setting found that a combination of
effective human resources management practices, including compensation and benefits,
promotion prospects, and training and development, along with transformational
leadership style, positively influenced job satisfaction and retention among

24,35,41

employees . This study aligns with the current findings, as it also highlights the
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importance of considering both human resources management practices and leadership
styles in understanding job satisfaction and retention among lecturers. Similarly, it was
found out that a combination of effective human resources management practices, such as
compensation and benefits, along with transactional and transformational leadership
styles, positively influenced job satisfaction and retention among employees®. This
further supports the current findings, as it suggests that a combination of human Te‘\ ces
management practices and leadership styles may have a significant infl Q‘) on job
satisfaction and retention in different contexts. ‘%\

On the other hand, some studies have found contradicto %uTts For instance, a
study found that human resources management practlc @Cﬁi as compensation and
benefits, did not significantly impact job satisfa t1 retention among employees,
when combined with transformational leade Qtyle This contradicts the current
findings, as it suggests that the relat@é‘ tween human resources management
practices, leadership styles, and job,satisfaction and retention may be complex and may
vary across different contexé@g)Another study found that leadership styles, such as
transactional and transf i6nal leadership, did not have a significant influence on job
satisfaction and @e@n among employees, when combined with human resources
managen%@ﬁces. This also contradicts the current findings, as it implies that the

1mpact adership styles and human resources management practices on job
sa@tlon and retention may not always be consistent across different settings. The
current findings are consistent with some previous research that has found a significant
relative influence of both human resources management practices and leadership styles
on job satisfaction and retention among lecturers in colleges of education in Oyo State.

However, some studies have contradicted these findings, suggesting that the relationship

between human resources management practices, leadership styles, and job satisfaction
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and retention may be complex and may vary across different contexts. Further research is
needed to better understand the combined impact of human resources management
practices and leadership styles on job satisfaction and retention in the specific context of
colleges of education in Oyo State.

Test of hypothesis four indicates a significant difference in the levels of lecturers'
job satisfaction based on the type of school (federal, state, private) in co‘l@ of
education in Oyo State. This finding is consistent with some previous res 'Shat has
examined job satisfaction among lecturers in different types of educ‘:%} institutions.
For example, a study found that lecturers in federal colleges of a@glﬁn reported higher
levels of job satisfaction compared to lecturers in state and é@e colleges of education?’.
This study supports the current findings, as it sug s@sgt lecturers' job satisfaction may
vary based on the type of school they work §ith lecturers in federal colleges of
education experiencing higher job satis@%‘}‘ milarly, a study found that lecturers in
federal colleges of education rep?@;higher levels of job satisfaction compared to
lecturers in state colleges of%@ion. This further supports the current findings, as it

indicates that there m “significant differences in job satisfaction levels among

lecturers based o@e of school they are employed in.

On;é@'«ér hand, some studies have found contradictory results. For instance, a
dno

study f@ significant difference in job satisfaction levels among lecturers in federal,
statenand private colleges of education?®. This contradicts the current findings, as it
suggests that the relationship between school type and job satisfaction among lecturers
may not be consistent across all studies. Another study found that lecturers in state
colleges of education reported higher levels of job satisfaction compared to lecturers in
federal colleges of education?¥-3%, This also contradicts the current findings, as it implies

that the relationship between school type and job satisfaction among lecturers may vary
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depending on the specific context and sample of colleges of education. The current
findings are consistent with some previous research that has found significant differences
in job satisfaction levels among lecturers based on the type of school they work in.

However, some studies have contradicted these findings, suggesting that the
relationship between school type and job satisfaction among lecturers may not always be
consistent across different contexts. Further research is needed to better unders the
impact of school type on job satisfaction among lecturers in colleges of e.du% in Oyo
State. ‘%\

Test of hypothesis five indicates a significant differenoe@f'i’evels of lecturers'
job retention based on the type of school (federal, state, p%‘&@% in colleges of education
in Oyo State. This finding is consistent with som: e us research that has examined
job retention among lecturers in different types Qcational institutions. For example, a
study found that lecturers in federal co@é&f ducation reported higher levels of job
retention compared to lecturers in(,é;%w and private colleges of education®® 34! This
study supports the current ﬁf@ as it suggests that lecturers' job retention may vary
based on the type of sc tiey work in, with lecturers in federal colleges of education

experiencing hig@e ention. Similarly, a found that lecturers in federal colleges of

education p@d higher levels of job retention compared to lecturers in state and
private éﬁ

that there may be significant differences in job retention levels among lecturers based on

es of education. This further supports the current findings, as it indicates

the type of school they are employed in 3" 3.

