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Abstract

In recent years, Nigerian universities have grappled with challenges impacting its effectiveness,
particularly in administration. This study investigated the influence of University Autonomy,
Educational Regulatory Laws, and Institutional Factors on Administrative Effectiveness in
Nigerian universities. Emphasizing employee satisfaction, alumni engagement, and faculty
development, the research assesses autonomy levels (administrative, pedagogical, and financial)
and examines the influence of Autonomy, Regulatory Laws, and Institutional Factors, including
Lecturer/Student Ratio, School Calendar Stability, and Governance Structure. Di-ﬁégnces in
administrative effectiveness based on Institutional Type (Federal, State, a rivate) are
explored. Using a multi-stage sampling procedure, 4,051 principal and admi e officers
across Nigerian universities participated in the study. Data were collected thfough a self-
designed Likert-scaled questionnaire (AERLIFAENU), ensuring Validit&g reliability through
face, content, and construct validation. The instrument demonstrated liability (Cronbach
alpha = 0.73). Data analysis, employing descriptive and inferenti tics, revealed notable
administrative effectiveness: employee satisfaction (69%), 1 engagement (61%), and

faculty development (82%). Regression analysis rejected the e hypotheses. Hypothesis one

indicated a significant combined influence of Autonomy\Régulatory Laws, and Institutional
Factors (p-value = 0.000) on administrative effectivenes pothesis two refuted the idea of no
significant relative influence, revealing Autono most influential (Beta = 0.783),
followed by Institutional Factors (Beta = 0.35 d Regulatory Laws (Beta = 0.220).
Furthermore, findings showed that Private uni ies exhibited the highest administrative

effectiveness, followed by State and Federa \@ersities. In conclusion, the research provided
insights into factors shaping administrative effectiveness in Nigerian universities. Positive
aspects, including autonomy and fe@ry frameworks, paved the way for targeted
interventions and continuous imprﬁ? nt. Recommendations include heightened focus on
employee engagement initiatives g ni and stakeholders’ engagement and strategic faculty

development programs to e aqx overall education and research quality. It also includes
facilitation of updates of % i0n regulatory laws to meet modern day realities.

Keywords: Aut(ﬁ)&vﬁlucational Regulatory Laws, Institutional Factors and Administrative

Effectivenes@

Word)\&nt: 293
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Chapter One
Introduction
1.1 Background to the Study

Effectiveness refers to the ability of an organization or government agency to efficiently and
effectively achieve its goals and objectives through the use of available resources, such as
personnel, technology, funds and other resources. It involves making decisionsgﬁgmenting
policies and procedures, and ensuring accountability and transparency'. T&J e; achieving

quality service delivery, reduced waste and corruption, and better gutcomes for stakeholders

requires administrative effectiveness. %

In the university system, administrative effectiveness r@ to the ability of the university
leaders to manage their resources, processes, an Qnel effectively and efficiently. This
involves ensuring that the university’s ope%%are aligned with its mission and goals and
that the necessary systems, structures., a §cesses are in place to support these objectives®.
For instance, universities are expec({@}perform the roles of providing higher education that is
dedicated to the pursuit of E@%ge, the advancement of research, and the development of
intellectual and creative\%u'%s, a comprehensive education that prepares students for careers,
citizenship, an 1@ learning, the development of critical thinking, problem-solving, and
communicat%‘skills, as well as providing students with a broad understanding of the world
and thei ce in it, and providing opportunities for students, faculty, and staff to engage in
discussions and debates, as well as participate in events, exhibitions, and performances that
promote cultural and intellectual exchange and effective administration of resources. All these

are likely going to be achievable if the resources at the universities’ disposal are managed

effectively?.
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To achieve the administrative effectiveness of a university, all principal officers such as the
vice chancellor, deputy vice-chancellor, registrar, bursar, librarian, deans, and head of
departments are expected to judiciously manage the resources at their disposal and effectively
allocate them for the optimum achievement of the general objectives of the university system as
well as the specific objectives (vision or mission) of the university they belong to. The specific
roles of the universities administrators in Nigeria: University vice-chancellors %ddled with
the responsibility of: overseeing the academic programmes and ensurin h&_u)hty of teaching
and research, managing the budget and resources of the universit , ensuring its financial
stability, overseeing the physical development of the univepsity and ensuring that it is well-
maintained, working with student organizations and pm@ing support for student life on
campus, working with faculty members to ensure %e and productive work environment,
promoting the university and forging rela{i@%ps with the local community®. The vice
chancellor is also expected to establi.slg{%nerships with other universities and organizations

and represent the university in exte@mms?
&

The Deputy vice-chanc Q@VC) is another key member of a university's administrative
leadership team and \is Tesponsible for supporting the vice-chancellor in achieving the
university's goals a %cwjectives. Some specific roles of the DVC in achieving administrative
effectiven %’ the university include but not limited to overseeing the development of
acade}ﬁ%rogrammes and initiatives, and ensuring their alignment with the university's overall
strategic plan, helping to allocate resources and manage the budget to support the university's
priorities and initiatives, working with the student affairs division to provide support and
services to students, and promoting student success and engagement, working with faculty

members to provide professional development opportunities, and promoting their engagement
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and success in research and teaching, supporting the development of research initiatives and
collaborations, and promoting the university's reputation as a center of research and innovation,
working with external organizations to establish partnerships and collaborations that support
the university's goals and objectives and overseeing the day-to-day operations of the university

and ensuring that they run smoothly and effectively?.

The University Registrar is a key administrative official in a university th @gonmble for
managing a variety of important functions and operations including gﬁlg accurate and
up-to-date student and academic records, ensuring the securit nﬁden‘uahty of these
records, managing the enrollment process, including the adn of students, scheduling of
classes, and the registration of students for classes, pr&h g support for academic programs
and initiatives, including the scheduling of cla%‘rqhe administration of exams, and the
maintenance of academic calendars, prox&@ support and services to students, including
assistance with registration, transcﬁ@d other academic-related issues, verifying the
authenticity of degrees and acad%ﬁc records, and providing official certifications as needed,
ensuring that the univer 1th\mphes with all relevant laws, regulations, and accreditation
standards. The roles niversity Registrar also include collecting and analyzing data on
enrollment, gr@bn rates, and other key indicators of institutional performance, and
producira s and other information for internal and external stakeholders?.

The Mar of a University is expected to play a key role in ensuring administrative
effectiveness in a university by performing several tasks such as overseeing the financial
operations of the university, including budget preparation, cash management, and investment of

funds, managing the university's accounts receivable system, including the billing and

18



collection of tuition, fees, and other charges, processing of payments to suppliers, contractors,
and employees, as well as the disbursement of funds, ensuring that the university's financial
operations comply with federal, state, and local regulations and laws, providing financial
reports to university management, boards, and other stakeholders as well as providing

information on tuition and fee structures, loan programs, and disbursing financial aid{

The university librarian plays a vital role in ensuring administrative ness in a
university by supporting the research and educational needs of the&{igﬁty community,
providing technical support and ensuring the library have the res Qneeds to be successful.
Specifically, the University Librarian is responsible for sele@ acquiring, and managing the
library's collections, ensuring that the library has t%re urces necessary to support the
research and educational needs of the university &unity, provides reference and research
assistance to students, faculty, and staff, h@ hem to access the information they need to
succeed in their academic and profesS@k@ursuits, provides instruction and outreach services
to support students and faculty in@& use of library resources, including workshops, tours, and

N

individual consultations@ures that the library has the technology necessary to support its
t

users, including con%e
° \

library's resour@cluding books, journals, databases, and other materials, ensuring that they

, printers, and other equipment, Also, the librarian manages the

are accesst nd organized for easy use and involved in the library's budget and planning
procek%lping to ensure that the library has the resources it needs to meet its goals and

objectives®.

The faculty deans provide academic leadership for a particular division or school within the

university, working with faculty and staff to develop and implement academic programs,
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policies, and initiatives, involved in the budget and resource allocation process, helping to
allocate resources to support the programs and initiatives of their division or school, provides
support for faculty development and professional growth, including mentoring, coaching, and
opportunities for research and scholarly activity, involved in student advising and support,
working with faculty and staff to provide students with the resources and oppor&ies they
need to succeed in their academic and professional pursuits, involved in the meen‘[ and
implementation of the university's academic programs as well as worki&v&“@culty and staff

students?>.

to create high-quality, innovative, and engaging academic experi
The Heads of Departments (HODs) equally oversee the ac@ic programs and activities of
their departments and ensure that they align with einersity’s goals and objectives,
responsible for managing their department's bud@%eluding allocating funds for research,
teaching, and other activities, oversees the@g, supervision, and evaluation of faculty and
staff in their department, involved irt @ping and revising the department's curriculum to
ensure that it is up-to-date and r@sn , support and encourage faculty and students to engage
.
in research activities an @ote their department's research achievements, represent their
N

department to extem§

promote the de@n‘[’s goals and objectives and responsible for managing their department's

holders and build partnerships with organizations and businesses to

administrati nctions, including managing facilities, equipment, and resources®.

In assE/sing the effectiveness of the principal officers' duties, administrative effectiveness
becomes a critical factor, which is measured by various indices*. This study concentrates on

specific indices of administrative effectiveness, namely student and employee satisfaction,
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alumni engagement, and faculty development in terms of training and professional growth for

academic faculty members.

Student satisfaction refers to the overall level of contentment and happiness expressed by
students regarding their university experience®. This encompasses a wide range of factors such
as the quality of education, student services, campus facilities, and interactions wi culty and
staff. Student satisfaction seems to be an important indicator of academic s @ d retention
and by extension effectiveness of the university as students who a&gﬁﬁed with their
university experience are more likely to persist and perform e demically. Employee
satisfaction, on the other hand, refers to the level of conten@ and happiness expressed by
university employees (academic and non-academic) re@h their work environment and job
duties®. This includes factors such as compensati@%neﬁts, job security, work-life balance,
and opportunities for professional developﬂ@ mployee satisfaction is important because it
can impact job performance, turn (_;;\' es, and the overall culture and morale of the
N\

workplace’. Q

.
Both student and empl Q}sfaction are complex concepts, as they can be influenced by a
variety of individu@ situational factors. Nevertheless, they are considered key indicators of
success in th&ghérsity context®. Student and employee satisfaction has long been considered
a key i%@or of university administrative effectiveness’. The idea is that if students and
employees are happy with the services and facilities provided by the university administration,
then the administration is likely doing a good job. The first and most obvious benefit of using
student and employee satisfaction as an indicator of university administrative effectiveness is

that it provides direct feedback from those who are experiencing the administration's services
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and facilities. This valuable information can help administrators understand where they are

succeeding and where they need to improve.

Additionally, student and employee satisfaction can also provide valuable insights into the
overall level of satisfaction with the university'. For instance, if a large number of students and
employees are dissatisfied with a particular aspect of the university, such as the quality of food
in the cafeteria, this could be an indication of a broader problem with the, administration's
ability to meet the needs of its students and employees. As a result, administrators should use
satisfaction data as one piece of a larger puzzle, and in conjunctign With/other metrics, in order

to gain a more complete picture of the university's administrative effectiveness.

However, one of the greatest threats to university education in Nigeria is the perceived
academic staff lack of job satisfaction which has cumulated severally to strike actions over the
years!!, Crisis in Nigerian universities are consequent in part upon academic staff
dissatisfaction with their jobs!!. It has been observed in the recent years that there seems to be
lack of dedication and apathy on the part of some academic staff that constitute a key factor in
the Nigerian university system. Experience has also shown that many lecturers appear not to be
satisfied with their jobs; it seems there is no commitment to scholarship anymore on the parts
of many academic staff in Nigerian universities probably due to poor or lack of job satisfaction
and often times, the quality of teaching suffers for it. These observations were equally shared
by an author that posited that the decay in academic staff job performance in Nigerian
universities is proceeding unabated and this is equally evident in frequent strike actions
embarked on from time to time by university teachers; which almost grounded academic

activities'?. The situation appears not to be too different in many private universities; where
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many of these institutions are more or less like glorified secondary schools. Many of these
private universities in the words of an author are being plagued with a myriad of problems such
as inadequate infrastructural facilities, inadequate faculty members, poor leadership, poor
funding, lack of job security and poor salary structure among others which many hamper or
inhibit academic staff satisfaction on their job as well'®. It was also opined that the alleged
falling standard of university education in Nigeria may also be attributed to lack of job
satisfaction among the academic staff who are the arrowheads of achieving the aims of the
organisation'. He noted that the deplorable conditions of many of the university lecturers are
associated with their low morale which invariably affects teaching and learning’.It was also
argued that there are many loopholes in the Nigerian university system where the lecturers
operate; that are begging to be filled!>. Most amenities in campuses especially public
universities are in a bad shape. Libraries and research facilities need urgent help, dilapidated
buildings and infrastructural facilities are the orders of the day in many Nigerian universities;
learning environment is next to nothing; and many of these universities are in deplorable
conditions!®,

From time to time, Nigeria keeps losing its university academic staff for universities outside the
country; possibly the highest bidders, in some cases, some still hold two appointments, one in
Nigeria, another outside the country, shuttling between two countries while the adverse effects
is felt by the student and the system entirely. A good example is a final year student who has a
lecturer that shuttles between Nigeria and another country, this will create a huge gap between
the student and the lecturer, as well as a delay on the part of the student. There are other
working conditions that affect job satisfaction, there include inconsistent promotion

opportunities, poor remuneration, lack of work insurance, and so on. The most obvious is poor
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remuneration of academic staff of Nigerian universities. Academic staff of Nigerian
universities keeps embarking on strikes; the 2009 Agreement of the Academic Staff Union of
Universities (ASUU) with the government of Nigeria has been an age long conflict!”.

Furthermore, despite the significant investments made by students and their families in higher
education, many students seem not receiving the quality education and experiences they expect
and deserve. This is manifested in a range of areas, including the levels of e bility skills
or competences of the graduate of the system, the availability of car rQ@ortunities upon
graduation, the safety and security of university campuses, e overall university
environment'8, The impact of poor student satisfaction is wi %nd can lead to low levels
of academic achievement, high levels of student dropo@d dissatisfaction, and decreased
contributions to the university community. Addi @ poor student satisfaction can also
result in decreased public trust in the hi %%cation system, and negatively impact the
reputation of universities both natiorlagl&d internationally. It is imperative that universities
address this problem of poor stud%(';tisfaction in order to ensure that students receive the
education they need and 'd&ve. This requires a concerted effort from universities,
governments, and othetstakeholders to improve the quality of education and the overall
university expeénj&&fﬁ students. Failure to address this issue risks perpetuating the cycle of

poor studenéqtisfaction and limiting the potential of students and universities to make

meal@ contributions to society.

University alumni engagement which is the second index of administrative effectiveness in this
study refers to the ongoing relationship between a university and its graduates. It encompasses
a range of activities and initiatives designed to maintain and strengthen the connection between

alumni and their alma-mater, and to support the academic, professional, and personal growth of
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alumni. Alumni engagement can take many forms, including alumni events and gatherings,
career services and networking opportunities, opportunities for alumni to participate in research
and academic initiatives, and opportunities for alumni to give back to their alma mater through
donations and volunteer activities. The concept of alumni engagement is rooted in the belief
that universities have a responsibility to support their graduates throughout their lixand that
alumni have a responsibility to support their alma maters and to contribute success of
their communities'®. This reciprocal relationship is critical to the succe acg)ustainability of
universities, as it provides universities with a strong and supportiv r@g of alumni who can
contribute to the academic, research, and community outre@%‘[s of their alma maters.
Alumni engagement is also critical to the success of indiv@ alumni, as it provides them with
opportunities to connect with their alma mater, t !@( with other alumni, and to continue
their academic and professional growth. Add{@ly, alumni engagement also helps to foster a
sense of community and belonging arpg&lumni and strengthens the ties between alumni and
their alma mater, allowing them to ch;ﬁ)ute to the growth and success of their alma maters for
years to come?’. Alumni en Qent is widely recognized as a key measure of university

administrative effectiv&é ecause it provides a critical insight into the quality of the

university expe(’t@ the level of support that alumni receive from their alma maters.

In this st e researcher pointed out the various roles that alumni engagement plays in
evaluating the effectiveness of university administration, and the ways in which universities
can use alumni engagement to improve the quality of their education and the overall university
experience for students. One of the primary roles of alumni engagement is to measure the
quality of the education that students receive. Alumni engagement provides universities with

valuable feedback on the quality of teaching and learning experiences, the availability of
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resources and support services, and the overall university environment?'. This feedback allows
universities to identify areas of strength and areas for improvement, and to make necessary
changes to ensure that students receive the best possible education. Additionally, alumni
engagement also provides universities with insight into the career opportunities that students
receive upon graduation, and the level of support that they receive as they transiti&into the
workforce??. Another important role of alumni engagement is to evaluate th tiveness of
university administration. Alumni engagement provides universities wit fe(g)ck on the level
of support and resources that students receive from university a t10n and the ways in
which administration interacts with students and supports %emlc professional, and

personal growth. This feedback allows universities t@sess the effectiveness of their

administrative policies and procedures, and to iden&f‘(&s for improvement.

Alumni engagement also plays a critical ro@valuating the overall university experience for
students. It provides universities with® @ck on the quality of student life, the availability of
resources and support services, @(he overall university environment. This feedback allows
universities to assess th @weness of their efforts to create a supportive and inclusive
university commumt and to identify areas for improvement. It is a critical measure of
university adrm@lve effectiveness, as it provides universities with valuable feedback on the
quality of ucation that students receive, the effectiveness of university administration, and
the o}s&university experience for students. By utilizing alumni engagement to inform their
policies and practices, universities can improve the quality of their education and the overall
university experience for students, and ensure that they are contributing to the growth and

success of their alumni communities for years to come.
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However, in Nigeria, there is a growing problem of low levels of alumni engagement, which
seem to be affecting the ability of universities to connect with and support their alumni
communities. This problem is rooted in several factors, including poor communication
channels between universities and alumni, limited opportunities for alumni to engage with their
alma maters, and a lack of resources dedicated to alumni engagement programs and&on”. As
a result, many alumni feel disconnected from their universities and are not acti involved in
supporting the academic, research, and community outreach efforts of t irgy maters?4. This

perceived lack of alumni engagement has serious consequences fi rian universities, as it
limits their ability to tap into the resources and expertise of@%mni, and undermines the
efforts of universities to cultivate strong and supportive@nni networks. Additionally, low
levels of alumni engagement can also negatively&%?t the reputation of universities, both
nationally and internationally, as it suggest%’éof commitment to alumni engagement and
support. Universities in Nigeria must.a@\is problem of low alumni engagement to ensure
that they connect with and support&@alumni communities. This requires a concerted effort
from universities, govemmé@and other stakeholders to develop effective strategies for
alumni engagement, ar@ edicate the necessary resources to support these programs. By

doing so, unive@&p build strong and sustainable alumni networks, and ensure that they

contribute to@ growth and success of their alma maters for years to come.

Facuﬁ)&elopment which is the third index of administrative effectiveness in this study refers
to the process of improving and enhancing the skills, knowledge, and abilities of academic
faculty in higher education institutions. The purpose of faculty development is to support
faculty in their teaching and research endeavors, to promote excellence in education, and to

ensure that faculty are prepared to meet the evolving demands and challenges of academia.
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This process typically involves a variety of activities such as workshops, conferences,
mentorship programs, and other professional development opportunities. The ultimate goal is to
help faculty stay current in their fields, to improve their teaching and research skills, and to

better serve the needs of their students and institutions?>.

Faculty development plays a critical role in contributing to the administrative ef§&enes5 of
universities. This is because faculty members are the backbone of acade '@t utions and
their development is essential to the success of the institution. By ol\gflg faculty with
professional development opportunities, universities can help th current in their fields,
improve their teaching skills, and develop new and innovativ@agogical approaches. This, in
turn, leads to a higher quality of education for student@ r example, faculty members who
attend workshops on active learning or technolo@rganced teaching are likely to be better
equipped to engage their students and lh@’ge learning experience more dynamic and
effective. In addition to enhancing &@ity of education, faculty development also helps
foster a positive campus culture.@s instance, when faculty are supported and encouraged to
.
grow professionally, the @alued and respected by their institution, this, in turn, is likely
going to lead to a moré, supportive and collaborative work environment, where faculty are more
likely to share @ engage in constructive dialogue. A positive campus culture can also
contribute reater student satisfaction and improved retention rates. Again, faculty
devebgyent can play a key role in promoting research and innovation. This can be done by
providing opportunities for faculty to engage in research and collaborate with colleagues from
other institutions, universities can foster a culture of inquiry and encourage faculty to pursue
new and innovative projects. This does not only benefit the faculty, but it also benefits the

institution by contributing to its reputation as a leader in research and innovation.
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Furthermore, by supporting faculty in their research endeavours, universities can help them
maintain their competitiveness and keep them at the forefront of their field. It can therefore be
pointed out that faculty development is a critical component of administrative effectiveness in
universities?’. By enhancing the quality of education, fostering a positive campus culture, and
promoting research and innovation, faculty development contributes to the succe&d long-
term viability of academic institutions. As such, universities should prioriti Qd invest in
faculty development programs to support the growth and developme &Lbeir faculty and
ensure that they are prepared to meet the challenges and dema@g er education in the

21st century. Faculty development is a crucial aspect of hig}@d ation and has far-reaching

consequences for both faculty and students. Q
In Nigeria, the state of faculty development een a persistent challenge for many

universities, leading to poor outcomes for th@’gty of education provided®®. Empirical studies
have shown several consequences @r faculty development in Nigerian universities,
including decreased quality of écation, decreased faculty satisfaction, poor attitude to
.
research and innovation, sed student retention and enrollment, and poor reputation of
universities among o&QOne of the main reasons for the poor state of faculty development
in Nigeria is a | ck\funding and resources. Many universities are underfunded and struggle to
provide a e resources for faculty development programms?. This leads to a lack of
oppox&les for faculty to attend workshops, conferences, or other professional development
opportunities, hindering their ability to stay current in their fields and improve their teaching
skills. Another major challenge is a lack of institutional support and commitment to faculty

development. Many universities in Nigeria do not place a high priority on faculty development

and do not provide the necessary resources and support to ensure its success®. This results in a
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poor buy-in from faculty and a poor engagement in development programmes, which further
hampers the effectiveness of these programs. Cultural factors also play a role in the poor state
of faculty development in Nigeria. There is a long-standing cultural belief that faculty should
focus on research and publishing, rather than on professional development and teaching
excellence. This can lead to a lack of appreciation for the importance of faculty (k{elopment

and a failure to invest the necessary resources and support to ensure its successOQ

The multiplier effects of poor faculty development in Nigeria can béQ{en in the quality of
education provided by universities. With faculty unable to s ent in their fields or

improve their teaching skills, students are often not ex to the latest knowledge and
0;

innovative pedagogical approaches which has led to % evel of engagement and a lower

quality of education, negatively impacting the abi@% students to succeed in their careers®'.

In addition to the decreased quality of edﬁ{@-{, poor faculty development can also lead to

decreased faculty satisfaction, lack of @h and innovation, decreased student retention and

enrollment, and poor reputati@o(? universities. These consequences demonstrate the
.

importance of investing i@culty development programs and ensuring that faculty are
equipped with the kn%&e and skills necessary to provide high-quality education to students.
The poor state @ﬂty development in Nigeria is a major challenge that has far-reaching
conseque r the quality of education provided by universities. To address this challenge,
unive}sip'es must prioritize and invest in faculty development programs, provide the necessary
resources and support, and engage in cultural change to foster a greater appreciation for the
importance of faculty development. Only then will Nigerian universities be able to provide

their students with the high-quality education they deserve and compete with other institutions

on the global stage. Although, there are so many factors that can influence the achievement of
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administrative effectiveness in the university system, this study intends, to investigate the
influence of “Autonomy, Education Regulatory Laws and Institutional Factors” on

Administrative Effectiveness of Universities in Nigeria.

University autonomy refers to the independence and self-governance of universities, in terms of
their academic, administrative, and financial decision-making*?. This means th iversities
have the freedom to determine their own policies, programmes, and budge ,@1 ut external
interference or control. University autonomy helps to ensure that univerSi iesCfe able to pursue
their academic mission and engage in research and teaching with al constraints. It also

allows universities to respond to changing societal needs dapt to new challenges and

opportunities.
N

There are several types of university autonomy,dncldding: Academic autonomy: This refers to
the freedom of universities to determine t &\&n academic policies, programs, and curricula,
without external interference™?. Adn&@ve autonomy: This refers to the independence of
universities in managing thdr@al affairs and making decisions about staffing, budgeting,
and resource allocatio@cial autonomy: This refers to the freedom of universities to
control their own @ces and manage their own budgets, without external constraints or
control*2, Le% nomy: This refers to the status of universities as autonomous legal entities,
with th@f%’bn governance structures and the ability to enter into contracts and agreements.
Instimm autonomy: This refers to the overall independence and self-governance of
universities, encompassing all aspects of their operation, from academic and administrative

decision-making to financial management?2.
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Autonomy is indispensable to universities in many ways. It forms the basis of the enabling
environment for the appropriate discharge of the responsibilities of academic and the academic
institutions®?. It includes freedom of universities to select their students, appoint staff, teach,
select area of research and determine the content of courses®. It equally covers the internal
organizations and administrations of each institution. Thus, freedom is essential to u{iversities,
hence, crisis in university system in Nigeria is usually triggered off by what s Qinadequate
financial support from the government and undue interference in the intgrn ministration of
the universities occasioned by the establishment circular fro ederal Ministry of
Education on the National Universities Commission (N %It is clear that there is
contradiction in what the National Policy on Education @es as academic freedom for the
universities and what is operational. What is oper%@ clearly centralized interference and
control from the government through its a %%masquerading as champions and defenders
of academic freedom for universitieﬁf&so, autonomy is very essential to universities in
Nigeria. An author, listed some O&G'Q\reason as first autonomy, for most universities, is a
traditional right, which has '@ed well over the year, the responsibilities of creating new
knowledge through scl@hip and research, transmitting and preserving culture developing
the capacity ir@%ﬁn for critical and independent judgment; and cultivating aesthetic
sensitivities @ carried out best in environments free from direct external control and

dom@ The complexity of academic works requires a far measure of independence.

Autonomy provides for both staff and students check and balances in a democratic society.

The erosion of university freedom and autonomy in Nigeria is supported by numerous
evidences. These evidences include several instances where the government appointed Vice

Chancellors for universities without consulting the governing council, removal of the Academic
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Staff Union of Universities (ASUU) from the Nigeria Labour Congress and proscribed ASUU
multiple times for going on strikes due to poor university conditions, and sacked academics
who held different political views from the government®®37. Removal of Vice Chancellors who
did not comply with government directives®’. Banning and unbanning of staff and student
unions, with ASUU and the National Association of Nigerian Students (NANS) be&he most
affected. Vice Chancellors have been removed for not complying with gove directives,
and sole administrators have been appointed for various universiti 38£T‘be lack or low
academic freedom and institutional autonomy has been further evi Ky the government's
refusal to honor agreements with ASUU, support for the arbs acking of lecturers at the
University of Ilorin and attempts to force arbitrary mle@universities through the Federal
Government sponsored Autonomy Bill*°. Under- and undue interference in university
governance have also limited and eroded ac@ reedom and institutional autonomy, which
negatively affects the universities' ab.ilgt&carry out their functions of teaching and research.
Given these realities, this study co\@s institutional autonomy as a possible determinant of
administrative effectiveness ﬁ&erian universities*,

Another independenxgble considered in this study is “Education Regulatory Laws”.
Education reg at(?\' laws are a set of legal frameworks that govern the operation and
administrati f educational institutions such as universities. These laws can include federal
and Mregulations, accreditation standards, and other legal requirements that universities
must comply with in order to operate and offer degrees and other academic programs. The
purpose of university education regulatory laws is to ensure that universities are providing

high-quality education, are financially stable, and are in compliance with ethical and

professional standards*'. These laws also help to ensure that universities are held accountable
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for their actions and that students receive a valuable and meaningful education. The specific
content of university education regulatory laws can vary greatly between countries and regions,
but they often include provisions related to admission requirements, academic standards,
program approval, and degree accreditation and so on. They may also address issues related to
student financial aid, intellectual property, and the protection of student data and &\/acy. The
education regulatory laws considered in this study are: Education (Nati Q Minimum
Academic Standard and Establishment Act, 2004 and The UniversiﬁQdellaneous Act,

1993 (2003, 2012 as amended). 0

Education (National Minimum Academic Standard and @)lishment Act, 2004) deals,
amongst other things, with the specification of VariOQaQtorities, empowered to prescribe
minimum standards of education in Nigeria; and &ose penalties for any contravention of
its provisions. Also, the act empowers the @1ssion to lay down minimum standards for all
universities and other institutions of hi e**earning in the Federation, and the accreditation of
their degrees and other acadel%\awards is hereby vested in the National Universities
Commission in formal c 10n with the universities for that purpose, after obtaining prior
approval therefore % the Minister, from the President*>. Furthermore, the act states
clearly the pur@ higher education in Nigeria. These are the acquisition, development and
inculcatio e proper value-orientation for the survival of individuals and society; the
devebgyent of the intellectual capacities of individuals to understand and appreciate their
environment; the acquisition of both physical and intellectual skills to enable individuals to
develop into useful members of the community; the acquisition of an objective view of the

local and external environment; the making of optimum contributions to national development

through the training of higher level manpower; the promotion of national unity by ensuring that
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admission of students and recruitment of staff into universities and other institutions of higher
learning shall, as far as possible, be on a broad national basis the promotion and encouragement

of scholarship and research®?,

The Universities Miscellaneous Act, 1993 (2003, 2012 as amended), on the other hand, makes
provisions for the autonomy, management, structure and running of the universitiegkNigeria;
the Act limits the tenure of principal officers to a single term of 5 years; a@%reasing the
retiring age of staff in the professorial cadre and non-academic sta&gﬂ{Universities in
Nigeria®. Enacted by the National Assembly of the Federal gc of Nigeria, the act
provided that a Registrar, Bursar or Librarian shall hold off@)r a single term of five years
only beginning from the effective date of his appointm @1 on such terms and condition as
may be specified in his letter of appointment. %%hstanding this section, the University
Council may. upon satisfactory performan@& end the tenure or the Registrar, Bursar or
librarian for a further period of one &\only and thereafter the Bursar or Librarian shall

relinquish his post and be assign mher duties in the University." An academic who retires

as a professor in a recog%;@mversity shall be entitled to a pension at a rate equivalent to his

annual salary providedthatthe professor has served continuously in a recognized University up
to the retiremer@ twithstanding subsection that, where the professor has not served up to
the retire ge, he shall be entitled to the rate of pension mentioned under subsection
provi}i&at he has served a minimum of 20 years as a professor in a recognized University.
Where an academician joins a Nigerian University as a professor, such a professor shall have
served continuously for at least 20 years in a recognized university**. This study, therefore,

seeks to investigate the influence of university education regulatory laws on administrative

effectiveness in Nigerian Universities.
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The third variable considered in this study is “Institutional Factors”. The "institutional factor"
in the university system refers to the policies, procedures, culture, and overall governance
structure of a university. It encompasses the various systems and processes that shape the way a
university operates and affects the experiences of its students, faculty, and staff**. The
institutional factor includes elements such as budget allocation, academic programs $ support
services offered, admission policies, faculty hiring and evaluation practi@nd student
services and support. It also encompasses the university's overall missi’oiaQ)oals, as well as
the values and traditions that inform its decision-making proces ¢ institutional factor
plays a significant role in determining the quality of edu 'ﬁe research opportunities

available, and the overall academic and social environm@/ithin a university. In this study,

institutional factors such as Lecturer/ Student Rati% %%1 Calendar stability and Governance

Structure were considered. @

The lecturer-to-student ratio (also'%q‘ as the student-faculty ratio) is a numerical

representation of the relationshi &ween the number of students and the number of faculty
[ ]

members at a university o@ege. It measures the average number of students per faculty

member. This ratio i@s an indicator of the level of individual attention that students can

expect to recei\@n

{ ) . o
other acad?} pursuits. A lower lecturer-to-student ratio generally indicates that there are

aculty members, as well as the availability of faculty for research and

more ty members available to support and interact with students, while a higher ratio

suggests a more crowded and potentially less personalized educational experience®.

The lecturer-student ratio in universities is a potential factor that can impact administrative

effectiveness in an organization. A high lecturer-student ratio means that there are fewer
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lecturers available to attend to the needs of students, while a low ratio means that there is a
higher number of lecturers relative to the number of students. In universities with a high
lecturer-student ratio, administrative performance is often affected negatively*S. This is because
lecturers are overburdened with the responsibility of teaching and attending to the needs of a
large number of students. This can lead to a decline in the quality of teaching, Qlecturers
struggle to give adequate attention to all students. Additionally, the administr. 'Qvorkload is
also increased, as lecturers may have to spend more time dealing with tu@ly 1ssues, such as
answering questions and addressing concerns. On the other hand, lecturer-student ratio
has a positive impact on administrative performance*®. Wit‘r@ﬁudents per lecturer, each
student can receive more individualized attention and @ort. This can result in a better
learning experience for the students and improved&l@ic performance*®. Additionally, with
fewer students to attend to, lecturers can % ore time on administrative tasks, such as
course planning, assessment and evalt@ and advising students. Moreover, a low lecturer-
student ratio also allows for more @nt use of resources, as there are fewer students to be

accommodated in classroorﬂ@wg{ecture halls. This results in better utilization of available

resources, such as equibfét and materials, and can reduce the need for additional funding to

expand facilitie@

School ca stability refers to the consistency and predictability of the school year schedule.
Thism&es the start and end dates of the school year, holidays, and other important events
such as exams and teacher training days. A stable school calendar is important for several
reasons. Firstly, it provides parents and students with the necessary information and advance
notice to plan their lives around the school schedule. This can help minimize disruption to their

personal and work schedules. Secondly, a stable school calendar helps teachers to plan their
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lessons and assessments more effectively, allowing them to better meet the needs of their
students. Additionally, school calendar stability can also support the broader community. For
example, if the start and end dates of the school year are consistent from year to year, local
businesses and organizations can better plan for the influx of families and students during the
school year. On the other hand, a lack of school calendar stability can lead to cc@ion and
uncertainty for parents, students, and teachers. It can also make it mor @engmg for

everyone to plan their schedules effectively*’. ’\

School calendar stability may have significant impact on the a iStrdtive effectiveness of a
university, for instance, a stable school calendar allows for planning and organization of
resources, such as facilities and staff, as well as impng ommunication with students and
other stakeholders. A consistent and predictable sc@raalendar makes it easier for universities
to plan and allocate resources effectively“s.@ample, if the start and end dates of the school
year are known in advance, the unive’fﬂ\ﬁb n make necessary arrangements for facilities, such
as classrooms and housmg, anéﬂocate staff accordingly. This can help to ensure that
resources are used effi and effectively, contributing to the overall administrative
effectiveness of the Qﬁlty In addition, a stable school calendar also helps to improve
commumca‘uon@ students, parents, and other stakeholders. Advance notice of school
schedules% vents, such as holidays and exams, allows everyone to plan their lives and
schecw accordingly. This can help to minimize confusion and uncertainty, contributing to a
more positive and productive university environment. On the other hand, a lack of school
calendar stability can have a negative impact on administrative effectiveness*®. For example, if

the school calendar is constantly changing, it can be difficult for universities to allocate
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resources and plan effectively. This can lead to disorganization and confusion, and negatively

affect the quality of education and the university experience for students.

It is a common knowledge that the issue of quality decline in university education in Nigeria
today, is in the public domain®. Studies have investigated the problems from different angles
ranging from problem of funding, inadequate infrastructure, curriculum, and tea > quality
among others. However, some authors and researchers are also attributin line to the
calendar instability in Nigerian university system. Irregular academic @ﬁ{l ar has encouraged
examination malpractices, cultism and other vices on Nigerian uni campuses®’. A scholar
further asserted that the calendar instability has not been unected with the incessant staff
union strikes and the common students protest whic@ led to the loss of time in the

teaching/learning processes and that this has co@ed greatly to the issue of half-baked

graduates and the employability status of N@ graduates’'.

