Chapter One
Introduction
1.1 Background to the Study

Employees are the most valuable assets in the organization. Many successful
organizations have strategies to look after their employees, such as good pay, attractive
work environment, and profit-sharing systems. They motivate employée{b@r high
productivity and retention with the organization. Normally, employees @emain in the
organization if they have a feeling of commitment to the orgamizationl. Employee
turnover is a critical and a serious challenge faced by org "Aag'gns, which will affect
both direct and indirect costs of an 0rganizati0n2’3.&@mrmore, it was calculated that
50% of an employee's yearly compensation o@oe spent on finding and training a
replacement for a lost worker. Because @v ires are not as productive as seasoned
workers, there are lost revenues®. ‘\\'
People will change or leave t@ork and organization as much as it will be comfortable
for them. The prerequisite .: eave one’s job or organization is the intention to leave that
can be referre t@\over intention. Turnover intention of employees refers to the
likelihood gﬂployee to leave the current job he/she are doing®. Every organization
rega\’ﬂ%ﬁg its location, size or nature of business has always given a key concern about
@%’ees’ turnover intention®. Turnover is a critical human resource issue in all sectors
of the economy which affects productivity, product and service quality, and profitability’.
For organizations, the turnover of employees means the waste of investment in the
selection and training of personnel. Besides, the high rate of employee turnover in an

organization adversely affects the motivation of existing personnel; increases the

workload and makes work planning difficult. Thus, the resignation of skilled employees,
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who are considered as human capital, is an important issue that has a negative impact on
the efficiency, effectiveness and general performance of an organization. Even though
turnover is a cost for an organization, a certain level of turnover cannot be avoided, and
in fact, it could be beneficial to the organization as new people join organizations with
new ideas that in the process enriched the organizational other activities®. (b

A healthy turnover rate is always desired by the top management.ofég:ggfzations to
ensure healthy innovative growth of organizations. When turnovef%'o\low, fresh blood
and new ideas are lacking and an organization can quickl&ﬁ%i’itself turning into an
ageing machine, unable to cope with change. Tumover@%l\so allow an organization to
adapt to market changes without going thr%g@ly layoffs. Certain organizations

accept a relatively moderate level of staff tusnover because it keeps the organization
dynamic. Some staff turnover haéjﬁéﬂt , and can help increase productivity by
ensuring better matches between%s and workers, as well as offering more flexibility to
promote and develop Va@ﬁ Turnover among the employees is one of the biggest

challenges for any organiZation and have far lasting effects. It has been seen as a serious

issue especial@ eld of human resources management!°,

Agai Qackground of globalization, the skills shortage and the “talent war”, it is

g@t that talent retention is a strategic issue for an organization’s survival, adaptation

and competitive advantage!'!-?

. The knowledge economy has led to increased competition
for those employees with scarce and desirable skills, knowledge and experience. In the
knowledge economy, the skills and knowledge (human and intellectual capital) of

employees are often the main enablers for organizations to leverage a competitive

advantage. An organization’s success depends on the mental ability of a relatively small



number of highly skilled knowledge workers. When knowledge workers leave, the
organization loses the knowledge they take with them and cannot sustain its competitive
advantage. The challenge for organizations in the knowledge economy is to optimize,
create, transfer, assemble, protect and exploit knowledge assets that underpin
organizational competencies, which in turn underscore their services. This study,
therefore, shall adapt the measures of turnover intention from Equity Th ‘.&e focus
of this theory is on the exchange relationship where individuals '.v\?@zething, their
inputs, and expect something in return, the expected outco.me§§h§ measures for Equity
theory are effort on work, reward for work as well as CO@BOH level'3. This study will
adapt effort on work and reward for work. Effort o@ refers to the experience, skills,
commitment and effort of an individual emplgyee,while reward for work refers to fringe
benefits, responsibilities and awards @er, there are various difficulties about the
effort on work and reward for W%k'anon-academic staff in Public Polytechnics, Oyo
D
N

Non-teaching staff i)\ various departments are part of the workforce at Public

State, Nigeria.