On the other hand, some studies have found contradictory results. For instance, a
study found no significant difference in job retention levels among lecturers in federal,
state, and private colleges of education®’. This contradicts the current findings, as it

suggests that the relationship between school type and job retention among lecturers may
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not be consistent across all studies. Another study found that lecturers in state colleges of
education reported higher levels of job retention compared to lecturers in federal colleges
of education. This also contradicts the current findings, as it implies that the relationship
between school type and job retention among lecturers may vary depending on the
specific context and sample of colleges of education®®. The current findings are consistent
with some previous research that has found significant differences in job retentio els

N\
%s have

among lecturers based on the type of school they work in. However, so.meﬁgd

»

contradicted these findings, suggesting that the relationship between's type and job
retention among lecturers may not always be consistent across~di(@sn'ﬁ contexts. Further

research is needed to better understand the impact of scho@% on job retention among

lecturers in colleges of education in Oyo State. Q’Q\
o
\)Q)(b
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Chapter Five

Conclusion

This chapter focuses on the summary of findings, conclusions, recommendations (based
on the findings of the study), contributions to knowledge and the suggested areas of
further research.

5.1 Summary of Findings

Answers to research questions revealed moderate level of job satisfactio \(Sned
mean = 2.56) among lecturers in colleges of education in Oyo State, Ni : \S@moderate
level of job retention (weighted mean = 2.61) among lecturers.irx\@c%eg)es of education in
Oyo State; a moderate level of human resources managen;&@factices (compensation
and benefits, promotion prospects and training and dévétepment) with weighted mean of

2.72 among lecturers in colleges of education@% State. It was also revealed that

among the three human resources man@ractices indices that were examined in

this study, promotion prospect is the highiest practiced human resources management in
colleges of education in Oyo tat%(b’

Similarly, it also Ve;\ded a moderate level of leadership styles (transactional
leadership style, t @tlonal leadership style and laissez faire leadership style with
weighted mean‘é(g;%; it revealed also that among the three leadership styles explored in
the study, tranSactional leadership style occurred most which implied that most leaders in
co‘% of education in Oyo State adopt transactional leadership style often.

Test of hypotheses revealed that the Corrected Model for job satisfaction has a
Type III Sum of Squares of 4107.657 and a corresponding F-ratio of 209.658 with a
significance level (Sig.) of 0.000. This indicates that the overall model, including all the

effects being tested, has a significant effects being tested has a significant effect on job

satisfaction of lecturers in college of education in Oyo State. It was also revealed that the
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Correct Model for Job Retention has a Type III Sum of squares of 8484.914 and a
corresponding F-ratio of 893.722 with a significance level (Sig.) of 0.000. Indicating a
significant effect for both Job Satisfaction and Job Retention has a large Type III Sum of
Squares, indicating a significant main effect for the intercept in predicting both Job
Satisfaction and Job Retention. It was also revealed that the compensation and benefit,
promotion prospect and training and development effects have significant main*efféet on
both Job Satisfaction and Job retention of lecturers in colleges of education i @State.

The study also revealed a significant relative influence of leadership ‘s‘%’}transactional
leadership style, transformational leadership style and laissez % e'édership style) on
lecturers’ job satisfaction and job retention in colleges of e% fon in Oyo State. (Pillais’

Traces Values = 0.915, 0.821 and 0.442 resp%%\nth low significance levels of

0.000).
Better still, it was revealed fr@.)&udy a combined influence of human
resources management practices @pensation and benefits, promotion prospects,
training and developmenty\é)leadership styles (transactional leadership style,
transformational leader style and laissez faire leadership style) on lecturers’ job
satisfaction and j@ti n in colleges of education in Oyo State (p <.001).

It‘%f@vher revealed that there is a significant school type difference in the
1

levels turers’ job satisfaction in colleges of education in Oyo State. (The
Si@ance level for job satisfaction of private college lecturers is 0.006, for state
college of education lecturers = 0.000 and that of federal college of education lecturers =
0.000, since the significance level for job satisfaction of lecturers in all the three types of
colleges (private, state and federal) is less than the commonly used threshold of 0.05, it

indicates that there is a significant difference on the variances of job satisfaction levels

among lecturers in different types of colleges of education in Oyo State).
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Lastly, it revealed a significance difference in the variances of job retention levels
among different types of colleges of education in Oyo State. The ANOVA for private
colleges are (F-statistics = 1.101, P. value = 0.371); federal college (F-statistics = 87.504,
P. value = 0.000) and for state colleges ( F-statistics = 15.662, P. value = 0.000).

5.2 Conclusion

In conclusion, the findings of the study indicated that lecturers are ge\ﬁEglly
dissatisfied with their job in most aspects except for job autonor.nngﬁﬁce for
advancement, and hours of work. While job security and the chance @ncement are
the most satisfactory aspects, the variety of work and the oppof{t(kx'ﬁo make decisions
are the least satisfactory. 6%

Also, it was concluded that the majority o rg@en‘[s are dissatisfied with their
compensation and benefits and do not feel that thsnstitution offers a range of benefits
that meet their needs. Additionally, theré)&w r opportunities for career advancement,
and many respondents do not fee&é@( their organization has a fair and transparent
promotion process. Althoug‘%qfnajority of respondents feel that their organization
offers a range of trainin evelopment opportunities, there is room for improvement
in terms of providing regular feedback on performance and development and supporting
employeesA él\efforts to improve their skills and knowledge.