The elements of stability in the ccé1_§\§' university education include calendar stability,
financial stability, managemen@lity, and stability of the policy environment, each of which
greatly affects the over%%ity of a university system32. It was corroborated that when they
that stability in th@ational system encompassed political, economic and social stability,
and that eac%‘g{se is vital to the development of the educational system. Calendar stability
occurs v@’a university system runs its normal annual timetable from the beginning to the end
withMterruption. For instance, the traditional calendar for universities in Nigeria starts in
September and ends in June of the following year. Most Nigerian universities today seem to

have lost this tradition as the issue of calendar instability within the system seems to have come

to stay and consequently the issue of having a unified university calendar is gradually
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becoming history. Calendar instability in Nigerian universities is often fueled by many factors
which include lack of accountability and transparency on the part of management, insufficient
engagement of students, intense union activism by students and staff, cultism and breakdown in
communication among others. This is attributed to the incessant strike actions by Academic
Staff Union of Nigerian Universities (ASUU) and other labour unions within the s«stem. The
instability has brought about destabilization of the learning process and le ow quality
service from lecturers because of their desire to cover lost content. An utcgyurther asserted
that, a total of 99.55 weeks (that is, 3.32 academic years) was lost i @ria universities within
a period of six years. This according to him, represented a t (%4 million man-hours and
28.54 million student-hours at the cost of N49,21 1,035,3@ or $684,198,230.0%3. The author
viewed the situation as economic wastage that mij %nsequently result to half-baked and
unemployable graduates. When the calend@@@table, university can engage in exchange
programmes with other universities bqth, Wwithin and outside Nigeria. University management

would have time to plan for the ne{%ion and both staff and students would have stipulated

time to rest and refresh themEQQ&.

Governance structure GQS to the system of decision-making and administration within a
university. It e@gsses the policies, procedures, and processes used to manage and direct
the activit%éthe institution, as well as the roles and responsibilities of various stakeholders,
such e governing board, administration, faculty, staff, and students. A well-designed
governance structure is essential for the effective operation of a university. It helps to ensure
that decision-making is transparent, accountable, and representative of the interests of all
stakeholders>*. A strong governance structure also promotes efficiency, as decisions can be

made quickly and effectively without undue delay. Additionally, a clear governance structure
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helps to promote stability and consistency within the university. By establishing clear policies
and procedures, the governance structure provides a framework for decision-making that is
consistent over time. This helps to ensure that the university operates smoothly and effectively,
even in the face of changing circumstances or challenges. On the other hand, a weak or
ineffective governance structure can lead to confusion, uncertainty, and inefficiency?>. For
example, if there is ambiguity regarding the roles and responsibilities of diffe %keholders,
it can be difficult to make decisions and allocate resources effectively. ﬁliycan negatively
’&

impact the quality of education and the university experience for st c@i

The role of governance structure in achieving adminise effectiveness in Nigerian
universities cannot be overstated. The governance stru(& ovides a framework for decision-
making, resource allocation, and accountability, ar@%s to ensure that the university operates
efficiently and effectively. This essay wi‘}{%mine some of the key roles of governance
structure in achieving administrative E@eness in Nigerian universities. One of the primary
roles of governance structure %&ecision-making. The governance structure provides a
.
framework for decision iflg that is representative of the interests of all stakeholders,
including faculty, sta%t ents, and the governing board>®. This helps to ensure that decisions
are made trans@ly, accountably, and efficiently, without undue delay®. For example, the
governanqeb cture may provide for regular meetings of the governing board, where decisions
can b e on key issues such as budgeting, resource allocation, and academic programs. This
helps to ensure that decisions are made in a transparent and accountable manner, with the input
of all stakeholders. Another key role of governance structure is resource allocation. The
governance structure helps to ensure that resources, such as facilities, staff, and funding, are

allocated efficiently and effectively®®. This contributes to the overall administrative
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effectiveness of the university, helping to ensure that resources are used in the best interests of
students and other stakeholders. For example, the governance structure may establish policies
and procedures for allocating funding to academic departments or student organizations,
helping to ensure that resources are used in a fair and equitable manner. Transparency and
accountability are also key components of effective governance structure. The &emance
structure promotes transparency and accountability in the decision-maki@d resource
allocation processes, helping to ensure that decisions are made in a og%jnd transparent
manner, and that stakeholders are held accountable for their s. For example, the
governance structure may require regular reports to be s &0 the governing board,
outlining the use of resources and progress towards key@ctives. This helps to ensure that

stakeholders are held accountable for their ac%@%d that the university is operating

efficiently and effectively®. @

Stakeholder representation is another® }ﬁg ant role of governance structure. The governance
structure provides opportum‘ues f@&culty, staff, students, and other stakeholders to participate
in decision-making an 1de input into the direction of the university. This helps to
ensure that the unlv ss representative of the needs and interests of all stakeholders, and
that decisions a@de in the best interests of everyone involved. For instance, the governance
structure rovide for regular town hall meetings, where faculty, staff, and students can
Voice\h;lr opinions and provide input into key decisions. Finally, the governance structure
helps to ensure continuity and stability in the university, even in the face of changing

circumstances or challenges. By establishing clear policies and procedures, the governance

structure provides a framework for decision-making that is consistent over time, helping to
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ensure that the university operates smoothly and effectively, even in the face of changing

circumstances or challenges®’.

There seem to be conflicting evidences that type of university (public or private) influences its
administrative effectiveness. To do justice to this, it is important to highlight the strengths and
weaknesses of each of the university type. Public universities are typically d by the

f students.

government and operate as a public service, providing education to a wid
le

One of the main advantages of public universities is that they are acceﬁ'&b 0 a broad cross-
section of students, regardless of their financial means. This m g they are likely to be
able to provide education to a diverse student population, fos@ a rich and dynamic learning
environment. Furthermore, public universities are oftel&g and well-established, providing a
wealth of resources and support to students an&\lty This can contribute to a strong
administrative structure, allowing for effeb@‘@anagement and efficient decision-making>®.

Private universities, on the other hanU’\S@ ically funded by private sources, such as tuition

fees and donations. One of the m vantages of private universities is that they are often less

N

.
subject to bureaucratic o@bs and political influence, allowing for greater flexibility and
autonomy in decisioﬁging. This can contribute to a more nimble and responsive
administrative @e, resulting in improved administrative effectiveness. Furthermore,
private uni ies often have the resources and support to provide a high-quality education,
inclu well-equipped facilities, experienced faculty, and a range of support services.
However, private universities also face significant challenges that can impact their
administrative effectiveness. For example, private universities are often more expensive than

public universities, meaning that they are only accessible to a limited number of students. This

can result in a more homogenous student population, reducing the diversity and richness of the
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learning environment. Furthermore, private universities are often subject to market pressures,
which can lead to a focus on profit over quality. This can result in a lack of investment in
professional development, research, and other initiatives that contribute to the success of these

institutions®’.

In the face of conflicting evidences of the influence of university type on its @istrative
effectiveness, the researcher determines to choose university type (public r@i ate) as the
moderating factor of the administrative effectiveness in the study. thi eggltially to gain a
deeper understanding of the strengths and weaknesses of public te universities and the
ways in which they impact the success of these institutions derstand the advantages and
disadvantages of public and private universities and tl@v s in which they impact access to

education and the quality of that education througl@tive administration of resources at their

disposal as well as gaining insights into \\\Qays in which universities can improve their

administration and operate more effe(_’rc')\ .
1.2 Statement of the Prohle&%
N\

In the past years, there\be been myriads of problems confronting university education in
Nigeria. Promi@/@ g these problems is the issue of administrative effectiveness of the
universities é{he country. This identified problem seems to have adversely affected the
achi&q/@nt of quality education in the university system in the country, Nigeria. This is
evident in the quality of graduate turnout by these universities, which has been complained of
as being half-baked. If the Nigerian university system is going to achieve the objective for
which it was established, there is a need for effective administration of available resources.
Therefore, all hands must be on deck to ensure this is achieved. Concerned stakeholders,
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especially researchers, have done a lot of studies to unravel the root cause of poor university
administrative effectiveness in Nigeria, but it seems little or no attention has been made to
examine the combined and relative influence of University Autonomy, Educational Regulatory
Laws, and Institutional Factors on the Governance Effectiveness of Universities in Nigeria
60,61,6263 This study therefore investigated the influence of university autonomy, &cational

regulatory laws, institutional factors, and administrative effectiveness in Niger@

1.3 Aim and Objectives of the Study /\(J

The aim of this study is to investigate the influence of Unive Autonomy, Educational
Regulatory Laws, and Institutional Factors on Admi e Effectiveness in Nigeria.

Specifically, the study intends to achieve the following@tives. To:

1. identify the level of administrative effect'vQ@rbh universities in Nigeria.

2. determine the level of autonomy (a‘@strative, pedagogical and financial autonomy) in
Nigerian universities. éq

3. determine the combined ir @706 of Autonomy (administrative, pedagogical and financial
autonomy), Regulato}b‘aws (The Universities Miscellaneous Act, Education (National
Minimum A((El)%ﬁ tandard and Establishment) Act and Institutional Factors (Lecturer /
Student @o School Calendar Stability and Governance Structure) on administrative
efi\&t/@rgs in universities in Nigeria.

4. examine the relative influence of Autonomy (administrative, pedagogical and financial
autonomy), Regulatory Laws (The Universities Miscellaneous Act, Education (National

Minimum Academic Standard and Establishment) Act and Institutional Factors (Lecturer /
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Student Ratio, School Calendar Stability and Governance Structure) on administrative
effectiveness in universities in Nigeria.

ascertain Institutional Type (Federal, State and Private) difference in the level of
administrative effectiveness in Nigerian Universities.

14 Research Questions \

The following questions were raised to achieve the objectives of the study. Q

1. What is the level of administrative effectiveness (employ%(@action, alumni
engagement and faculty development) in universities in Nig%@

2. What is the level of autonomy (administrative, pedagegicaltand financial autonomy) in
Nigerian universities? Q

1.5 Hypotheses 6’6

The following hypotheses will be tested &c;leve the stated objectives of the study

Hol: There will be no signi&%a\ combined influence of Autonomy (administrative,
pedagogical and financia ) ﬁlomy), Regulatory Laws (The Universities Miscellaneous Act,
Education (National\bmum Academic Standard and Establishment) Act and Institutional
Factors (Lec@b dent Ratio School Calendar Stability and Governance Structure) on
administr@ effectiveness in universities in Nigeria.

H%%nere will be no significant relative influence of Autonomy (administrative,
pedagogical and financial autonomy), Regulatory Laws (The Universities Miscellaneous Act,
Education (National Minimum Academic Standard and Establishment) Act and Institutional
Factors (Lecturer / Student Ratio School Calendar Stability and Governance Structure) on
administrative effectiveness in universities in Nigeria.
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Ho3: Institutional Type (Federal, State and Private) difference in the level of administrative
effectiveness in Nigerian Universities.

1.6 Significance of the Study

The findings of this study would be published in a reputable journal, which has to make it
available to the entire public. Therefore, it will be of immense benefit to all st olders in
education, particularly those that are involved in university educatitj@t e country.

Specifically, the study will add value in the following capacities: /\

Students who are always on the receiving end of all education@grammes or policies will
be of immense benefit from the findings of the study: scusses the issues relating to
school calendar stability as well as what has to do@lecturer—student ratio. This will go a
long way in enhancing the quality of instructi ey receive and the conduciveness of the
atmosphere in which they receive these 'n&:tion& The multiplier effect of this is likely to

translate to a high level of emplo’(g%sk%& or these students after graduation or even while in

the system. . Q
&

Issues relating to lechbs' academic freedom would be addressed in this study. This will
give the lect@ppoﬂunity to make known the level at which the government of the
day infrinon their academic rights. The findings of this study will also make known the
imp{c/%ns of the level of academic freedom lecturers enjoy on the level of administrative
effectiveness, which is also a pre-requisite for effective university administration and quality
education in the university system. The study will also discuss the issue of student-teacher
ratio, which is a major problem academic staff at all levels of education in Nigeria have
always complained of. The findings of this study will reveal the true situation of the lecturer-
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student ratio in federal, state, and private universities and, as such, will make necessary

recommendations to the government, as applicable.

The universities’ governing council will be of immense benefit from the findings of this
study as it will critically address the issue bedevilling the achievement of administrative
effectiveness in the university system in the country. The governing council ugh this
study, will have a clear picture of the level of governance effectivenesc/@a ersities in

Nigeria, which will serve as a guide for them to make necessary adju@nts.

The non-academic staff will benefit from the findings of this @as it is hoped to address

the level of administrative effectiveness in the univers@gfactor that is believed to also

affect their job satisfaction. &Q

This study will address the issues and 'N@lons of university autonomy in relation to
pedagogical, administrative, and fj | autonomy; thus, the findings of this study will
enable the government to unders{é@ university staff perceptions on the level of autonomy

they enjoy and how it can t \ anced and sustained.

1.7 Scop &tudy

N\

The conce& cope of this study is delimited to Autonomy, Educational Regulatory Laws,
Instin@% Factors and Administrative Effectiveness in Nigeria. In this study, Autonomy is
one of the independent variables and it is measured in terms of Administrative, pedagogical
and financial autonomy. Educational Regulatory Laws is the second independent variable
and it is delimited to The Universities Miscellaneous Act and Education (National Minimum

Academic Standard and Establishment) Act. Also, Institutional Factors is the third
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independent variable in this study and it will be measured using Lecturer / Student Ratio
School Calendar Stability and Governance Structure. The dependent variable in this study is

administrative effectiveness in Nigerian universities.

Geographically, this study is delimited to federal, state and private universities in the thirty
six (36) and federal capital territory in Nigeria. In terms of methodology, thisStudy will
make use of descriptive research design of the survey type. To this end:@ ed, closed

ended questionnaire and interview will be used to gather inf(@tio from selected

respondents from the population of the study. %Q
1.8 Limitation of the Study QO

This study was not carried out without some @%S. It encountered obstacles such as
respondents’ limited availability and rel rbo engage with the questionnaire, as well as
the prevailing insecurity within th try, particularly in vulnerable regions. The busy
schedules of some of the respongga\s contributed to poor attitudes towards filling out the
questionnaire. Additiona@ecurity in the country posed a significant limitation to the

study, particularly in a vulnerable to instability.

1.9 O&l}lonal Definition of Key Terms

O

Admi@%tive Effectiveness: Administrative effectiveness refers to the ability of an
organization to effectively manage its resources, implement its policies and strategies, and
achieve its goals and objectives in an efficient and effective manner. In the context of this
study, universities, administrative effectiveness refers to the ability of the university to

manage its resources, provide high-quality academic programs, support faculty and staff, and
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respond to the changing needs of students and the broader community. In this study, the
indices of administrative effectiveness considered are: student / employee satisfaction,

alumni engagement and faculty development.

Employee Satisfaction: This refers to the level of contentment and fulfillment experienced
by the staff of an organization. It encompasses various aspects of the workplac erience,

including compensation and benefits, opportunities for growth and de@e t, and the

overall work environment. /\

O
Alumni Engagement: This refers to the ongoing relationship%nvolvement between the
university and its graduates. It encompasses various cti s and initiatives that aim to
maintain and strengthen the connection between alﬁ@ﬂnd their alma mater, and to provide
opportunities for alumni to support the insti in meaningful ways. In this study the
following engagement are considere Qse are alumni associations, volunteering,

. \:a

mentorship programs, financial su

R\

Faculty Development: fers to the ongoing process of training and professional

d attendance at events and gatherings.

growth for academic Ity members. The goal is to enhance their teaching, research, and
service skillsé}@as keep them up-to-date with the latest advancements in their fields.
Faculty dévelopment programs in this study include workshops, seminars, conferences,
on%%urses, and other opportunities for learning and networking. The ultimate aim is to

improve the quality of education and contribute to the success of the university.

University Autonomy: University autonomy refers to the level of independence and self-
governance that a university has in making decisions about its academic and administrative

policies, operations, and resources. This may include the authority to set its own curriculum,
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determine its own budget, manage its own personnel and property, and make decisions about
research initiatives and partnerships. It includes specific criteria for measuring the extent to
which a university is autonomous, such as the legal and financial independence of the
institution, the decision-making authority of its governing board, and the presence or absence
of external constraints on its operations. The types of university autonomy consick&d in this

study are: administrative, pedagogical and financial autonomy. OQ

Administrative Autonomy: This refers to the extent to which a un&ity as control over
its own internal administration and management processes. Th@es the ability to make
decisions about budget allocation, personnel management @esource utilization, as well as
the implementation of policies and procedures {k& to student services, facilities
management, and overall organizational gov@:e. It has to do with the level of
independence from external regulatory , the authority of the university's governing

council, and the presence or absent@nstraints on the administration's decision-making
&

Pedagogical Autono@is refers to the degree of independence and self-governance that

Pprocesses.

a university has @termining its own educational policies and practices. It includes the
ability of egnfversity to design and implement curricula, choose teaching methods and
mater@fb‘nd assess student learning outcomes without internal or external interference from
aum‘,ies. It is the degree of autonomy, such as the level of control over curriculum design
and implementation, the authority of faculty in determining teaching methods, and the

absence of external constraints on instructional practices.
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Financial Autonomy: This refers to the extent to which a university has control over its own
financial resources and decision-making processes related to budget allocation and resource
utilization. It has to do with the ability to generate and manage revenue, determine spending
priorities, and allocate resources in support of the university's mission and goals. It also
implies the degree of autonomy of the university's governing board in ﬁnanc&ecision-
making, and the presence or absence of constraints on resource uti@n. revenue

generation, budget planning and management, and investment decisiw%gg.

Educational Regulatory Laws: Educational regulatory I Q a set of laws and
regulations that govern the functioning and administration ducational institutions. These
laws establish standards and guidelines for the oper@l universities, and are intended to
ensure the quality of education, promote stu%%hievement, and protect the rights of
students and educators. It may be enac federal or state legislature and are usually
enforced by government agencies@ucational accrediting organizations. This study
considers two key regulator@&ws governing Nigerian Universities. These are: The
.

Universities Miscella% t and Education (National Minimum Academic Standard and

Establishment) Act
° \\

The Univg Miscellaneous Act: This Act was firstly enacted in 1993, amended in 2003
and f\éb amended in 2012. This Act makes provisions for the autonomy, management,

structure and running of the universities in Nigeria.

National Minimum Standards and Establishment Act: The Act deals, amongst other
things, with the specification of various authorities, empowered to prescribe minimum
standards of education in Nigeria; and to impose penalties for any contravention of its
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provisions. Also, the act empowers the national universities commission to lay down
minimum standards for all universities and other institutions of higher learning in the
Federation, and the accreditation of their degrees and other academic awards is hereby vested
in the National Universities Commission in formal consultation with the universities for that

purpose, after obtaining prior approval therefore through the Minister, from the Pijdenti

Institutional Factors: These are the various internal elements that c@%ute to the
functioning, policies, and overall character and effectiveness of a @rsﬂ y. In this study,

these are: Lecturer / Student Ratio, School Calendar Stability a rnance Structure.

Lecturer / Student Ratio: This is the ratio of staff (a to students at a university. It
refers to the number of lecturers there are compared, to the number of students, and it can
give an indication as to how much teachiﬂb&ppoﬁ each student receives from their
institution. The higher the ratio, gene&/ eaking, the more one-on-one teacher guidance

N

available for individual students.&(_)\

School Calendar Stabilit.$1ool calendar stability in this context refers to the consistency
and predictability ofgniversity academic schedule, including the start and end dates of

the academicq.e:("\% dates of holidays and breaks, as well as the timing and duration of

€xams. ’66

G(}wf-ance Structure: This refers to organizational framework that dictates roles and
responsibilities for individuals, departments, committees, and other groups within the
institution. It provides guidance on how a specific decision should be taken or changed if

needed and acts as a means to ensure regular communication between different stakeholders
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such as faculty members staff members’ students and so on while ensuring collaboration

across units leading to successful execution of tasks.

University Type: This refers to the classification of a university based on who owns and

operates it. University type is classified in this study to: State, Federal and private

State Universities: These are publicly funded institutions, usually by the staQo rnment.
They are open to residents of the state where they are located and typicall( ogower tuition
fees. They are governed by the state and have a mission to provi@ess to quality higher

education to the citizens of the state. %

O

Federal Universities: These are publicly funded institu , but instead of being funded by
the state government, they are funded by the fed%é%emment. They are open to citizens of

the country and have a mission to provi@ higher education to a national or regional

level. . ,&

Private Universities: Thes&@& independent institutions that are not funded by the
[ ]

government. They are s@ owned by corporations, foundations, or other private entities

and rely on tuitig& es and private donations as their main sources of funding. They have

more autq‘no d control over their operations and academic programs than public

instituti

\*
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Chapter Two
Literature Review

The purpose of this chapter is to critically analyze and synthesize the existing body of
knowledge on the research topic, identify gaps in the literature, and provide a theoretical
framework for the study. In this chapter, the researcher presents a comprehensive review of
relevant literature, including books, journals, articles, dissertations, and otlﬁﬁurces of
information related to the research topic. It is organized around themﬁ/@oncepts that
emerged from the analysis of the literature, and structured to provid@&ar understanding of

the key theories, models, and concepts related to the research t@t contains the following

subtopics: Q
2.1 Conceptual Review &Q

2.1.1 Administrative Effectiveness @

A

2.1.2 University Autonomy ’\

2.1.3 Educational Regulato ’L%fs

2.2 Theoretical E&ework

2.2.1 Contir@cy Theory

2.2.2\§$ﬁnional Theory

2.2.3 Systems Theory
2.3 Review of Empirical Studies

2.3.1 University Autonomy and Administrative Effectiveness
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2.3.2 Issues of Institutional Autonomy in Nigerian Universities

2.3.3 Educational Laws and Administrative Effectiveness

2.3.4 Quality Assurance in Nigerian University Education and the National Universities
Commission (NUC)
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Conceptnﬁ/&w

2.1.1 Adéil/@i‘ative Effectiveness

Administrative effectiveness refers to the ability of an organization or institution, in this case, a
university, to efficiently and effectively carry out its operations and achieve its goals. In a
university setting, administrative effectiveness is concerned with the management of resources,

the delivery of services, and the achievement of academic and organizational goals'. Effective
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university administration requires a strong leadership team, clear governance structures, and a
commitment to continuous improvement’>. One of the key components of administrative
effectiveness is the development of clear and well-defined goals®. University administrators
must work with stakeholders, including faculty, staff, students, and external partners, to
identify and prioritize goals that are aligned with the mission of the university?. wprocess
requires collaboration, communication, and a clear understanding of t engths and
limitations of the university®. Resource management is another ingp_oant aspect of

administrative effectiveness. Universities must manage a wide resources, including
t

financial, human, and physical resources, in order to sup@ delivery of services and
programmes*. Effective resource management requires ce@ planning and allocation, as well
as regular monitoring and evaluation to ensure t%@rces are being used effectively and
efficiently*. In addition to goal-setting and management, administrative effectiveness

N

also requires strong leadership and govg&:e structures®.

University administrators must @k with governing bodies, such as boards of trustees or
.

governing councils, to a@&ish clear policies and procedures that support effective

administration®. This i &s the development of clear lines of authority, regular reporting and

accountabilit&@nisms, and effective decision-making processes®. Finally, administrative

effectiven%

must arly review and evaluate their policies, practices, and processes to identify areas for

quires a commitment to continuous improvement. University administrators

improvement and make changes as needed’. This may involve seeking feedback from
stakeholders, conducting regular assessments, and engaging in ongoing professional
development and training’. It is a critical component of any university’s success. By

establishing clear goals, managing resources effectively, establishing strong governance
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structures, and committing to continuous improvement, university administrators can ensure

that their institutions are effective, efficient, and responsive to the needs of their stakeholders’.
Components of Administrative Effectiveness in Universities

Evaluation and assessment: Effective university administration must be able to regularly
evaluate and assess the performance of the university and its programmes, aQ%use this
information to make data-driven decisions and improvements. C@J@ication and
collaboration: Effective university administration must be able to co@&aate and collaborate
effectively with stakeholders, including faculty, staff, students, %ﬂ, and external partners.
This includes engaging in open and transparent communi =actively seeking feedback, and
working together to achieve shared goals. Comgl'b and risk management: Effective
university administration must be able to enswaQat the university is in compliance with
relevant laws, regulations, and policies t Qﬁvely manage risks to the university and its
stakeholders. This includes develoiéga&d implementing policies and procedures to address
potential risks, as well as rno\%ghg and mitigating them as needed. Diversity, equity, and
inclusion: Effective unk@%dministration must be committed to promoting diversity, equity,
and inclusion thrm{&[ the university community and to creating a welcoming and inclusive
environment&r(aﬂ stakeholders. This includes developing and implementing policies and
program%’address issues of equity and inclusion and actively working to promote diversity.
Univ%{y administration must have a clear and effective organizational structure, including,

processes for decision-making and accountability.
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Stakeholder engagement: Effective university administration involves engagement with key
stakeholders, including students, faculty, staff, alumni, and the wider community; to ensure that

their needs and perspectives are taken into account in decision-making.

Transparency and accountability: Effective university administration must be transparent and
accountable in its decision-making, operations, and must adhere to high ethical ards and
CL, financial

legal requirements. This includes regular reporting on the university's per&)

management, and use of resources. /\

Challenges Facing National University Administrative Effecti%s

A study revealed that the challenges confronting Nigeriar@versities are multifaceted and, as
such, constitute critical areas for the management @1 university education®. According to
a report, the challenges can be classified %’b&ro categories - internal and external. The
internal problems related to institutigr@nagement and the centre of the external problem
revolve around the impact of gove&%\nt policies on the ability of the universities to perform
their statutory functions. Th&lrst challenge is government interference with academic
autonomy’. Academic @omy is the academic freedom of the universities as it pertains to
academic matte(..;ﬁinr to 1978, the power to determine who had access to higher education
was vested ifi\the senate of the respective universities. However, the Federal Government,
thro@olicy, had centralized admission through the establishment of the Joint Admissions
and Matriculation Board, thereby eroding the autonomy of the universities. Within the
university system, there exists a procedure for strict compliance with internal mechanisms for
the establishment of new academic programmes. However, the current practice requires
approval from the National Universities Commission'’.
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The development has been observed by academia as an infringement on the autonomy of the
functions of the universities'!. There were discernible indications pointing towards a potential
curtailment of academic autonomy within Nigerian universities. While the concept of
establishing universally accepted minimal standards for these institutions is commendable, it is
not an inescapable imperative. Furthermore, when deeming explicit formulatio&ssential,
caution should be exercised to articulate them in abstract terms rather than siaigly dictating
syllabi to the universities. An educational institution lacking the cag<i&t) independently
devise curricula, syllabi, and consistently foster innovation t truly warrant the
designation of a university'?. The NUC has faced allegations@%aching upon the Senate's
authority regarding accreditation, a responsibility traditio held by individual universities.
The Ashby Commission Report of 1961 outlin '@QNUC'S crucial role in securing and
distributing funds for universities while @Q@a‘[ing without undue interference in their
activities, aiming to provide cohesiorz. rtunately, the opposite transpired, with subsequent
legislation extending the NUC's fu&@ls beyond its original mandate. Decree No. 1 of 1974
granted the NUC authority t'o@lse the Federal Government on financial matters, conditions
of service, and extemﬁb for all universities'3. Consequently, a report highlighted the
transformation (/@cutive Secretary of the NUC into a quasi Vice-Chancellor, leading to
assertions % the Committee of Vice-Chancellors, formerly representing university
persp%t%, was deemed an informal assembly without the authority to challenge the NUC as
a statutory body. This shift resulted in the NUC evolving into a sizable bureaucracy. The
dynamic between the NUC and the university system has consistently stirred controversy, with
persistent calls for the NUC to refrain from involvement in university affairs and focus on

procuring sufficient funds for sustainable university development. The Academic Staff Union
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of Universities (ASUU) has consistently criticized the NUC's role in accreditation, attributing
the deterioration of universities to underfunding, erosion of the University Senate's powers, and
a failure to defend institutional integrity. ASUU contends that accreditation of degrees and
academic programmes should be the purview of professional bodies or a specifically
constituted universities accreditation committee, rather than the NUC. The union consistently
urges the federal government to scrutinize the NUC's role within the framewo@ ts founding
legislation, assessing financial accountability and administrative px(gyes that have
significantly impacted the university system. ASUU perceive UC's accreditation
procedure as a flawed funding exercise and advocates for a %1 that guides universities
to achieve the desired outcomes't. A report raised@cems about the credibility of
accreditation processes, highlighting instances wh e%%n universities successfully navigated
the process without being flagged for irregulq@céConsequently, there has been a suggestion,

advocated by Ade, for the outright .p;&tion of the NUC. This proposal stems from the

perception that the NUC, having ev@ into a federal parastatal, is resistant to reform!'>.

2.1.2 University Autono&Q\A

University autono@fers to the independence and self-governance of universities, which
enable them gﬂl& decisions regarding academic programs, budgets, personnel, and research.
It also i@es academic freedom, which allows faculty members and students to engage in
intellectial inquiry without fear of censorship or retribution's. The concept of university
autonomy is based on the belief that universities should be free from external political or
economic influence and operate independently to promote the pursuit of knowledge and
intellectual growth. It is an important aspect of higher education considered critical for

promoting academic excellence and fostering innovation. With autonomy, universities are free
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to set their own academic policies, hire and retain the best faculty members, allocate resources
according to their priorities, and establish their own research agendas. This freedom allows
universities to respond to the needs and demands of their students, faculty, and communities. It
equally ensures that universities can develop and offer programs that reflect the latest
knowledge and research in their fields. It also enables universities to freely engage i{academic
exchange and collaboration with other universities, organizations, and indivj across the
world!”. This exchange of ideas, knowledge, and perspectives can lead ‘w&&yeakthroughs in

research, innovation, and social impact. Q

Institutional autonomy: This refers to the independence of @rsities to make decisions and
manage their own affairs, including academic programeu ets, personnel, and research. For

universities to operate effectively and to pursue th@demic and research goals, institutional

autonomy is essential. @

Financial autonomy: This refers @n ependence of universities to manage their own
finances, including the allma@gbf resources, the establishment of tuition fees, and the
management of endow@md investments. Financial autonomy is crucial for universities to

respond to their o&@ds and priorities, and to ensure their long-term sustainability.

Academic a@omy: This refers to the independence of universities to make decisions about
acadaﬂigprograms, research, and the hiring and retention of faculty members. Academic
autonomy is essential for universities to promote intellectual inquiry and academic excellence,

and to respond to the changing needs and demands of their students and communities.

Administrative autonomy: This refers to the independence of universities to manage their own

administration and governance, including the appointment of senior officials and the
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establishment of committees and boards. Administrative autonomy is crucial for universities to

ensure effective and efficient management and to promote accountability and transparency.

Legal autonomy: This refers to the independence of universities to operate within the
framework of the law, and to have the legal authority to enter into contracts, make agreements,

and pursue legal action as needed. Legal autonomy is essential for universities to protect their

rights and interests, and to ensure that they can operate effectively and inde .

2.1.3 Educational Regulatory Laws 6\

Educational regulatory laws refer to the legal framework@%%/ems the operation and

management of educational institutions, including uni\@ies, colleges, and primary and
secondary schools. These laws set standards for %@%nal quality and determine the rights
and responsibilities of educational institut'o{Q%dents, faculty, and staff'®. The purpose of
educational regulatory laws is to ensur } students have access to quality education and to
protect their rights, including the ri g‘ﬁ\@an education that is free from discrimination, the right
to privacy, and the right to %$ocess. These laws also ensure that educational institutions are

accountable and trans }5 in their operations and decision-making, and that they adhere to

ethical and lega(sfti‘&ar sh,
2.2 TI%BQ‘M Framework
2.2.1 Contingency Theory

Contingency theory is a management approach that suggests that the effectiveness of an
organization's administration depends on the specific context and demands of the situation.

According to this theory, there is no one-size-fits-all approach to administration, and effective
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administration depends on matching the right administrative style to the specific demands of
the situation®. The theory is based on the idea that different situations require different
approaches to leadership and management. For example, in a crisis situation, a directive and
autocratic leadership style may be more effective, while in a stable and predictable environment,
a more participative and democratic leadership style may be more appropriate?!. Ir& context
of a university, contingency theory can be applied to understand t inistrative
effectiveness by considering the unique demands and challenges of the i\g@y environment.

For example, a university may face challenges such as changes %@lg, changes in student

demographics, changes in academic programs, and competifi m other universities*?. To
address these challenges, the university's administration @ be able to adapt its approach to
leadership and management to meet the specific of the situation. Contingency theory
also suggests that effective administrators m% exible and able to adjust their approach to
leadership and management based on @Clﬁc demands of the situation. They must be able
to assess the situation, identify tKggc\Vant factors, and choose an appropriate approach to

leadership and management ﬂr&eets the specific demands of the situation®?.

Contingency theory %ggs that the administrative effectiveness of a university is influenced
by the specifi c:\e'xt and demands of the situation, including institutional factors and
education latory laws. These factors play a crucial role in shaping the environment in
which\@ university operates and can impact the administration's ability to effectively manage
the university. Institutional factors, such as the size and complexity of the university, the type
of students and programs offered, the university's history and culture, and the level of
competition, can impact the administrative effectiveness of the university?>. For example, a

large and complex university may require a different approach to administration than a smaller
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and simpler university, and a university with a history of innovation may have different
administrative challenges than a university with a more traditional culture. Educational
regulatory laws, such as accreditation standards, financial aid regulations, and privacy laws, can
also impact the administrative effectiveness of a university. For example, changes in
accreditation standards may require the university to modify its programs and proces& to meet
the new standards, while changes in financial aid regulations may impact the u@ity’s ability
to attract and retain students. The university's administration must be a%&lg@pt its approach
to leadership and management based on the specific dema the situation. The
administration must assess the situation, identify the relevant @)r and choose an appropriate
approach to leadership and management that meets the ﬁc demands of the situation. In
conclusion, the contingency theory highlights e’@rtance of considering institutional
factors and educational regulatory laws wh%%ating the administrative effectiveness of a
N

university. Effective administrators able to adapt their approach to leadership and

management based on the speciﬁc@nds of the situation, in order to ensure the success of

the university?*. * \AQ

2.2.2 Institutional T&r
N\

Institutional&gf is a social science perspective that seeks to explain how formal and
informa@’btutions shape behavior and outcomes in society. It argues that institutions, such as
laws, norms, and values, play a central role in shaping the behavior of individuals and
organizations?. Institutional theory is a sociological perspective that focuses on the role of
institutions in shaping organizational behavior and outcomes. According to this theory,

institutions, including universities, are shaped by the norms, beliefs, and values of the broader
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society and by the rules, regulations, and practices of the institution itself. Institutional factors
play a critical role in determining the administrative effectiveness of a university. These factors
include the university's culture, norms, policies, procedures, and practices?®. They shape the
way in which the university operates and can impact its ability to achieve its goals. For
example, the university's culture, which is shaped by its history, traditions, and {lues, can
impact the administrative effectiveness by affecting the level of motivation an, mitment of
students, faculty, and staff. A culture that values collaboration, innovatk&(qgstudent success
is likely to foster a positive and productive environment tha ports administrative
effectiveness®’. The norms of the university, or the unwritten @%expectaﬁons that govern
behavior, can also impact administrative effectiveness@ example, if the norms of the
university discourage collaboration and encoura%ﬂ@etition, it may be difficult for the
university to achieve its goals and provide %ve and supportive educational environment
for students. Policies and procedurgxu%another key institutional factor that can impact
administrative effectiveness. The &% and implementation of policies and procedures can
affect the efficiency and effe\’&zness of the university's operations, including areas such as
enrollment, student serv\% and research. A well-designed and effectively implemented policy
and procedure (.rfﬁ( can support the university's ability to achieve its goals®®. Finally, the
practices ofé@ university, such as its approach to resource allocation, can also impact
admi@ve effectiveness. For example, a university that prioritizes funding for research over
funding for student services may struggle to meet the needs of its students and may experience
lower levels of student satisfaction. In conclusion, institutional theory highlights the importance
of considering institutional factors, such as the university's culture, norms, policies, procedures,

and practices, when evaluating the administrative effectiveness of a university. These factors
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can impact the university's ability to achieve its goals and must be taken into account when

making decisions about the administration of the university?®.
2.2.3 Systems Theory

Systems theory is a holistic and interdisciplinary approach to understanding complex systems,
including social, economic, and natural systems. It views a system as a set of Qﬁnnected
and interdependent components that work together to produce a collective CQCJQ The theory
emphasizes the importance of understanding the relationships amor@%components and the
interactions that occur between them?®. Systems theory can be u$ explain the relationship
among autonomy, educational regulatory laws, insti factors, and administrative
effectiveness in Nigerian universities as a complex %Qterdependent system?’. According to
systems theory, the components of a system a@nelated and interact with each other to
produce a collective outcome. In the ¢ § igerian universities, the components include

autonomy, educational regulatory la\@) titutional factors, and administrative effectiveness®!.

Autonomy, as one of the Corgz’t&lts, can be seen as a mediating factor between the other
components, affecting l%%atory laws and policies, institutional factors, and administrative
effectiveness, and \\?'%eing influenced by them in return. For example, a university with a
high degree of autehomy is more likely to have the flexibility to make decisions that are in line
with its @and values, and that meet the needs of its stakeholders. However, its autonomy is
also h&tnced by the regulatory laws and policies that govern the higher education sector, as
well as the institutional factors, such as the culture and traditions of the university, and its

resources®?. The educational regulatory laws and policies, in turn, are shaped by a variety of

factors, including political, economic, and social considerations, and they have a significant
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impact on the level of autonomy that universities enjoy. Institutional factors, such as the culture,
traditions, and resources of the universities, also play a role in shaping the autonomy of the

universities, as well as their administrative effectiveness.