Polytechnics. @Q’Qof these departments are inefficient in their ability to function
efficie ly@ support the system in achieving its stated aims and purposes. Whether
pre %d position are regarded as positive or negative, tertiary education provides
@1. Educated people are generally well-liked in most cultures, appointment to positions
of authority such as directorships are more likely for the educated and it is easier for
those with tertiary education to relocate from one country to another. In developed

countries, there is always a high demand for highly skilled workers. The value of tertiary

education cannot be overemphasized; it is the foundation of society as well as a key



driver of economic progress and personal financial security. The neglect of the
educational system, particularly tertiary institutions, is one of the reasons third world
developing countries such as Nigeria are falling far behind. The depressing reality is that
Nigeria's public education system is largely unsatisfactory. Despite all these, a successful
employee will hardly think of exiting a job, simply because his/her career purpose has

>
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Career success is defined as the satisfaction that stems from intrinsic nd extrinsic parts

found fulfilment in the job.

of careers'4. Career success reflects the satisfaction for em@e? with internal aspects
(e.g. compensation and promotion) and external aspec@;%. performance appraisal and
training & development) along their career, h@is considered as a result of work-
related psychological consequence accumu ed for the employee through work
experience, which include outcom %loyees well-being and the quality of their
life-career'>!¢17, Career succes?b"bn individual subjective evaluation for the level of
success, which they have tai ed in their job fully, and focus is on career success as an
important factor, b '\1t has the ability to contribute to reducing the employee’s
turnover 1nten@n) Career success is an important variable, where it reflects feelings the

emplo @ e about the work environment, and the extent of achievements which have

bee@ch eved by employees in their career lives'.

The two measures in Protean Career Theory will be adopted for Career Success?’. These
include: self-direction and intrinsic work values. Self-direction refers to a person's
independence from external control or influence. More specifically, self-direction

represents the degree to which people assume responsibility for their career. It is an



attitude that represents a person's taking responsibility and personal agency for their
career decisions and actions. Self-direction is a critical component of the protean career
and represents the agentic aspects of volition and control over one's career. Values are
defined as the “guiding principles in people’s lives” in the selection and evaluation of
behaviors?!. Intrinsic work values refer to the extent to which employees consider the
outcomes obtained from work itself, such as meaningfulness and self-actu%bxon to be
important. One of the factors that influences employees’ turnover i eﬁs;%ls leadership
style, with the right leadership style in place, there is a goo cl;ence that employees’

[ ]
turnover intention will be reduced and their career succes@e enhanced.

Effective leaders have the ability to commu a‘@eﬂ motivate their team, handle and
delegate responsibilities, listen to feedba %1 ave the flexibility to solve problems in

an ever-changing workplace. Leade m rganization are expected to carry out tasks

with limited resources to the n@um level in order to maintain the competitive edge
and to sustain proﬁtabilw ion of the organization??. Leadership is about setting a
direction or developi Vision of the future together with the necessary strategies for
producing the@aj%s needed to achieve this vision. Leadership therefore is an important
elemen (@1\5 success of an organization, regardless of its nature of activities, profit or
cha'@ rientated, private or government linked organizations. The measures of
I¢adership style are transformational and transactional leadership style adapted from the

literature®.

A transformational leadership style is an approach to leadership that brings about changes
in both social institutions and individuals. In its perfect state, it transforms followers into

leaders by bringing about significant and constructive change in the followers. When
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applied correctly, transformative leadership improves followers' morale, motivation, and
output in a number of ways. These include encouraging followers to take greater
responsibility for their work by challenging them to do so; knowing the strengths and
weaknesses of followers so the leader can assign them to tasks that maximize their
performance; and tying a follower's sense of self to the organization's mission and
collective identity. Q’}{b

Transactional leaders offer something employees want in exchan .(ﬁs@t the leaders
want. In other words, transactional leaders exchange resources with their employees or a

: %w
leader’s behaviour that provides rewards and punishmen \etum for the subordinate’s
effort and Transactional performance leadership Q%{Ves motivating and directing
followers primarily through attracted to th@%nterest”. Public leaders’ degree of
moral development has attracted the at@y of scholars and practitioners for decades
(

and credible organizations encou% ical reasoning and behaviour for efficiency and
effectiveness. Both the trans@‘ational and transactional styles of leadership focus on
employee relationship ﬁl%xglders, while leadership plays crucial role towards blending
man and materi l@éctive organizational outcome. In lieu of the above discussion,
this study %@o investigate leadership style as a predictor of career success and
turno‘x%kention of non-academic staff in Public Polytechnics in Oyo State, Nigeria.