@rt rmore, it was concluded that the level of transformational leadership style is
mo e. Communication of a clear and compelling vision of the future, provision of
challenging and interesting work, encouragement of new and innovative thinking, and
treatment of employees as individuals are reported to occur "seldom" or "never."
Similarly, it was concluded that the interactions of human resources management
practices (compensation and benefits, promotion prospects, training, and development)

significantly influenced job satisfaction and job retention of lecturers in colleges of
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education in Oyo State. Transformational, transactional, and laissez-faire effects
significantly affected the job satisfaction and job retention of lecturers in colleges of
education in Oyo State. Leadership, HRMP, and their interaction significantly influenced
job satisfaction and job retention. There is a significant difference in job satisfaction
levels among lecturers in state, federal, and private colleges of education in Oyo State.
Lastly, it was concluded that there was a significant difference in job retentio els

&

among different types of colleges for federal and state colleges but.n%o private

colleges. ‘%\
\4%'»

5.3 Recommendations ) \

Based on the findings of the study, the following recommen%ga)s are made:

1. Colleges of education in Oyo State, Niger @s to address the areas of job
t

dissatisfaction identified by the lecturers % tudy. This may involve improving

job security, increasing the Variety‘ of%f

%’institutions should focus on recognizing and

s and providing more opportunities for
decision-making. Additionally,(b
rewarding employee per\‘@ce and achievements, providing a safe and healthy
work environment, Ifgning work with personal values and goals. By addressing
these areas, i@n can improve employee retention and create a more positive
work enyi ent.

2. Ma@e ent teams in colleges of education need to improve their human resource

Qagement practices, particularly in the areas of compensation and benefits, career
advancement opportunities, and training and development support. Institutions can
achieve this by conducting regular market research to ensure that their pay and
benefits packages are competitive, implementing transparent and fair promotion

processes, and providing regular feedback on performance and development. These
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steps can lead to increased employee satisfaction and engagement, which in turn can
improve employee retention.

3. Colleges of education in Oyo State, Nigeria, should focus on developing and
implementing transformational leadership styles that prioritize clear communication
of a compelling vision of the future, providing challenging and interesting work,
encouraging new and innovative thinking, and treating employees as indi als.
Additionally, institutions should strive to improve their transactionalje@p style
by providing clear goals and expectations, monitoring work, ‘c%}ng mistakes
when they are made, and rewarding good performance. By @)5\0, institutions can
create a more engaged and motivated workforce, @& can lead to improved

employee satisfaction and retention. &
-

4. Colleges of education should focus 0%0 gnizing and rewarding employee

°
performance, providing a conduci@

employee contribution, and @ing effective communication about policies,

vironment, creating opportunities for

procedures, and goals) t@as to create a more positive work environment and
better support for e ¢® well-being, productivity, and retention.

5. Colleges of e@ ould review and improve their human resource management
practic ate a more competitive and supportive work environment.

6. Th %eed for improving communication on a clear and compelling vision of the

@re, provision of challenging and interesting work, encouragement of new and

innovative thinking, and treatment of employees as individuals in colleges of

education in Nigeria.
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5.4

Contributions to Knowledge

This study has contributed to knowledge in the following ways:

1.

ii.

iii.

5.5

Conceptually, this study gave a deeper and richer insight to the concepts that were
used in the study than the ones used in previous studies.

Empirically, this study adds to the pool of empirical literatures by reporting the
significant joint contributions of human resources management practicéb,and
leadership styles to lecturers’ job satisfaction and retention . Q)

The study provided useful information that could be used by f%}emment and
ministry of education to make informed decisions. . @'\

Suggested Area of Further Studies Q’)&%

Areas to look at in further studies are discuss ; ollows

1. Since this study employed qua tit@e research, perhaps mixed research
could be employed in fu@%ﬁ es to provide a more detailed result on

the influence of hu@esources management practices and leadership

styles on lect%b satisfaction and retention in colleges of education

in Oyo s@’s
il. Ex@n of the influence of democratic characteristics like gender, age

ational qualifications and years of teaching experience and nature of

appointment on lecturers’ job satisfaction and retention could be done in

Q further studies.

iil. The level of job satisfaction and retention of teachers in primary and
secondary schools in Oyo state can also be explored.
iv. Research topic (same variables) can be explored in other geo-political

zones of the country.
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v. Further research is needed to better understand the impact of school type
on job satisfaction and job retention among lecturers in colleges of

education in Oyo State.
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Appendices

HUMAN RESOURCES MANAGEMENT PRACTICES, LEADERSHIP STYLES, JOB
SATISFACTION AND JOB RETENTION QUESTIONNAIRE (HRMPLSJSRQ)

Dear Sir/Madam,

This instrument was designed to find out your candid opinion on human rewces
management practices and leadership styles as correlates of lecturers’ job sati 10n and
retention in colleges of education in Oyo state. Kindly respond to t 'i\ below as

honestly as possible. Your responses will be used for this research work-only.
. "
Ay
Y'o;{&qa'i)}hf Il
ully,
C‘@ The Researcher
O

Section I Q)

Thanks for your anticipated cooperation.