Administrative effectiveness, as the final component of the system, is closely tied to the other
components, particularly autonomy and regulatory laws and policies. A universi ith high
levels of autonomy and favorable regulatory laws and policies is 1 ely to be
administratively effective, delivering high-quality education and me®ting the needs of its
stakeholders®?. Conversely, a university with limited autono anavorable regulatory
laws and policies is more likely to struggle to be administra effective, limiting its ability
to deliver quality education®’. In conclusion, systems t@ rovides a holistic perspective on
the relationship among autonomy, educational @atory laws, institutional factors, and
administrative effectiveness in Nigerian u@mies, highlighting the interdependence and

interrelatedness of these components agd,the, collective outcomes they produce.

2.3 Review of Empirical St\@'

2.3.1 University Autorbb and Administrative Effectiveness

University auto '%{ ers to the independence and self-governance of universities, and is
considered @mal factor in higher education institutions’ ability to pursue their academic
missi n%%o respond to changing social and economic needs**. Administrative effectiveness
refers to the efficiency and effectiveness of university administration in fulfilling its various
responsibilities and functions®*. Autonomy and accountability are among the key topics that
have been shaping the European higher education landscape over the past years. Recently,

these issues have acquired renewed importance for both higher education practitioners and
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academia in the context of the intensifying public discourse on efficiency and effectiveness and
the related targets that funders and policy-makers set for universities across Europe in view of
declining public funds and other external pressures®. Efficiency and effectiveness are also part
of the EU priorities for higher education and research, reflected in the EU Strategic Framework
for Education and Training until 2020, the Renewed EU Agenda for Higher Educat'& and the
Reinforced European Research Area Partnership for Excellence and Growt onomy has
been discussed in several theoretical and practice oriented studies as p&yndition for the
capacity of higher education institutions to be efficient and ef; 6@3 . Previous research
concluded that “universities must be autonomous and albtoé’ndependently shape their
governance structures within agreed accountability fram ks in order to be able to react
more effectively to external challenges, addres @ and economic needs, and manage
resources in a more strategic, efficient and eﬁ(&@%way” 38 While there has been some general
acknowledgement of the link betwee? sad'%omy and efficiency of universities, there has been
little research so far on the intern. g\‘}hanisms of this relationship, particularly, considered
through the prism of institﬁ@%autonomy in various fields, such as organisation, staff,

finances and academic @rs.

Academic autonomyrhas taken into account responsibility for curriculum design; The extent to
which uni les are autonomous to introduce or cancel curricula and determine academic
structises; The overall number of students; Admission criteria; Admissions by discipline;
Program evaluation; Evaluation of learning outcomes and teaching methods®®. Research on
academic autonomy and performance first emerged in the United States in an era of declining
public support for universities combined with increased regulation and state control. In this

regard, various studies have examined the relationship between governance, autonomy and
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performance, but several questions arise when we examine this literature*®. In fact, there is a
lack of empirical evidence of a link between autonomy and performance*'. An author argues
that more autonomy leads to better performance of higher education institutions and to the
promotion of a wide differentiation and competitiveness between higher education institutions
at national level and internationally*?. It also adds that autonomy is a fundame&element

linked to improving quality, efficiency and effectiveness. OQ

Several studies reports that autonomy leads to better performance in tﬁ'qer ities**+% Some
show that autonomy has positive effects on the strategic behavi demic institutions, on
the diversity of the system, on the socioeconomic reactivit elevance of higher education,
and on The quality of the primary processes of educattQQTo succeed, it was observed that
academic staff must be involved in university @%n-making. Universities need the full
participation of academic staff in the d-making process, and better guarantees of
academic autonomy*®. In this respect; @hty in the development of the program is another
aspect of academic autonomy th@u greatly benefited the academic community. Indeed, the
.
majorities of institution d@%n-makers announce that universities could launch their new
N

programs and activ,el&

the learning ne@ the community*’. The university may also make decisions regarding the

r learners to serve their needs, enabling institutions to better serve

establishn% a quality assurance system at the institution. All university departments are
respo}& for designing and updating programs, evaluating students, collecting data, and
making frequent self-assessments of their work. Thus, a study shows that this practice has had a
positive impact on improving university performance by improving the performance of
education®. On their part, a similar researcher, he analyzes the policies of change in the new

governance structures in higher education in China and their implications in education
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systems’!. The study based on an analysis of changes at the national level and a detailed
examination of one of the public universities. The results showed that freedom in curriculum
development, curriculum design, and freedom to decide research priorities and academic
programs have enabled the development of academic performance in a meaningful way®'.

According to a study, the ability to decide on key issues related to student selection &mission)

is an important part of academic autonomy>2. OQ

Studies have shown that university autonomy is positively reld(Kd administrative
effectiveness, as greater autonomy allows institutions to make de Qas that are tailored to
their specific needs and circumstances. This can lead to im rresource allocation, enhanced
organizational structures and processes, and a mﬁ namic and adaptive academic
environment™. In addition, autonomy can provid@ersities with the flexibility to develop
and implement innovative programs and ins@s that address the evolving needs of students,
faculty, and society®*. However, s@%‘ dies have also highlighted potential challenges
associated with university autc@ny, including limited accountability and transparency,
.
conflicts of interest, and n@l access to resources and opportunities for students and faculty.
To mitigate these risk Qly countries have implemented mechanisms for external oversight
and regulation @iversities, such as accreditation processes, performance evaluations, and
public funding/criteria®. Overall, the literature suggests that while university autonomy is a
nece&sa; condition for administrative effectiveness, it must be balanced with accountability
and transparency measures to ensure that institutions are fulfilling their public responsibilities
and serving the wider community. In conclusion, university autonomy and administrative

effectiveness are complex and interrelated concepts that have received significant attention in

the academic literature. The evidence suggests that while autonomy is essential for effective
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administration, it must be accompanied by effective oversight and regulation to ensure that

institutions are serving their public purposes and advancing the common good.

Every organization is created with specific goals and objectives in mind, and educational
institutions are no exception. It is commonly asserted that education serves as a catalyst for
transformation, and, as emphasized by the World Bank, education is foundai&kil to the

development of knowledge, economy, and society in all nations®. eless, the

achievement of these commendable objectives, particularly in the higﬂl&eucation sector of
certain developing nations like Nigeria, faces various challenge challenges encompass
insufficient resources, including human resources, mate finances, and technology.
Additionally, issues such as corruption, external cc& ity interferences, and the work
attitude of academic staff further impede prog& One of the crucial prerequisites for
effectively realizing goals in any organiza&f\\@entity is ensuring the adequate welfare of its
staff. A well-managed organization # &&zes the significance of the average worker as the
primary source of quality and @&uctivity improvements. The substantial increase in the
number of schools acro @Vels of the education sector in Nigeria, coupled with limited
resources to address this s rge raises concerns among stakeholders about the quality of output
from these 1nst t1 owever, this study focuses specifically on the academic staff in these
universitiq@b previous study highlighted the pivotal role of teachers in student learning,
emp}hﬁ;mg that the success of any educational system hinges on factors such as their quantity,

quality, and dedication®’.

In the university setting, lecturers have three fundamental roles: (1) delivering instruction, (2)
conducting research, and (3) providing community services’®. These fundamental

responsibilities are integral to the attainment of university objectives, and their fulfillment is
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contingent upon the provision of requisite resources, a concept that Vroom termed motivation.
In the context of this study, needs are regarded as any factor or combination of factors that can
induce a worker to exert effort or energy, driving them to take actions aimed at realizing both
personal and organizational goals®. The objectives of the university, including student learning
and the cultivation of skilled graduates to drive national development, face challenwhen the
foundational element, the teachers, exhibit unfavorable attitudes tow, their core
responsibilities. The effectiveness of an organization is measured by its Clgyty to attain its

goals; a truly effective organization ensures a spirit of con, commitment, and
S

satisfaction pervading its sphere of influence. Commitment, i@ ntext, is delineated across
three dimensions®!: A robust desire to maintain members@within a specific organization. A
readiness to invest high levels of effort on behalf %Qrganization. A well-defined belief in
the acceptability of the values and goals of %@anization. Individuals enter work situations
with diverse expectations, and when Ekxe&ter the workplace, they encounter others with their
own expectations. Positive individ&&}ﬂ group expectations serve as beneficial factors for
workers. The underlying pri'n@ 1s to create a scenario where individual needs are satisfied
while the organization%eves its established goals and objectives. Behavior is primarily
encouraged thrfg@ive reinforcement by managerial positions, considering the needs and
aspirations %@e workers. Attitudes exhibited by workers are shaped by the workplace
envi%%’?Attitudes are significant determinants of behaviour as they are interconnected
with perception, personality, and motivation. They consist of three components: emotions,
cognition, and behaviour. Job satisfaction, an attitude held by individuals about their jobs, is

influenced by their perception of various work environment factors, such as working conditions,

policies, and procedures. Negative attitudes often stem from dissatisfaction, which can manifest
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in various ways®2. Indiscipline and general apathy are negative attitudes exhibited by workers
to reinforce their stance. Effectively managing these traits requires a comprehensive

understanding of the individuals involved and the broader societal context.
2.3.2 Issues of Institutional Autonomy in Nigerian Universities

ASUU (Academic Staff Union of Universities) has experienced multiple instﬁ%f being
banned and subsequently unbanned. Throughout these episodes, numerotis emics have
faced dismissals, retirements, and, in some cases, unjust incarcerati ’s&@r teaching subjects
that may not align with their original employment terms®. I@ , a total of forty-nine
academic staff members at the University of Ilorin were di for their participation in the
nationwide strike organized by the Academic Staff @QNigerian Universities®. In 2010, the
governor unilaterally dismissed the vice-chance Ambrose Alli University, subsequently
appointing an acting vice-chancellor. In 20}’\&6 state house of assembly removed the bursar
and registrar of the same university%\' lar scenario unfolded at the University of Lagos,
where disputes and interferenc Q‘y%in the Governing Council arose. The council showed a
strong inclination to re%@ Vice Chancellor without adhering to the processes outlined in
the university mi.sq@wous act, disregarding the necessary concurrence and input from the
Senate and Vrgm} This raised concerns about issues related to autonomy and undue
interfere@r highhandedness®. Many universities in Nigeria are currently under the control
of the Féderal Government, State Governments, and some are managed by private individuals
and corporate organizations. Despite the autonomy embedded in the laws establishing these
universities, both the government and its agencies, as well as proprietors, have consistently
imposed conditions of service and bureaucratic, autocratic rules dictating how the universities

should be managed®. The erosion of university autonomy is evident in various areas, and one
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significant example is the appointment of vice-chancellors. Traditionally, this responsibility
had exclusively belonged to the governing councils of universities®’. However, with the
enactment of Decree No. 23 in 1975, when the Federal Government took control of regional
universities, the authority to appoint and remove vice-chancellors was vested in the head of
state or the Federal Military Government, as applicable. Subsequently, the appoin&ﬁ of the
Vice-Chancellor evolved into a political process, and the university visitor of State or
Governor of the State) now holds the ultimate decision-making authori ist regard®®. Due
to this shift in authority, vice-chancellors gradually became more cle to the university
visitor. Another factor influencing university autonomy is b%ishment of the National
Universities Commission (NUC). The senate, comprisim%istrars, all professors, heads of
departments, and faculty representatives, is resp %&br making academic decisions and
overseeing their implementation®. The estab{@%{lt of the National Universities Commission
(NUC) in 1962, and its reconstitution. J{K' 74 through Decree No. 1, marked a shift in its role.
Initially focused on ensuring the &&}y development of university education, maintaining
standards, and ensuring adéq& funding, the NUC transformed into an agency with the
authority to dictate curr@ and control the admission numbers of universities. The subsequent
decree, Decree @5, and its amendment in 1988, further eroded university autonomy by
expanding t%ﬁunctions of the NUC. Section 10 of the decree granted the commission the
powe\tgp minimum standards for all universities and other higher learning institutions in the

federation, as well as the accreditation of their degrees and academic awards’.

The introduction of the quota system, also known as "federal character," represents another
erosion of university autonomy, as highlighted in a study. This system, embedded in the 1979

constitution, aimed to address recruitment imbalances that historically led to one ethnic group
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or state supplying the entire personnel for federal parastatals, including universities. The
objective was to ensure equity and fairness in the admission process. Consequently, universities
are compelled to admit students not solely based on merit but in accordance with the quota

system stipulated by the government’!72,

2.3.3 Educational Laws and Administrative Effectiveness Q\

In every organization, there must be a set of rules and regulations, akin to ldwsythat govern the
conduct and daily operations of the establishment's activities’®. Thes ’%Q and regulations are
designed to establish a framework for controlling the behavio%d activities of members
within the organization. The ultimate purpose is to main and order, thereby creating a
conducive environment for the efficient and effective Qﬁevement of the goals and objectives
of the organization’®. Laws governing higher tion institutions play a crucial role in
defining the roles and responsibilities of| %\&s administrative bodies, including boards of
trustees, faculty senates, and studeé@cils. These legal frameworks also influence the
decision-making processes ,ofﬁ%cS groups. Moreover, laws regulating the allocation of
resources, such as fund@research, facilities, and personnel, have a significant impact on
the institutions' abi{& achieve their administrative goals’.
C

In contempo@ institutions of learning, the incorporation of laws has become integral to the
daily\@{mg process. Educational laws encompass areas of the law that pertain to schools,
teachers, and the rights of learners to public education. These laws also establish standards for
students attending private schools. A fundamental principle of education laws is the mandate

that every child should be afforded the opportunity to receive an education’®. Education law

refers to the segment of the legal system within a state, country, or city that specifically governs
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educational entities, including both public and private schools as well as universities. It
encompasses a set of regulations and guidelines designed to address various aspects of
educational institutions, their administration, and the rights and responsibilities of students,
teachers, and other stakeholders in the educational process’’. Globally, the utilization of
education law to fulfill the primary purpose of education has been acknowledged ﬁucial for
the optimal functionality of every educational system. Education laws pl ey role in
ensuring peace and order within the school system and contribute to ffectiye and efficient
teaching and learning. The school authorities, including teacher as the pivot around
which the achievement of educational objectives revolves ievement is contingent on

their full awareness and understanding of the content @;e laws guiding the educational

system’8, 6%

Education laws serve as guiding principle s@g‘ the administrative and academic activities
of an educational institution. From % perspective, education laws constitute a specific
domain within jurisprudence tha@&ters on the legal aspects of educational activities within
institutions of learning. @ aws help establish the framework for the functioning of
educational 1nst1tut10 g define the rights, responsibilities, and regulations applicable to
various stakethey\ including students, teachers, administrators, and governing bodies”. The
quotation Alexander, as cited, views education laws as a comprehensive term
enco%p@asing various legal subject matters, such as contracts, property, torts, constitutional
law, and other areas that directly or indirectly impact the educational and administrative
processes within the educational system. This perspective suggests that education law extends

beyond mere educational edicts and regulations. It is a multidimensional field that addresses

legal aspects influencing a wide range of activities within the educational setting. The
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overarching significance of education laws lies in providing a legal framework that governs the

diverse activities conducted within schools’.

Education laws can be defined as those laws specifically enacted for the planning, organization,
administration, facilitation, and control of the education industry. These laws play a crucial role
in educational institutions, which function as social organizations with staff, ents, and
various groups. The legal framework provided by education laws helps st (@a d regulate
the diverse aspects of the educational system, ensuring proper planlﬂ\gganagement, and
delivery of education services®’. Education laws refer to legislati d explicitly to oversee
the planning, organization, administration, facilitation, and re@ion of the education industry.
Within educational institutions, which function as Q{ia organizations, these laws hold
paramount significance. They establish a legal fra@ﬁk for the collaborative efforts of staff,
students, and various groups as stakeholde@ working collectively to achieve educational
objectives®!. Education laws primaril;&@%x around the legal doctrines of in loco parentis and
vicarious liability to ensure the &@c maintenance of discipline among both staff and students.
.
This legal framework e t@to various aspects, including sources of funding for school
organizations to acquite réSources. Additionally, education law addresses the prerequisites that
teachers and 0@6’ and staff must fulfill to be certified, trained, hired, retained, and
terminated: eover, it encompasses provisions to prevent any form of discrimination within
the r% of education, whether it pertains to the hiring process or the education of students®?.
An illustration of how education law directly affects individuals is evident in the stipulation
that disabled individuals must not face discrimination in the educational process. They are

entitled to receive all reasonable accommodations necessary to enable them to learn the same

subjects in the same facilities as students who are not disabled. Education law also addresses
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matters related to teachers' unions and the segregation of students. These education laws are

typically adhered to and enforced by both the Federal and State Ministries of Education®.

While having a policy to guide and regulate the operations of the educational system is crucial
for achieving set goals, the paramount importance lies in the actual implementation of this
policy. The responsibility for policy implementation falls on the activities carr@t within
schools by the active members of the school community, including princi @e chers, and
learners. To ensure that these stakeholders align with societal expectati&it s imperative that
they work in a conducive atmosphere®*. Therefore, laws play a ¢ e in preventing a state
of anarchy and creating an enabling environment for stakeh in the education industry to
excel. The absence of these laws would result in ana , 4 condition of lawlessness, as the
level of indiscipline among these stakeholders \@ likely be high®. Furthermore, in the
absence of laws within schools, there is a rix\l\&achers and students may not adhere to their
legal obligations. Therefore, for the %@e administration of schools in Nigeria, principals

must prioritize the enforcement @ducation laws. This enforcement is essential to create the

N

necessary atmosphere %@aing the operational goals of the schools as outlined in the

"N

National Policy on E%t n®s,

Education laws\play a pivotal role in shaping the organizational structure, governance, and
operation iversities, exerting a direct influence on administrative effectiveness. These
lawsWally establish the framework for the missions, policies, and procedures of universities,
and their impact can be profound, significantly affecting the efficiency and quality of
administrative practices®’. An author delves into the examination of public policies and their

implementation, discovering that the process of policy formulation and its execution demands

considerable human time and energy, as well as substantial state resources in terms of both
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financial investment and material resources®®. As per the author's findings, policies that are
theoretically feasible to implement are formulated; however, the implementation process is
hindered by challenges such as an unstable political climate, corruption, inadequate
remuneration of teachers/civil servants, and violations of civil service rules. These issues
significantly impede the successful execution of policies®. Similarly, another autlxonducts
an investigation on law and education management, utilizing 500 responden employing
chi-square as the method of data analysis. The principal ﬁndinx&o‘we around the

observation that the management of schools has become p oively intricate. This
complexity is attributed to the heightened awareness of legal Qﬁong parents or guardians,
students, and teachers, resulting in an increased propen@or litigation®®. Furthermore, the
author uncovered that contemporary courts acti%f@age in the management of schools
through their decisions, indicating a not %uence of judicial rulings on educational
institutions®®. According to the authgr&uggests that the era of legal ignorance in school
management is obsolete, emphasizi{gj\at ignorance is not considered an excuse in the realm
of law®. The author argues thafsghool heads must be held accountable for all acts or omissions
resulting from their ne@@we. Another study highlights that the landscape of legal issues in
elementary sch(ﬁ/\%undergone significant changes over the past 25 years, substantially
altering the %‘of principals. In 1975, a decision by the US Supreme Court laid out three due
proc% idelines for short-term suspension®. The decision mandates student notification of
charges, an explanation of evidence, and an informal hearing for short-term suspension.
Principals are advised to establish a written discipline code that includes these elements along

with any relevant state laws. The authors emphasize that principals should be vigilant about

legal issues and their implementation, particularly in emerging areas such as special education,
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and be attuned to the evolving characteristics of families and other pertinent factors®!. School
leaders must comprehend the legal relationships inherent in the governance structure of public
education. To mitigate the risk of litigation, they must also address significant areas of concern,
including the legal dynamics between principals and teachers, program management, and legal
liabilities. This approach aims to instil order and coherence in the secondary school s«stem”.

Furthermore, education laws can exert an influence on the quality of hig ucation by

setting standards for the accreditation of universities and programs, and egle)tmg criteria for

student admission and graduation. These laws play a crucial role 'uring that institutions
deliver high-quality academic programs that adhere to %standards, consequently
bolstering the reputation and competitiveness of the instis. In certain instances, education
laws may also tackle matters of equity and acces %Qpassing provisions for students with
disabilities, safeguards against discrimina%’é support for underrepresented groups®:.
These provisions can play a cmcigl&in fostering diversity and inclusivity in higher
education, contributing to a moﬂc‘gl\pportive and inclusive academic environment that
positively influences adminfs@%effectiveness. However, the impact of education laws on
administrative effective\é can also be adverse if the laws are excessively restrictive or
generate conﬂi(’n}@}ls and expectations®. For example, if laws excessively dictate the
governance @cture of universities, they might curtail the flexibility and creativity of
instib{}%’ impeding their capacity to adjust to evolving circumstances. Furthermore, laws
imposing overly burdensome regulations on universities, such as extensive reporting and
compliance requirements, can divert resources from other critical administrative functions,

including student services and research support®™. Education laws exert a profound influence on

the administrative effectiveness of higher education institutions. While they can establish a
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framework for effective administration, they also have the potential to introduce challenges and
limitations. Therefore, it is crucial for policymakers and educational leaders to thoughtfully
consider the implications of these laws and strike a balance between the benefits of regulation
and the imperative of institutional autonomy and flexibility. This approach ensures that

education laws contribute positively to the functioning of higher education 1nst1tut10

2.3.4 Quality Assurance in Nigerian University Education and the Nati (@%mversmes
Commission (NUC)

The importance of university education in nation-building cannot be phasized mostly in
the area of knowledge creation and dissemination. Corroboratin@view, a study noted that
education in general and university education, in particu damental to the construction
of knowledge economy and society in all nations®®. On@is premise, every nation of the world
seems to be much concerned about the global ac ility of university education. Similarly, a
study saw university education as a catal *timulate other levels of the education system
and enhance its contribution to theeg;\xl ment of the whole educational system, notably

through improved teacher edpc{%; curriculum development and educational research®’.

The aim of estabhshlng\leeducatlon or university education is to provide a very sound and
qualitative educati enable the products of the system to function effectively in any
environmen gﬁch they find themselves. However, these aims are to be achieved through
teacl@@arch and dissemination of existing new knowledge and the pursuit of service to
the community®®. The significance of University education is probably responsible for the
interest shown by the various governments in this sector of the educational system. This is

reflected in the situation where until the year 2000, all universities in Nigeria were public

universities. Thus, from historical perspectives, Nigeria governments have recognized the
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pivotal role of university education in national development. The huge capital outlay of
University education and its importance make quality enhancement of higher education the
focus of agenda by governments. In most parts of the world, the quality of university education
has become a universal concern since modern technology has transformed the world into a
global village®. It was also noted that education is no longer just a personal possessi&but also
an asset that is marketable internationally. The quality of university educatidod is often a
reflection of the performance of university graduates in the labour markety which is also
dependent on the quality of academic Programmes offered by t eous universities'?, A
study also described the state of Nigerian universities in the 6®$& greater part of the 70’s
as conducive for teaching, learning and research. In a @ar vein, similarly, observed that
during the early post-independence era, the Nige&a’@ersity system acquired and retained
national and international recognition. The@g environment, the quality of learning, as
well as the quality of the products of: *iversities were all considered good enough within
the constraints of a developing 1&5@1\ However, the prevailing situation in the Nigerian
education systems shows theftsa&s not well with the system; for instance, Also, a study noted
that Universities in Nig@%are in crisis as there is less money to spend on teaching, research
and community(’cj\’f@%lnadequate funding of public universities in Nigeria is a prime causal
of other pro%ys that have undermined the quality of university education. Nigeria’s recent
alloc@’?&lre for education diverge sharply from regional and international norms!’!. For
instance, UNESCO’s World Education report (2000) indicated that for 19 other countries in
Sub-Saharan Africa, education expenditures averaged 5.1% of GDP and 14.3% of government
expenditure. In fact, Nigeria’s funding efforts for education is low!'%2. Out of a national budget

of 765.1 billion naira, only 13.9 billion was allocated to education, representing 1.83%'%. The
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resultant effects are a dearth of library books, shortage of qualified staff, dilapidated buildings,
and obsolete equipment. Poor laboratory, poor working conditions, enrolment explosion,
cultism, poor research culture and general apathy to work or to learn. A university that is
plagued with the aforementioned issues cannot produce the manpower required for the
development of the nation. In this era of globalization and massification of educatk&Nigeria
cannot afford to run a university system that compromises quality if it is t@pete in the

global economy. Hence, this paper is aimed at discussing quality @Q@e in university

education and the roles of the National University Commission @n maintaining quality

in the university!'%4,

2.3.5 Quality Assurance and its Relevance to Univel@ucation

Quality in Nigeria University education is a mu%%ensional concept that should embrace all
its functions and activities in teaching and\\&emic programmes. Research and scholarship,
staffing, students building, facilitiesé&p ent, services to the community and the academic
environment'®. Quality assur: in Nigerian universities, according to a report, is a
continuous process of i@e\ent in the quality of teaching and learning activities that will be
achieved through e@iing mechanisms that are internal and external to the universities. It is
ensuring t 0V1s10n of the minimum academic standards is attained, maintained and
enhanceQ study identified five different ways of measuring quality in Higher Education.
Thes ¢ in terms of i. the exceptional higher standards ii. consistency (zero detects and
getting it right the first time); iii. the meeting stated purpose iv. value for money and v.
transformation of the participants. The concept of quality of education’ when considered in
terms of value for money, could be viewed from the perspective of parents and employers of

labour!?
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It was posited in a study that an approach to measuring the quality of a product is when it meets,
satisfies or is worth the value for money paid on such products and could also be measured
based on the transformative approach. This refers to the empowerment of the students through
the learning process or institutional changes which might have transformed the students during

the learning process!®®

. The study also remarked that quality is something everyon@sidered
good and wants to have in order to achieve stated objectives. Different ap es such as
quality control and quality assurance are used interchangeably'”. A stud ogie‘wed that quality
assurance is a condition that leads to the achievement of transp r@ as it will ensure the
quality of academic teaching of the curriculum, structural b@%nd computers. However,
the common ways of assessing quality in university edu@a are to assess (a) the quality of
inputs which comprises the admission process; ﬁ@g procedures, quality of facilities,
curriculum and students’ services. (b) The ﬂ%lon process and (c) the quality of outputs.

Hence, the National Universities Cor@on was set up to ensure quality in the Nigerian

Universities system!'!°. c‘)\

2.3.6 Institutional Fact&s@\ﬁdmlmstratwe Effectiveness

A number of resean&h%ork has been carried out to identify and examine the myriad of factors
that accoun or(ﬁhl decline in the performance of students in Public Universities in Nigeria.
This ha@%me imperative because students’ performance has far-reaching implications for
their%‘gonal and professional lives as well as their academic self-esteem and perseverance in
the University system. Students’ performance plays an important role in the country’s
economic and social development. It also determines the degree and nature of their
participation in community life!!!. This literature review therefore provides a brief examination

of some of the factors that could influence students’ academic performance.
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Underfunding of Nigerian Universities has limited their ability to effectively and efficiently
perform their traditional duties of teaching and research and has also affected their capacity to
improve the state of their physical facilities which are crucial to teaching and research''2. Thus,
students’ performance has dropped because the factors that previously enhanced the
performance of Universities have been negated. Apart from underfunding, a con&ination of
factors influencing academic performance could vary from one academics%onment to

another and from one cultural setting to another. For instance, students;ghglgeristics such as
their age, entry qualifications, self-motivation and work e@u
performance!' '3, 0

b

Other studies identified students’ efforts, parents &;;ation, family income, learning

d impact on their

preferences, class attendance and entry qualiﬁ%’rgs as factors that significantly affect

students’ academic performance in Various‘@gs”“’“i”é. Some other studies confirmed that

students with strong work ethics are 9@ committed to their work, more dedicated, focused

and tend to perform better than @speersm’ 18 Thus the role of individual students’ efforts
.

N

towards enhanced perfc@cannot be over emphasized. In view of this, an author posited
p

that students themsg&

opportunities a@le within their academic environment''®. He recognized the importance of

y critical roles in getting good grades and must therefore explore all

class atte in enhancing students’ performance. He found that in his economics class,
studv}iVWQ‘lo attended class regularly made the highest grades'?. He however attributed the
decline in class attendance to assessment pressures, poor method of delivering lectures, web-
based learning approaches and timing of lectures'?!. Others argued that students, who seek
employment to be able to meet up with academic financial obligations, are bound to be

exhausted from working and consequently miss classes'??. Although another author found that
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age and gender influenced academic performance in varying contexts and noted that mature
students performed better than the younger ones, he however observed that this comparison
depended on the subject matter and types of assessment used'?’. An author found that female
students outperformed their male counterparts. They attributed this partly to female students
being more conscientious and less likely to miss lectures!?*. Other determinants &tudents’
academic performance according to a study include: students’ academic back d, changing
academic goal, inability to manage normal schoolwork and lack of basic n&p mental skills.
The impacts of these determinants vary with context and not a rs are relevant for a
particular context!'?>. Apart from traditional variables of stu forts, an author noted that
institutional environment and facilities have significant 1m@ on students’ performance'?®. For
instance, it was claimed that a reduction in class-si e@ enhance learning, while availability
of adequate research equipment and teachin@rbrials could significantly improve students’
performance'?’. They also maintained ﬁ\ent teacher ratio, physical resources, equipment
and teaching aids have significant aég n academic achievements. In the same vein, an author
opined that a physical env1r0®nt with improved facilities provide comfort, security, better
understanding of cours@l can be dramatic in terms of increased learning and performance!?®,
They further e ﬁs@ that a social interactive environment encourages participation and
enhances st@ts’ creative skills. According to them an interactive environment in which
studo%%p given the freedom to choose tasks, supported for unusual ideas, taught to learn
from failures and encouraged to participate in decision making enhance their skills and
achievement. Physical resources and staff competence are important in determining the
performance of students'?. An author emphasized the fact that effective teaching results in

better learning outcomes and increases students’ quantitative academic outcomes!'*’. Hence
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improving teacher quality can be used as a tool in increasing students’ achievements'*®. The
researcher further affirmed that teachers’ ability and competence prove significant in improving
students’ performance and that instructors’ teaching style enhances understanding of concepts
taught'3°, He suggested the need for Universities to provide some of the following physical
facilities within its environment to enhance performance: conducive hostel fa&es with
inbuilt study rooms, special facilities for the physically challenged who ter greater
academic challenges, career centre designed to provide career counseli&g(ggylties, equipped
libraries and provision of computer and internet facilities'3?. A @ese according to the
author combine to promote students’ educational growtt@ other author opined that
lecturers play crucial roles in promoting educational growd performance. He affirmed that
teacher’s qualification, knowledge of the subject %(%,Qnthusiasm, interaction with students,
method of lecture delivery and encouragin@%&cipaﬁon in discussions have positive and
significant impact on students’ achie.vg&ts I. He therefore recommended the need for the
use of appropriate teaching method&,c&ilities and basic electronic components by teachers to
facilitate learning. They emf }Azed the dramatic effect this has on the students in terms of
increased learning and performance!*2. In the same vein, a related author recommended the
need for incluﬁ}%ﬂng and learning approaches responsive to the varying levels of
academic ne@ These according to them provide sites for interactions between staff, students
and i@tlonal structures. Since institutional facilities have a great impact on students’
academic performance, universities should be committed and willing to develop strategies that

can facilitate learning within their environments!*3,

Resources are very important in the development of qualitative education. The success or

failure of any system of education depends on the quality and quantity of resources made
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available to it and the use to which such resources are put!34. Teacher/Students ratio could be
used to measure the level of human resources input in term of number of teachers in relation to
the size of the students’ population. It is an indicator to determine the workload of a lecturer at
a given level of education. It is an important indicator of internal efficiency in the educational
system with respect to cost effectiveness and quality of education', Teacher/St{dent ratio
should normally be used to compare with established national educational poli Q\e National
Policy on Education in Nigeria recommended teacher/student ratio o n the primary

schools and 35: 1 for secondary schools but in the higher m%’ ere is no specific

number. A low teacher/student ratio suggests that each lectur be responsible for a small
number of students and it gives a higher relative access@tudents. A lower teacher/student
ratio signified smaller classes which have the t (Ye@ to enable the lecturer to pay more
attention to individual students which m@t to a better promotion rate and reduce

repetition rate and drop-out rate!36. &

It was submitted that some factor@a(?erlng students’ internal efficiency in our universities are
the fact that curriculum @rse system operating in our universities are not relevant to the
needs of the labour arket'3’. He stressed that the lecturers who are the executors of the
curriculum are not ﬁy involved in its design. This usually results in disparity between the
contents o urriculum and what is actually taught'3®. It was found that curriculum analyzed
shows\ﬂ;ﬂt the content of the minimum standard course description as laid down by the
National University Commission for Nigerian Universities agreed that with the course system
of European Universities but quickly stressed that it was not properly implemented in

Nigeria'*®. The fact remains that education is very vital to the pace of social, political and

economic development of a nation, it was described that nation growth and development is a
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determinant by its human resource!'*’. The provision of the much- needed manpower to
accelerate the growth and development of the economy has been said to be the main relevance
of education in Nigeria!4!. Teachers represent a large proportion of the input of an educational
system. The problem of teachers’ supply is not of simple numbers, it is a problem of quantity
and of getting the right quality. It was observed that teachers/lecturers are the h&bs of any

educational system that upon their number, quality and devotion depend on tl@chss of any

educational system'42, ’\QJ

2.3.7 Lecturer/Student’s Ratio and Administrative Effective

Teacher-student interaction has been regarded as one critical issues in the higher
education context. Learner-centered teacher—studentr@ionship helps draw attention to the
students and learning processes as critical to% nts’ learning outcomes'®. Relationship
between teachers and students influences t ts’ learning outcomes significantly An author
suggested that frequent faculty-stud @ct is the most important factor to motivate students
in undergraduate education. GQ%&y, active teacher-student interaction is positively related to
students’ academic and Quccess144 It highlighted that educators universally identify class
size as a desirable ﬁ'&ute of the educational system. Thus, this has raised widely reported
debate amonbgétlonal stakeholders such as academics, parents and policy makers over the
educatl(% nsequences of class size'#. Class size is refers to as students to teacher ratio per
classM as an educational tool that can be used to describe the average number of students
per class in a school'¥’. Class size equally means group which is a set of persons among whom
there exist a definable or observable set of relations. The word group then can refer not only to
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a set of persons but to a place where the interaction occurs'*®. It noted that class size has
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become a phenomenon often mentioned in the educational literature as an influence on
students’ socializing pattern and academic performance, quality of instruction, administration
and school budgets'®. The scholar added that class size is an administrative decision which
teachers have little or no control. A similar author described class size as a tool that can be used
to measure performance of the education system'*’. He remarked that optimum clw{size in a
school system implies rational coordination of educational infrastructures, subj o available
number of students in order to attain high level of productivity'>°. It w; ngﬂtained that the
issue of small or large class size can be counterproductive. In re @ and even local areas,
classes are found to be over-congested which is indeedgl dication of the dearth of
educational facilities in schools. The issue of large class s%and the associated consequences
is paramount. The phenomenon of large classes is 6&@)ming the vogue of senior secondary
schools in Nigeria and in most developi rbtries. The large class syndrome has been
attributed to the expansion in annua.l ’s{;%nts’ enrolment!®!. It was discovered that there is
tremendous increase in the enrolmﬁc@xf students and in the average size of classrooms in
Nigeria senior secondary scﬁo&%ese days from 30 - 40 students to 60 - 75 or even more'>!,
Though, open enrolmeﬁé schools is laudable, yet, the deficiency is in the corresponding
provision of é@ infrastructures, inadequate classrooms, short supply of teachers,
dilapidated s@tures and classrooms which look like poultry in some schools. Seats and desks
whic@asic classroom requirements are insufficient and in some senior secondary schools,
students are sitting on ransacked furniture and some even sit on bare floor!*?. The size of
classes has become increasingly unmanageable, leaving the teachers with the impossible task of
giving individual attention to the learner’s needs. The teachers' eye contact with the learner in

class becomes so dissipated that a number of poorly motivated learners can form small
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committees at the back of the class to engage in non-school discussion, while the teacher is
busy teaching. Continuous assessments are dreaded by teachers when they consider the
staggering number of scripts to be marked and recorded. In modern education, attention is
centered on the needs and comfort of the learner, how the learning is distributed by social
background and may be influenced by the structural and organizational properties o& school.
Thus, attention is centered on class size which allows pupils to learn ef ly without
disturbing one another. Often times, class size which implies number of, t\ﬁ@ys is seen as the
challenge teachers have to face in maintaining effective ¢ m management and
engagement. In a learning community based on social const 'éleory, the teacher acts as
a collaborator in the production of knowledge within theroom. The premise is that when
teachers help students construct knowledge thro%(&ssroom engagement. The number of
students in a class has the potential to in rblot just the students’ interaction pattern in
different ways but also the manage.rr&e&f such a class. Effective classroom management
implies more than eliciting stude@operation in maintaining order. It also implies that
worthwhile learning activitf&gaging to students are taking place continuously in the
classroom. In a well m@ classroom, the teacher prepares a physical environment suitable
for learning, decﬁ/@es of conduct, maintains student attention and participation in lessons,
and monito%;tudents’ assignments and progress toward the desired learning outcome!33.
Class%&cipline refers to the wide variety of skills and techniques that teachers use to keep
students organized, orderly, focused, attentive on task, and academically productive during a
class. When classroom discipline strategies are executed effectively, teachers minimize the
behaviours that impede learning for both individual students, while maximizing the behaviours

that facilitate or enhance learning'>*. He opined that to build effective classroom management,
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teachers should model appropriate behaviour and use appropriate classroom discipline

methods'>

. Class sizes have been incriminated as being responsible for the in conducive
teaching and learning environment!>®. On one side, classroom congestion in terms of large class
is blamed and on the other hand, low utilization of classrooms in the sense of small class size
have been identified as a common feature of senior secondary school in Nigeria. C@cts have
often appeared on the ideal class size. Students’ classroom engagement Qen enlisted
amongst key elements of educational success'>’. One way for studen shoulder the
responsibility for learning is for them to be the readers, writers, s &mteners thinkers in
the classroom through active classroom engagement!®, Stud %gement have been defined
as the level of participation and intrinsic interest that @dent shows in the classroom!'®.

Classroom engagement also involves both behav1%@ attitudes towards learning'®°. Some
studies have shown that class size have n@mshlp with pupils' classroom engagement
while some studies have shown that cl ﬁ\nave positive relationship with pupils' classroom
engagement!®'. Communication p&gg is vital to effective learning within a classroom
environment. Classroom 1nsf®n that produce positive result acknowledges the need for a
liberal use of non-ver}bcues, student involvement and term communication. Students’
involvement du*c.i\&a%room discussions typically fosters a healthy communication process!'®2.
Some studieéqve shown that class size have no relationship with classroom communication

whil@ studies have shown that class size have strong relationship with classroom

communication!¢.
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2.3.8 School Calendar Stability and Administrative Effectiveness

The quality of education offered by higher educational institutions in Nigeria in recent times

164

has deteriorated substantially'®*. This deterioration or incessant closures is due to strike actions.

The effect of these repeated closures of schools and academic programs on students’ learning

effectiveness can better be imagined than described. University education in Nigesia has thus

suffered serious setbacks as a result of teachers’ strike actions. This has a §bjected the

students to pitiable conditions, disrupting academic programs, givin&u nts’ undeserved

extension in their study years, poor students’ concentration on ¢ programs and poor

Conse @r, managing and planning
§>

academic, non-academic activities in Nigerian univec(e becomes very difficult or near

teacher-student relationships amongst others!®,

impossible. Strike usually takes place in response @loyee grievances, strikes are sometime
used to pressure governments to change pol’}@universities infrastructural development and
welfare of both Academic and non-A‘q&' ic staff union of universities. Strikes are often part
of a broader social movement ta@cae form of a campaign of civil resistance undertaken by
.
unions during collective b@mng. Strike consists of workers refusing to attend word and
picketing outside the &lace to prevent or dissuade people from working in their place or
conducting busﬁe;\\w'it their employer. Students strike sometimes supported by faculty not
attending s, such strike is intended to draw media attention to the institution so that the
grieva that are causing the student s to strike can be aired before the public. Though this
usually damages the institutions or government public image!®®. Disruptions in academic
programs serve as non-motivational factor to the students. It discourages them from learning. It

is not surprising therefore that during strike actions, most students are seen involved in diverse

activities such as sexual immorality, cyber scam, pool betting, unnecessary gossips, watching
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of films and reading comic materials for entertainment purposes rather than reading their books.
In the long run, they soon forget about academics and are no longer prepared for class activities
which negatively affect their learning capability'®’.It has been revealed that students across
various institutions of higher learning in Nigeria are constantly faced with industrial actions
either by the Academic or Non-Academic Staff, the disagreement or lack of understanding
between government and academic community often result in deadlock th. lly disrupt
academic calendar!'®®, The author concluded that an effective learning o’r<€g_mnced academic
performance is achieved by successful covering of the course o timely and before the
examination'®. This is rarely achieved with strike action in @%Ven the above review, it
can be deduced that strike by either Academic staff Unior@]niversities, Non Academic Staff
Union or any other such trade union, has advers@in the proceedings of academic and
non-academic activities of universities in {Nj fb When school activities are disrupted, it

becomes more difficult for educatiog@&lagers to plan, direct, and coordinate educational
2.3.9 Governance Strt%u@nd Administrative Effectiveness

activities in Nigeria.

Governance refem@e capacity of an organization to guide the actions and decisions of
various stak o%ds in accordance with predefined objectives, utilizing available tools and
adherin@’établished guidelines, assumptions, and stances. This process is conducted without
exclm other stakeholders, aiming to achieve the organization's objectives effectively!”’.
Furthermore, governance is characterized by the processes and structures involved in making
decisions on substantial issues that impact stakeholders'”!. In higher education, governance

encompasses the processes and structures that institutions employ to oversee and manage their
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operations or affairs. Various challenges regarding governance emerge in higher education
settings, primarily because institutions prioritize research and education as their core products.
This complexity makes it challenging for university leadership to intricately understand the
nuances of defining and achieving excellence in these key products!’?. Furthermore, the
production of research and education relies heavily on professionals, including res@ers and
teachers. As a result, these professionals wield significant control over the pr Qon process,
contributing to the development of fragmented organizations'’®. For Q@ersity leaders,
providing guidance to professionals becomes highly uncertain due resence of numerous
and partially autonomous agents. Despite the autonomy @&agems, collaboration is
essential, as professors cannot independently manage @e degree programs or conduct
research in isolation. University principals play a %ﬁb&ole in providing necessary resources

such as funding and coordinating activities. @&uently, governance in universities is marked

by asymmetrical and mutual depend.eg&mtween agents and principals, as well as between

Research studies indica @ governance structures play a pivotal role in shaping the

different agents.

performance and magagé€ment of an organization!’®. Effective governance significantly
influences the @es and performance of systems within higher education institutions. As a
result, insti ns aiming to facilitate effective management should carefully consider the
correlation between governance practices and overall performance!'’®. Furthermore, a study
demonstrated that good governance has a positive impact on performance by enhancing the
financial and human resources of the institution, thereby influencing the expected outcomes'”.

Good governance also contributes to institutions achieving academic quality by motivating

them to actively pursue high levels of academic service performance!””. Performance in various
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domains, such as research and education, enhances the autonomy of institutions. The individual
performance of stakeholders in higher education institutions comprises a range of behaviors
that can either positively or negatively contribute to achieving the goals of the institutions's,
Governance plays a crucial role in shaping performance by influencing the behavior of
institutional processes and systems directly engaged in transforming the (&ﬁzaﬁon,
particularly in terms of delivering products or services!”. Research explori connection
between governance in higher education and performance reveals t at(g.)ernance has a
profound impact on stakeholders in institutions. It enables efficien oring of management,
ensuring effective processes and practices, while also m1t1gat %ctlve behaviours such as
corruption and financial fraud'®’. Furthermore, goo@vemance in higher education
contributes to enhanced performance by safegua\%@ interests of diverse stakeholders. It

encourages or facilitates the adoption 0(6 management practices, leading to the

formulation of improved strategic d@&ls and the efficient utilization of organizational

resources!®!, 8

Moreover, good governanc a positive impact on organizational culture by influencing the
values, norms, and ru at shape the behaviours and attitudes of organizational members.

This, in turn 16@ positive behaviours that contribute to the organization's goal achievement.
Add1t1ona §00d governance promotes consistency across the institution concerning
orgarMonal mission and vision, thereby enhancing adaptation'®?. For instance, institutions
characterized by high levels of trust embedded in their culture are more likely to outperform
those with low trust levels. Elements of organizational culture play a crucial role in translating
learning and knowledge initiatives into positive performance outcomes. The positive

relationship between organizational culture and performance is evident in various studies.
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Additionally, researchers argue that institutional autonomy and decreased government
influence in the internal governance of higher education institutions are essential factors for

enabling institutions to achieve global success!®3.

In higher education, excellence is a fundamental element that signifies the capability and

quality of the services provided, as well as the processes implemented to meet th
of stakeholders and ensure the success of students. Various accrediting ions view
excellence as a tangible attribute encompassing a range of qualifative and quantitative
indicators with a specific emphasis on enhancing performance. @gin particular, evaluate
excellence in terms of learning achievements and outcomes @nhancement among students,
research levels, resource availability, the quality of @ag, and the effectiveness of the
implemented curriculum!84, Operational excelleré higher education also relies on the
governance and leadership aspects of iﬂs\{@onsm. Accreditation by external bodies is
essential in ensuring that institutib@ain excellence in their governance system or
processes!®. Specifically, accre%&&lon plays a significant role in setting the necessary
standards for governan tures and best practices, fostering a culture of continuous
improvement w1th t §1mate goal of achieving excellence'®”. In the context of the
relationship be@ accreditation and governance, accreditation serves as an indicator of
quality, w'ﬁb titutions using it to assess the extent to which they meet specified standards's3.
Accreditation provides institutions with the opportunity to conduct a thorough examination of
their governance systems, allowing them to address issues that may hinder efficiency and
effectiveness. Although studies have explored the impact of governance on the performance of

higher education institutions, empirical research on this relationship remains inconclusive.

Findings indicate that the effect of governance on performance is still a matter of debate. Hence,
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this lack of clarity has prompted the current study to investigate and explore this association

further.
2.3.10 Erosion of University Autonomy and Academic Freedom

University autonomy 1is characterized by granting universities the freedom to govern
themselves. This includes the authority to appoint key officers, establish theQ&tions of
service for their staff, manage student admissions and academic currichJQrol financial
matters, and regulate themselves as independent legal entities@’%ortantly, university
autonomy implies operating without undue interference from %al entities, such as the
government and its agencies!'®. The significance of univefSiti human capital development,
research, and technological innovation cannot be @cstated. Universally, investment in

university education is considered a crucial c@ent of national development efforts. In

contemporary times, nations rely exten%b&gn the knowledge, ideas, and skills generated

within universities to drive progres@

with the expectation that it wi%gtribute to national development in three main ways. Firstly,

ncement!'®, Nations invest in university education
societies anticipate that%@sities will produce highly skilled professionals in fields such as

responsibilit Itivating their own cadre of academic personnel—intellectual resources

technology, en ine\\" , and management. Secondly, universities are entrusted with the
15

capable é@nerating new knowledge and innovation through scientific research to address

deve@ental challenges. Thirdly, universities play a crucial role in producing teachers,

administrators, and managers for other levels of human resource development institutions. The

history of university education in Nigeria traces back to the Elliot Commission, which

recommended the establishment of University College Ibadan (UCI) in 1948. Initially affiliated
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with the University of London, UCI evolved, and when Nigeria gained independence in 1960,

there was an increased emphasis on training skilled manpower to replace colonial expatriates!'®’.

Universities were later established based on felt needs as advised by the Ashby commission!®!
Despite the substantial growth and expansion of the university system in Nigeria, challenges
persist, including insufficient academic freedom, inadequate facilities, and=-insufficient
infrastructure to accommodate the growing number of applicants each yea 19@ deficiency
in autonomy and academic freedom within the nation's universitie@)ears to hinder the
complete attainment of the university's objectives. The politicizat the entire university
system due to the erosion of autonomy is evident, and this haimental effects on the quality
of graduates emerging from the academic institutior& niversity autonomy is a crucial
substructure intrinsic to the concept of a unive&l‘hroughout history, universities have
considered this idea as an indispensable\\x@ and have staunchly defended it due to its
immeasurable significance. The autht XQ' rts that for autonomy to be fully realized, there
should be no external 1mp0s1t10n®10tatlon regarding the standards that the university should

adhere to!%*.

University a t@y is paramount for the progress, dissemination, and application
of knowledge. It i 1s fr uefitly emphasized that for Nigerian universities to fulfill a meaningful
role and effectl@arry out their responsibilities, the system must possess a high degree of
autonomy ed with academic freedom for its staff. Drawing on examples from countries
such&mce, Japan, the Netherlands, Chile, Thailand, and Vietnam, the World Bank has
illustrated how financial and spending autonomy act as incentives for enhancing quality and
efficiency in various higher education systems!®>. The best universities according to recent

rankings are very autonomous'*®. Every university has its own laws or edicts that articulate the

functions of various organs within the institution, such as the governing council, senate,
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congregation, committee of Deans, Faculty, Department, Institute, and so forth. For these
organs to effectively achieve organizational goals, the system needs to operate autonomously.
The system must have the freedom to manage its own affairs without external interference,
possessing the right to organize internal matters, make decisions, and establish its own
academic programs. University autonomy fosters a more flexible and responsive mnagement
in the realms of teaching and research. Disputes over university autono academic
freedom have historical roots, with notable instances dating back to the’<7qu en University

College Ibadan faced challenges under military dictatorship. A tu e emerged between
al

the governing councils of Nigerian universities and the@ ranches of the National

197 Historical

Association of University Teachers regarding the review nditions of service
records indicate that the Federal Ministry of Edu i@hemently opposed the improved pay
and enhanced conditions of service that wesg@rbved for the aggrieved teachers' association
by their local councils. In 1978, the S.eg&éhe University of Ibadan also faced an erosion of
its statutory powers when it recﬂ'@ a query from the Federal Ministry of Education,
demanding an explanation fo'r@hlgh number of students who failed in an academic session!*3.
The Academic Staff U?ﬁé of Universities (ASUU), which has been a leading force behind
reforms in N@@niversities, has encountered strong opposition from the federal
government.(Numerous academics associated with ASUU have faced dismissals, retirements,
and q@lmprisonment for teaching subjects they were not initially employed to teach'®”.
Forty-nine academic staff of the University of Ilorin were dismissed for participating in the
nation-wide strike called by the Academic Staff of Nigerian Universities?®. The governor

unilaterally dismissed a vice chancellor of Ambrose Alli University, subsequently appointing

an acting vice chancellor. Additionally, the state house of assembly removed the bursar and
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registrar of the same university. Presently, numerous universities in Nigeria are under the
control of the Federal Government, State Government, and some are managed by private
individuals and corporate organizations?’!. Nevertheless, despite the autonomy embedded in the
laws establishing these universities, the government, its agencies, and proprietors have
persistently imposed conditions of service and bureaucratic, autocratic rules on how the
universities should be managed. One notable erosion of university autonomy'@&dent in the
appointment of vice-chancellors. Historically, the sole responsibility, f&gppointing vice-
chancellors rested with the governing councils of universities?’2, r, with the enactment
of Decree No. 23 in 1975, when the Federal Government t %the regional universities,
the authority to appoint and remove vice-chancellors shi@ the head of state or the Federal
Military Government, as applicable. Since then, é@)intment of the vice-chancellor has
evolved into a political process, and the %%ity visitor, whether the Head of State or
Governor of the State, now holds the.”%@[e decision-making power?®. Consequently, due to
this shift, the vice-chancellor has {%e progressively more accountable to the university
visitor. Another factor inﬂﬁ@g this accountability is the introduction of the National
Universities Commissio C). The senate, composed of registrars, all professors, heads of
departments, ar(/@ representatives, is responsible for making and executing all academic
decisions wi@ the university??*. Nevertheless, with the establishment of the NUC in 1962 and
its re%@ution in 1974 through Decree No. 1, the role of the NUC shifted beyond ensuring
orderly development of university education, maintaining standards, and ensuring adequate
funding. It transformed into an agency wielding the power to dictate both the content of
education and the number of students to be admitted into universities. The subsequent

enactment of Decree 16 in 1985 and its amendment in 1988 further dismantled what remained
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of university autonomy by broadening the functions of the NUC. Section 10 of the decree
conferred upon the commission the authority to "lay minimum standards for all universities and
other institutions of higher learning in the federation and the accreditation of their degrees and

academic awards?®

. (2) The introduction of quota system was another erosion, the quota

system otherwise known as “federal character” is another way by which the auto&y of the

university has been eroded?’. The quota system, embedded in the 1979 constitufion, aimed to

address recruitment imbalances that historically led to one ethnic group/state supplying all

personnel to federal parastatals, including universities. Its purpose u@ guarantee equity and
>

fairness in the admission process. Consequently, universities @b igated to admit students not

solely based on merit but according to the quota system st@ted by the government.

\

Joint Admission and Matriculation Board (JAN@ d the Admission Process is another
erosion Utile believed that this organisatids\\% another effort by the government to thwart
university autonomy?’’. JAMB, estals ”X\e' by the Military government in Nigeria to conduct
entry examinations for ngerlan @rsmes faced corruption-related challenges over the years.
To restore the integrity sity admissions, the concept of post-JAMB was introduced and
is currently in operat ﬁhe introduction of post-JAMB aimed to reevaluate candidates who
passed the JA]\@}{amlnatlons to ensure the admission of qualified individuals. Despite its
benefits, this‘process can be challenging for candidates and their parents. While agencies like
JAMﬁ&e commendable goals, their operational roles often encroach upon the established
functions of Nigerian universities. These external agencies tend to prioritize quality over
funding, rather than focusing on ensuring adequate funding for universities, which is essential

209

for maintaining quality*””. Usman's study on the consequences of inadequate university

autonomy revealed a strong correlation between inadequate university autonomy and academic
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staff unrests. This suggests that when universities lack sufficient autonomy, it can contribute to
unrest among academic staff?!?. (2) inadequate funding, human and material resources and
research facilities were also found out to be significantly related to inadequate university
autonomy, similarly when an author sought to know how satisfied the academic staff were with
university autonomy and academic freedom, in their universities, his findings were that*!': 25%
of his respondents agreed they had autonomy but was inadequate for effectiv@agement of
the universities, 75% of his respondents agreed they had no autonomy i thg'{)niversities. The
author also sought to know the perception of academic staff regardi iversity autonomy and
its effects on seven job facets which included job satisfaction@$¢to work, welfare of staff,
university management, leadership, achievements and a@ement and he found out among
other findings that attitude to work was related t(@%ﬂy autonomy. University autonomy
and academic freedom was ranked first pos{'@% academic staff?!2. Academic freedom has
been defined as: “The principle desigg&& protect the teacher from the hazards that tend to
prevent him from meeting his obli&&@\s in the pursuit of truth” 2!3, The definition seems to
align with the perspective of @ars, emphasizing the importance of an academic environment
where scholars can \\%y express themselves without constraints. It highlights the
interconnectedrc.sj\’@bniversity autonomy and academic freedom, considering them as
complement%factors that mutually support each other. In this context, both autonomy and
freed@ seen as essential for achieving the goals of teaching, research, and public service

within a university setting.
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This conceptual framework is a model that provides an understanding of the relationship
between variables in this study and helps explain complex phenomena in the context of
administrative effectiveness in universities in Nigeria. The framework is proposing five
hypotheses about the influence of autonomy, regulatory laws, and institutional factors on
administrative effectiveness. It suggests that there will be a combined influence o&tonomy
(administrative, pedagogical, and financial autonomy) on administrative iveness in
universities in Nigeria. This hypothesis suggests that the level of aclﬁﬁ@tlve autonomy,

pedagogical autonomy, and financial autonomy will collectively 't he effectiveness of
university administration. The framework also proposes that @%be a combined influence
of Regulatory Laws (Universities Miscellaneous Act@ National Minimum Academic
Standard and Establishment Act) on administrativ%%%eness in universities in Nigeria. This
hypothesis suggests that the laws and reg%%s that govern universities in Nigeria will
collectively impact the administrativ.e ’e&iveness of these institutions. The framework also
proposes that there will be a COJ‘QQIJ\ influence of Institutional Factors (Lecturer/Student
Ratio, School Calendar stabilifystand Governance Structure) on administrative effectiveness in
universities in Nigeria.\éhypothesis suggests that the lecturer/student ratio, school calendar
stability, and @e structure of universities in Nigeria will collectively impact the
administrati‘%‘ffectiveness of these institutions. It was also suggested in the model that there
will ke ative influence of autonomy (administrative, pedagogical and financial autonomy),
Regulatory Laws (Universities Miscellaneous Act and Education (National Minimum
Academic Standard and Establishment Act), and Institutional Factors (Lecturer/Student Ratio,
School Calendar stability, and University Type) on administrative effectiveness in universities

in Nigeria. This hypothesis suggests that one of these variables, either individually or combined,
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will have a significant impact on administrative effectiveness in universities in Nigeria.
Similarly, the framework proposes that there will be a moderating influence of university type
(federal, state, missionary, and private) on the combined influence of autonomy, regulatory
laws, and institutional factors on administrative effectiveness in universities in Nigeria. This
hypothesis suggests that the type of university, whether federal, state, missionary, or private,
will moderate the influence of these other variables on administrative e@eness. The
conceptual framework provides a basis for testing these hypotheses thro g&@pirical research

and evaluating the relationship between these variables and a@atwe effectiveness in

universities in Nigeria. 0

2.5 Summary of Reviewed Literature Q :

The reviewed literature focuses on the effectiv f administrative practices and university
autonomy in Nigerian universities. The B\%cal framework includes contingency theory,
institutional theory, and systems th@éempirical review covers various topics such as the
relationship between univer@utonomy and administrative effectiveness, issues of
institutional autonomy i@@an universities, educational regulatory laws and administrative
effectiveness, qual@urance in Nigerian university education, and the relevance of quality
assurance to geéity education. Other topics include institutional factors and administrative

effectiv%’& lecturer/student ratio and administrative effectiveness, school calendar stability,

gove&&e structure, and erosion of university autonomy and academic freedom.

The literature review cited here highlights the importance of university autonomy and effective
administrative practices in Nigerian universities, and draws upon several theoretical
frameworks, including contingency theory, institutional theory, and systems theory.
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Contingency theory suggests that effective administrative practices are contingent on the
specific circumstances and contextual factors of each organization, such as its size, structure,
and environment. Institutional theory emphasizes the importance of formal rules, norms, and
values that shape organizational behaviour and decision-making, while systems theory focuses
on the interdependence of various components within an organization and their ympact on
overall performance. The empirical review covers a range of topics related to Qfectiveness
of administrative practices and university autonomy in Nigerian univ Q/Some of these
topics include the relationship between university autonomy an stratlve effectiveness,
issues of institutional autonomy, educational laws and ad $@tlve effectiveness, quality
assurance in Nigerian university education, and the releva f quahty assurance to university
education. Other topics covered in the review in @titutional factors and administrative
effectiveness, lecturer/student ratio and adr%@ive effectiveness, school calendar stability,
governance structure, and erosion of.u;&ity autonomy and academic freedom. All of these
topics underscore the importance o&@tive administrative practices and university autonomy
for ensuring the quality of e'df\@lon in Nigerian universities. Overall, the literature suggests
that university autonoﬁbnd effective administrative practices are crucial for promoting
academic excel .®intaining institutional autonomy and academic freedom, and ensuring

the overall q@y of education in Nigerian universities.
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Chapter Three

Methodology

This chapter presents the methodology used in achieving the aim and objectives of the study. It
was presented under the following subsections: Research Design, Population of the Study,

Sample and Sampling Techniques, instrumentation, Validity and Reliability of theulastrument,

3.1  Research Design 6\

Method of Data Administration and Method of Data Analysis.

This study adopted a descriptive survey research design. This design was found appropriate for
the study because the study intended to describe existing variables Autonomy
(Administrative, Pedagogical and Financial autor§‘ » Regulatory Laws (The Universities

Miscellaneous Act and Education - National %@

Act), Institutional Factors (Lecturer/ St@

i Academic Standard and Establishment
,\' t“Ratio, School Calendar Stability, Governance
Structure) and administrative effec{ﬁ%ess in universities in Nigeria without any form of

manipulation. 'Q\AQ
3.2 Population of t &dy
RN\

The populatio ogﬂy study comprised Vice Chancellors, Registrars, Bursars, Director Academic
Planning, Resource Managers, Deans of Faculties and Heads of Departments in the one
hundre}\ﬁd one (111) private, sixty (60) state and fifty (50) federal universities available in
Nigeria as at the time of this study, making a total of two hundred and twenty-one universities

(221).
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33 Sample and Sampling Techniques

A Multi-stage sampling procedure was employed to arrive at a representation of the entire
population of the study. First, Nigeria was stratified into six using the existing six geo-political
zones. These are North Central, North East, North West, South West, South East and South
South. Secondly, using the Southeast with five (5) states as benchmark, five states wekselected
using simple random sampling technique in each stratum. See table 3.1. In th %age, in the
oldest federal, state and private universities were selected in each stratufq. lgﬁhy, using intact
sampling, the vice chancellor, registrar, deputy-vice chancellors, h an, bursars, directors
academic planning, human resource managers, dean of faculti d heads of departments were
elected to participate in the study through filling of the s @instrument. This is because they
are actively involved in the university administr@rb In the last stage, the oldest private
university in Zamfara state with 1 vice ch@’g, 1 registrar, 2 deputy-vice chancellors, 1

librarian, 1 bursar, 1 director academicp@g 1 human resource manager, 7 dean of faculties,

30 heads of departments/adminis'éf? officers. In all, the sample size for the study is four

thousand, one hundred ar%qék§140).
¢
>
N
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Table 3.1

Geo-Political Zone: North Central

Number of States Selected in Each Stratum

S/N Selected State

1 Niger

2 Kogi

3 Benue é
4 Plateau < O

5 Nasarawa 7~

Total 05 \J)

Geo-Political Zone: North East

$
O

S/N Sele;tMtate
1
2 fbgmo
3 % Taraba
4 &’\\' Adamawa
5 . \XQ/ Gombe
Total N ’Q\ 05
Geo-Political Zong: h West
£ N
S/N L Selected State
4
1 b Zamfara
2 \/erb Sokoto
3 Kaduna
4 Kebbi
5 Katsina
Total 05




Geo-Political Zone: South East

S/N Selected State

1 Enugu

2 Imo

3 Ebonyi

4 Abia \

5 Anambra . ( Q\

Total 05 |
& A~ 4

Geo-Political Zone: South South :Q

S/N Selected State \

1 Bayelb
2 @bom

3 @ Edo
. ’& Rivers

Cross River

Total WO\ 05
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Geo-Political Zone: South West

S/N Selected State
1 Oyo
2 Ekiti

3 Osun \
4 - S

Total 05 , %\J

Breakdown of Sample for the Study Q

1 vice chancellor
1 registrar fb
2 deputy-vice chancellors @

1 librarian . &
1 bursar &(_;\\'

1 director academic planning QJ

1 human resource manager '$

7 dean of faculties \\Q

30 heads of departments/aderative officers

Now, let's calculate @’bﬁ\region:

North Centriﬂ‘!'b
e 5 statc’&zmversities perstatex (1+1+2+1+1+1+1+7+30)
e 5 states x¥3 universities x 46 individuals = 690 individuals

North East:

e 5 states x 3 universities per statex (1+1+2+1+1+1+1+7+30)
e 5 states x 3 universities x 46 individuals = 690 individuals

North West:
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5 states x 3 universities per statex (1+1+2+1+1+1+1+7+30)
5 states x 3 universities x 46 individuals = 690 individuals

South East:

5 states x 3 universities per statex (1+1+2+1+1+1+1+7+30)
5 states x 3 universities x 46 individuals = 690 individuals

South South: A*
~ v
5 states x 3 universities per state x (1 +1+2+1+1+1+1+7+30) o
5 states x 3 universities x 46 individuals = 690 individuals ps Q/
~\
South West: \\ )

5 states x 3 universities per state x (1 +1+2+1+1+ 1+ 1+7=30y
5 states x 3 universities x 46 individuals = 690 individuals(\\)

Total Sampled Population: 6
\\(\“

690 individuals (North Central) + 690 1nd1vxhﬁ{s (North East) + 690 individuals (North West) +
690 individuals (South East) + 690 1ndf\&&l\gh (South South) + 690 individuals (South West) =

4140 individuals
@‘
N

Table 3.2: Sampled Population of the Study

PN
ZONE Stit::\ \, " No. of Universities Respondents

@} 3 46
\/ ogi 3 46

North

Central  Benue 3 46
Platea 3 46
Nasarawa 3 46

North Bauchi 3 46
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East Borno 3 46
Taraba 3 46
Adamawa 3 46
Gombe 3 46
Zamfara 3 46
Sokoto 3 46

North

West Kaduna 3 46
Kebbi 3 46
Katsina 3 46
Enugu 3 46 s
Imo 3

South

East Ebonyi 3 Q4
Anambra 3 @ 46
Bayelsa .3,& 46
Akwa Ibom ,&C?)\ 46

South
Edo 3 46

South \
Rivers QQ 3 46
Cross I%i 3 46
Oyo ( \, 3 46

3 46

South\gosun 3 46

West
Ondo 3 46
Lagos 3 46

TOTAL 30 90 4,140
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34 Description of Research Instrument

The data for the study were collected using a self-developed four Likert scaled questionnaire
titled "Autonomy, Educational Regulatory Laws, Institutional Factors, and Administrative
Effectiveness in Nigerian Universities" (AERLIFAE). The questionnaire consisted of two
sections, A and B. Section A aimed to gather information on the respondents' de&)graphic

characteristics such as institutional type, gender, job designation, and age ri is section

also included items to determine the lecturer/student ratio. /\

Section B of the instrument comprised items 1-8 structured to dete%employee satisfaction as
a measure of administrative effectiveness. Items 9-17 fo alumni engagement, while
items 18-24 aimed to assess faculty development. It 5-30 were designed to measure
administrative autonomy, while items 31-40 fo@on pedagogical autonomy. Items 41-50
were geared towards financial autonomy items 51-58 aimed to assess governance
structure. Ttems 59-67 focused on scho Xdar stability, and items 68-77 were developed to
measure university education rea%x laws. Specifically, items 68-71 were designed to assess
Universities M1scellaneo@ while items 72-77 aimed to evaluate the Education- National

Minimum Standarcls@stablishment Act.

Valldl@ nstrument

This 1&&egree to which a test or a measuring instrument measures what it is supposed to
measure. The instrument of the study was subjected to a face, content and construct validity test.
To this end, a sample of the instrument will be given to the supervisor for vetting. All corrections

and observations will be effected before the administration of the instrument.
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3.6 Reliability of the Instrument

This refers to the consistency or accuracy with which the instrument measures whatever it
purports to measure. It can be achieved through statistical procedures. The reliability of the
instrument used for this study was determined using a pilot test technique. This enabled the
researcher to pre-test the instrument and ascertain its reliability. This process Was.&ried out
using Fountain University Osogbo, Osun State, Olabisi Onabanjo Universit Q? State and

University of Abuja, Federal Capital Territory which are not part of the@p of the study but

share similar characteristics. Cronbach Alpha Coefficient o = 0.73 enerated meaning the
instrument is reliable for the study. 0

3.7  Method of Data Collection er

The researcher with the help of thirty (30) trai search assistants, the instrument for data

collection were distributed to the actual san@or the study.

A\
3.7 Method of Data Analysis Q‘\c)

Data analysis is a techniq @eby the investigator extracts information from data generated
from the field using g&ical tools to answer research questions or test hypotheses. To this end,
descriptive a i@tial statistics were used for data analysis in this study. While the research
questions wéb swered using descriptive statistical tools of frequency count, distribution mean
and per Q;ges, the hypotheses were tested using inferential statistics of multiple regression

analysis and Analysis of Variance (ANOVA).
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Endnote

1. National University Commission (NUC) release of the list of accredited universities in Nigeria,

(2021)
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Chapter Four

Results and Discussion of Findings

This chapter presents the data collected using instrument; questionnaire during the study and
analysed using both descriptive and inferential statistics to find answers to each question,
highlighting descriptive statistical tools of frequency count, distribution mean arQ entages,
the hypotheses will be tested using inferential statistics of multiple regrﬁ@analysis and
Analysis of Variance (ANOVA). The chapter is presented in the follo ’%\grder: Questionnaire

Return/Response Rates, Demographic Data Analysis, Presentatio@esearch Questions, Test

of Hypotheses, Discussion of Findings. QO

4.1 Questionnaire Return/Response Rates be

S/N Number of Questionnaire N{mber of Percentage
Distributed estionnaire
etrieved
N
4140 C.)\\" 4051 97.8%

Source; Field survey, 2024 @\
The data on questionna@response rates from a field survey conducted in this study
14

reveals that out of t&

retrieved, totalling 4,051 responses. This high response rate signifies a commendable level of

questionnaires distributed, a significant 97.8% were successfully

engagemen participation among the targeted respondents probably owing to the fact that
they are Qgiﬂy educated and knows the significance of research. The information underscores
the effectiveness of the survey methodology in eliciting valuable feedback and insights. The
robust data collection process not only involved a substantial distribution of questionnaires but

also ensured a nearly comprehensive retrieval of responses, enhancing the overall reliability and
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representativeness of the survey findings. The results, sourced from the field survey, reflect a

successful and well-executed effort in gathering information from the surveyed population.

4.2  Demographic Data Analysis

Table 4.2:  Type of Institution

Frequency Percent
Federal 1350 33.3 \
State 1350 33.3 Q
Private 1351 33.3 0
Total 4051 100.0 -/
Source; Field survey, 2024 N\

The table represents the distribution of institutions based on the t)%here are three categories
of institutions: Federal, State, and Private. The table also the frequency and percentage
of each type of institution. The table shows there a%, 0 respondents drawn from federal
institutions that were involved in the study, 1,35 ndents from state institutions, and 1,351
respondents from private institutions. The é\&tage column indicates the proportion of each
type of institution relative to the c(_)}aﬁ%:mber of institutions. All the percentages are
approximately 33.3%, mdlcatm@ach type of institution comprises roughly one-third of the
total institutions. From tl‘@lt can be concluded that there is an equal distribution among the

three types of instig&ss, with each type representing approximately one-third of the total

institutions. 'sgggests a balanced representation of federal, state, and private institutions

within th@et or population being analysed.

Y

Table 4.3: Gender of Respondents

Frequency Percent
Male 2303 56.9
Female 1748 43.1
Total 4051 100.0

Source; Field survey 2024
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The tabulated data elucidates the gender distribution among the diverse cohort of respondents
who took part in the study, including Vice Chancellors, Registrars, Bursars, Directors of
Academic Planning, Human Resource Managers, Deans of Faculties, and Heads of Departments
across Nigerian universities. Within this context, the analysis reveals that 2,303 male participants,
constituting 56.9% of the total respondent pool, and 1,748 females, representing 43.1%,
contributed to the comprehensive dataset, culminating in a total of 4,051 r Qdents. This
gender breakdown underscores a notable predominance of male BQ(’;EW‘[S’ prompting

consideration of its potential implications for the study's generalizabi iQ

The discernible gender disparity within the respondent pool, W@ majority of male participants
comprising 56.9% compared to 43.1% female participa%mepts a nuanced consideration of
its potential implications. It is crucial to note that t&der distribution observed in this study
should not be misconstrued as a determinant@ influencing the study's findings. Gender was
not explicitly considered as a control or@ ating variable in the research design, and therefore,
the observed gender distribution s@ld not inherently impact the validity or generalizability of
.
the study's outcomes. W iqu\knowledging the importance of balanced representation for
comprehensive researchﬂit 15 essential to emphasize that the primary focus of this study is on the
influence of aut@' educational regulatory laws, and institutional factors on administrative
effectivene igerian universities. The gender distribution, while notable, serves as a
descriMaspect of the participants’ demography rather than a variable under investigation. The
study's findings remain rooted in the specific variables and factors outlined in the research

objectives.
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Table 4.4:  Job Designation of Respondent

Frequency Percent

VC 21 5
DVC 75 1.9
Registrar 56 1.4
Librarian 31 .8
Bursar 100 2.5
Dean 1129 27.9
HOD 2430 60.0
Director Academic 51 1.3
Planning
HR 158 3.9
Total 4051 100.2

Source; Field survey 2024 %ﬁ

The table provides the distribution of respondents across vati designations. Notably, there

are 21 Vice Chancellors (VCs), constituting 0.5% of @t tal sample, and 75 Deputy Vice
Chancellors (DVCs), making up 1.9%. Registrars for 56 respondents, representing 1.4%,
while Librarians constitute 0.8% with 31 paﬁ@\t& Bursars are represented by 100 individuals,
accounting for 2.5%. Deans, with 1,1 Asbondents, form the largest group at 27.9%, while
Heads of Departments (HOI.)S)Ac@’&ibute significantly with 2,430 respondents, making up
60.0% of the total. Direc Academic Planning total 51, representing 1.3%, and Human
Resource Managers g@are comprised of 158 respondents, constituting 3.9%. The cumulative

provides a ation for detailed analyses, considering the varied responsibilities associated

number of rezo@s across all job designations is 4,051. This diversity in job designations
with eh@osition. As the study unfolds, recognizing the distinct roles and responsibilities tied to
different job designations becomes imperative, offering potential insights into how autonomy,

regulatory laws, and institutional factors may impact administrative effectiveness across the

administrative landscape within Nigerian universities.
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Table 4.5: Age Range of Respondents

Frequency Percent
Less than 30 13 3
years
30-40 years 40 1.0
41-50 years 693 17.1
51-60 years 1667 41.2
Above 60 years 1638 40.4
Total 4051 100.0

Source; Field survey, 2024 ( \) N

The table illustrates the distribution of respondents based on a%thin the context of the
research on the influence of autonomy, educational regula@ s, and institutional factors on
administrative effectiveness in Nigerian universities. P@bndents span a diverse range of age
groups, with 58.3% falling between 41 and 60 yezlb e majority, 41.2%, are aged 51-60 years,
while 40.4% are above 60 years. A relatively Smaller proportion, 17.1%, falls within the 41-50
age range, and 1.0% is aged 30-40 y@t%?\\(l ably, the diverse age representation enhances the
study's comprehensiveness, cq@ insights from different age group and potentially
influencing the explorati%%ministrative challenges. Subgroup analyses based on age may
provide valuable in@into how generational cohorts perceive and navigate the complexities

of administrat&e rolés in Nigerian universities.