Kindly respond to this sectioMupply the required information in the spaces provided

AU . . . ettt e
Number of years spent in that college.............oooviiiiiiiiiiii e
Highest Qualification B.Ed/B.A/B.Sc...... M.Ed/M.A/M.Sc............... PhD.............
Name of the COlEZE. .. .ottt
Year established as a college of education............cccueevieriiere it i

Kindly respond to the items below as honestly as possible by ticking the appropriate box.
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SN STATEMENTS VS |S D VD
1. | There is opportunities for promotion
2 | There is recognition for good work in my college
3 There is opportunity to learn new things
4 | I am satisfied with the working conditions in the college
5 I am satisfied with the amount of responsibility given to me
6 | There is opportunity to work independently
7 | There is Job security in my college
8 | I enjoyed opportunity to make decisions N\
9 | I am satisfied with my present salary AV
10 | I have a good relationship with my colleagues and enjoy ) '
working with them. A
11 | Relationship with supervisor is cordial "S\\
12 | There is Job Autonomy in my college ) R
13 | I am given variety of work to do « XN
14 | Opportunity to help others AN\ ¢
15 | I am satisfied with Hours of work A Y
16 | The is chance for carrier advancement A
17 | My suggestions are welcome Cn
18 | There is opportunity to develop skills A \Y
19 | There is chance for training «
VT | T NVT |NT
20 | My institution recognizes and rewards@lgbyeﬁ performance
and achievements.
21 | My institution provides a safe an(ﬁ\‘qafhy work environment.
22 | I feel like my work is meani g@‘fﬁl aligns with my personal
values and goals. K}
23 | My institution provides clear and transparent communication
about its policies, prog€dures, and goals.
24 | My institution (ﬁrj@\!ﬁpétitive employee benefits and perks,
such as health insurance, retirement plans, and paid time off.
25 | Ifeel like I Kg;ven opportunities to contribute my ideas and
sugges}.@ mprove the organization's operations.
26 | My 1nst1t on provides a diverse and inclusive workplace
C at values and respects differences.
27 | I have access to the resources and support I need to perform my
job well.
28 | My institution has a positive reputation and is respected in its
industry or community.
29 | My pay and benefits are competitive with those of similar
institutions.
30 | My institution offers a range of benefits that meet my needs.
31 | Ifeel fairly compensated for the work that I do in my institution

290




32 | I understand what is required to advance in my organization.
33 | There are clear opportunities for career advancement in my
organization.
34 | My organization has a fair and transparent promotion process.
35 | My organization offers a range of training and development
opportunities.
36 | I feel supported in my efforts to improve my skills and
knowledge.
37 | My organization provides regular feedback on my performance P (b,
and development. ‘l(\
38 | communicate a clear and compelling vision of the future. A()y
39 | provides me with challenging and interesting work. )
40 | encourages me to think about problems in new and innovative =7
ways. A
41 | treats me as an individual, rather than just another employee * )\b\ B
42. | rewards me for good performance. RS
43. | sets clear goals and expectations for me. o\
44. | closely monitors my work to ensure that I am meetini QV
expectations. A &
45. | corrects my mistakes when I make them. A\
46. | avoids taking responsibility for decisions. 4
47. | is uninvolved and indifferent to what hap 5@} our
department. 6[2 \
48. | does not provide clear direction or @(da ce.
49. | is not accessible when I need helpreradvice

Nl
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LETTER OF INTRODUCTION

The bearer Abiodun Adewole OKE is a Post Graduate student in Faculty of Arts and Education,
Department of Arts and Social Science Education, Lead City University Ibadan.

He is carrying out a Research on Human Resources Management Practices and Leadership Styles
as Correlates of Lecturers’ Job Satisfaction and Retention in Colleges of Education in Oyo State

Kindly give him the necessary assistance in data collection from your reputable Organization.

Thznks for your cooperation.

_/QQ?-/C’ D o—lo—2e22

Prof. lleuma S. (HOD)
Department of Arts and Social Education.
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PROGRESS REPQR'S: Oke Abicdun Adewole

This is to confirm that Gke abiodun Adewole with Matric number
LCU/PG/O01555 is a Doctoral degree student of the Department of Arts &
Social Science Education (Educational Managenicnt). He is being supervised by
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3. Email: okeabioduna@yahoo.com

4. Date of Birth: 31 December, 1968

5.  Nationality: Nigerian

6.  Marital Status: Married

7.  Educational Institutions Attended with Dates:

(i)  Ebenezer African Church Primary School, Eruwa 1974 = %
(ii))  Baptist Grammar School, Eruwa 8
(iii))  Obaseeku High School, Eruwa