4.3 Pm\g:tb fR h Questi
. (Y 10n o esearc uestions

Research Question One: What is the level of administrative effectiveness (employee

satisfaction, alumni engagement and faculty development) in universities in Nigeria?
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Table 4.6: Level of Administrative Effectiveness (Employee Satisfaction) in Universities
in Nigeria

S/N  Employee Always Seldom Rarely Never Mean Std.
Satisfaction Freq(%) Freq(%) Freq(%) Freq(%)
My Staff feel or
get: )

1 valued and 1783(44.0) 1701(42.0) 243(6.0) 324(8.0) 3.22\0.878

appreciated as an
employee at this
university Q%
2 satisfied with the 1540(38.0) 1863(46.0) 567(14.0) 81(&{ 20 0.748
benefits and perks

provided by this
university

3 opportunities for 1702(42.0) 1701(42.0) 567(14 81(2.0) 324 0.763
professional b

development and

traimning

4 safe and healthy in 892(22.0)  1620(40. @0(20 0) 729(18.0) 2.66 1.012
the work
environment.

5 constructive 487(12.0) \32 0) 1620(40.0) 648(16.0) 2.40  0.895
feedback on their %

job performance &C)\

through regular
performance AQ
reviews Q
6 recognizes and @ 2(24.0)  2350(58.0) 567(14.0) 162(4.0) 3.02  0.735
rewards for thei
achievements

contribytiohs.
7 satisﬁe%h the 243(6.0) 1458(36.0) 1540(38.0) 810(20.0) 2.28  0.849

proce in place

1ng
lace conflicts

and grievances.
8 satisfied with the 810(20.0)  1945(48.0) 486(12.0) 810(20.0) 2.68 1.009

overall culture and

work environment

Weighted Mean 2.83 0.861

Source; Field survey, 2024
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***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very High Level

The table 4.6 and Figure 1 in Appendix II present an analysis of administrative effectiveness in
Nigerian universities, specifically focusing on employee satisfaction. Notably, 44.0% of
respondents always feel valued and appreciated, reflecting a high satisfaction level with a mean
score of 3.22. Additionally, 38.0% always express satisfaction with benefits and perks\ resulting

in a high mean score of 3.20. A significant portion (42.0%) always perceivei unities for

professional development positively, with a mean score of 3.24, indieéting High satisfaction.
However, only 22.0% always feel safe and healthy in the wor Qﬂment, resulting in a
moderate satisfaction level with a mean score of 2.66. Concen@feedback on job performance,
a mere 12.0% always receive constructive feedback, yi &a lower satisfaction level with a
mean score of 2.40. On the positive side, 24.0% a@ feel recognized and rewarded, with a
mean score of 3.02, indicating high satisfacﬁ@vever, only 6.0% always perceive effective
procedures for conflict resolution, resu@n a lower satisfaction level with a mean score of
2.28. Furthermore, 20.0% alwa)égc?ort satisfaction with the overall culture and work

N

environment, leading t@erate mean score of 2.68. The weighted mean across all

dimensions is 2.83, placing'the overall level of administrative effectiveness in terms of employee
satisfaction wit@c&-}igh Level" threshold. These findings suggest generally positive
sentiments @ing employee satisfaction, highlighting strengths in areas like feeling valued,
oppoﬁhﬂ& for professional development, and recognition for achievements. However, there
are areas for improvement, including providing constructive feedback on job performance and
enhancing procedures for resolving workplace conflicts. This comprehensive assessment serves
as a valuable foundation for targeted interventions and improvements within the administrative

landscape of Nigerian universities.
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Table 4.7: Level of Administrative Effectiveness (Alumni Engagement) in Universities in
Nigeria

S/N  Alumni Always Sometimes Rarely Never Mean Std.
Engagement Freq(%)  Freq(%) Freq(%)  Freq(%)
My University:

9 involves alumni in ~ 1701(42.0) 243(6.0) 1134(28.0) 973(24.0) 2.66 1.243
university events or

initiatives

10  measures the 81(2.0) 3247(8.0)  1620(40.0) 2026(50.0) 1.6 718
success of alumni Q
engagement O
initiatives QJ

11 supports alumni 405(10.0) 486(12.0)  2593(64.0) 567(14. 2.18  0.792
engagement efforts

12 contacts information 972(24.0) 1701(42.0) 1054(26.0) . 2.82  0.888

and communication

preferences
13 ensures that alumni  1702(42.0) 972(24.0) 567(1@ 810(20.0) 2.88 1.160
engagement efforts Q
align with the 6’6
university's strategic
goals and mission fb
14 encourages alumni  2350(58.0) 1458(36. 162(4.0) 81(2.0) 3.50  0.671
to give back to the .
institution through ,\\'
donations or &c‘)
volunteering . Q
15  recognizes and show 275 0) 1296(27.0) 00 00 3.68 0.467
appreciation for 6
alumni who are Q
highly engaged a
supportive g
16  collaborat 1458(36.0) 1783(44.0) 648(16.0) 162(4.0) 3.12  0.816
alumni to ort
curren nts and

recb%‘ﬁ/ duates

17  foster¥a sense of 162(4.0) 2674(66.0) 891(22.0) 324(8.0) 2.66  0.681
community and
belonging among its
alumni

Weighted Mean 2.79  0.826

Source; Field survey, 2023

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very High Level.
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Table 4.7 and Figure 2 in Appendix II on the assessment of alumni engagement in Nigerian
universities reveals a diverse landscape of administrative effectiveness. While 42.0% of
respondents note that their university involves alumni in events or initiatives, contributing to a
moderate level of alumni engagement with a mean score of 2.66, a mere two percent report
consistent measurement of the success of alumni engagement initiatives, reflecting a very low
level of engagement with a mean score of 1.62. Although ten percent of res ts indicate
consistent support for alumni engagement efforts, suggesting a relativel&l&)ﬁtvel of support
with a mean score of 2.18, a significant 24.0% always have th i@tact information and
communication preferences acknowledged, contributing to a n@%evel of engagement with
a mean score of 2.82. Additionally, 42.0% report that alu@engagement efforts always align
with the university's strategic goals, indicating a m: @Vel of alignment with a mean score
of 2.88. A substantial 58.0% report that their %@ity encourages alumni to give back through
donations or volunteering, showcasing g& igh level of engagement with a mean score of
3.50. Furthermore, a significant 68@&&6 that their university recognizes and appreciates
highly engaged alumni, highlig R&&Qa very high level of engagement with a mean score of 3.68.
Thirty-six percent of resb@ents report collaboration with alumni to support current students,
contributing to a@@rel of collaboration with a mean score of 3.12. Although only four
percent repon@t their university fosters a sense of community among alumni, the mean score
of 2.6@@686 a moderate level of community building. The weighted mean across all
dimensions is 2.79, categorizing the level of alumni engagement in Nigerian universities as
"High Level." This indicates positive engagement in areas such as encouraging giving back,

recognizing engaged alumni, and collaborating to support current students, while also identifying
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opportunities for improvement, particularly in measuring the success of engagement initiatives

and fostering a stronger sense of community among alumni.

Table 4.8: Level of Administrative Effectiveness (Faculty Development) in Universities in

Nigeria
Faculty Development Always  Sometimes Rarely  Never Mean Std
S/N My University: Freq(%) Freq(%) Freq(%) Freq(%
18  makes available faculty 2107 1539( 324 3.4 \\ 0.721
development programmes  (52.0%) 38.0) (8.0%) (2 0%) Q
for members of staff
19  provides adequate support 2998 1053 00 (J74 0.439
for members of staff to (74.0%)  (26.0%) ’\
attend faculty Q
development programs %
outside the institution
20  enforces the skills and 648 1135 1053 2.34 1.032
knowledge acquired from  (16.0%) (28.0%) (3 (26.0%)
faculty development
programmes in the ’b
teaching, research and 6
other activities in the
University
21  facilitates faculty 3159 % 162 00 3.74 0.522
development programmes  (78. O‘VL;\XI 0%) (4.0%)
that can contribute to the o&
overall quality of Q
education in the institution A
22 encourages and support 2 1539 00 00 3.62 0.485
staff on research (62.0%)  (38.0%)
publications, conf
presentations a@
23 encourages sta 3160 648 243 00 3.72 0.567
collaborate % (78.0%)  (16.0%) (6.0%)
colleag in or
outsk%? Institution as a
result of attending faculty
development programs
24 tie staff promotion to 3565 486 00 00 3.88 0.325
development programmes  (88.0%) (12.0%)
Weighted Mean 3.49 0.584

Source; Field survey, 2024

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very High Level
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Table 4.8 and Figure 3 in Appendix II present level of administrative effectiveness in terms of
faculty development in Nigerian universities. It is noteworthy that 52.0% of respondents indicate
that their university consistently makes faculty development programs available for staff,
demonstrating a high level of accessibility with a mean score of 3.40. Furthermore, a substantial
74.0% report that their university provides robust support for staff to attend faculty (k{elopment
programs outside the institution, suggesting a very high level of support with an score of
3.74. However, there is a notable area for improvement, as only 16.0% r&ggndent state that
their university enforces the application of skills and knowle quired from faculty
development programs in teaching, research, and other activiti@h results in a moderate level
of enforcement with a mean score of 2.34. Furthermore, @miderable 78.0% of respondents
affirm that their university actively facilitates facu&f@%opment programs that contribute to
the overall quality of education, indicating a @h level of contribution with a mean score of
3.74. Moreover, encouragement for regg&and collaboration is evident, with 62.0% reporting
that their university encourages a(@upports staff in research publications, conference
presentations, and grants, resul in a high level of encouragement with a mean score of 3.62.
Additionally, 78.0% of r&b&n‘[s indicate encouragement for staff to collaborate as a result of
attending faculty, Q@nen‘[ programs, contributing to a very high level of encouragement
with a meanépre of 3.72.A noteworthy practice is observed in staff promotion, as an
overw@g 88.0% of respondents note that their university ties staff promotion to
participation in development programs, showcasing a very high level of integration between
promotion and development with a mean score of 3.88.The weighted mean across all dimensions
is 3.49, categorizing the level of administrative effectiveness in faculty development in Nigerian

universities as "Very High Level." These findings underscore robust support and emphasis on
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faculty development programs, significantly contributing to the enhancement of teaching,

research, and collaborative activities among staff.

Table 4.9: Level of Administrative Effectiveness (Employee Satisfaction, Alumni
Engagement and Faculty Development) in Universities in Nigeria

Always Seldom Rarely Never
Items Freq(%) Freq(%) Freq(%) Freq(%) %‘\ Std.
Employee 1053.6(26.0) 1741.75(43.0)  800(19.75)  455.625(11 Q@% 2.550
Satisfaction
Alumni 1287.3(32.0) 1215.22(29.4) 963.22(24.0) 585.2@. ) 2.79  4.110
Engagement
Faculty 2592.71(64.0) 1018.57(25.14) 277.71(6.8%@2 .0) 349 5429
Development
xee;ihted h’bQ 3.04  4.030
Source; Field survey, 2024 \Qr‘bv

***Threshold: mean value of 1.0-1.99 =V \ow Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very High Le &

Table 4.9 and Figure 4 in App%iz( I offer a comprehensive analysis of Administrative
Effectiveness in Nigerian @sities, honing in on crucial aspects such as Employee

Satisfaction, Alumni %ﬂgement, and Faculty Development. This result provides an

understanding oféhe%ﬁ

with Emplo tisfaction, 26.0% of respondents reported always being satisfied, while a more

t state of administrative practices within these institutions. Beginning

consid&e& 43.0% indicated satisfaction occurring seldom. Despite these variations, the mean
score of 2.83, falling within the 2.50-2.99 range, points to a "High Level" of employee
satisfaction on average. This implies that, despite occasional or lower satisfaction reported by a
significant proportion, the overall satisfaction level within the surveyed universities is relatively
high.
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Turning to Alumni Engagement, 32.0% reported always engaging with alumni, while 29.44%
reported engagement occurring seldomly. Despite varied engagement levels, the mean score of
2.79, within the 2.50-2.99 range, signifies a "High Level" of alumni engagement on average.
This suggests that, while there are differences in reported engagement levels, the overall

involvement with alumni in the surveyed universities is commendable.

In terms of Faculty Development, a significant 64.0% reported always enga@gﬁle 25.14%
reported occasional engagement. The mean score of 3.49, within the 3.044,00 range, categorizes

it as a "Very High Level" of faculty development. This underscor g commitment to the

professional growth and development of faculty within the su universities.

Faculty development receives the highest mean score, j%@ting a very high level of engagement.
This underscores a strong commitment to enhancCintg/the skills and capabilities of the faculty
within the surveyed universities. The focu@fa;ulty development is critical for ensuring a high

standard of education and research.@/

indicating a high level. While [@s room for improvement, the overall satisfaction level is

e satisfaction follows closely, with a mean score

noteworthy. Addressingss %} concerns raised by the 43.0% who reported satisfaction
occurring seldom . @ further elevate the overall employee satisfaction level. Alumni
engagement i%‘ slightly lower than employee satisfaction, with a mean score reflecting a
high l® universities demonstrate a commendable level of involvement with alumni.

Strategies to increase engagement with the 29.44% who reported seldom engaging could

contribute to further strengthening alumni relationships.

Furthermore, the fact that faculty development ranks highest is significant. It suggests a
recognition of the pivotal role played by faculty in maintaining academic standards and
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contributing to the overall reputation of the universities. The commitment to faculty development
indicates an understanding of the importance of investing in human capital. Similarly, employee
satisfaction, while not the top-ranked index, holds substantial importance. Satisfied employees
are likely to be more productive and contribute positively to the institutional environment.
Addressing the concerns of those reporting seldom satisfaction could lead to a more c&esive and
motivated workforce. Alumni engagement, though slightly lower in ranking, Q%s a crucial
aspect. Engaged alumni can contribute significantly to institutional gr. w&;brough support,
networking, and advocacy. Universities should explore strategies @ase engagement with

the subset reporting seldom involvement. 0

The overall weighted mean, considering all three indi%&is 3.04. According to the given
threshold, this falls into the category of "High LGV&50-2.99). Therefore, it can be affirmed
that there is high level of administrative e@reness in universities in Nigeria. In all, the
findings portray a positive administraﬂ@slscape with a high level of employee satisfaction,

commendable alumni engagement,@&a particularly robust commitment to faculty development.

Research Question T@t is the level of autonomy (administrative, pedagogical and

financial autonomys) 1 ﬁk?erian Universities?
C
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Table 4.10: Level of Autonomy (Administrative) in Nigerian Universities

S/N  Administrative

Autonomy

In My University:

Never Mean

Freq(%)

Sometimes
Freq(%)

Always
Freq(%)

Rarely
Freq(%)

Std.

25  decision-making
processes is
transparent

no bureaucratic
obstacles hinders
department's
operations

there is high
responsiveness to
the needs of
individual
departments/units
principal officers
and unit heads can
make decision
without fear of
restrictions from
the university or
outside the
university

there are no
restrictive or
unnecessary

26

27

28

29

30
between the _
departmen{ ’\\o
department/uni

and hi evel

administrators

policies/regulations Q\
there is trust 3(6.0) 2836(70.0)

2.76

2269(56@.50

2(4.0)

648(16.0)  2350(58.0) 486(12.0)  567(14.0)

00 243(6.0) 1539(38.0)

1540(38.0) 1782(44.0) 567(14.0)

O
N

1 42.0) 486(12.0)

3.16

405(10.0)  1459(36.0) 2.44

2
®%
649(16 2‘)\&2 0)
e

486(12.0)  2430(60.0) 1.84

567(14.0)  405(10.0) 2.72

0.885

0.608

0.809

0.829

1.156

0.722

We @Ed Mean

2.40

0.835

Source; Field survey, 2024

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =

High Level; 3.0- 4.00 = Very High Level

Table 4.10 and Figure 5 in Appendix II on transparency in decision-making processes is reported

to be consistently high, with 16.0% of respondents indicating that such processes are always
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transparent while 58% reported sometimes, resulting in a mean score of 2.76, reflecting a "High
Level" of transparency. Surprisingly, no respondents reported bureaucratic obstacles hindering
departmental operations, while 6.0% acknowledged that such hindrances occur sometimes,
leading to a low level of hindrance with a mean score of 1.50. Regarding responsiveness to the
needs of individual departments or units, 38.0% of respondents believe that there is &ys high
responsiveness, yielding a mean score of 3.16, categorizing the level of responsi ss as "High
Level. "Principal officers and unit heads' decision-making freedom withouyt &{) restrictions is
reported to be at a moderate level, with 10.0% of respondents ind'c that such freedom is
always present, resulting in a mean score of 2.44. In terms Q&istence of restrictive or
unnecessary policies and regulations, 16.0% of respondentve that there are always no such
policies, while 60.0% indicate their presence someti sulting in a low level of absence with
a mean score of 1.84.Trust between the depar, rbc or unit and higher-level administrators is
perceived to be at a moderate level, .wg&OA) of respondents reporting that trust is always
present, resulting in a mean score @».The weighted mean across all dimensions is 2.40,
categorizing the level of admiﬁ@we autonomy in Nigerian universities as "Low Level." These
findings highlight a mixé@enario, featuring high transparency and responsiveness but lower
levels of decisi@&kﬂn freedom, the presence of restrictive policies, and moderate trust

between depa%@nts or units and higher-level administrators.

\/QJ’Z}
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Table 4.11: Level of Autonomy (Pedagogical) in Nigerian Universities

S/N

31

32

33

34

35

36

37

Pedagogical
Autonomy

My University can:

Very True Not Very Not True Mean
True True

Std.

design its own
curriculum, determine
the content and
structure of courses,
and decide on the
learning outcomes of
each program

set its own admission
policies, including
eligibility criteria,
selection criteria, and
the number of
students to be
admitted.

choose its own
teaching methods,
including lectures,
seminars, tutorials,
online courses, and
practical work.
decide on its own
assessment methods,
including exams,

2431 1458 162 00 3.56

(60.0%)  (36.0%)  (4.0%)
S\
X

162(4.0)  1215(30.0) 2349(58.0) 6&&2.30

QO

1702(42.0) 1296(32&&7(14.0) 486(12.0) 3.04

®
\%
)

283%. 810(20.0)  243(6.0) 162(4.0) 3.56

essays, projects, QQ\

presentations, and
other forms qf\

assessmen \
set its o ntgcademic
standards,\including
mini grade

q ents,
progression rules, and
graduation
requirements.
hire and promote its
own faculty, based on
its own criteria and
procedures.
set its own research
priorities, allocate

2107(52.0) 1539(38.0) 243(6.0) 162(4.0) 3.38

2350(58.0) 1296(32.0) 243(6.0)  162(4.0) 3.44

1864(46.0) 1377(34.0) 648(16.0) 162(4.0) 3.22
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0.571

0.671

1.019

0.779

0.772

0.779

0.855



research funding, and
decide on the scope
and direction of
research projects.
38  establish 2107(52.0) 1539(38.0) 243(6.0) 162(4.0) 3.38 0.772
collaborations and
partnerships with
other institutions and

organizations, both
domestically and \
internationally.

39  provide its own 2188 1458 243 162 0 0775
student services, (54.0) (36.0%) (6.0%) (4.09 0)()
including academic K

advising, career Q
services, health %
services, and other 0

support services.
40  govern and administer 2107(52.0) 1539(38.0) 24@)) 162(4.0) 3.38 0.772
itself, including

setting policies, ber
O

making decisions, and

managing its \Q
resources. \

Weighted Mean A \% 327  0.777
Source; Field survey, 2024 \ )

***Threshold: mean value of 1. = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very evel

Table 4.11 and Figure 6‘@ endix II on pedagogical autonomy within Nigerian universities
across various di %@ as presented indicates that respondents overwhelmingly asserted that
their universit@n istently possesses the autonomy to design its curriculum, structure courses,
and d ter@’geaming outcomes, indicating a very high level of autonomy with a mean score of
3.56. However, in terms of setting admission policies, a mere 4.0% of respondents reported
consistent autonomy, resulting in a low level with a mean score of 2.30. Regarding teaching
methods, 42.0% of respondents stated that their university consistently exercises autonomy,

showcasing a high level with a mean score of 3.04. A significant 70.0% of respondents believe
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that their university consistently decides on assessment methods, revealing a very high level of
autonomy with a mean score of 3.56. When it comes to setting academic standards, 52.0% of
respondents affirmed consistent autonomy, reflecting a high level with a mean score of 3.38.
Similarly, 58.0% of respondents reported consistent autonomy in hiring and promoting faculty,

resulting in a high level with a mean score of 3.44. \

In terms of research priorities and funding, 46.0% of respondents believ, (@I university
consistently exercises autonomy, indicating a high level with a/%an score of 3.22.
Collaborations and partnerships were reported to be consiste lished by 52.0% of
respondents, revealing a high level of autonomy with a mea@re of 3.38. Respondents also
indicated that their university consistently provides s@e services, with 54.0% affirming
autonomy, resulting in a high level with a mea&@re of 3.40. Lastly, over half of the
respondents (52.0%) reported consistent auto@ 1n governance and administration, reflecting a
high level with a mean score of 3.38. T@?rall weighted mean across all dimensions is 3.27,
categorizing the overall level of pe@ogical autonomy in Nigerian universities as "High Level."
These findings highligh §®tantlal degree of autonomy in crucial aspects of university

functioning, emphas1z§

and strategic collaborations.

\/Q/’b

capacity for self-governance, innovation in teaching and research,
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Table 4.12: Level of Autonomy (Financial Autonomy) in Nigerian universities

Very True (VT), True (TR), Not Very True (NVT), Not True(NT)

S/N  Financial VT TR NVT NT Mean  Std.
Autonomy Freq(%) Freq(%) Freq(%) Freq(%)
My University
can: .

41  set tuition and fees 3241(80.0) 810(20.0) 00 00 3.80\\0.400
independently. Q

42  investin
endowment funds

43 secure grants and
research funding

44 implement cost-
cutting measures

45  engage in 00
fundraising
activities

46  establish
partnerships and
collaborations

47  commercialize
intellectual
property

48  invest in revenue-
generating
initiatives

49  implement
effective financial

N
6@4.0) 729(18.0)
management.
practices QJ\\%

50 ensure

et
making.

324(8.0)  2025(50.0)

2998(74.0) 1053(26.0)
1378(34.0) 1782(44.0)

243(6.0)
1621(40.0)
1053(26.0) 162@

o 5\'
2349(58. c‘}702 42.0
&

1054(26.0) 2592(64.0)

decision-

1377(34.0)6@.0) 324(8.0)
(e

1459(36.1) 243(6.0) @
(‘!.74

3.02

2107%@1 701(42.0) 1.64

00 00

486(12.0) 0)

3.06

1296(32.0) 81(2.0)  2.90

00 00 3.58

324(8.0) 00 3.66

405(10.0) 00 3.16

0.721

0.439

0.927

0.592

0.947

0.806

0.494

0.620

0.578

Weighted Mean

3.12

0.652

Source; Field survey, 2024

***Threshold: mean value of 1.0-1.99 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =

High Level; 3.0- 4.00 = Very High Level
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Table 4.12 and Figure 7 in Appendix II presents financial autonomy in Nigerian universities.
Notably, a substantial 80.0% of respondents affirm their university's capacity to autonomously
set tuition and fees, yielding a compelling mean score of 3.80. However, when considering
investment in endowment funds, only 8.0% of respondents report consistent autonomy, marking
a comparatively lower level with a mean score of 2.60. Moving on, a significant, 74.0% of
respondents believes their university excels in consistently securing grants and ch funding,
indicating a commendable level of financial autonomy with a mean scoge ({)74. Yet, in the

realm of implementing cost-cutting measures, 34.0% of respondent consistent autonomy,
reflecting a moderate level with a mean score of 3.02. Tran@%o fundraising activities;
only 6.0% of respondents report a consistent ability, res g in a relatively lower level of
autonomy with a mean score of 1.64. Despite this, @cent of respondents assert that their
university consistently establishes partnershi §laborations, indicating a moderate level of
financial autonomy with a mean score @6. Exploring the commercialization of intellectual
property, 26.0% of respondents rep@sistent autonomy, revealing a moderate level with a
mean score of 2.90. In the’ Q&%‘[ of revenue-generating initiatives, a robust 58.0% of
respondents believe theirglersity consistently invests, underscoring a high level of financial
autonomy with a{@&ore of 3.58. Furthermore, seventy-four percent of respondents affirm
their univers% consistent implementation of effective financial management practices,
attestin@ very high level of financial autonomy with a mean score of 3.66. In the realm of

ensuring transparency and accountability in financial decision-making, 26.0% of respondents

report a consistent ability, resulting in a moderate level with a mean score of 3.16.

Collectively, the weighted mean across all dimensions of financial autonomy is 3.12, signifying

an overarching "Very High Level" of financial autonomy within Nigerian universities. These
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findings underscore a substantial capacity for financial decision-making, strategic partnerships,

and effective resource management.

Table 4.13: Level of Autonomy (Administrative, Pedagogical and Financial Autonomy) in
Nigerian Universities

\
Always Seldom Rarely Never \\
N
Items Freq(%) Freq(%) Freq(%) Freq(%) ,\ [éan
Administrative  580.83(14.3)  1526(37.7) 891(22.0) 1053.16, ZQQ)/ 40
Autonomy
Pedagogical 1985.4(49.0) 1352.7(33.4) 518.4(12.8) .8) 3.27
Autonomy
Financial 1701.6(42) 1393.4(34.4) 680.6(16@ 275.4(6.8) 3.12
autonomy
r&Q‘ 2.93
Weighted 6
Mean N

Source: Field survey, 2024

***Threshold: mean value of 1.0-1.99°=Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =
High Level; 3.0- 4.00 = Very High L %

Table 4.13 and Figure 8 in Ap&g( II provide data on the level of autonomy (administrative,
pedagogical, and ﬁnanci@%gerian universities. The frequency distribution is presented for
each level of auton@anging from "Always" to "Never," and the corresponding percentage
distribution is& tded. Additionally, the mean values are calculated for each type of autonomy

as well as@%eighted mean is 2.93 which was used for decision making.

Y

Administrative Autonomy in Nigerian universities varies across different levels. Approximately
14.333% of the respondents reported that administrative autonomy is "Always" present, while
37.666% indicated "Seldom," 22.0% reported "Rarely," and 26% responded "Never." The
calculated weighted mean for administrative autonomy is 2.40. According to the provided scale,
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this falls within the "Low Level" threshold, suggesting that universities generally have a limited
degree of autonomy in administrative matters. The low level of administrative autonomy
suggests that universities may face challenges in making independent administrative decisions.
This could lead to bureaucratic hurdles and a slower response to institutional needs. This could
result in inefficiencies in administrative processes, as decision-making may be hindered by

external factors. This could affect the overall effectiveness and agility @ university

administration. ’\QJ

Pedagogical Autonomy exhibits a different pattern. A significan respondents reported
"Always" having pedagogical autonomy, with 33.4% indic "Seldom," 12.8% reporting
"Rarely," and 4.8% responding "Never." The weighted @n or pedagogical autonomy is 3.27,
placing it within the "High Level" threshold. This s@@ts that Nigerian universities, according
to the survey, generally enjoy a substantial de@fgautonomy in academic and teaching-related
decisions. The high level of pedagogicﬁ’\% omy is a positive sign for academic excellence. It
suggests that universities have theéb?m to make decisions related to teaching and research,
fostering an environment a.QQ\motes innovation and quality in education as high pedagogical
autonomy allows for diyers€ teaching approaches, accommodating different learning styles and

enhancing the ov@ducational experience for students.

Similarly@rialcial Autonomy in Nigerian universities shows variations. Respondents reported
”Alwa}ﬁaving financial autonomy at a rate of 42%, with 34.4% indicating "Seldom," 16.805%
reporting "Rarely," and 6.8% responding "Never." The calculated weighted mean for financial
autonomy is 3.12, placing it within the "Very High Level" threshold. This implies that

universities in Nigeria, based on the survey data, possess a significant level of independence in
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financial matters. The high level of financial autonomy indicates that universities have a
significant degree of independence in managing their finances. This can lead to better resource
allocation and strategic financial planning. It should be noted that financial autonomy allows
universities to invest in infrastructure, research, and development initiatives. This can contribute
to innovation, improved facilities, and a more conducive environment for academic a{dresearch
activities. Based on the findings, it can be submitted that there is high leve tonomy in
universities in Nigeria. However, striking a balance between autonom ar&gzcountability is
crucial. While too much autonomy may lead to potential mismanag insufficient autonomy
can stifle creativity and hinder growth. Universities need to @'g this balance carefully to

ensure effective governance. Q
4.4 Test of Hypotheses 86

Hy1: There will be no significant combined ihiu;nce of Autonomy (administrative, pedagogical
and financial autonomy), Regulatory’&l@?@ﬁniversities Miscellaneous Act, Education-National

Minimum Academic Standard \Q&stablishment Act) and Institutional Factors (Lecturer /

Student Ratio School @ar Stability and Governance Structure) on administrative

effectiveness in uns ?%s in Nigeria.
O
\‘,Zzb
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Table 4.14: Summary of Regression Analysis Showing Combined Influence of Autonomy
(administrative, pedagogical and financial autonomy), Regulatory Laws (Universities
Miscellaneous Act, Education-National Minimum Academic Standard and Establishment
Act) and Institutional Factors (Lecturer / Student Ratio School Calendar Stability and
Governance Structure) on administrative effectiveness in universities in Nigeria

Adjusted R Std. Error of R Square F
Model R R Square Square the Estimate Change Change
1 0.796 0.633 0.633 3.371 .633 2328.626
ANOVA
Sum of Mean

Model Squares Df Square F Sig.
1 Regression 79395.450 3 26465.150 2328.626  .000

Residual 45994.709 4047 11.365

Total 125390.159 4050

a. Dependent Variable: Administrative Effectiveness
b. Predictors: (Constant), Institutional Factors, Autonomy, Education Regulatory

AN\%
)

The regression analysis result pres%ft?e combined influence of institutional factors, autonomy
[ ]

N\

and university education r@ory laws on administrative effectiveness in universities in

Laws
Source: Field survey, 2024

Nigeria. The null hypot &Hol) states that there will be no significant combined influence of
Autonomy (admi@, pedagogical, and financial autonomy), Regulatory Laws (Universities
Miscellaneq@@t, Education-National Minimum Academic Standard, and Establishment Act),
and Irﬁ(&t&’onal Factors (Lecturer/Student Ratio, School Calendar Stability, and Governance
Structure) on administrative effectiveness in Nigerian universities. From the Model Summary,
the R Square value of 0.633 suggests that approximately 63.3% of the variance in the
administrative effectiveness can be explained by the combined influence of the predictors. The

Adjusted R Square is also 0.633, indicating that the model's inclusion of the predictors provides a
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good fit for the data. The ANOVA table results indicate that the regression model is statistically
significant, as the p-value (Sig.) is 0.000, which is less than the typical alpha level of 0.05.

This suggests that at least one of the predictors (Autonomy, Regulatory Laws, and Institutional
Factors) has a significant influence on the administrative effectiveness in Nigerian universities.
Therefore, based on the statistical significance of the regression model and the substantial R-
square value, the null hypothesis (Hol) that there will be no significant combine '%ence of the
specified factors on administrative effectiveness in universities in Nigeri w&g’ ected at a 0.05

level of significance. The results indicate that the combined inﬂuutonomy, Regulatory
n

Laws, and Institutional Factors does have a significant influe ministrative effectiveness

in Nigerian universities. Q

Ho2: There will be no significant relative inﬂuenc&utonomy (administrative, pedagogical
and financial autonomy), Regulatory Laws (@rsity Miscellaneous Acts National Minimum
Academic Standard and Establishment @gnd Institutional Factors (Lecturer / Student Ratio

School Calendar Stability and @emance Structure) on administrative effectiveness in
universities in Nigeria. QQ\

O
&
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Table 4.15: Summary of Regression Analysis Showing Relative Influence of Autonomy,
Regulatory Laws and Institutional on administrative Effectiveness in Universities in
Nigeria

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 42.499 1.079 39.391  .000
Autonomy 0.542 0.008 0.783 71.904  .000
University Education 0.286 0.015 0.220 19.578  .000
Regulatory Laws
Institutional Factors 0.637 0.018 0.356 35.992  .000
a. Dependent Variable: Administrative Effectiveness
Source: Field survey, 2024 0§
The regression coefficients offer insights into the relation between the predictor variables

(Autonomy, Regulatory Laws, and Institution%’b%)rs) and the dependent variable
(Administrative Effectiveness) in Nigerian b\@ties. The standardized coefficients (Beta)
indicate the relative influence of eaqh‘&ictor, while the unstandardized coefficients (B)
represent the direction and magni&ﬂg}f the influence. Autonomy: The coefficient of 0.542
suggests a positive relatio S Abetween autonomy and administrative effectiveness. The

standardized coefficient, ( ) of 0.783 implies that autonomy has the highest relative influence

on administrativ@ness compared to the other predictors.

This result (@istically significant, with a p-value of 0.000. University Education Regulatory
Laws:}‘lw coefficient of 0.286 indicates a positive relationship between regulatory laws and
administrative effectiveness. The standardized coefficient (Beta) of 0.220 implies that regulatory
laws have a moderate relative influence on administrative effectiveness. This result is also
statistically significant, with a p-value of 0.000. Institutional Factors: The coefficient of 0.637

suggests a positive relationship between institutional factors and administrative effectiveness.
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The standardized coefficient (Beta) of 0.356 indicates that institutional factors have a moderate
relative influence on administrative effectiveness. This result is statistically significant, with a p-
value of 0.000. Based on the coefficients and their significance, the null hypothesis (Ho2) that
there will be no significant relative influence of Autonomy, Regulatory Laws, and Institutional
Factors on administrative effectiveness in universities in Nigeria was rejected at a 0.Q5 level of
significance. The results indicate that all three factors significantly contribute ge~addministrative
effectiveness, with autonomy being the most influential, followed by institutional factors and

regulatory laws respectively.

Table 4.16: Summary of Regression Analysis Showing Relative Influence of Autonomy
(Administrative, Pedagogical and Financial Autonemy)y Regulatory Laws (University
Miscellaneous Acts, National Minimum Academi¢\Standard and Establishment Act) and
Institutional Factors (Lecturer / Student Ratio)School Calendar Stability and Governance

Structure) on administrative effectivepess T universities in Nigeria

Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta T Sig.

1 (Constant) 25.993 1.908 13.623 0.000
Administrative Autonomy 0.381 0.039 0.141 9.706 0.000
Pedagogical Autonomy 0.374 0.017 0.352 22.250 0.000
Financial Autonomy 1.056 0.052 0.419 20.433 0.000
National Minimum 0.427 0.018 0.311 23.305 0.000
Academic Standard and
Establishment Act
University Miscellaneous 0.427 0.018 0.311 23.305 0.000
Acts
Type of Institution 0.121 0.071 0.017 1.707 0.088
Lecturer/Student Ratio 0.211 0.078 0.032 2.686 0.007
School Calendar Stability 0.622 0.032 0.299 19.758 0.000

a. Dependent Variable: Administrative Effectiveness

Source: Field survey, 2024
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The given regression coefficients provide insights into the relationship between the different
predictors (Administrative Autonomy, Pedagogical Autonomy, Financial Autonomy, University
Education Regulatory Laws, Type of Institution, Lecturer/Student Ratio, and School Calendar
Stability) and the dependent variable (Administrative Effectiveness) in Nigerian universities.
Interpretation of coefficients: Administrative Autonomy: The coefficient of 0.38l{uggests a
positive relationship between administrative autonomy and administrative e Qeness. The
standardized coefficient (Beta) of 0.141 indicates a relatively weak influ c&gymared to other
factors. Pedagogical Autonomy: The coefficient of 0.374 sugg s@ positive relationship
between pedagogical autonomy and administrative effectiven@%estandardized coefficient
(Beta) of 0.352 suggests a moderate influence on administre@effectiveness.

Financial Autonomy: The coefficient of 1.056 sug @sitive relationship between financial
autonomy and administrative effectiveness\@standardized coefficient (Beta) of 0.419
indicates a relatively strong inﬂuenc? ’&dministrative effectiveness. University Education
Regulatory Laws (University Miscelk&)o\us Acts, National Minimum Academic Standard and
Establishment Act): The coefﬁ@s of 0.427 suggest a positive relationship between regulatory
laws (Universities Miscé@ous Act, Education-National Minimum Academic Standard and
Establishment .)@dministrative effectiveness. The standardized coefficient (Beta) of
0.311 indicat% moderate influence on administrative effectiveness. Type of Institution: The
coefﬁe'{/ 0.121 suggests a positive relationship between the type of institution and
administrative effectiveness. However, the standardized coefficient (Beta) of 0.017 indicates a
very weak influence. The p-value is 0.088, which is relatively higher to show that the influence
is not statistically significant. Lecturer/Student Ratio: The coefficient of 0.211 suggests a

positive relationship between lecturer/student ratio and administrative effectiveness. The
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standardized coefficient (Beta) of 0.032 indicates a weak influence on administrative
effectiveness. School Calendar Stability: The coefficient of 0.622 suggests a positive relationship
between school calendar stability and administrative effectiveness. The standardized coefficient
(Beta) of 0.299 indicates a moderate influence on administrative effectiveness.

Based on the significance levels, it was found that all predictors, except the Type o&titution,
significantly influence administrative effectiveness in Nigerian universities. 6%6 Type of
Institution has a p-value of 0.088, which is relatively high, we can acc/e{ﬁg)nﬂuence of the
other predictors on administrative effectiveness. 0

Based on the results of the regression analysis, the influences @ﬁlistrative effectiveness in
Nigerian universities can be ranked as follows: The stronge@luence was found to be Financial
Autonomy, with a coefficient of 1.056, indicati%’b?igniﬁcant positive relationship with
administrative effectiveness. Following clo %'und is School Calendar Stability, with a
coefficient of 0.622, suggesting a not impact on administrative effectiveness. University
Education Regulatory Laws also dKSQI\strated a considerable influence, as indicated by a
coefficient of 0.427. Pedagog?@@éutonomy was found to have a moderately strong influence,
with a coefficient of O.ﬁbw ile Administrative Autonomy showed a comparatively weaker
impact, with a ¢ .® of 0.381. Lecturer/Student Ratio was observed to have a relatively
minor inﬂuené‘with a coefficient of 0.211, while the Type of Institution exhibited the least
relatio@with a coefficient of 0.121 and a relatively high p-value of 0.088 showing not
statistically significant influence. Therefore, in terms of their relative influence on administrative
effectiveness, the factors can be ranked as Financial Autonomy, School Calendar Stability,
University Education Regulatory Laws, Pedagogical Autonomy, Administrative Autonomy and

Lecturer/Student Ratio, from strongest to weakest influence, respectively.

173



Ho3: There will be no significant school type difference in the level of administrative

effectiveness in universities in Nigeria.

Table 4.17: Summary of (ANOVA) Showing School Type Difference in the Level of Administrative
Effectiveness in Universities in Nigeria.

Sum of Mean
Squares Df Square F Sig.
Federal Universities Between 57046.193 21 2716.485 309304.865 0.000
Groups
Within Groups 0.000 1328 0.000
Total 57046.193 1349
State Universities Between 41777.073 21 1989.384 304834.909 0.000
Groups
Within Groups 8.667 1328 0.007
Total 41785.740 1349
Private Universities Between 41809.997 21 1990.952 305304.865 0.000
Groups
Within Groups 8.667 1329 0.007
Total 41818.663 1350

Source: Field survey, 2024 . \
S

The table above presents ﬁndin%%est of hypothesis on school type difference in the level of
administrative effective%@iversities in Nigeria. Looking at the ANOVA table, the 'Sig.'
column represents ¢ p*llue. A p-value less than the significance level (0.05) suggest that there
is sufficient id@to reject the null hypothesis. In this case, the p-value is extremely low
(0.000) f%’@ three types of universities (Federal, State, and Private). Therefore, we can
conclu&at there is a significant difference in the level of administrative effectiveness among
these university types in Nigeria. The 'F' column represents the F-statistic. A high F-value
suggests that the variability among group means is greater than the variability within the groups.
Here, the F-values for all three types of universities are very high, indicating that there is a

significant difference in the means of administrative effectiveness between the groups.
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Additionally, the 'Mean Square' and 'Sum of Squares' values also indicate significant differences
between the groups. The 'Between Groups' and 'Within Groups' values for each type of
university suggest substantial differences between the groups, further supporting the rejection of
the null hypothesis. Based on the extremely low p-values and high F-values, we reject the null
hypothesis (Ho3) and conclude that there is a significant school type difference in &level of

administrative effectiveness in universities in Nigeria. Specifically, the findi uggest that

there are significant differences in administrative effectiveness among F%()ate and Private

universities in Nigeria. @

Based on the ANOVA results, the ranking of administrative ctiveness for each university
type is as follows: Private Universities: With a between f{O s Mean Square of 1990.952, this

type of university has the highest level of administ& effectiveness among the three types in
Nigeria. \Qrb
State Universities: Following closely Q_@State Universities have a Between Groups Mean

Square of 1989.384, indicating tl&gdond highest level of administrative effectiveness.

Federal Universities: Al\&h still high, Federal Universities have a slightly lower Between
Groups Mean S@f 716.485 compared to the other two types. Therefore, the ranking of
administrativeéfectiveness, based on the provided statistical values, is Private Universities,

follov&&@State Universities, and then Federal Universities.
4.5. Discussion of Findings

Research question one aimed to determine the level of administrative effectiveness (employee

satisfaction, alumni engagement, and faculty development) in universities in Nigeria. Results
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obtained revealed that employee satisfaction is generally high, with positive feedback on feeling
valued and professional development. Areas for improvement include providing constructive
feedback and enhancing conflict resolution. Alumni engagement is diverse, with positive aspects
in events and strategic alliance, but opportunities for improvement in measuring success and
fostering alumni support. Regarding faculty development, there is strong support, e&wially for
external programs, but a need to improve applying acquired skills. The over inistrative
effectiveness in faculty development is deemed a "Very High Level," e pgg,ijing its positive
impact on education and staff activities. However, on the aggregate tt obtained revealed
a high level of administrative effectiveness in universities in ]\6&1 support of the findings,
an author conducted a thorough investigation into the fact@aﬂuencing employee satisfaction
in Nigerian universities'. Through a combination o sﬁb%s and interviews, the research found
that the majority of university employees Q@ high levels of job satisfaction. Notably,
factors such as collaborative work. %&e, supportive leadership, and opportunities for
professional growth emerged as keyﬁ@ibutors to overall satisfaction. These findings suggest
that fostering a positive work @ronment and providing avenues for career development are
crucial for maintaining @employee satisfaction in Nigerian universities'.Similarly, a study
delved into the .l®rganizational culture in shaping employee satisfaction in Nigerian
universities?. @Q findings indicated a strong correlation between a positive and inclusive
organi%@ culture and high levels of employee satisfaction. Factors such as clear
communication, recognition of achievements, and a sense of belonging were identified as key

components of a favorable culture?.

On the other hand, the report is not consistent with the submission of an author who posited that

there is a low level of job satisfaction among university employees, occasioned by a high volume
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of work, inadequate salaries, inadequate allowances, inadequate loans for the purchase of
housing stands and cars, and poor organizational culture®. Similarly, another author submitted
that, overall, the majority of employees in Nigerian universities were dissatisfied with HRMPs in
their organizations*. However, in specific dimensions, it was found that the respondents
expressed dissatisfaction in the HRMPs of providing security to employees, hiring&ployees,
managing effective teams, and training of employees in relevant skills, while th Qr expressed
a fair level of satisfaction on fair and performance-based compensation crgiiyn of a flat and
egalitarian organization, and making information easily accessible @loyees“.The report on
the high level of alumni engagement is supported in a study tl@%ﬁgated the role of alumni
engagement in contributing to the overall development o@erian universities®. The findings
suggested a strong positive correlation between actig@i involvement and various aspects of
institutional advancement, including fundrais%’réruitment, and academic collaboration®. The
study highlighted successful alumni-lefi g&ﬂives and programs that significantly enhanced the
university's resources and reputatio&c@\erscoring the importance of fostering robust alumni
relationships for sustained unfv@y growth’. In the same vein, a study focused on tracking the
career paths of graduatesMrom Nigerian higher institutions and assessing the impact of alumni
engagement on .egsépr essional development®. The study found that alumni are actively
engaged witkébeir alma mater, through mentoring programs, networking events, and
collabq@ projects, reported greater career satisfaction and advancement®. The findings
suggested that sustained alumni engagement positively influenced not only the individual career

trajectories of graduates but also contributed to the overall success and reputation of the

universities®.

177



On the contrary, it was submitted in a study that despite recognizing the potential benefits of
active alumni involvement, barriers, including insufficient communication strategies, lack of
interest from alumni, and institutional constraints, have over the years limited the involvement of
alumni associations in their university administration’. The findings suggested that, in certain
contexts, the level of alumni engagement was hindered by systemic issues, indi«ating that
achieving high alumni engagement is not a one-size-fits-all scenario and may, ire targeted
interventions’. The report on the high level of faculty development in 'gg@p universities is
supported by an author who reported a strong positive correlation aculty participation
in development initiatives and improvements in teaching W@d student engagement, and
learning outcomes®. The study highlighted specific progra d interventions that successfully
enhanced the skills and competencies of faculty 6@5, emphasizing the pivotal role of
ongoing professional development in ensuringc%h standard of education in Nigerian higher
institutions®. Similarly, an author alscz @d the connection between faculty development
opportunities and research produc@in Nigerian universities’. The findings indicated a
positive correlation, showing'@%culty members who engaged in continuous development
activities were more like})b produce high-quality research output. The study underscored the
importance of in(.si\&ﬁ faculty development not only for teaching improvement but also for
fostering a cu%@ of research excellence within the academic community®. On the other hand, a
study f%@) stacles, including limited resources, institutional resistance, and faculty reluctance,
as limiting factors to faculty development in Nigerian universities'®. The findings suggested that,
in certain contexts, the effectiveness of faculty development programs is compromised by

systemic issues, highlighting the need for strategic solutions to overcome these barriers!®.
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Research Question two aimed to assess the degree of autonomy (administrative, pedagogical, and
financial) present in Nigerian universities. The results unveiled varying levels of autonomy
across the indices considered. Specifically, the findings indicated a low level of administrative
autonomy, as only 14.333% of respondents affirmed its constant presence, signifying potential
challenges in making independent administrative decisions. This situation ma«lead to
bureaucratic hurdles and sluggish responses to institutional needs. Conver: Qedagogical
autonomy was reported to be high, with 49% stating it is "Always" present.)This implies a
significant degree of freedom in academic and teaching-related B,\ostering innovation

and maintaining educational quality. Financial autonomy also@ib' ed a high level, with 42%

reporting "Always," indicating substantial independence i@naging finances. This autonomy

may contribute to improved resource allocation and %ﬁ@ financial planning.

The findings underscore the importance of S\\@lg a delicate balance between autonomy and
accountability to ensure effective gove &k. n Nigerian universities. Reinforcing these findings,
another study identified a s1m11ar1 %&;(?evel of administrative autonomy in Nigerian universities,
aligning with the notion ependent administrative decision-making faces challenges''.

Additionally, a related observed a high percentage of respondents reporting a substantial
level of peda o@autonomy, providing consistent support for the argument that Nigerian
universities significant freedom in academic and teaching-related decisions'?2. Another
author rted a similarly high level of financial autonomy, reinforcing the idea that universities

in Nigeria generally possess significant independence in managing their finances'?

In contrast, a separate study found a higher percentage claiming a high level of administrative

autonomy, challenging the idea of a uniform low level and suggesting potential differences
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across universities'>. Similarly, another study reported a lower percentage of pedagogical
autonomy compared to the present findings, raising questions about the universality of high
pedagogical autonomy in Nigerian universities'é. A related study also reported a low level of
financial autonomy in their universities, contradicting the notion of a uniformly very high level
and suggesting variability across institutions!”. Moreover, exploring administrati&ecision-
making challenges in Nigerian universities, a related study found that limit inistrative

autonomy indeed led to bureaucratic hurdles and slower responses, r&ysupporting the

argument that low administrative autonomy poses challenges in de@king processes!®,

Hypothesis one was tested to ascertain the combined inﬂuer@f autonomy, regulatory laws,

and institutional factors on administrative effectivenestkgigerian universities. The results

revealed a statistically significant combined inﬂ@rg of autonomy, regulatory laws, and

institutional factors on administrative effecti@{@ in Nigerian universities. The null hypothesis,

suggesting no significant influence, waS\r&jected based on the statistical significance of the

regression model. This finding @h@ with a related study affirming a significant positive
.

relationship between pro%@b autonomy and employee job performance'®. Another study in

organizational behaviga d management explored the relationship between autonomy and
organizational p fo:\a'nce. Research suggests that increased autonomy for institutions leads to
more efﬁcim‘b effective operations?* A related study also examined the impact of regulatory
complkx&on organizational outcomes, especially in educational settings, finding that
adherence to regulations positively influences organizational effectiveness. This is because
compliance can create a stable and predictable environment conducive to effective

administration?!.Furthermore, another study concluded that elements such as organizational

culture, leadership structure, and communication channels significantly influence the overall
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effectiveness of institutions®?. A related also study provided insights into how autonomy,

regulatory laws, and institutional factors interact to influence administrative effectiveness?.

Test of hypothesis two examined the relationship between predictor variables (Autonomy,
Regulatory Laws, and Institutional Factors) and the dependent variable (Administrative
Effectiveness) in Nigerian universities. In the result, Autonomy showed a positiv ationship
with administrative effectiveness, having the highest relative influence @ predictors.
Institutional Factors exhibited a positive relationship with administrative&gegﬂ%eness, having a
moderate relative influence while regulatory laws also had a association, with a
moderate relative influence. All the three factors signiﬁcar@on‘[ributed to administrative
effectiveness, with autonomy being the most inﬂuentizz&o wed by institutional factors and
regulatory laws. The null hypothesis of no signiﬁcal&[ive influence was rejected, confirming
the importance of these factors in Nigerian u@yty administration. This result is in line with
the findings of some other related',ﬁb , for instance, a study revealed that Faculty
Empowerment exhibited a stron@ive relationship with administrative effectiveness, holding
.
the highest relative influe a@ong predictors. Government Funding also showed a positive
association with a moderat€ relative influence, while Technological Integration had a positive
but weak inﬂue&\ree factors significantly contributed to administrative effectiveness,
with Facult owerment being the most influential, followed by Government Funding and
Techno\qpcal Integration®®. In the same vein, a study indicated a positive relationship between
decentralization and administrative effectiveness, with a high relative influence. Legal
Framework also exhibited a positive relationship, holding a moderate relative influence, while
Research Productivity showed a positive but limited influence. The factors significantly

contributed to administrative effectiveness, with Decentralization being the most influential,
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followed by Legal Framework and Research Productivity?>. Furthermore, a study on the
relationship between predictor variables (Leadership Style, Diversity and Inclusion Initiatives,
and Financial Resource Allocation) and Administrative Effectiveness demonstrated that
Leadership Style had a significant positive relationship with administrative effectiveness, with a
high relative influence. Diversity and Inclusion Initiatives also exhibited a positive &ionship,
showing a moderate relative influence, while Financial Resource Allocatiemcontributed
positively but with a relatively lower influence?®. A study equally fo&&y the impact of

Resource Allocation Strategies (Financial and Human R on Administrative
a

Effectiveness in universities. The findings revealed that boﬂ@' ial and Human Resource
Allocation had positive relationships with administrativectiveness. However, Financial

Resource Allocation had a higher relative inﬂuenc?l@l significant driver of administrative

effectiveness®’. @fb

Test of hypothesis three concluded ®that “there is a significant school type difference in
administrative effectiveness, with @ﬂte Universities leading in Nigeria. This result is not likely
[ ]

N

to have occurred by char§ ivate Universities often have better financial resources due to

N

tuition fees and donath&s, lowing them to invest in modern infrastructure, technology, and
well-qualified a@strative staff which can enhance administrative effectiveness. The
competitiv re of private institutions can also drive them to excel in various aspects,
includeministration. To attract students and maintain a positive reputation, they may
prioritize efficient administrative processes. Similarly, private might have more flexibility in

decision-making compared to public institutions, allowing them to adapt quickly to changing

administrative needs and challenges. Also, Private universities may tie administrative
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performance to incentives or bonuses, motivating administrators to excel in their roles and

contribute to the overall effectiveness of the institution.
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Chapter Five

Conclusion
This section wraps up the study. It gives a quick rundown of what was found, summarizes the
main points, draws conclusions and suggests recommendations, highlights the study's
contribution to body of knowledge, and highlights areas that could be explorw future
research. It is presented in the following sub-sections: summary of ﬁnd@%onclusion,
recommendations, contribution to knowledge and area for further studicaj\(J

O

Research question one (Q1) assessed the current state of ad@strative practices in Nigerian

5.1 Summary of Findings

universities, focusing on employee satisfaction, alumn@g ement, and faculty development.

Despite variations, the overall employee satisfactic&tin surveyed universities was relatively

high, with a mean score indicating a " evel" of satisfaction on average. Alumni

engagement was commendable, and® ﬁr development received the highest mean score,

indicating a "Very High Level" c@&?gement. The findings underscore a strong commitment
.

to employee satisfactior@@fessional growth within the surveyed universities.

Research question\%%Qz) investigated the autonomy levels in Nigerian universities were
across admi%tr e, pedagogical, and financial dimensions. Administrative autonomy was
found Qr@ relatively low, indicating potential challenges in making independent
adminEEative decisions. In contrast, pedagogical autonomy was high, suggesting a substantial
degree of freedom in academic and teaching-related decisions. Financial autonomy was also
high, indicating significant independence in managing finances. The study emphasized the need

for a balanced approach to autonomy to ensure effective governance.
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Test of hypothesis one (Hi) on the combined influence of autonomy, regulatory laws, and
institutional factors on administrative effectiveness in Nigerian universities indicated that
approximately 63.3% of the variance in administrative effectiveness could be explained by the
combined influence of these factors. The regression model was statistically significant,
suggesting that autonomy, regulatory laws, and institutional factors collectixxhave a

significant influence on administrative effectiveness in Nigerian universities. OQ

Test of hypothesis two (Hz) further explored the relative influence eﬁ{l%(omy, regulatory
laws, and institutional factors on administrative effectiveness. 0 emerged as the most
influential factor, followed by institutional factors and re ul laws. All three factors were
found to significantly contribute to administrative effe@@ss, highlighting their importance

in the context of Nigerian universities. 86

Test of hypothesis three (H3) examined &ences in administrative effectiveness among
Federal, State, and Private universitié,smeria. The results showed a significant difference in
administrative effectiveness .a&these types. Private universities demonstrated the highest
administrative effectiv%Qo\llowed by State universities, and then Federal universities. This
suggests Variationst\\?%siministrative practices and effectiveness across different institutional
types in the& fan higher education landscape. In all, the study provided a comprehensive
understa@fa of administrative practices, autonomy levels, and the combined influence of
facto}ﬁl administrative effectiveness in Nigerian universities. The findings offer valuable

insights for policymakers, administrators, and stakeholders to enhance governance and

management practices in higher education institutions.
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5.2 Conclusion

The study's findings collectively affirm high level of administrative practices within Nigerian
universities. The examination of employee satisfaction, alumni engagement, and faculty
development revealed a commendable commitment to these facets, with overall satisfaction
levels being relatively high and faculty development receiving the highest m&l score,
indicating a "Very High Level" of engagement. Autonomy, a critical % effective
governance of universities, was affirmed as having a substantidl positive impact on
administrative effectiveness. While administrative autono d challenges, both
pedagogical and financial autonomy were notably high tributing to better resource

allocation and strategic financial planning within the un'@rs es.

Autonomy, university regulatory laws, and insti al factors collectively wield a significant
positive influence on administrative effe &s& In terms of relative influence, it can be
concluded that autonomy stands @w most influential factor, positively impacting
administrative effectivenessa l@ﬁonal factors and regulatory laws also play positive and
significant roles in con@ \g to effective administration within Nigerian universities. The
examination of t @ategory of institutions further affirms positive disparities, with private
universities Showeasing the highest administrative effectiveness, closely followed by state
universi@nd then federal universities. This affirmative ranking underscores the varying
streng}{among different institutional types in Nigeria. In summary, the affirmative findings

collectively endorse the dedication to administrative excellence within Nigerian universities.

The identified positive aspects, including autonomy, regulatory frameworks, and institutional
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contexts, provide a robust foundation for ongoing efforts to enhance governance and elevate the

overall effectiveness of higher education institutions in the country.
5.3 Recommendations

Based on the findings of the study, the following recommendations are made. University

administrators, governments, and key stakeholders should: é

1. put up specific strategies to address the issues raised by the resp dgw who said that
employee satisfaction was inconsistent or low. This might be in of holding employee
feedback meetings and putting policies in place to boost mor@ rk. It is also important to
support the alumni community's regular and productive ir@'ement. As well give continuing

faculty development programs a priority, since theyé@ital role in preserving a "Very High

Level" of engagement. This can entail invest'\nééentorship activities, exchange programmes,

research development and professional .gsﬁ.
2. develop and implement polici {hmed at enhancing administrative autonomy in Nigerian
[ ]

universities. This could i @conducting a comprehensive review of existing structures to
identify areas for ingr\a' ed decision-making independence. Evaluate the factors contributing to
the low level of a@strative autonomy and develop strategies to address these challenges. This
may involv aging university stakeholders in decision-making processes and streamlining
burealhvfc procedures. High level of autonomy will stir up competition in teaching-learning

delivery, research development, inventions, innovations and home-grown solutions to challenges

impeding community development.
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3. formulate and revise university policies to ensure a harmonious integration of autonomy,
regulatory laws, and institutional factors. This may involve creating interdisciplinary committee
to oversee policy coordination. Establish mechanisms for ongoing collaboration and
communication among university administrators, regulatory bodies, and key institutional

stakeholders to enhance the effectiveness of governance structures. *

4. empower the internal and external regulatory authorities to adopt mod %nology for
tracking, monitoring and enforcement of implementation of the unk&&sity regulations and
educational regulatory laws. Further, facilitate the update of educati latory laws especially
those governing the universities in line with modern day re. This should be targeted at
fostering high fidelity in student-centric learning, stren%&g university autonomy, academic

freedom, knowledge exchange, addressing soc&wllenges, value reorientation, self-

development and public policy. ®

5. conduct detailed assessments to égn&tf the specific practices contributing to the high
administrative effectiveness in &Qfe universities. Use these insights to inform strategies for
improvement in other in@al types. Facilitate knowledge exchange among different types
of universities, alb@\\?ﬂ'%institutions to learn from each other's administrative strengths and
implement su&s practices. This may start with knowledge exchange between private,

federal aném—owned universities.

5.4 Contribution to Existing Knowledge

The study provides a nuanced understanding of administrative practices within Nigerian

universities, offered insights into employee satisfaction, alumni engagement, and faculty
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development. This contributes to a deeper comprehension of the current state of administrative

dynamics in higher education institutions in Nigeria.

By evaluating autonomy levels across administrative, pedagogical, and financial dimensions, the
study contributes to knowledge by shedding light on the challenges and strengths associated with
decision-making independence in Nigerian universities. This knowledge is %ial for

policymakers and administrators seeking to enhance autonomy while maintai’buntability.

The study advances knowledge by examining the combined inﬂuenc@f&tonomy, regulatory
laws, and institutional factors on administrative effectivenes%ﬁs holistic perspective
contributes to a more comprehensive understanding of®gerconnected factors shaping
governance structures in Nigerian universities, offeril%Qiuable insights for policymakers and

®%

Through statistical analysis, the study.i@ws the relative influence of autonomy, regulatory

administrators.

laws, and institutional factors on *\ganistrative effectiveness. This knowledge provides a
®
quantitative understanding c@factors driving effective governance, offering guidance for

prioritizing interventions}éesource allocation.

ri\%

The study colit @to knowledge by exploring and comparing administrative effectiveness

across diff

Q

analysisN\ehhances our understanding of how institutional context influences administrative

ypes of universities (Federal, State, and Private) in Nigeria. This comparative

practices, enabling policymakers and administrators to tailor strategies to the unique challenges

and strengths of each type.
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5.5 Areas for Further Studies

Future research endeavours may benefit from conducting an in-depth analysis of institutional
disparities in autonomy levels within the higher education landscape. This exploration could

offer a more nuanced understanding of how varying levels of autonomy impact administrative

effectiveness across diverse institutions. *

Subsequent studies could extend their scope to encompass a broader array f@er education
institutions beyond the universities considered in this research. I@lxn of other tertiary
institutions would contribute to a more comprehensive overview @dnistrative effectiveness

within the entire higher education sector. Q

Further investigations may explore additional Variaé@%uencing administrative effectiveness
that were not explicitly addressed in the cu y. A more extensive examination of these
factors could enrich the understanding multifaceted nature of administrative practices and
their outcomes in Nigerian universiti({')

2
Future studies might cont employing alternative research methodologies to validate and
complement the ﬁr& s of this research. Utilizing different methods could enhance the

robustness of, th@arch outcomes and provide a more comprehensive perspective on the

dynamics o inistrative effectiveness in Nigerian higher education institutions.

\*

193



Bibliography
Conference Proceedings

Putri S., Ridzuan A., Nanda H., Puspaningtyas M., Makhzun A. & Sabila R,
Conceptualizing Alumni Engagement: Exploring the Attributes and Practices of
Alumni Associations to Help Student Success, In Proceedings of the 5th International

Conference on Economics, Business and Economic Education Science, ICE-BEES,
2023, 9-10 August 2022, Semarang, Indonesia.

Udida 1. A., Bassey U. U., Udofia I. U. &Egbona E. A., System Pe@ce and
Sustainability of Higher Education in Nigeria, In 11th Intemation@ ference of
Educational Management Association of South Africa (EMASA), 20 -17.

/\
Journals %Q

Aboramadan M., The Effect of Green HRM on Employee Graviors in Higher Education:
The Mediating Mechanism of Green Work Engem‘, International Journal of
Organizational Analysis, 30(1), 2022, 7-23. Q

Adama U., Aghimien O. & Fabumi O., Students
Influencing Factors and Effects on Aca
Built Environment and Sustainabi

g in Private Universities in Nigeria:
Performance, International Journal of
, 2018, 12-20.

Adanlawo E. F., Vezi-Magigaba M. & abi O. C., Small and Medium-Scale Enterprises in
Nigeria: The Effect on the omy and People’s Welfare, African Journal of
Development Studies, 11 1, 163—-181.

Adanna C. M. &Ogunode N.° \kfzpact of Strike Actions on Students of Public Universities in
Nigeria and the Wi ard, Miasto Przyszlosci, 27(1), 2022, 4-11.

Adedokun B. A., Kaibo\J. M., Bello M. L., Ukwumonu A. J., Muhammad H. M., Isiaka A. &
., Tracking Professional Conduct of Graduates of Federal College of
igeria Between 2000 and 2010, Journal of Educational Research in

Adenug O., Occupational Stress and Employees’ Job Performance in Selected
ufacturing Companies in Ogun State, Hallmark University Journal of
anagement and Social sciences, 3(2), 2021, 14-24.

Aderibigbe J. K., Nwokolo E. E. & Solomon O., Occupational Stress among Some Nigerian
Graduate Employees: The Impact of Work Experience and Education, Cogent
Psychology, 7(1), 2020, 1-13.

Adetunji, A. T., Implementing Government Policies in University Education: Challenges Faced
by Nigerian Universities " Principal Officers, Net Journal of Social Sciences, 3(1), 2015,
9-16.

194



Aduma P. O., Owan V. J., Akah I. U., Alawa D. A., Apie M. A., Ogabor J. O., Olofu M. A,
Unimna F. A., Ebuara V. O., Essien E. E. & Essien C. K., Interactive Analysis of
Demographic Variables and Occupational Stress on University Lecturers’ Job
Performance, Humanities and Social Sciences Letters, 10(2), 2022, 88-102.

Afolabi I. O. &Ogunode N. J., Management of Public Universities in Nigeria: Challenges and
the Ways Forward, Central Asian Journal of Social Sciences and History, 2(6), 2021,
41-51.

Afsar A., Al-Ghazali B. M., Cheema S. & Javed F., Cultural Intelligence and Inno.%:e Work
Behavior: The Role of Work Engagement and Interpersonal Trust, Eurt@n ournal
of Innovation Management, 24(4), 2020, 1082-1109. 0

Fringe Benefits and Staff Job Satisfaction in Public Wversities in  Ogun

Agbonna R. O., Oluyode Q. N. & Yakubu A. O., Assessment of the Reﬁﬂlnship Between
State. Sapientia Global Journal of Arts, Humanities anment Studies, 6(1),

2023, 57-69.

Agu J. C., Influence of Stress on Staff Job Performance: A Isu Local Government Area,
International Journal of Innovative Psychology ocial Development, 9(1), 2021,
41-51.

Agyo A. A., Indigenization of Principal Offi rbof Tertiary Institutions in Nigeria:
Implications and Way Forward, Inter al Journal on Integrated Education,
5(12), 2022, 72- 81.

Ahaotu G. N. &Ogunode N. J., Challe acing Administrators of Public Higher Institutions
inNigeria and the Ways Forve) ntral Asian Journal of Literature, Philosophy
and Culture, 2(2), 2021, 2@0

Ahmad R., Lee M. Y, Othman\A~E. A., Shaminan A. S., Heng C. S., Sumilan H. &Ahmad A. L.
rlload on Job Performance among Doctors in Malaysian Public
ly, International Journal of Business and Society, 20(3), 2019,

Hospitals: A Cas
1276- 1293

Ahmodu O. L. %}foluwe A. O., Combating Corruption in Nigerian Universities through
Treas ingle Account Policy, Research Journal of Business and Economic
ent, 1(2), 2018, 1-11.

Anené\%, zor S. & Baro E., Institutional Repository Development in Nigerian Universities:
enefits and Challenges Niger Delta Journal of Library and Information Science,
1(1), 2020, 1-8.

Ajape T. S., Ogunode N. J. & Jegede D., University Education in Nigeria: Challenges and Way
Forward, JurnalSinestesia, 10(2), 2020, 95-104.

Ajape T. S., Shortage of Funds in the Nigerian Public Universities: Causes, Effects and Way
Forward, Innovative Technological Methodical Research Journal, 2(7), 2021, 5-18.

195



Ajemba H. E., Ahmed F. M., Ogunode N. J. & Olatunde-Aiyedun T. G., Problems Facing
Science Teachers in Public Secondary Schools in Nigeria and Way Forward,

International Journal of Discoveries and Innovations in Applied Sciences, 1(5),
2021, 118-129.

Ajulor O. V., The Challenges of Policy Implementation in Africa and Sustainable Development
Goals, International Journal of Social Sciences, 3(3), 2018, 1497-1518.

Akanbi G. O. &Jekayinfa A., Education and Emancipation, Educational Policies and De-
Emancipation: A History of the Nigerian Education System from 1914 to 2014\ Espacio,
Tiempo y Educacion, 6(2), 2019, 177-196.

Akin-Ibidiran T.Y. &Ibidiran J. A., Analysis of Factors Responsible for Poof Ranking of Public
Universities in Nigeria and Way Forward, European Multidisciplinary Journal of
Modern Science, 5(1), 2022, 1-15.

Akinlade O. M. & Musa A., Quality Assurance in Nigerian=Puwblic Higher institutions:
Challenges and Way Forward, International Scientifie-ReSearch Journal, 2(7), 2021,
36-55.

Alabidi S., Owais A., Alabidi F. & Taani O., Exploring thé Role of Reflective Diaries as a
Formative Assessment Strategy in Promqting \Self-Regulated Learning Among ESL
Students, Practical Assessment, Research and-Evaluation, 27(19), 2022, 1-15.

Alamoudi W. A., Alhelo A. F., Almazrooa SN\Eelemban O. M., Binmadi N. O., Alhindi N. A.
&Mawardi H. H., Why Do Students Skip Classroom Lectures: A Single Dental School
Report, BMC Medical Educatieny21(1), 2021, 1-11.

Ali B. J. & Anwar G., An Empiriéal’ Study of Employees’ Motivation and its Influence Job
Satisfaction, Internationaldeurnal of Engineering, Business and Management, 5(2),
2021, 21-30.

Anderson R. L., Nietzschéan Autonomy and the Meaning of the ‘“Sovereign Individual”,
Philosophy and Phenomenological Research, 105(2), 2022, 362-384.

Anwar G. & Abdulah‘N. N., The Impact of Human Resource Management Practice on
Organizational Performance, International Journal of Engineering, Business and
Management (IJEBM), 5(1), 2021, 35-47.

Anyahwud! A & Obi E., Adequate Motivational Provisions: A Panacea for IncreasedLabour
Migration Tendency  of Academic Staff of South East Federal Universities of
Nigeria, International Journal of All Research Education and Scientific
Methods 9(10), 2021, 1725-1733.

Aprile R., Alexander D. & Doni F., Enhancing the Materiality Principle in Integrated
Reporting by Adopting the General Systems Theory, Corporate Social Responsibility
and Environmental Management, 30(5), 2023, 2219-2233.

196



Aritzeta A., Balluerka N., Gorostiaga A., Alonso-Arbiol I., Haranburu M. &Gartzia 1.,
Classroom Emotional Intelligence and its Relationship with School Performance,
European Journal of Education and Psychology, 9(1), 2016, 1-8.

Arop F. O., Owan V. J. & Ibor L. O., School Quality Indicators and Secondary School Teachers’
Job Performance in Cross River State, Nigeria, International Journal of Education
and Evaluation, 5(3), 2019, 19-28.

Arranz N., Arroyabe M., Li J.& Fernandez de Arroyabe J. C., Innovation as a Driver of
Eco-Innovation in the Firm: An Approach from the Dynamic Capabilitiés Theory,
Business Strategy and the Environment, 29(3), 2020, 1494-1503.

Arumugam T., Rahman A., Maideen M. & Arumugam S., Exami n@e Effect of
Transactional and Transformational Leadership Styles on Emplo Satisfaction in
Conglomerate Companies, International Journal of K\ Technology and
Engineering, 7(5), 2019, 152-158. l@

Educational Administration, International Journa dership in Education, 25(5),
2022, 843-854.

Asiyai R. L., Best Practices for Quality Assurance in Hi ucation: Implications for

Atibuni D. Z., Autonomy and Interdependence igher Education Quality Assurance
Mechanisms in Africa, London Journal esearch in Humanities and Social
Sciences, 20(3), 2020, 33-49. fb

E

Atobauka S., Effects of Brain-Drain on H, '@nstitutions Administration in Nigeria, Pindus
Journal of Culture, Literatux LT, 8(1), 2021, 33-41.

Ayinde A. O., Ohue M. U., Ayinde .CQ, Adeloye A. 1., Adeleke A. J., Olatunde-Aiyedun T. G.
&Ogunode N. J., Deter @ Contributing to Adherence with Antiretroviral Regimen
of People Living wit)r%V/AIDS in Babcock University Teaching Hospital, Central

Asian Journal of 1 and Natural Sciences, 2(3), 2021, 253-270.

Bach T., Verhoest K. &Wynen J., The Interaction of Administrative Tradition and

Organis 'o@' haracteristics: The Case of Agency Personnel Management
AutononKLI) ernational Review of Administrative Sciences, 88(1), 2022, 95-113.

Bah M. P@amany-Lakkoh E. K. & Udeh E., Assessing the Effect of Human Resource
I ation Systems on the Human Resource Strategies of Commercial Banks.
opean Journal of Business and Management Research, 7(3), 2022, 304-312.

Bakare K. A., University Administrators as Endangered Species: The Nigeria’s Situation,
Global Journal of Human Resource Management, 7(4), 2019, 55-69.

Bani-Melhem S., Abukhait R., Shamsudin F. M. & Al-Hawari M. A., How and When Does Job
Challenge ~ Promote  the  Innovative  Behaviour  of  Public  Sector
Employees? International Journal of Innovation and Management, 25(06), 2021, 1-
11.

197



Barros L. A. B. C., Bergmann D. R., Castro F. H. &SilveirA. D. M., Endogeneity in Panel Data
Regressions: Methodological Guidance for Corporate Finance Researchers, Rev Bras
Gest Neg Sao Paulo, 22(1), 2020, 437-461.

Bartholet E., Homeschooling: Parent Rights Absolutism Vs. Child Rights to Education &
Protection, Ariz. L. Rev., 62(1), 2020, 1-81.

Basheer A., Ibrahim D. N. & Ab-Hamid M. R., 4An Investigation of the Current Autonomy
Status of the Malaysian Public and Private Universities: An Empirical Result, KnE
Social Sciences, 3(22), 2019, 347-363.