(iv)  St. Andrew’s College of Education, Oyo %&%7 1990

(v)  University of Ilorin, [lorin 1995 — 1999
(vi)  University of Ilorin Computer Centre, Ilorin 1998 - 1999
(vii)  University of Ilorin, Ilorin QQ 2000 - 2003
(viii) Obafemi Awolowo University, Ile - Lfeﬁ 2009 — 2011
(ix)  Lead City University, Ibadan 2020 till date
8. Academic/Proffessional Qualificati ith Dates:
(i)  Primary School LeavingCe ate 1980
(1) WASC gV 1986
(1) GCE (O’ Level) 1987
(iv) NCE (Acco d cation) 1990
(v)  B.Ed (Educational Management) 1999
(vi) Ce in Data Processing 1999
(vii) (Educational Management) 2003
(Viiﬁ (Public Administration) 2011
9.  Work Experiences:
9.1 Previous Employments:
1. Government Secondary School, Tureta, Sokoto State
Class Teacher (NYSC) 1999 - 2000.
2. Oyo State Local Government Service Commission
HE O (GD) 2001 - 2010
3. Oyo State College of Education, Lanlate, Oyo State 2010 till dat
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(¢c) Conference/Workshop Proceedings:

1.  Ogunnaiya, R. T. & Oke, A. A.(2016). Providing Quality Holistic Early Childhood
Education for Future Direction: Social-Cultural Roles. Proceedings of the 2016
Maiden Conference of the School of Arts and Social Sciences, held at College of
Education, Lanlate, March, 14 - 17, 2016.

2. Oke, A. A., Yara, P. O. & Pitan, O. S. (2022), Combatting Terrorism and Kidnapping for
Sustainable Development in Nigeria Via a Redesigned Education Curriculum,
Referred Conference Proceedings of the Sth International Conference on Pragmatic
Human Capital for Sustainable Development, held at the Lead City University
Conference Centre, Ibadan, June 6 — 8, 2022

Journal Articles:

1. Oke, A. A.. An Appraisal of the Implementation of Continuous AssessnieniNii
Nigerian College of Education. The Pacesetter,16 (2), 2012, 1-\I5

2. Oke, A. A. Redesigning Vocational and Technical Education Cy¥gict]um and Teaching
for Sustainable Development in Nigeria. Cerebral Paggs:\Journal of General
Education, 1 (3), 2012, 67 - 85.

3. Oke, A. A. Revitalizing Teacher Education Curriculum tind Teaching for Sustainable
Development in Nigeria. Nigerian Journal of lzanguages, Arts, Education &
Social Sciences, 6 (1), 2015, 232 - 243.

4. Oke, A. A. & Olagbende, O .V. Enhanéing Effective and Efficient Teaching —
Learning Processes in Nigeritw Sehools Through Clinical Supervision.
International Journal of Special and General Education, 5, 2015, 140 - 146.

5. Oke, A. A. & Ogunnaiya, RNI. Lecturer’s Motivation: Panacea for Low Productivity in
Emmanuel Alayande College of Education, Oyo. International Journal of Special
and General Education, 5, 2015, 164 - 175.

6. Adesope, O. A.J\Adckola; A. A., & Oke, A. A. Teachers’ Quality and Achievement in
Vocationalend Technical Education Subjects Among Junior Secondary School

Studets,in Oyo State, Nigeria. Journal of Professional Teacher Trainers,11 (1),
20169 - 15.

7. @ke N A. & Ogunnaiya, R.T. Supervision for Quality Assurance in Teacher Education
Programme: Pathway to Building Sustainable Nigerian Future. Ibarapa
International Journal of Multi-disciplinary Research and Development,1 (1),
2016, 130 - 137.

8. Oke, A. A. Professionalising Teaching in Nigeria for Sustainable National Development,
Lanlate Journal of Educational Research, 1 (1), 2016, 96 - 108.

9.  Bakare, K. M. & Oke, A. A. Classroom Teachers’ Effectiveness as Predictor of Students’
Academic Performances in Secondary Schools in Ibarapa East Local

Government, Oyo State. Lanlate Journal of Educational Research, 3 (1),
2018, 49 - 59
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10.

1.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Oke, A. A. Enhancing students’ academic performances through effective school plant
maintenance in Ibarapa East Local Government public Secondary Schools.
Journal of Early Childhood Care, Primary, Adult and Non — Formal
Education, 1 (1), 2018, 19 - 26.

Adesope, A. O., Oke, A. A. & Odekunle, A. A. Restructuring Nigerian Higher
Education (College of Education) for Sustainable Development. International
Journal of Advanced Academic Research (Arts, Humanities & Education),

4 (11), 2018, 65 - 74. Available Online: https//ijaar.org/article.

Ogunwuyi, O., Oke, A. A. & Adeyemo, A. O. Evaluation of the Resilience of Lectiipers of
Emmanuel Alayande College of Education, Oyo During the Recent Ecouowiic

Crisis in Oyo State. Lanlate Apex Journal of Educational Research, (1),
2018, 85 -91.

Oke, A. A. & Adesope, A. O. Impacts of Quality Assurance System_on Classroom
Teachers’ Effectiveness in Ibarapa East Local Governmeni Secondary Schools.
African Journal of Historical Sciences in Educationg15y(1); 2019, 130 - 138.