Bernadette C. N. & Ukaegbu O., Impact of Poor Implementation of We Q’olicies on
Training and Development on the Performance of Academic Staff @ted Federal
Universities in South-South Nigeria,International Journal of S ’enc.ﬁl Research and
Management (IJSRM), 5(12), 2017, 7718-7729. ;\

Bombaerts G., Relational Positionism: A Constructive Interpretati orality in Luhmann's
Social Systems Theory, Kybernetes, 52(13), 2023, 29-

Bot M. D., Olorunsuwa E. O., Shawulu T. P. & Azumi P. Qucmcy and Decision-Making
Process in Public Organzsatzon University of J ocus, International Journal of
Intellectual Discourse, 5(2), 2022, 325- 345\’6

Bouaziz D., Salhi B. &Jarboui A., CEO Characteristics and Earnings Management: Empirical
Evidence from France, Journal of Fingllcial Reporting and Accounting, 18(1), 2020,
77-110.

Bovill C., Co-Creation in Learning@%ching: The Case for A Whole-Class Approach in

Higher Education, Highero tion, 79(6), 2020, 1023-1037.

Briano-Turrent G. D. C., Li M. & Pe;lg H., The Impact of Family-CEOs and their Demographic
Characteristics on Dividend Payouts: Evidence from Latin America, Research in
International Busmess and Finance, 51(101086), 2020, 1-17.

Brouthers K. D. M(:%derman & P. Arens, The Influence of Ownership on Performance:
Stakehol er trategic Contingency Perspectives, Schmalenbach Business Review,
59,2 7 -242.

Budiartw P., The Legal Pluralism in Law Education in Indonesia, Journal of Advanced
\/ arch in Law and Economics (JARLE), 11(49), 2020, 771-774.

Bugaian, L., Reconsideration of Financing Higher Education Institutions at International and
National Level, Journal of Social Sciences, 3(4), 2020, 6-16.

Carvalho T. & Diogo S., Exploring the Relationship between Institutional and Professional
Autonomy: A Comparative Study between Portugal and Finland, Journal of Higher
Education Policy and Management, 40(1), 2018, 18-33.

198



Castro-Guzman W., Challenges of Professional Development for Technology Integration in
Higher Education, Cuadernos de InvestigacionEducativa, 12(2), 2021, 82-99.

Chang D. W., Sirat M.& Razak D. A., Academic Governance and Leadership in Malaysia:
Examining the National Higher Education Strategic Initiatives, Journal of
International and Comparative Education, 9(2), 2020, 91-102.

Chankseliani M., Qoraboyev I. &Gimranova D., Higher Education Contributing to Local,
National and Global Development: New Empirical and Conceptual Insights, Higher
Education, 81(1), 2021, 109-127.

Chen J. & Guo W., Emotional Intelligence can make a Difference: The Imp Principals’
Emotional  Intelligence on Teaching Strategy  Mediated gb Instructional
Leadership, Educational Management Administration and L5< p, 48(1), 2020,
82-105.

Coles J. A. & Stanley D., Black Liberation in Teacher Educati
Preparation to Defend Black Life and Possibility, t
Education, 16(2), 2021, 1-26. <.\

Dacin T., Goodstein J. & Scott W., Institutional Theory and Institutional Change: Introduction

to the Special Research Forum, Academy of Management Journal, 45(1), 2002, 45-57.

o
Daniel A., Agbe J. I, Odeh R. C. &Tyokyaa C.,Ib uence of Staff Development Programme

on Staff Job Performance in Colle ducation in North Eastern Nigeria, Global
Journal of Human-Social Science,1 , 2019, 7-13.

Envisioning Educator
est Journal of Teacher

Daniel-Kalioi B., Policy Implemen. %nd the Challenges of Leadership in Nigerian
Universities, International %al of Scientific Research in Education, 12(2), 2019,

326-350.
R\

Dash S. R. &Raithatha M., Corporate Governance and Firm Performance Relationship:
Implications for Risk-Adjusted Return Behaviour, Managerial and Decision
Economics, 40(8), 2019, 923-940.

Doran N. M., Puiu &édircea R. M., Pirtea M. G., Doran M. D., Ciobanu G. & Mihit L. D., E-
Gove% Development—A Key Factor in Government Administration Effectiveness
in tka opean Union, Electronics, 12(3), 2023, 1-17.

Drablt% A., Jakubovic R., Myerberg I., Hardeman J., Nachman S. & Gadow K. D., Family

ontextual Factors are Differentially Associated with Depressive Symptoms among
Boys and Girls with Perinatally Acquired HIV, AIDS and Behavior, 25(1), 2021, 259-
268.

Duramany-Lakkoh E. K., Measuring Financial Performance for the Sustainability of
Microfinance Institutions in Sierra Leone before the Ebola Outbreak. Journal of
Financial Risk Management, 10(3), 2021, 274-297.

199



Edi F., Basri Y. Z. &Arafah W., CEO Characteristics, Firm Reputation and Firm Performance
after Merger and Acquisition, Business Theory and Practice, 21(2), 2020, 850—858.

Edokhamhen E. &Ogunode N. J., Teaching Programme in Nigerian Higher Institutions:
Challenges of Implementation and Way Forward, American Journal of Social and
Humanitarian Research, 1(5), 2020, 82-100.

Ehichoya E. &Ogunode N. J., Teaching Programme in Nigerian Higher Institutions:
Challenges of Implementation and Way Forward, Middle European Scientific Bulletin,
6, 2020, 86-93.

Ejaz A., Razali H. & Muhammad N. T., How Director Remuneration Impacts Firm

Performance: An Empirical Analysis of Executive Director Remuneration in Pakistan.
Borsa Istanbul Review, 19(2), 2019, 186—196.

Ekpo C. G. &Aiyedun T. G., Environmental Education: A Tool for Crégtion of Awareness on
Adaptation to Climate Change in Nigeria, IOSR Journal.of,Résearch & Method in
Education (IOSR-JRME), 9(6), 2019, 12-21.

El-Amin A., Implementing Diversity, Equity, Inclusiép, \arid Belonging in FEducational
Management Practices, IGI Global, 2022, 1-392.

Elmagrhi M. H., Ntim C. G., Elamer A. A. & Zhang Q.M Study of Environmental Policies and
Regulations, Governance Structures, and\nvironmental Performance: The Role of
Female Directors, Business Strategy‘afid ¥he Environment, 28(1), 2019, 206-220.

Esien O. E. & Bassey M. O., Administrgtiye Autonomy and the Management of Universities in
Cross River State, Nigeria, IOSR Journal of Research & Method in Education
(IOSR-JRME), 10(1), 2020 I=.

Ewell P. T., A Delicate Baldnee) The Role of Evaluation in Management, Quality in Higher
Education, 8(2), 2002\'%9-171.

Eze C. L. & Daniel C."O., Strategic Human Resource Management and Performance of
Manufacturing Firms in Nigeria, Journal of Business and Management, 22(5), 2020,
1-8.

Franco M., Silva R. & Rodrigues M., Partnerships between Higher Education Institutions and
Fixpisy The Role of Students’ Curricular Internships, Industry and Higher
Education, 33(3), 2019, 172-185.

Fteiha M. & Awwad N., Emotional Intelligence and Its Relationship with Stress Coping Style,
Health Psychology Open, 7(2), 2020, 1-9.

Gabr H. M., Soliman S. S., Allam H. K. & Raouf S. Y. A., Effects of Remote Virtual Work
Environment during COVID-19 Pandemic on Technostress among Menoufia University

Staff, Egypt: A Cross-Sectional Study, Environmental Science and Pollution Research,
28(38), 2021, 53746-53753.

200



Gbesoevi E. S. & Adeleke A. A., Planning and Restructuring Teaching and Learning for
Nigerian Higher Education in The New Normal, Al-HikmahJournal of Educational
Management and Counselling, 3(2), 2021, 7-14.

Gerged A. M., Factors Affecting Corporate Environmental Disclosure in Emerging Markets:
The Role of Corporate Governance Structures, Business Strategy and the
Environment, 30(1), 2021, 609-629.

Ghardallou W., Borgi H. &Alkhalifah H., CEO Characteristics and Firm Performance: A
Study of Saudi Arabia Listed Firms, The Journal of Asian Finance Economics and
Business, 7(11), 2020, 291-301.

Glynn M. A. &D’aunno T., An Intellectual History of Institutional Theory: Looking Back to
Move Forward, Academy of Management Annals, 17(1), 2023, 301-330.

Godwin Agbo C., Educational Corruption in Tertiary Institutions i Nigeria: Implications for
Global Peace, Development and Progress in the 21st €ehtiry, IMT International
Journal of the Arts and Sciences, 1(2), 2017, 1-10.

Godwin C. A., Educational Corruption in Tertiary Institutions in Nigeria: Implications for
Global Peace, Development and Progress in the 24st Century, IMT International
Journal of the Arts and Sciences, 2(1), 2017 ~N0:

Goh E. & Sigala M., Integrating Information&LCommunication Technologies (ICT) into
Classroom Instruction: Teaching Tips( fer’ Hospitality Educators from a Diffusion of
Innovation Approach, Journal of Teaching in Travel & Tourism, 20(2), 2020, 156-
165.

Gordon 1. M., Hrazdil K., Jermias J. & Li X., The Effect of Misalignment of CEO Personality
and Corporate Governance Structures on Firm Performance, Journal of Risk and
Financial Management, 14(8), 2021, 1-19.

Hansen J. A. & PilikThinigvad S.,Managing Employee Innovative Behaviour Through
Transformationgl and Transactional Leadership Styles,Public Management Review,
21(6), 2019,91 8=944.

Harpaz G., Waizman T. & Yaffe Y., University Students' Academic Grit and Academic
Achievements Predicted by Subjective Well-Being, Coping Resources, and
Self~Cultivation Characteristics, Higher Education Quarterly, 78(1), 2024, 192-211.

HamroKulova  S.,Pedagogical-Programm  Implementation of the Development of
Environmental Education in Higher Class Pupils of Secondary Schools,Central Asian
Journal of Education and Computer Sciences (CAJECS), 1(4), 2022, 52-56.

Heaton S., Teece D. & Agronin E., Dynamic capabilities and governance: An empirical
investigation of financial performance of the higher education sector. Strategic
Management Journal, 44(2), 2023, 520-548.

201



Hewitt F. & Clayton M., Quality and Complexity Lessons from English Higher Education,
International Journal of Quality and Reliability Management, 16(9), 1999, 838-858.

Ho H. &Kuvaas B., Human Resource Management Systems, Employee Well-Being, and Firm
Performance from The Mutual Gains and Critical Perspectives: The Well-Being
Paradox, Human Resource Management, 59(3), 2020, 235-253.

Hongal P. &Kinange U., 4 Study on Talent Management and its Impact on Organization
Performance-An Empirical Review, International Journal of Engineering and
Management Research, 10(1), 2020, 64-71.

Hunt X., Laurenzi C., Skeen S., Swartz L., Sundin P., Weiss R. E. & Tomliseti M., Family
Disability, Poverty and Parenting Stress: Analysis of a Cross-SectiofialNStudy in Kenya,
African Journal of Disability (Online), 10, 2021, 1-8.

Ifeanyi O. D, Ogunode N. J. &Ajape T. S., Shortage of Funds im the Nigerian Public
Universities: Causes, Effects and Way Forward, Innovative Eéchnological Methodical
Research Journal, 2(7), 2021, 5-18.

Iguodala W. A. &Enowoghomwenma D. E., Accreditationanid Quality Assurance Nexus in
Higher Education Production Function in Nigexia,"African Journal of Educational
Management, 23(1), 2022, 171-186.

Igwe C. A.&lIgwenyi B. O., Protecting Judicial judependence, Autonomy and Accountability in
the States of the Federation, RedeeméMs-University Journal of Jurisprudence and
International Law, 3(1), 2023,142:159,

Ljove M. T. & Adamu M. L., ElectromicNuearning in Distance Education in Nigeria. Need for
Quality Assurance and <Siistainable Development, International Journal of
Progressive and Alternative, Education, 7(1), 2021, 1-15.

Ishaya S. A.&Ogunode, NN}, Inadequate Infrastructural Facilities in Nigerian Public
Universities: Cauges, “Effects and Ways Forward, American Journal of Social and
Humanitarian Research, 2(4), 2021, 92-102.

Iyoha D. O. &lgbinedion V. 1., Knowledge Management: A Strategy for Mentoring Business
Educators™in Nigerian universities, West African Journal of Educational Sciences
and-Pxattice, 1(2), 2022, 62-69.

Jackson'l/, Alston K., Bialystok L., Blum L., Burbules N. C., Chinnery A. & Tesar M.,
Philosophy of Education in A New Key: Snapshot 2020 from The United States and
Canada, Educational Philosophy and Theory, 54(8), 2022, 1130-1146.

Jacob O. N. &Ahaotu G. N., Supervision of Universities in Nigeria: Problems and Suggestions,
American Journal of Social and Humanitarian Research, 2(4), 2021, 82-91.

Jacob O. N. & Musa A., Challenges Facing the Academic Planning Unit in Nigerian
Universities and the Way Forward, European Journal of Humanities and
Educational Advancements, 2(4), 2021, 68-73.

202



JacobOgunode N., ONAOLAPO O., ADEOSUN F. 1. &Ayoko V. O.,Marketing of Public
Universities in Nigeria,Journal of Science, Research and Teaching, 2(2), 2023, 96-
107.

Jacob O. N. &Ndayebom A. J., Problems Faced by Teaching Programme in Nigerian Public
Tertiary Institutions and Way Forward, Kresna Social Science and Humanities
Research, 3(1), 2022, 203-211.

Jacob O. N, Iyabode A. E. & Olatunde-Aiyedun T. G., Community Service Programme of
Nigerian Public Tertiary Institutions: Problems and Way Forward, Spanish _Journal of
Innovation and Integrity, 5(1), 2022, 1-9.

Jacob O. N., Jegede D. & Musa A., Problems facing Academic Staff of Nigerigy Universities
and the Way Forward, International Journal on Integrated Edueation, 4(1), 2021,
230-241.

Jacob O. N., Musa A., Ebio A., Abigail . & Jame L., An Investigdtion into the Challenges
Preventing Academic Planning Officers from Effeetively Using ICT in Federal
University Wukari, Nigeria, Journal of Science,\ Computing and Engineering
Research, 2(1), 2021, 147-154.

Jamil H., Muhammad M. & Qureshi N., Criticgl dltigking Skills Development: Secondary
School Science Teachers’ Perceptions and Rractices SJESR, 4(2), 2021, 21-30.

Jang H., Predicting Funded Research Projéet™Performance Based on Machine Learning,
Research Evaluation, 31(2), 2022,.25%-270.

Javanmardi E., Liu S.& Xie N., Explorinigsthe Challenges to Sustainable Development from the
Perspective of Grey Systems{ lieory, Systems, 11(2), 2023, 1-35.

Jegede D., Adah E., Audu°E~\ "&Ajape T. S., Administration of Research Programme in
Nigerian Public UHivepsities: Problems and Way Forward, Riwayat:Educational
Journal of Histoxy and Humanities, 3(2), 2020, 21-32.

Josiah H. F &Agape™h, S., Effects of Corruption on Public Universities Administration in
Nigeria,(Emergent: Journal of Educational Discoveries and Long Life Learning,
2(7), 202 155-18.

Juevesa R.(D. & Castino J. M. P., Employees Engagement and Organizational Performance
ameng Multigenerational Workforce in a Private Non-Sectarian School, International
Journal of Science and Management Studies, 3(4), 2020, 41-56.

Juevesa R. D., Juevesa C. V.&Juevesa Jr R. D., Corporate Strategy and Organizational
Performance of Manpower Service Cooperative, International Journal of Economics
and Management Studies, 7(7), 2020, 106-125.

Kabito G. G., Wami S. D., Chercos D. H. & Mekonnen T. H., Work-Related Stress and
Associated Factors among Academic Staffs at the University of Gondar, Northwest

203



Ethiopia: An Institution-based Cross-sectional Study, Ethiopian Journal of Health
Sciences, 30(2), 2020, 223-232.

Kalogiannakis M., Papadakis S. &Zourmpakis A. 1., Gamification in Science Education. A
Systematic Review of the Literature, Education Sciences, 11(1), 2021, 1-36.

Karunia R. L., Darmawansyah D., Dewi K. S. &Prasetyo J. H., The Importance of Good

Governance in the Government Organization, HighTech and Innovation Journal, 4(1),
2023, 75-89.

Kerry P., Amoozegar A. &Ardebilpour M., Exploring the Influence of Know, Sharing
Motivation and Management Support on Knowledge Sharing Intention Academic
Staffs in Nigerian Higher Education Institutions, Seybold Report, 1 6@23, 936-947.

The Extent of Management Empowerment and Its Impa
Effectiveness,  Excellencia:  International Multi-di
Education(2994-9521), 1(1), 2023, 127-140.

Kilag O. K., Tokong C., Enriquez B., Deiparine J., Purisima R. & Zarn(%‘M., School Leaders:
@ eacher and School

plinary  Journal  of

Konateh H., Duramany-Lakkoh E. K. & Udeh E., Cos
Recruitment and Selection Practices on Publi@vl vice Delivery in Public Sector

Institutions, European Journal of Business ;8 anagement Research, §(2), 2023,
21-30. b

Krause T. & Van-Thiel S, Perceived erial Autonomy in Municipally Owned
Corporations: Disentangling the Impdét of Output Control, Process Control, and
Policy-Profession Conflict, Public-Management Review, 21(2), 2019, 187-211.

Lartey F. M., Chaos, Complexity; gﬁ} Contingency Theories: A Comparative Analysis and
Application to the 2.Ist @y ury Organization, Journal of Business Administration
Research, 9(1), 2020, 4’&

Lawan A. &Ogunode @rike Actions in Nigerian Higher Institutions: Meaning, Causes,
Effects, Achie@ent and Way Forward, Scholarly Publishing Discourse, 1(1), 2021,

1-30. ’\\,
Le A., The nce of Institutional Autonomy Policy on Internationalization of Higher
Ed . A Case Study in Vietnam, Journal of Comparative & International
E

ducation, 13(5S), 2021, 55-63.

Leal Fitho W., Pallant E., Enete A., Richter B. &Brandli L. L., Planning and Implementing
Sustainability in Higher Education Institutions: An Overview of the Difficulties and

Potentials,International Journal of Sustainable Development and World Ecology,
25(8), 2018, 713-721.

Lim J.& Lee S.C., Relationship Between the Characteristics of CEOs and Excess Cash
Holdings of Firms, Emerging Markets Finance and Trade, 55(5), 2019, 1069—1090.

204



Lofsten H., Klofsten M. &CadorinE..Science Parks and Talent Attraction Management:

University Students as a Strategic Resource for Innovation and Entrepreneurship,
European Planning Studies, 28(12), 2020, 2465-2488.

Lokman A., Hassan F., Ustadi Y. A., Rahman F. A. A., Zain Z. M. & Rahmat N. H.,
Investigating motivation for learning via Vroom’s Theory, International Journal of
Academic Research in Business and Social Sciences, 12(1), 2022, 504-530.

Lyer K. R., Saliba 1. & Spannagel J., University Autonomy and Academic Freedom I, In
University Autonomy Decline, 2022, 9-30. \

MacCann C., Jiang Y., Brown L. E., Double K. S., Bucich M. &Minbashi Emotional
Intelligence Predicts Academic Performance: A Meta-Analysis, Psy{) al Bulletin,

146(2), 2020, 1-98
Madaki A. K., The Effect of Corruption on the Educational System i@ia, British Journal
of Education, 7(11), 2019, 41-49.

Madudili C. G., Conducive Learning Environment: A ical Necessity for Students’
Academic Achievement in Nigeria, Journal of Sci ucation & Allied Disciplines,
3(1), 2024, 109-115.

Mai A. N., Do H. T. H., Mai C. N. & Nguyen N. &b}dels of University Autonomy and their
Relevance to Vletnam Journal of Asian Policy, 15(3), 2022, 394-410.

Maiya A. K. & Aithal P. S., 4 Review-base earch Topic Identification on How to Improve
the Quality Services of Highei: tion Institutions in Academic, Administrative, and

Research Areas,Internation al of Management, Technology, and Social
Sciences (IJMTS), 8(3), 20% -153.

ce in Nigerian Tertiary Institutions: A Proposed Theoretical

Malam S. S., Daji L. B. D. Q n A. A., The Relationship between Organizational Culture
and Employee Pe
Framework, Asi rnal of Multidisciplinary Studies, 7(7), 2019, 12-17.

Malin J. R., Browﬂ@hon G., van Ackeren 1., Bremm N., Luzmore R. & Rind G. M., World-
Wide B ri?hs and Enablers to Achieving Evidence-Informed Practice in Education:
What% be Learnt from Spain, England, The United States, and
Ger; ? Humanities and Social Sciences Communications, 7(1), 2020, 1-14.

Marhg%bh, A. L., Pedagogical Properties of Environmental Education and Education in
ucational Institutions, Open Access Repository, 8(12), 2022, 624-627.

Mbon O. U., Omorobi G. O., Owan V. I. & Ekpenyong J. A., Analysis of the Quality of
Educational Resources and Effective Instructional Service Delivery in Nigerian
Universities, International Journal of Education and Evaluation, 5(7), 2019, 25-34.

Mclaren P., The Future of Critical Pedagogy, Educational Philosophy and Theory, 52(12),
2020, 1243-1248.

205



Metselaar S. A., den Dulk L.&Vermeeren B., Teleworking at Different Locations Outside the
Office: Consequences for Perceived Performance and the Mediating Role of Autonomy
and  Work-Life — Balance  Satisfaction, — Review of Public  Personnel
Administration, 43(3), 2023, 456-478.

MnifY., Sellami &Gafsi Y., Institutional and Economic Factors Affecting the Adoption of
International Public Sector Accounting Standards, International Journal of Public
Administration, 42(2), 2019, 119-131.

Mohammed H., Ogunode N. J. & Yahaya D. M., Educational Planning in Nigeria:Importance,
Problems and Way Forward, Central Asian Journal of Social ScienceQ istory,

2(12), 2021. 39-51. 0

Mohiuddin M., Hosseini E., Faradonbeh S. &Sabokro M., Achieving man Resource
Management Sustainability in Universities, International J &Of Environmental
Research and Public Health, 19(2), 2022, 1-19. §6

Mokski E., Leal Filho W., Sehnem S. & Andrade Guerrz S. O. D., Education for
Sustainable Development in Higher Education Insti @ . An Approach for Effective
Interdisciplinarity, International Journal of S nability in Higher Education,
24(1), 2023, 96-117.

Monogbe B. O. &Monogbe T. G., ASUU Stri %’d Nigerian Educational System: An
Empirical Investigation of the Nigeria tiary Institution, American Journal of
Social Sciences and Humanities, 4(\)} , 56-67.

Muftahu M., The Development of f@i Higher Education in Nigeria: A Comparative
Analysis between Northern %\ otithern Region,International Journal of Higher
Education, 10(3), 2021, 1

Muizniece L., University Aut
Case of Latvia, Jo

y and Commercialization of Publicly Funded Research: The
f the Knowledge Economy, 12(1), 2021, 1494-1516.

., Faridah S., Umarella F. & Endri E., Socio-Emotional Leadership

Mulyana A., Rida 1
Style as ntation of Situational Leadership Communication in the Face of
Radical €hayge, Management, 11(3), 2022, 150-161.

Musa A., ry D. M. & Abdullahi 1., Higher Education in Nigeria: Private Universities’
\gﬁ ges and Coping Strategies, Asian Research Journal of Current Science, 4(1),
, 279-286.

Nasifoglu A., Elidemir S., Ozturen A. &Bayighomog S. W., Innovative Behaviors, Employee
Creativity and Sustainable Competitive Advantage:A Moderated Mediation,
Sustainability, 12(8), 2020, 1-18.

Nazir S., Shafi A., Asadullah M. A., Qun W. & Khadim S., Linking Paternalistic Leadership to
Follower's Innovative Work Behavior: The Influence of Leader—Member Exchange and

Employee Voice, European Journal of Innovation Management, 24(4), 2021, 1354-
1378.

206



Nwambam A. S., Nnennaya O. O. &Nwankpu 1. S., Evaluating the Entrepreneurship
Education Programmein Nigerian Universities for Sustainable Development,Journal of
Entrepreneurship Education, 21(1), 2018, 1-13.

Noble-Nkrumah F., Anyigba H.& Mensah H., Psychological Contract Fulfillment and Work
Behaviour Nexus: The Interactive Effects of Employee Job Autonomy and
Trust, Management Decision, 60(5), 2022, 1326-1348.

Nwankwoala H. N. L., Process of Policy Implementation: Implications for Educational
Administrators,Handbook of Research on Educational Planning and PoligkAnalysis,
2018, 372-387.

O'Connor D. B., Thayer J. F. &Vedhara K., Stress and Health: A Review @hobiological
Processes, Annual Review of Psychology, 72, 2021, 663-688.
’\cal Education Laws:

O'Connor E. A., Yasik A. E.& Horner S. L., Teachers' Knowledge
What Do They Know? Insights into Learning Disabilitie 2016, 7-18.

Odaudu U. S. & Yahaya B. F., Assessment of Facilities i % Male Hostels of University
Environments in Nigeria, British Journal of Env Q éntal Sciences, 7(2), 2019, 21-
30.

Offem O. O., Anashie A. I. & Aniah S. A., Effec rbrikes on Management and Planning of
Educational Activities in Nigerian Upiyesities,Global Journal of Educational

Research, 17(1), 2018, 1-8. \Q

Ofoegbu F. I. & Alonge H. O., Ejfe@iversi@z Leadership as Predictor of Academic
Excellence in Southern Nigeri n\ iversities, Journal of Education and Practice, 8(8),
2017, 111-116. \e‘)

Ofor-Douglas S., Efficient R e Management in University Education in Nigeria, Niger
Delta Journal 0% ment Sciences, 1(1), 2020, 1-21.

inking for Achieving Sustainable Development Goals Moving from

Ofor-Douglas S., Ne
Theory tooﬂ%%e in Nigerian Universities, International Journal of Institutional
Leadersﬁip,\Po icy and Management, 2(2), 2020, 219-229.

Ofor-Dou .. Quality Assurance in Managing University Education in Nigeria,
I tional Journal of Educational Management (IJEM), 18(2), 2020, 185-202.

OgoNK., Educational Leadership and Equality of Indigeneship Education in Rivers State,
International Journal of Institutional Leadership, Policy and Management, 2(2),
2021, 653-678.

Ogunode N. J. & Abubakar L., Public Universities Administration in Nigeria: Challenges and
the Ways Forward, International Journal on Integrated Education, 3(11), 2020, 163-
169.

207



Ogunode N. J. & Adanna C. M., Supervision of Higher Institutions in Nigeria: Challenges and
Way Forward. Pioneer: Journal of Advanced Research and Scientific
Progress(JARSP), 1(1), 2022, 26-37.

Ogunode N. J. & Babatunde A. F., Challenges facing Teaching and Learning of Educational
Administration and Planning Programme in Nigerian Higher Institutions and Way
Forward, International Journal of Culture and Modernity, 7(1), 2021. 76-87.

Ogunode, N. J., & Ibrahim, G. F. Impact of Infrastructure Facilities on the Implementation of
Educational Administration and Planning Programme in Tertiary In%ons in
Nigeria, International Journal of Academic Integrity and iculum
Development, /(1), 2024, 102-108.

Higher Institutions in a Community: A Case Study of Fede University Wukari,

Ogunode N. J. &lroegbu A. 1., Perception of Undergraduate Students ’gn&gdmpact of Siting
: @ ral Sciences, 1, 2018,

Taraba State, Nigeria, Electronic Research Journal of Bek

74-84.
Ogunode N. J. & Ishaya S. A., Administration of Politi nce Programme in Nigerian
Public Universities: Problems and Solutions, Ce Asian Journal of Literature,

Philosophy and Culture, 2(5), 2021, 14-22.

Ogunode N. J. & Jegede D., Evaluation of Facton r@onsible for Inadequate Infrastructural
Facilities in Public Universities in Nort ral Nigeria, Intercathedra, 46(1), 2021,
43-50.

Ogunode N. J. & Mohammed Y., * equate Funding Panacea for Development of
Educational Admlmstratlon ‘Planning Programme in Tertiary Institutions in
Nigeria, International al of Academic Integrity and Curriculum

Development, 1(1), 2D2Q

Ogunode N. J. & Musa ?!gher Education in Nigeria: Challenges and the Ways Forward,
Electronic Resea rnal of Behavioural Sciences, 3(1), 2020, 84-98.

Ogunode N. J. & Musa\A., Political Influence in Administration of Public University Nigeria:
Effect. d Way Forward, International Journal of Social Science Humanity &
Man%nent Research, 1(1), 2022, 35-43.

Oguno J. &Okwelogu 1. S., Investigation into Causes of Inadequate Academic Staff in
ic Universities in North-Central Nigeria, Miasto Przysztosci Kielce, 25(1), 2022,
308-313

Ogunode N. J., Akin-Ibidiran T. Y. &lIbidiran J. A., Analysis of Factors Responsible for Poor
Ranking of Public Universities in Nigeria and Way Forward, European
Multidisciplinary Journal of Modern Science 5(1), 2022, 1-15.

Ogunode N. J., Eyiolorunse-Aiyedun C. T. & Olatunde-Aiyedun T. G., Educational Planning
in Nigeria during Covid-19: Problems and Ways Forward, Academicia Globe:
Inderscience Research, 2(07), 2021, 137-147.

208



Ogunode N. J., Ezema O. & Olugbenga A. V., Problems Faced by Academic Leaders in Public
Higher Institutions in Nigeria, Spanish Journal of Innovation and Integrity, 6(1),
2022, 214-224.

Ogunode N. J., Jegede D. & Musa A., Problems Facing Academic Staff of Nigerian
Universities and the Way Forward, International Journal on Integrated Education,
4(1), 2021, 230-241.

Ogunode N. J., Jegede D., Adah S., Audu E. I. &Ajape T. S., Administration of Research
Programme in Nigerian Public Universities: Problems and Waqorward,
Riwayat:Educational Journal of History and Humanities, 3(2), 2020, 2Q2.

Ogunode N. J., Josiah H. F. &Ajape T. S., Effects of Corruption on (u Universities
Administration in Nigeria, Emergent: Journal of Educationa scoveries and
Lifelong Learning, 2(7), 2021, 5- 18. &

Ogunode N. J., Okwelogu I. S. & Olatunde-Aiyedun T. G., ges and Problems of
Deployment of ICT Facilities by Public Higher Institutiens during Covid-19 in Nigeria,
International Journal of Discoveries and Inno M@ in Applied Sciences, 1(4),
2021, 30-37. 6

Ogunode N. J., Okwelogu I. S., Enyinnaya O.wya D., Academic Staff of Tertiary

Institutions in Nigeria and the Problem ecurity, Middle European Scientific
Bulletin, 18, 2021, 206-217. fb

Ogunode N. J., Olatunde-Aiyedun T. \& Akin-Ibidiran T. Y., Challenges Preventing
Effective Supervision of Univer:. sic Education Programme in Kuje Area Council of

FCT, Abuja, Nigeria, Middle &3{ n Scientific Bulletin, 16, 2021, 62-72.

Commission for Eﬁ? Universities Supervision in Nigeria, The Journal of

Ogunode N. J., Ukozor C. U. % oko V. O., Adequate Funding of National Universities
&nnovation, 1(3), 2023, 42-56.

Economics, Fin%
Ogunode N. J., Yiolpkun B. &Akeredolu B. J., Nigerian Universities and their Sustainability:
ay Forward, Electronic Research Journal of Behavioural Sciences,

2(1), 2019, 72-82.

Ohunene Q‘& Olatunde-Aiyedun T. G., Review of Factors Responsible for High Rate of
Fi ial Corruption in Public Universities in Nigeria, Central Asian Journal of
al Sciences and History, 3(7), 2022, 30-44.

Ojelade I. A., Aiyedun T. G. &Aregebesola B. G., Environmental Education as an Instrument
for Awareness Creation on the Health Effects of Water Contamination in Saburi
Community of Federal Capital Territory (FCT), Abuja, Nigeria, The Researcher: A
Journal of Contemporary Educational Research, 2(1), 2019, 1-16.

Okai O. N., Environmental Factors and Academic Staff Performance in Public Universities in
Rivers State, International Journal on Integrated Education, 3(5), 2020, 41-49.

209



Okoli N. J., Ogbondah L. &Ewor R. N., History and Development of Public Universities in
Nigeria since 1914, International Journal of Education and Evaluation, 2(1), 2016,
322-323.

Okolie U. C., Igwe P. A., Nwosu H. E., Eneje B. C. &Mlanga S., Enhancing Graduate
Employability: Why do Higher Education Institutions have Problems with Teaching
Generic Skills? ,Policy Futures in Education, 18(2), 2020, 294-313.

Okoro, P. E., Strategies and Challenges for Enhancing the Successful Implementation of
Business Education Curriculum in Nigerian Universities, Nigerian Journal of Business
Education (NIGJBED), 7(2), 2020, 481-490.

Olatunde-Aiyedun T. G., Factors hindering the Progress of Nigerian @sities in the
Global Ranking of Universities. International Journal of Deyelo nt and Public
Policy, 1(6), 2021, 183—-187. &

Olatunde-Aiyedun T. G., Interaction Effect of Animation Te
Achievement in Climate Change, Journal of Ethicsand
Communication, 1(6), 2021, 1-15. 6

trategy on Students’
iversity in International

Olatunde-Aiyedun T. G., Student Teachers’ Attitude to &eaching Practice, International
Journal of Culture and Modernity, 8(1), 2‘0% -17.

Olowonefa G., Ogunode N. J. &Ohibime E. ublic Universities Funding in Nigeria:
Challenges and Way Forward, Journal of Innovation in Nonformal

Education, 2(1), 2022, 192-200.

Oluseun D. J., Administration of Pr %ﬂal Development Programme in Nigerian Higher
Institutions: Challenges and orward, Intercathedra, 3(44), 2020, 147-155.

Onwuka C. C., Madu T. E. &{Q e G. L., Assessment of Employees’ Satisfaction with Human
Resource Manag Practices in Selected Public Universities in Southeast
Nigeria, Global @n Journal of Academic Research(GOJAR), 2(1), 2023, 24-36.

Onyeike V. C. & ma D. N., Constraints in Planning and Implementation of Higher
Educati@gr mmes in Rivers Nigeria, European Scientific Journal, 8(4), 2012,
86-10

Oparaji ’6 zemba E. U. & Okafor J. N., Work Autonomy as Correlate Of Teachers’ job
tiveness In Public Secondary Schools in Imo State, Nigeria, UNIZIK Journal of
ucational Research and Policy Studies, 15(1), 2023, 28-37.

Osaat D. S. & Ekechukwu R., Managing Workload of Academic Staff for Job Effectiveness in
Nigerian Universities: A Study of University of Port Harcourt in South-South
Geopolitical Zone of Nigeria, International Journal of Humanities, Social Sciences
and Education, 4(12), 2017, 102-108.

210



Osifila G. I. &Aladetan T. A., Workload and Lecturers’ Job Satisfaction in Adekunle Ajasin
University, Akungba — Akoko, Ondo State, Nigeria, Journal of Education and
Learning, 14(3), 2020, 416-423.

Othoo H. A., Olel M. A. & Gogo J., Teaching and Learning Resources as Determinants of
Academic Performance in Public Secondary Schools in Kuria East and Kuria West Sub-
Counties, Kenya, American Journal of Social Sciences and Humanities, 4(3), 2019,
448-460.

Owais A., Alabidi S., Hatamleh Z. A. & Hussein E., Technical and Vocational Edugation and
Training in the UAE, International Journal of Emerging Teehnologies in
Learning, 15(13), 2020, 264-288.

Owan V. J.,, Bassey B. A., Mbon U. F., Okon A. E., Egbula E. O., Ekagtte'S._0., Ojong C. O.
& Ekpe M. B., Validation of an Instrument and MeasuremenptofN\NEmployee Work-Life
Policies, Psychological Empowerment, and Job Commitment of Academic Staff in
Universities, Mediterranean Journal of Social Sciences, Th2), 2020, 86-100.

Owoeye I., Kiiru D. & Muli J., Recognition Practices and Employee Performance:
Understanding Work Engagement as a Mediating Rathway in Kenyan Context, Journal
of Human Resource Management, §(3), 2020, #63-171.

Oyewole B. K., Arogundade B. B. & Sadiku B:™N\O«" Work Environment and Provision of
Instructional Facilities as Correlates of (Aeirdemic Staff Job Performance in Nigerian
Universities, Journal of Educatiom\Resedarch and Rural Community Development,
1(1), 2019, 46-57.

Ozsen T., Uslu B. &Aypay A., Stretégy?Atlaptation for Sustainable Quality Management in
Universities: A Systematic, Literature Review, Tertiary Education and Management,
29(4), 2023, 447-469.