Oke, A. A., Adeyemo, A.O. & Ogunnaiya, R. T.. Curbing €ultism in Tertiary Institutions:

Pathway to Fostering Peaceful Coexistence in Nigeria. The Moulder, 8 (1), 2019),
368 - 379.

Oke, A. A. Teachers’ Teaching Methods and Students’ Academic Performances in
Ibarapa East Local Governmefit AregSécondary Schools. International Journal
of Advanced Academic Researeh, 6 (10), 2020, 15 - 28.

Oke, A. A. Application of AbrapniMaslow’s Needs Theory of Motivation in Classroom
for Better Teaching/Léarnirg in Oyo State Secondary Schools. Lanlate Journal of
Educational Research, 5 (1&2), 2020. 222 - 233.

Oke, A. A.& Yara, B-O\ Virtual Learning Approach and Teaching — Learning
Processes(in Nigértan Tertiary Institutions in Oyo State in Post COVID-19 Era.
Journal.of Management, Skills and Techniques, 6 (1), 2021, 92 -110.

Oke, A™A=& Tejumola, F. O. Causes and Effects of Drop-Out Rate Among Secondary
School Students in Ibarapa East Local Government Area, Oyo State. International
Journal of Research in Education and Sustainable Development, 1 (7),. 2021,
24 - 34. Available Online: DOI: 10.46654/1JRESD,

Oke, A. A Improving Teachers’ Supervisory Skills for Effective Implementation of Basic
Education in Oyo state. Lanlate Journal of Educational Research, 6 (1), .2021,
231 - 244.

Oke, A. A., Ogunwuyi, O. & Adesope, A. O. Drug/Substance Abuse and Students’
Academic Performances in Ibarapa East Local Government Area of Oyo state

Senior Secondary Schools. Trailblazer International Journal of Educational
Research, 3 (1), 2022, 1 - "12.
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(e)
1.

o

10.

Chapters in Edited Books:

Oke, A. A. & Adesope, A. O. (2013). 4 Survey of the Influence of Politics on
Implementation of Universal Basic Education in Nigeria. In L. A. A.
Adeniji, S. A. Adeyemo & D. R. Adeniji (eds.), Nigerian Democracy in Crisis.
(pp.70 -76). Abeokuta: Remo prints and publications.

Oke, A. A. (2013). Resources Management and School Records. In A. 1. Atanda (Ed.),
Introduction to Educational Administration for Tertiary Institutions.
(pp- 21 - 28). Ibadan: Adex Sea Printing and Publishing.

Oke, A. A. (2013). Financing Education. In A. 1. Atanda (Ed.), Introduction to Educational
Administration for Tertiary Institutions. (pp. 54 - 61). Ibadan: Adex SeaPrihting and
Publishing.

Oke, A. A. & Olakojo, O. A. (2014). Cultism in Tertiary Institutions ip Nigeria: A Threat
to Peace and National Development. In L. A. A. Adeniji, ) Q™A. Abdulganiy, S. A.
Adeyemo & D. R. Adeniji (eds.), Peace: A Panacea for/National Development.
(pp- 230 - 238).Abeokuta: Remo Prints and Publicatigns:

Oke, A. A. (2015). Communication in Schools. In K., A.Salami (Ed.), Principles and
Practice of School Organization and Clasgroem,Management.(pp.38 - 45).
Lagos: Kingdave Book Publishing.

Oke, A. A. (2015). Programme Planning jn"Seéhoolks. In K. A. Salami (Ed.), Principles and
Practice of School Organizatien and Classroom Management.(pp.58 - 65).
Lagos: Kingdave Book Publishing.

Bakare, K. M. & Oke, A. A. (2017)Piscipline and indiscipline in Schools. In K.A. Salami
(Ed.), Educational Admibdstration, Planning and Supervision of Junior
Secondary School4n\Nigeria. A Course of Study in Tertiary Institution. (pp.84
- 98).0yo: AjibdhGolden Links Ventures.

Oke, A. A. & Adeyemeos A. O. (2017). Concept and Purpose of Supervision. In K.A. Salami
(Edy), Edpeational Administration, Planning and Supervision of Junior Secondary
Seheol it Nigeria. A Course of Study in Tertiary Institution. (pp. 142 - 157).Oyo:
Ajibol Golden Links Ventures.

Oke, A A. (2018). Impact of Personnel Management Practices on Lecturers’ Productivity in
the College of Education, Lanlate, Oyo State. In L.A.A Adeniji, [.O.A. Olorunsogo, R.
A. Adetoro & M.O. Omiyefa (eds.). Issues in Humanism and Nigerian Education.
(pp-107 - 115).Abeokuta: School of Arts and Social Sciences, Federal College of
Education, Abeokuta.

Adeyemo, A. O., Olorode, O. A. & Oke, A. A. (2019). Reinventing Peaceful Coexistence for
National Development and Education Standard: The Role of Leadership. in E. O.

Omoregie & B. O. Jimoh (eds.), Reinventing Nigeria Education for Global
Competitiveness. (pp. 18 - 29). Lagos: AMFITOP books.
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11.  Oke, A. A. & Odekunle, A. A. (2020). Curriculum Agencies in Nigeria. In T.
Okemakinde (Ed.), Basics of Curriculum Studies Series II. (pp. 60 - 68). Ibadan:
Graceville publishers.

12.  Ogunwuyi, O. & Oke, A. A. (2020). History of Curriculum Development in Nigeria. In
T. Okemakinde (Ed.), Basics of Curriculum Studies Series II. (pp. 69 - 75).
Ibadan: Graceville publishers.

13.  Adeyemo, A. O., Oke, A. A. & Ogunwuyi, O. (2021). Checking Teachers’ Turnover in
Primary Schools in South - Western Nigeria Through the Deployment of
Motivational Strategies. In B, T. Opoola, S.0. Okedigba & A. O. Ogundepo
(eds.), Revitalizing Nigeria’s Education: Emerging Issues. (pp. 315 - 326.
Ibadan: Grace Media and publishers.

9.2.12 Attendance at Learned Conferences:

1. 10th National Conference of National Association for the Promotion of
Studies in Religions, Education, Languages and General Studies:
Theme: Nigeria Democracy in Crises. Held at Federal CollegéxofEducation,
Abeokuta, between 16 and 20 April, 2012.

2. A - Day Workshop of Emmanuel Alayande College of Bducation, Oyo, Lanlate
Campus
Theme: Academic Staff Development. Held atNEmmanuel Alayande College of
Education. Lanlate campus, on 8§ May, 2012.

3 2 - Day Workshop of Emmanuel Alayande College of Education, Oyo.
Theme: Evolving High Quality Rese¢archiProposal and Paper Writing. Held at
Emmanuel Alayande Collegey0fEducation, Oyo, between 10 and 11 July,2012.

4.  11th National Conference of National Association for the Promotion of Studies in
Religions, Education, Languages and General Studies.
Theme: Peace: A Panacea for National Development. Held at Osun State College
of Education, fa\Orarigun, between 15 and 19 April, 2013.

5. 2nd National Gonferénce of Colleges of Education Academics Staff Union
Theme: €ENTENARY MILESTONE: Teacher Education in Nigeria and National
Devetopment. Held at Emmanuel Alayande College of Education, Oyo,
between 19 and 22 August, 2013.

6. 3rd National Conference of Emmanuel Alayande College of Education, Oyo.
Theme: Curriculum Issues and National Transformation Beyond 2 1stCentury in
Nigeria. Held at Emmanuel Alayande College of Education, Oyo,
between 17 and 20 February, 2014.

7. Ist National Conference of Association for Research and Development in
Languages, Arts, Social Sciences and Education.
Theme: Critical issues in Nigerian’s Amalgamation Centenary and Beyond:
Matters Arising. Held at Emmanuel Alayande College of Education,
Oyo, Lanlate campus, between 4 and 8 August, 2014.
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8. 2nd School Seminar of the School of Education, Emmanuel Alayande College of
Education, Oyo, Lanlate Campus, Lanlate. Held at Emmanuel Alayande College
of Education, Oyo, Lanlate campus, 16 and 17 December, 2014.

9. st Annual Workshop of School of Vocational and Technical Education, The
Collegeof Education, Lanlate.
Theme: Rudiments of Curriculum Vitae, Seminar Presentation, Writing a
Standard Examination Questions and Marking Guide. Held at The
College of Education, Lanlate, on 9 December, 2015.

10. 1st Annual Academic Seminar and Conference of School of Vocational and
Technical Education, The College of Education, Lanlate.
Theme: Rudiments of Curriculum Vitae, Seminar Presentation, Writing a
Standard Examination Questions and Marking Guide. Held at The
College of Education, Lanlate, between 8 and 9 December, 2015:

11. 2016 Maiden Conference of School of Arts and Social Sciences, The College of
Education, Lanlate, Oyo state.
Theme: Arts & Social Sciences and Building of Sustainable,Nigerian Future. Held
at The College of Education, Lanlate, between 14 and N7 March, 2016.

12.  Istbiannual School Seminar of the School of General Education, The College of
Education, Lanlate. Held at The College of Education,Y.anlate, 6 and 7 July, 2017.

13.  1st National Conference of school of Early.Chitdhood Care, Primary, Adult and
Non -Formal Education, Federal College of\Edueation (Special), Oyo.
Theme: Qualitative Basic Educatiomfor\Sustainable Development. Held at
Federal College of Education (Special), Oyo, between 2 and 6 July, 2018.

14. 20th Annual National Conferefice 0f/Association of Educational Researchers and
Evaluators of Nigeria.
Theme: Research and Evaluation Dynamics for Functional Education. Held at FCT
College of Educatioh, Zuba, Abuja, between 9 and 13 July, 2018.