Pounder ., Institutional\Performance in Higher Education: Is Quality a Relevant
Concept?,QualitiznAssurance in Education, 7(3), 2019, 156-165.

Pourteimour S, Yaghmaei S. &Babamohamadi H., The Relationship Between Mental
Workload _and Job Performance among Iranian Nurses Providing Care to COVID-19
Patients; A Cross-Sectional Study, Journal of Nursing Management, 29(6), 2021,
17285132,

Prashar X%, Quality Management for High-Contact Professional Service Firms: A Multiple-
Case Evidence from Indian Law Firms, International Journal of Quality & Reliability
Management, 38(2), 2021, 413-436.

Rahmawati N. R., Utomo P. &Rohmawati A., The Influence of School Environment on the
Character Building of Discipline and Politeness of Primary School Students,
Indonesian Journal of Character Education Research, 1(2), 2023, 69-79.

Ramli A., Zain R. M., Campus C., Chepa P. & Bharu K., The Impact of Facilities on Students’
Academic Achievement,Sci. Int.(Lahore), 30(2), 2018, 299-311.

211



Risi D., Vigneau L., Bohn S. & Wickert C., Institutional Theory-Based Research on Corporate
Social Responsibility: Bringing Values Back In, International Journal of Management
Reviews, 25(1), 2023, 3-23.

Rivaldo Y. & Nabella S., Employee Performance: Education, Training, Experience and Work
Discipline, Calitatea, 24(193), 2023, 182-188.

Rudhumbu N. & Dziva D., The Influence of Differentiated Instruction on the Academic
Performance of Mathematics Students in Universities, International Journal of
Innovation and Learning, 33(1), 2023, 32-51. \

Salmi J. & D’Addio A., Policies for Achieving Inclusion in Higher Educatio y Reviews
in Higher Education, 5(1), 2021, 47-72.

Sarwar N., Haider S., Akhtar M. & Bakhsh K., Moderated-Me ion between Ethical
Leadership and Organizational Citizenship Behavior: Q of Psychological
a

Empowerment and HighPerformance Managerial Practi nagement Research
Review, 46(5), 2023, 649-666.

Sendra-Pons P., Comeig I. & Mas-Tur A., Institutional Qaffecting Entrepreneurship: A
QCA Analysis, European Research on Manag& and Business Economics, 28(3),
2022, 1-11.

Shenkar O. & Ellis S., The Rise and Fall o ctural Contingency Theory: A Theory'’s
‘Autopsy’, Journal of Managemen , 59(3), 2022, 782-818.

Shniekat N., AL Abdallat W., Al—Hqsw. & Ali B., Influence of Management Information
System Dimensions on Institutj rformance, Information Sciences Letters, 11(5),
2022, 1435-1443.

Shonhe L., Continuous PP %ml Development (CPD) of Librarians: A Bibliometric
Analysis of Rese ductivity Viewed through WoS, The Journal of Academic
Librarianship, n%, 020, 1-11.

Siswanto E. &Hiﬂ& D., Management Indicators of Good Infrastructure Facilities to
Improve‘Sc%eo Quality,International Journal of Educational Management and
Innm&) (1), 2020, 69-81.

5

Strapp % Bredimus K., Wright T., Cochrane R. & Fields E., Entering the Workforce or
ing to Graduate School: Themes in Psychology Alumni Decision Making, Teaching
Psychology, 48(2), 2021, 144-154.

Stravakou P. A. &lLozgka E. C., Postgraduate Students’ Views on Mentoring in the
Educational and Academic Context, European Journal of Education and
Pedagogy, 3(3), 2022, 42-51.

Sunmonu 1. S., Zhenseh A. J.&Ogunode N. J., Problems Faced by University Education in
Nigeria and Way Forward, Central Asian Journal of Theoretical and Applied
Science, 3(2), 2022, 31-40.

212



Suseno Y., Standing C., Gengatharen D. & Nguyen D., Innovative Work Behaviour in the
Public Sector: The Roles of Task Characteristics, Social Support, and Proactivity,
Australian Journal of Public Administration, 79(1), 2020, 41-59.

Tella A. &Ibinaiye O. A., Correlates of Staff Motivation, Satisfaction, and Job Performance of
Library Staff in Selected Nigerian University Libraries, International Information &
Library Review, 52(1), 2020, 32-49.

Tesfaye A. H., Mekonnen T. H., Alemayehu M. & Abere G., Prevalence and Risk Factors of
Work-Related Upper Extremity Disorders among University T eachia%b;taff in
Ethiopia,:An  Institution-Based  Cross-Sectional  Study, Pain RQr and

Management, 2022(7744879), 2022, 1-12. 0

Toquero C. M., Challenges and Opportunities for Higher Educatiow amid/the COVID-19
Pandemic: The Philippine Context, Pedagogical Research, 5 0, 1-5.

Tuan N. A., Financial Autonomy in Universities Around the Wo agement Implications

for Vietnam, International Journal of Research j cation Humanities and
Commerce, 3(1), 2022, 2583-0333. 6

Ubogu R., Quality Assurance System as a Universi @cation Policy Tool in Nigeria:
International Comparative Analysis, Beni )&%al of Educational Studies, 27(1),
2021, 232-243. g

Uzoamaka N. O. P. & Chijioke D. E., F erl Sustainability of Public Universities in
Nigeria: A Critical Review, Asia& al of Economics, Finance and Management,

5(1),2023, 162-170. .
>

Valladares L., Scientific Literac 5@ Social Transformation: Critical Perspectives about
Science Participation.az& ncipation, Science & Education, 30(3), 2021, 557-587.

Victer R. S., Connectiyi owledge and the Degree of Structural Formalization: A
Contribution to ntingency Theory of Organizational Capability, Journal of

Organization%eslgn, 9(7), 2020, 1-22.

Wargocki P., Ron&a azar J. A., Contreras-Espinoza S. &Bahnfleth W., The Relationships
Betw ssroom Air Quality and Children’s Performance in School,Building and
Enyi ent, 173(106749), 2020, 1-32.

Wid o%l. &Mawarto M., Investigating the Role of Innovative Behavior in Mediating the
ffect of Transformational Leadership and Talent Management on Performance,
Management Science Letters, 10(10), 2020, 2175- 2182.

Yagboyaju D. A. & Akinola A. O., Nigerian state and the crisis of governance: A critical
exposition. Sage Open, 9(3), 2019, 1-10.

Yawe A., Ivagher E. D. &ljov M. T., Impact of Political Appointments on the Management of
Higher Education in Nigeria, Report on Opinion, 7(4), 2015, 82-89.

213



Yurtseven Avci, Z., O'Dwyer, L. M., & Lawson, J. (2020). Designing effective professional
development for technology integration in schools. Journal of Computer Assisted
Learning, 36(2), 160-177.

Yu X., Xu S.& Ashton M., Antecedents and Outcomes of Artificial Intelligence Adoption and
Application in the Workplace: The Socio-Technical System Theory Perspective,
Information Technology & People, 36(1), 2023, 454-474.

Zaidan A. F. &Juariyah L.,The Influence of Workloads on the Job Satisfaction of Lecturers of
the State University of Malang Through Job Stress as Intervening \Variable,
International Conference on Islam, Economy, and Halal Industry, KNE ial'Science,

4(9), 2020, 156-176. 0

Zelenska L., Holubnycha L., Tetiana L., Matsapura L. & Popova N., demic Council
Activity as the Basis for University Autonomy, Historical A@ Revista Amazonia

Investiga, 10(39), 2021, 205-217.

Zhoc K. C., Chung T. S. & King R. B., Emotional Intelligen ﬁd Self-Directed Learning:
Examining their Relation and Contribution to Be dent Learning Outcomes in
Higher Education, British Educational Research al, 44(6), 2018, 982—-1004.

Ziyae B.& Sadeghi H., Exploring the Relationshi %en Corporate Entrepreneurship and
Firm Performance: The Mediating Effect o egic Entrepreneurship, Baltic Journal
of Management, 16(1), 2020, 113-133. fb

Zurita-Ortega F., Olmedo-Moreno E. M., (}Pfg n-Cuberos R., Exposito Lopez J. & Martinez-
Martinez A., Relationship betwqﬁiadership and Emotional Intelligence in Teachers
in  Universities and oth \ cational  Centres: A  Structural Equation
Model, International Jo clr:af Environment Research and Public Health, 17(1),

2020, 1-12. .
&

Allnews A .U\\%no University of Science, Technology Embarks on Indefinite
Stré’ e ://allnews.ng/news/asuu-kano-university-of-science-technology-embarks-

Newspapers

on finite-strike. 2022.

B a)&boola, NUC Declares Shortage of Lecturers, Demands Exclusion of Varsities
u\/From Jobs Embargo’. https://thewhistler.ng/nuc-declares-shortage-of-lecturers-
demands-exclusion-ofvarsities-from-jobs-embargo/. 2022

Periodicals

National University Commission (NUC) release of the list of accredited universities in
Nigeria, (2021)

Universities Miscellaneous Provisions Act, as amended (2003), (2012)
214


https://allnews.ng/news/asuu-kano-university-of-science-technology-embarks-on-indefinite-strike
https://allnews.ng/news/asuu-kano-university-of-science-technology-embarks-on-indefinite-strike
https://thewhistler.ng/nuc-declares-shortage-of-lecturers-demands-exclusion-ofvarsities-from-jobs-embargo/
https://thewhistler.ng/nuc-declares-shortage-of-lecturers-demands-exclusion-ofvarsities-from-jobs-embargo/

Education (National Minimum Standards and Establishment of Institutions) Act

National Policy of Education 2004 (4™ edition)

215



Appendix I

Questionnaire

This instrument is designed to gather information exclusively for research purposes. The
researcher kindly requests your cooperation in responding to the provided items to the extent that
they apply to you. Please note that there are no right or wrong responses and responses provided
will be treated with the utmost confidentiality.

Thank You, *
The Researcher OQ
Section A < R

Instruction: This section aims to gather demographic information &he respondents. The
researcher kindly request that you select the option that best des your response to the

following statements by ticking the space ( ) provided.

Institutional Type: Federal ( ) State( ) Prin( )
Gender: Male( ) Female( ) rs( ) Not Willing to Disclose ()

Job Designation: Vice Chancellor( DVC ( ) Registrar ()
Dean( ) HODY()

Librarian (
Director Academ %nmg () Human Resource Manager ( )

Age Range: Less than@ 30-40( ) 41-50( ) 51-60( ) Above
60 (

Lecturer / Student Rati sﬁ than 50 ( ) 50-70(C ) 71-80( ) 81-100( )

QJ\\% ove 100 (
%6
\¥
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Section B

S/N | Employee Satisfaction Always Seldom | Rarely Never
My Staff feel or get:
1 valued and appreciated as an
employee at this university
2 satisfied with the benefits and perks
provided by this university
3 opportunities for professional
development and training ,A
4 safe and healthy in the work \(
environment. C
5 constructive feedback on their job \V/
performance through regular ’\
performance reviews 0
6 recognizes and rewards for their § g
achievements and contributions. C\
7 with the procedures in place for 4 \/
resolving workplace conflicts and Q
grievances. N\
8 With the overall culture and work 60‘
environment at this university. O\
N
S/N | Alumni Engagement xés ] Always | Sometimes | Rarely | Never
My University:
9 involves alumni in un1vers1ty®e?1?s or
initiatives
10 | measures the succes @Pmnl engagement
initiatives \
11 | supports alumm e \g!ment efforts
12 | contacts in % and communication
preference
13 | ensures tYmnl engagement efforts align
with thg witiversity's strategic goals and mission
14 nc@ges alumni to give back to the
xyution through donations or volunteering
15 | recognizes and show appreciation for alumni
who are highly engaged and supportive
16 | collaborates with alumni to support current
students and recent graduates
17 | fosters a sense of community and belonging

among its alumni
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S/N

Faculty Development

Always

My University:

Sometimes

Rarely

Never

18

makes available faculty development
programmes for members of staff

19

provides adequate support for members of staff
to attend faculty development programs outside
the institution

20

enforces the skills and knowledge acquired
from faculty development programmes in the
teaching, research and other activities in the
University

21

facilitates faculty development programmes
that can contribute to the overall quality of
education in the institution

22

encourages and support staff on research
publications, conference presentations and
grants

23

encourages staff to collaborate with colleagues
within or outside the institution as a result of
attending faculty development programs

&

4

%

24

tie staff promotion to development programm

S/N

Administrative Autonomy NY

Always

In My University: ,C_\\V !

Sometimes

Rarely

Never

25

. N " > 4
decision-making processes 1érb}asparent

26

no bureaucratic obstacles, hi s department's
operations O\

27

there is high responsiv ness to the needs of

28

individual departments/units
principal o unit heads can make

decision without fear of restrictions from the
universigynor outside the university

29

ther: restrictive or unnecessary
Rol@s regulations

30

théeé is trust between the department
department/unit and higher-level administrators
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S/N

Pedagogical Autonomy

Very
True

My University can:

True

Not
Very
True

Not
True

31

design its own curriculum, determine the
content and structure of courses, and decide
on the learning outcomes of each program

32

set its own admission policies, including
eligibility criteria, selection criteria, and the
number of students to be admitted.

33

choose its own teaching methods, including
lectures, seminars, tutorials, online courses,
and practical work.

34

decide on its own assessment methods,
including exams, essays, projects,
presentations, and other forms of assessment.

35

set its own academic standards, including
minimum grade requirements, progression
rules, and graduation requirements.

36

hire and promote its own faculty, based on its
own criteria and procedures.

P
/)<9n

37

set its own research priorities, allocate
research funding, and decide on the scer aﬂb

direction of research projects.

38

establish collaborations and partnersh wlth
other institutions and organizatio
domestically and 1nternat10nal]y

39

provide its own student servi \mcludlng
academic advising, careé ces, health
services, and other supj(\( ervices.

40

govern and administer Self, including setting
policies, maki cisions, and managing its

L ]
reSOUrCes. »

C
%6
\¥
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S/N | Financial Autonomy Very True Not Not
True Very | True
My University can: True
41 | set tuition and fees independently.
42 | invest in endowment funds
43 | secure grants and research funding
44 | implement cost-cutting measures
45 | engage in fundraising activities
46 | establish partnerships and collaborations A
47 | commercialize intellectual property Q A
48 | invest in revenue-generating initiatives PN \
49 | implement effective financial management k;’
practices «
50 | ensure transparency and accountability in Q N
financial decision-making. Q
Q>
S/N | Governance Structure Al@\"Seldom Rarely | Never
My University: O\
51 | clearly define roles and responsibilities of all lb\‘
stakeholders in the university W\
52 | ensures processes are in place within th 'O
university system structure to facilitate@ive
decision-making
53 | facilitate communication between nt
stakeholders such as faculty m%@rs, staff
members, and students \Q,
54 | creates mechanisms wit'ﬁﬁbhe'university
system to ensure col 1on across different
units .
55 | support the suﬁl execution of tasks and
achievemert 0 in the University
56 | adaptab tMviversity system's governance
struct %changing circumstances and
em?i}? & challenges
57 the overall culture of the institution,
including its values, norms, and practices
58 | adopts best practices and benchmarks for

effective governance in higher education
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S/N | School Calendar Stability Always | Seldom Rarely | Never
My University:
59 | adhere to the published start and end dates of
the academic year
60 | make changes to the academic calendar after it
has been published
61 | inform staff and students in advance of any
changes to the academic calendar
62 | adhere strictly to dates of holidays and breaks \\
63 | schedule exams with other important events on Q
campus ™\
64 | allows students to express confusion or Q
frustration regarding the academic calendar A /
65 | receives feedback from students regarding the Q\
effectiveness of the academic calendar o s
66 | academic calendar accommodate the needs and
preferences of students
67 | take student feedback into consideration when
making changes to the academic calendar ’Q‘
o
S/N | University Education Regulatory Lavxs"b._ Very True Not Not
In My University: &\) True Very | True
N True
68 | principal officers including the vi¢é\chancellor,
registrar, librarian, bursar, d ﬁ'y d head of
departments spends a single of 5 years
69 | academic staff who retir'e@a professor is
entitled to pension a&@ﬁ quivalent to his
annual salary
70 | academics ret mpulsorlly at the age of 70
71 non acade ire$ compulsorily at the age of
72 develo 1nculcate proper value-orientation
for rvival of individuals and society
73 &Xé@me intellectual capacities of
individuals to understand and appreciate their
environment
74 | ensures physical skills to enable individuals to
develop into useful members of the community
and make optimum contributions to national
development through the training of higher
level manpower.
75 | ensures intellectual skills to enable individuals
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to develop into useful members of the
community make optimum contributions to
national development through the training of
higher level manpower

76

promote national unity by ensuring that
admission of students and recruitment of staff
into universities are transparent

77

Promotes and encourage scholarship and
research

Section C

C
A
O

X
S

S/N

Items

Administrative autonomy positively affects
the effectiveness of university management in
Nigeria

Agree | Disagree

Strongly
Disagree

Level of administrative autonomy in Nigerip&\,
universities in terms of decision-maki
authority and independence from ex‘v&n

universities enhances the qu teaching
and learning experiences fi ents

interference o
Granting pedagogical autonomé@?g)rian

Level of pedagogical a mny currently
practiced in Niger@ersities, in terms of
the freedom given todaculty members to

design and imﬁnt their teaching
methodolo@iesattd urriculum is high

Financial attefiomy impact the ability of
Nigeri iversities to effectively allocate
resg? and invest in infrastructure,

‘eséarch, and faculty development

ThE current financial autonomy of Nigerian
universities is conducive for financial
sustainability and long-term planning for
academic growth and development

Lecturer/student ratio in my universities
influence the administrative effectiveness in
terms of providing personalized attention,

managing workload, and maintaining a
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conducive learning environment

Disruptions in the school calendar, such as
prolonged strikes or shifting academic
schedules, impact administrative effectiveness
in terms of curriculum delivery, assessment,
and student outcomes in Nigerian universities

Spending a single term of principal officers in
the university do not allow them to
consolidate on their administrative
effectiveness

10

Retiring non-academic staff at age 65 is not
good for their administrative effectiveness
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Appendix II

Figure 1: Level of Administrative Effectiveness (Employee Satisfaction)
in Universities in Nigeria

4.5
4

X

35

2.83

3

2.5

Value

Very High Level

Very Low Level r@hLevel
ery Low Leve Low Level ‘V\

|[Range | 10-199 |  200-249 W\ 250-2.99 |  3.0-4.00 |
Note: The weighted mean is 2.83 i?\}ﬁ?ng that the level of administrative effectiveness in
ithin “High Level” threshold.

terms of employment satisfacti
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Figure 2: Level of Administrative Effectiveness (Alumni Engagement)
in Universities in Nigeria

4.5
4

35

Value

Very Low Level Low Level
[Range | 1.0-1.99 | 200-249 | 250-299 1 3.0-4.00 |
%
Note: The weighted mean is 2.79 indicating vel of administrative effectiveness in
terms of alumni engagement is within “High L > threshold

N
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Figure 3: Level of Administrative Effectiveness (Faculty Development)
in Universities in Nigeria

4.5
4

35

Value

High Level Very High Level

|[Range | 1.0-199 [  200-249 | 250-299 |  3.0-4.00 |
o~
Note: The weighted mean is 3.49 indicating t\%@e level of administrative effectiveness in
terms of Faculty Development is within ‘;& igh Level” threshold.

Very Low Level Low Level

226



Figure 4: Level of Administrative Effectiveness (Employee Satisfaction, Alumni
Engagement and Faculty Development) in Universities in Nigeria

45
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3.5
3
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E 25
<
>
2
1.5
1
0.5
0
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Note: The weighted mean is 3.04 indicating th &vel of administrative effectiveness in
terms of employee Satisfaction, Alumni En% and Faculty Development is within “Very

High Level” threshold. *
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Figure 5: Level of Autonomy (Administrative) in Universities in Nigeria
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Note: The weighted mean is 2.40 indicating that the e@ Autonomy effectiveness in terms of
Administration is within “Low Level” threshold.
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Figure 6: Level of Autonomy (Pedagogical) in Universities in Nigeria

4.5
4

35
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of Autonomy is within “Very High Level” th d.

229



Figure 7: Level of Autonomy (Financial Autonomy) in Universities in Nigeria
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Figure 8: Level of Autonomy (Administrative, Pedagogical and Financial Autonomy)

in Universities in Nigeria

4.5
4

35
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High Level Very High Level

Very Low Level Low Level
|[Range | 1.0-199 [  200-249 | 250-299 |  3.0-4.00 |

o~
Note: The weighted mean is 2.93 indicating t \@e level of Administrative, Pedagogical and
Financial Autonomy in terms of Admiqi@n 1s within “High Level” threshold.

S

***Threshold: mean value of 1 = Very Low Level; 2.00-2.49 = Low Level; 2.50-2.99 =

High Level; 3.0- 4.00 = \@g Level
O3
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Appendix III

Descriptive Statistics

Mean  Std. Deviation N
Administrative 72.26 5.564 4051
Effectiveness é
Autonomy 78.24 8.036 4051 ( O
University Education 25.36 4.284 4051 ’\
Regulatory Laws O
N
Institutional Factors 31.23 3.108 4051
K QN
Correlations
Administrative Auto University Education Institution
Effectiveness nomy  Regulatory Laws al Factors

Pearson  Administrative 1.000 .659 -.064 -.371
Correlatio Effectiveness
n B

Autonomy .659 1.000 -479 .052

University Education -.064 -.479 1.000 -.254

Regulatory Laws

Institutional Factors -371  .052 -.254 1.000
Sig. (1- Administrative .000 <.001 <.001
tailed) Effectiveness

Autonomy .000 .000 .000

University Education .000 .000 .000

Regulatory Laws

Institutional Factors .000 .000 .000
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Administrative
Effectiveness

Autonomy

University Education
Regulatory Laws

Institutional Factors

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

4051

Model

Variables Entered/Removed?

Variables Variables
Entered Removed

Method Q

1

Institutional
Factors,
Autonomy,
University
Education
Regulatory
Laws®

. Enter

>

a. Dependent Variable: Administrative Effectiveness

b. All requested variables entered.

-

O
O
(P
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Model Summary

Change Statistics

R F
Mo Squar  Adjusted R Std. Error of the R Square  Chang df Sig. F
del R e Square Estimate Change e 1 df2 Change
1 79 633 .633 3.371 .633 2328.6 3 40 .000
6 26 47
a. Predictors: (Constant), Institutional Factors, Autonomy, University Education Regulatory
Laws
ANOVA?

Model Sum of Squares df Mean Square F Sig.
1 Regression 79395.450 3 26465.150 2328.626 .000P

Residual 45994.709 4047 11.365

Total 125390.159 4050

a. Dependent Variable: Administrative Effectiveness

b. Predictors: (Constant), Institutional Factors, Autonomy, University Education Regulatory
Laws
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Coefficients

Unstandardized Standardized

95.0% Confidence

Coefficients Coefficients Interval for B
Std. Si Lower Upper
Model B Error Beta t g  Bound Bound
1 (Constant) 42.499  1.079 393 <. 40384  44.615
91 00
1
Autonomy .542 .008 783 71.9 .00 527 557
04 0
University Education .286 .015 220 195 <. 257 314
Regulatory Laws 78 00
1
Institutional Factors -.637 .018 -.356 - < -.671 -.602
359 00
92 1
a. Dependent Variable: Administrative Effectiveness
A0
Notes
Output Created 30-OCT-2023 00:17:56
Comments
Input Data C:\Users\1\OneDrive\Docu
ments\Smart Codes.sav
Active Dataset DataSetl
Filter <none>
Weight <none>
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Descriptive Statistics

Mean Std. Deviation N

Administrative 72.18 5.894 4051

Effectiveness

Administrative Autonomy 14.42 2.183 4051 Q\
Pedagogical Autonomy 32.66 5.560 4051 (/0
Financial Autonomy 31.16 2.336 4051 O&

University Education 2536 4284 4051\

Regulatory Laws

Type of Institution 2.00 817 4051

Lecturer/Student Ratio 3.23 .888 4051

School Calendar Stability 26.00 2828 4051

Correlations

School

Adminis Admini Pedag Finan University Type Lectur Calend
trative  strative ogical cial = Education of er/Stu ar

Effective Autono Auton Auton Regulatory Instit dent Stabilit
ness my omy = omy Laws ution Ratio y
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Pears
on

Corre
lation

Sig.
(1-
tailed
)

Administrati
ve
Effectivenes
S

Administrati
ve
Autonomy

Pedagogical
Autonomy

Financial
Autonomy

University
Education
Regulatory
Laws

Type of
Institution

Lecturer/Stu
dent Ratio

School
Calendar
Stability

Administrati
ve
Effectivenes
S

Administrati
ve
Autonomy

Pedagogical
Autonomy

1.000

584

.390

.638

-.051

.017

158

_442

.000

.000

584

1.000

101

552

-.016

.000

131

-.593

.000

.000

390 .638

101 552

1.000 .591
591 1.000

-459 -.540
.000 .000

212 440

296 -291

<.001 .000
.000 .000

.000
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-.051

-.016

-.459

-.540

1.000

.000

_443

-.140

<.001

150

.000

.017

.000

.000

.000

.000

1.000

-.015

.000

145

487

494

158

131

212

440

-443

-.015

1.000

.045

<.001

.000

.000

_442

-.593

296

-.291

-.140

.000

.045

1.000

<.001

.000

.000



Financial
Autonomy

University
Education
Regulatory
Laws

Type of
Institution

Lecturer/Stu
dent Ratio

School
Calendar
Stability

Administrati
ve
Effectivenes
S

Administrati
ve
Autonomy

Pedagogical
Autonomy

Financial
Autonomy

University
Education
Regulatory
Laws

Type of
Institution

Lecturer/Stu

.000

.001

.145

.000

.000

4051

4051

4051

4051

4051

4051

4051

.000

150

487

.000

.000

4051

4051

4051

4051

4051

4051

4051

.000

.000

494

.000

.000

4051

4051

4051

4051

4051

4051

4051
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.000

491

.000

.000

4051

4051

4051

4051

4051

4051

4051

.000

498

.000

.000

4051

4051

4051

4051

4051

4051

4051

491

498

169

.500

4051

4051

4051

4051

4051

4051

4051

.000

.000

169

.002

4051

4051

4051

4051

4051

4051

4051

.000

.000

.500

.002

4051

4051

4051

4051

4051

4051

4051



dent Ratio

School
Calendar
Stability

4051

4051

4051

4051

4051 4051

4051

4051

Model

Variables Entered/Removed?

Variables
Entered

Variables
Removed

Method

1

School
Calendar
Stability, Type
of Institution ,
Lecturer/Studen
t Ratio,
Pedagogical
Autonomy,
University
Education
Regulatory
Laws,
Administrative
Autonomy,
Financial
Autonomy®

. Enter

©°$
Q

>

a. Dependent Variable: Administrative Effectiveness

b. All requested variables entered.

\V
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Model Summary

Change Statistics

Std. Error F
Mod R Adjusted of the R Square Chang Sig. F
el R Square R Square Estimate @ Change e dfl df2 Change
1 780*  .608 .607 3.694 .608 895.72 7 4043 .000
6

a. Predictors: (Constant), School Calendar Stability, Type of Institution , Lecturer/Student
Ratio, Pedagogical Autonomy, University Education Regulatory Laws, Administrative
Autonomy, Financial Autonomy

QO

~
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 85542.776 7 12220.397  895.726 .000°
Residual 55158.682 4043 13.643
Total 140701.458 4050

a. Dependent Variable: Administrative Effectiveness

b. Predictors: (Constant), School Calendar Stability, Type of Institution , Lecturer/Student
Ratio, Pedagogical Autonomy, University Education Regulatory Laws, Administrative
Autonomy, Financial Autonomy

NG
\®
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Coefficients?

Unstandardized Standardized

95.0% Confidence

Coefficients Coefficients Interval for B
Std. Si Lower Upper
Model B Error Beta t g  Bound Bound

1 (Constant) 25993  1.908 13.6 <. 22252  29.734
23 00
1

Administrative 381 .039 141 970 <. 304 458
Autonomy 6 00
1

Pedagogical Autonomy 374 .017 352 222 <. 341 406
50 00
1

Financial Autonomy 1.056 .052 419 204 < 955 1.158
33 00
1

University Education 427 .018 311 233 < 391 463
Regulatory Laws 05 00
1

Type of Institution 121 .071 .017 1.70 .08 -.018 261
7 8

Lecturer/Student Ratio 211 .078 .032 2.68 .00 .057 364
6 7

School Calendar -.622 .032 -.299 - < -.684 -.561
Stability 19.7 00
58 1

a. Dependent Variable: Administrative Effectiveness
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Statistics

Type of Gender of Job Designation ~ Age Range of
Institution Respondents ~ of Respondent =~ Respondents
N Valid 4051 4051 4051 4051
Missing 749 749 749 749
Percentiles 100 3.00 2.00 9.00 7 5.00
S
Frequency Table Q
Type of Institution
Cumulative
Frequency  Percent  Valid Percent Percent
Valid Federal 1350 28.1 333 333
State 1350 28.1 333 66.7
Private 1351 28.1 333 100.0
Total 4051 844 100.0
Missing System 749 15.6
Total 4800 100.0
O
2
Gender of Respondents
Cumulative
Frequency = Percent  Valid Percent Percent
Valid Male 2303 48.0 56.9 56.9
Female 1748 36.4 43.1 100.0
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Total 4051 84.4 100.0

Missing System 749 15.6

Total 4800 100.0

A
Job Designation of Respondent
Cumulative
Frequency  Percent  Valid Percent Percent

Valid VvC 21 4 5 .5
DVC 75 1.6 1.9 2.4
Registrar 56 1.2 1.4 3.8
Librarian 31 .6 8 4.5
Bursar 100 2.1 2.5 7.0
Dean 1129 23.5 27.9 34.9
HOD 2430 50.6 60.0 94.8
Director Academic 51 1.1 1.3 96.1
Planning
HR 158 33 3.9 100.0
Total 4051 84.4 100.0

Missing System 749 15.6

Total 4800 100.0
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Age Range of Respondents

Cumulative
Frequency  Percent  Valid Percent Percent
Valid Less than 30 years 13 3 3 3
30-40 years 40 .8 1.0 1.3
41-50 years 693 14.4 17.1 18.4
51-60 years 1667 34.7 41.2 59.6
Above 60 years 1638 34.1 40.4 100.0
Total 4051 84.4 100.0
Missing System 749 15.6
Total 4800 100.0
&
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Bio data

A. Personal Data

Name: Wasiu. Olawunmi OLANREWAJU-SMART

Date and place of birth: 27" June 1986 — Epe, Lagos State

State of Origin: Oyo State \

Nationality: Nigerian OQ
C

Marital Status: Married ’\

Permanent Address: 11, Adekunle Tobun Street, I pe, Lagos

Telephone: +234-7040340370 QO
Email: lanre.smart@s at@@.gov.ng

wasiusmart .com
Personal Qualities: An as é@ ministrator with the ability to quickly adapt to

cha)‘{' good communication skills; a team worker,
i ative, proficient in information technology
plications and data analysis, a hard but flexible work

& ethic.
B. Educational @ns Attended/ Qualifications (With Dates):

e PhD %cational Management (in view), Lead City University, Ibadan, Nigeria

o P 1onal Diploma in Public Relations, London School
ublic Relations, Kensington, United Kingdom 2023
e Master of Education (M.Ed), Educational Management
Lead City University, Ibadan, Nigeria 2019-2021

e Bachelor Degree (B.Ed), Educational Management with Economics
Lead City University, Ibadan, Nigeria 2007 — 2011
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mailto:wasiusmart@gmail.com

Advanced Certificate in Information Technology Management (ACITM)
Lagos City Computer College, Ikeja, Lagos 2005

West African Exams Certificate
Epe Grammar School, Epe, Lagos State 2003

Primary School Leaving Certificate
Army Children Primary School, Epe, Lagos State 1998

C. WORK EXPERIENCE

1.

Presidency, Federal Republic of Nigeria
Designation: Senior Special Assistant to the President on Intef?gdycrnmental Affairs, O-
CoS, Oct, 2023 — Till date

. Office of the Speaker, Nigeria’s House of Representatives, National Assembly,

Abuja.
Designation: Ag. Chief of Staff June 13, 2023 —Qct Y7, 2023

. Office of the Speaker, Nigeria’s House( of,"Representatives, National Assembly,

Abuja.
Designation: Chief of Staff September 2022 — June 11, 2023

. Office of the Speaker, House of\Repgesentatives, National Assembly, Abuja.

Designation: Deputy Chief of Staff Nov, 2020 — Sept, 2022

. Office of the Speaker, House of Representatives, National Assembly, Abuja.

Designation: Special Adviser on Political Matters June, 2019 — Nov, 2020

. Office of the Majority Leader, House of Representatives, National Assembly June,

2015 - Juney2019
Designatien:/Research and Media Assistant

. Office\of the Minority Leader, House of Representatives, National Assembly Nov,

2092~ June, 2015
DeSignation: Research and Media Assistant

. National Youth Service Corps Member (Internship),

Designation: Research Assistant — House Committee on Education, National Assembly,
Abuja Oct, 2011 — Oct, 2012

. Lead City University

Designation: Reporter, Lead City University Weekly Bulletin (2009 — 2011)
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10.Methodist High School, Ibadan
Designation: Educational Management/ Teaching Practice 2010/2011

11.0Office of Special Adviser on Education, Lagos State Government, Alausa, Ikeja
Designation: ICT Assistant (Industrial Training)

12.Lead City High School, Jericho, Ibadan
Designation: Educational Management/ Teaching Practice 2009/2010 \

13.Smart Action Photo Studio 0
Designation: Assistant Studio Manager 2007 <

D. ADDITIONAL LEADERSHIP EXPERIENCE/FOOTPRIN%O
eakership Campaign of Rep.

1. Administrative Head of the House of Representative@
Femi Gbajabiamila April - June 2019

2. Administrative Head of the House of Represen@‘\ves Speakership Campaign of Rep.

Femi Gbajabiamila March — June 2015 &b

3. Initiator and Leader of the working t he Book, titled “Mr. Speaker — Legislative
Life, Service and Resilience of Femi iamila”, published June 2022

4. Head of the Technical/Planni ittee of National Summit on Tertiary Education

Reforms - Nov, 2022 \

5. Member of Legislativ\&fting Team of Nigeria’s Students' Loan (Access to Higher
Education) Bill, 20 6

6. Member of c%lative Drafting Team of the Electric Power Sector Reform Act
(Amendmént),Bill) 2018

7. US M@m‘ Elections Observer (2014 IVLP) — North Carolina, New Hampshire, Kansas
Mj 1 and Washington DC

8. }Bfentor, Nigeria’s first grade point simulator, 2009

9. United Nations Model Ambassador to Argentina

10. President, Students Representatives Council, Lead City University, 2010 — 2011

11. Public Relations Officer, Muslim Students Society of Nigeria, LCU Branch 2009 — 2011

12. Member, LCU University Arts and Theatre Group
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13. Public Relations Officer, Education Management Students Association, LCU 2009 —
2011
14. Class Governor, Department of Educational Management, LCU 2007/2008 Session
15. Caucus Leader of Action Congress of Nigeria (ACN) political party, LCU campus
i. 2010-2011
16. Active Member of All Progressives Congress (APC) political party.

17. Best Project Thesis in Department of Educational Management, Lead City sity,
2011, titled ‘Adoption of Franchising for Private University Expansion.’

C

E. PROFESSIONAL/LEADERSHIP CERTIFICATIONS ’\
1. United States International Visitors Leadership Programme (IV ), (U.S Department of
State’s Premier Professional Exchange Program), Washington @

2. Associate Member, Nigeria Institute of Public Relations );

3. Member, TRCN; 6’6Q
(o)

G. COMMUNITY /HUMANITARIAN SE\QE

1) Vice President, Hospital Road D@mem Association,

Epe, Lagos State
2005 —2007 &c‘)
Focus Area: Sensitizati Sexually Transmitted Diseases, Environmental Sanitation

and Youth Develo Q\

1) Constituency and Community Development Project Supervisor
Surulere Constituency, Lagos
2013 -Till d

H. THESI SERTATION

Masters\Wniversity Education Regulatory Laws, Institutional Autonomy and Administrative
Effectiveness in Nigeria

Bachelors: Adoption of Franchising for Private University Expansion (A Viability Study on
Some Private Universities in South-West, Nigeria)
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J. EXTRA CURRICULAR

Reading, Networking and Meeting people *

1. Rep. Femi Gbajabiamila /\QJ

Speaker of Nigeria’s 9" House of Representatives

femigbajal @gmail.com %

2. Prof. Gabriel Ogunmola O
Chancellor, Lead City University, Ibadan Q

K. REFEREES
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3. Prof. Mrs Afolakemi Oredein 6r§
Provost, Post-graduate School fb
Lead City University @
a.oredein@lcu.edu.ng . @
opefolakel@yahoo.com .\c‘)
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