15. 4th School Seminaxof'the School of General Education, The College of Education,

Lanlate. Held at.¥he College of Education, Lanlate, between 27and 28
Septembe, 2018/

16. 15th-Anntial Conference of the Historians of Education Development Society of
Nigerial

Theme: Quality Assurance in Nigerian Education. Held at University of Ilorin,
between 1 and 5 October, 2018.

17. 4th National Conference of School of Education, Emmanuel Alayande College of
Education, Oyo.

Theme: Fostering a functional Educational system for peaceful coexistence in

Nigeria. Heldat Emmanuel Alayande College of Education, Oyo,
between 8 and 11 April, 2019.

18.  6th National Conference of the Faculty of Education, Ambrose Alli University,
Ekpoma.
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19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

Theme: Reinvesting Nigeria Education for Global Competitiveness. Held at
the Faculty of Education, Ambrose Alli University, Ekpoma, between
17 and 20 June, 2019.

A 2 Day Interactive Virtual Discourse of School of Secondary Education (Arts
and Social Science Programmes), Emmanuel Alayande College of Education, Oyo.
Theme:Curtailing Teaching Learning Comatose in COVID - 19 Pandemic Era

and its Posts Coping Strategies - A Socio Educational Perspective.

Held virtually between 7 and 8 June, 2020.

The 2020 Seminar of the School of Early Childhood Care & Primary Education,
The College of Education, Lanlate.Held at Hall 3 on 12 August, 2020.

The 2020 Faculty of Arts & Education Lecture, Lead City University, Ibadan,
Theme:Technological innovation as a precondition for lifelong learnigirn
Nigerian Universities. Held virtually on 10 September, 2020.

A Webinar of Tai Solarin College of Education, Omu — [jebus
Theme: Repositioning Tertiary Education in Post — PandemicyNigeria. Held
virtually on 17 September, 2020.

11th Annual National Conference of Colleges éf\Education Academic Staff Union
(COEASU) South West Zone.
Theme: The Future of Teacher Education i a Sustainable World. Held at

Adeniran Ogunsanya College of Education, Oto/Ijanikin, Lagos

between 4 and 7 May, 2021.

5th Annual International Conference 0f Faculty of Education, Obafemi

Awolowo University, Ile - Ife, Nigeria.

Theme: Covid — 19 and Emerging Issues in Education. Held at Faculty of
Education, Obafemi Awolowo University, Nigeria between 2 and 6
August, 2021.

The 6th Annual\Seminar of the School of General Education, Oyo State College of
Education, Laglat€” Held at Hall 2 between 21 and 22 September, 2021.

4th BienfitakInternational Conference of Faculty of Arts & Education, Lead City
University; Ibadan.
Thente: Harnessing Digitisation for Contemporary Educational Creativity.
Held at the International Conference Centre, Lead City University,
Ibadan between 27 and 29 September, 2021.

12th National Conference of Colleges of Education Academic Staff Union (Southwest
Zone).
Theme: Educational Delivery System amidst Dwindling Economy & National
Insecurity. Held at Emmanuel Alayande College of Education, Oyo,
Oyo State between 28 and 31 March, 2022.

5th Faculty of Arts & Education International Conference on Sustainable Development.
Theme: Pragmatic Human Capital for Sustainable Development. Held at Lead City
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University, Ibadan, Oyo State between 6 and 8 June, 2022.

9.2.13 Administrative Exposure:

i Contributions to the Department:
a. Member, Social Committee 2011 to 2017
b. Secretary, Departmental Board Meeting 2014 to date
C. Member, Results Computation Committee 2015 to 2020
ii. Contributions to the School:
a. Member, Results Computation Committee 2011 to 201&
Representative, School of Arts and Social Sciences 2019 to
c. Member, Examination Committee 20‘2%
iii. Contributions to the College:
. \4«20.\
a. Member, Sports Committee \ 11 to date
b. Member, COEASU, Oyo State College of Education '@
Lanlate Chapter . QQ) 2010 to date
iv. Contributions to the Community: Q
a. Staff Adviser, Federation of Eruwa Studénts Union,
EACOED Lanlate Campus Chapt ‘\\d 2016 to date
b. Patron, Junior Collegiate Interna (JCI), Oyo State
College of Education, Lanlate pter 2016 to date

>

9.2.14 Other Relevant Info a&h (Membership in Associations):

a. Member, Christian Community, Oyo State College of

Education, Lanl N 2010 to date
b. Member, i&ssociation for the

Promotion tudies in Religions, Education,

Langu and General Studies (NAPSRELGS) 2012 to date
c. ér, Association for Research and Development

im, [anguages, Arts, Social Sciences and Education

QQKDLASSE) 2014 to date

d. Member, Association of Educational Researchers and

Evaluators of Nigeria (ASSEREN) 2018 to date
e. Chairman, Ifesowapo Landlords and Tenants’ Association,

Suzuki Area, Gaa Road, Sango GRA, Eruwa. 2018 to date
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1. Dr. Motunrayo Ayobami Adebayo 08034756407

2 Dr. Segun Okedigba 07066471616

Signature Da:‘t{{b
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