QStatement of the Problem

Turnover intention is the probability that an employee will leave an organization. The
growth and success of any organization depends very much on its employees. Many
successful organizations have strategies to look after their employees, such as good pay,

attractive work environment, and profit-sharing systems. They motivate employees for



high productivity and retention with the organization. Normally, employees will remain
in the organization if they have a feeling of commitment to the organization. However,
preliminary investigations revealed that employee retention rate and career success in
public polytechnics in Oyo State is on the decline, thereby leading to employee exiting
the institution. Low morale across the institution, high stress, weak career growth,
inconsistency in training, poor working condition, weak strategic plans a@i‘gnsistent
recruitment processes, amongst others are now posing a threat to t .‘I%@.\tions. All of
this have negative impact on Nigeria's socioeconomic develop er;%. Some of the factors

that may be affecting the employee turnover intention an@eer success is identified as

Q

leadership style. . '$
A leader's style may have an unfavorable, i t on turnover intention. For instance,

while recruiting, an uncultured lea@@bsorb his candidate into the system, even
when they are not qualified, n@inding the negative effect of his action on other
employees as well as Kg@kitution. Empirical studies have been carried out on
transformational and k%@ctional leadership style and turnover intention®>2%, However,
studies focusi@)@gdership style career success and turnover intention seem to have
receive lé\mention from scholars in Nigeria, especially within the context of Public
Pol@c ics in Oyo State. This suggests a gap worthy of investigation. To this end, this
gy investigates Leadership Style as predictor of Turnover Intention and Career

Success of Non-academic Staff in Public Polytechnics, Oyo State, Nigeria.



1.3 Aim and Objectives of the Study

The aim of this study is to investigate the influence of Leadership style on turnover
intention and career success of non-teaching staff in the selected Public Polytechnics in

Oyo State, Nigeria. The objectives are to:

i.  identify the level of turnover intention of non-teaching staff in, t}kxelected

Public Polytechnics in Oyo State, Nigeria. @Q
ii.  identify the level of career success of non-teaching staf%}?glected Public
Polytechnics in Oyo State, Nigeria. . \4%'3

iii.  determine the prevalent leadership styles %&gﬁ} non-teaching staff in the
selected Public Polytechnics in Oyo Sta.lt\*igeria.
iv.  determine the influence of leade style on turnover intention of non-

teaching staff in the seleccsﬁb% Polytechnics in Oyo State, Nigeria.

v.  determine the inﬂueno%'f eadership style on career success of non- teaching

staff in the sel@gﬁc Polytechnics in Oyo State, Nigeria.

1.4 Research Ques@“
v

1. What is th of turnover intention of non-teaching staff in the selected Public
o@thnics in Oyo State, Nigeria.

Q hat is the level of career success of non-teaching staff in the selected Public

Q Polytechnics in Oyo State, Nigeria.

3. What are the prevalent leadership styles among non-teaching staff in the selected

Public Polytechnics in Oyo State, Nigeria.

1.5 Hypotheses



Hol — There will be no significant influence of leadership style on turnover
intention of non-teaching staff in the selected Public Polytechnics in Oyo
State, Nigeria.

Ho2 — There will be no significant influence of leadership style on career success

of non-teaching staff in the selected Public Polytechnics in Oyo State,
Nigeria. @Q

The study will be relevant to the Management and staff @6 Public Polytechnics, Oyo

1.6 Significance of the Study

State, researchers and the public and private 1nst1tLIt

The result of this study will prov1de the @or a good leadership style which will
enhance employees career success ﬁ their intention to stay rather than to leave
their job. The results of this se@wﬂl also help management play important roles in
ensuring that employees«&o%e:ss and satisfaction are held in high esteem. Thereby
reducing the tumovs@.'\
This study igﬁ)rtpher enlighten the staff on the essence of constant upgrade of one’s
knowl%gld positive attitude to work. It will also create awareness and provide useful

ation regarding achieving career success, encourage them to stay at work and

develop personally.

The finding of this study is an entry point for other researchers who may be interested in

further analyzing leadership style, career success and turnover intention. This study will



no doubt augment existing literature and bring to the fore new insights particularly on

leadership style, career success and turnover intention.

Finally, the findings of this study will be useful to the public as well as private
institutions as it offers in-depth insights into the link between leadership style, career

success and turnover intention. . ®
1.7 Scope of the Study * ,@Q%&
This study examines the influence of leadership style on turnover\intention and career
success of non-teaching staff in the selected Public Polytec’r@‘%p'glo State, Nigeria. The
measures for the independent variable which is l.ead&l@x%style is transformational and
transactional leadership style. The measures 40 first dependent variable which is
turnover intention are effort on work and Qfor work, while the measures for career
success which is the second depen@f}}ia le are promotions and career satisfaction.
The respondents of this stu(bb"%é the non-teaching staff in the selected Public
Polytechnics in Oyo State&j@eria. The polytechnics under study are: The Polytechnic,

Ibadan, Adeseun O@’H‘l Polytechnic, Eruwa and The Oke-Ogun Polytechnic, Saki.

Q

1.8 Limitation of the Study
The @slveness of respondents who filled the questionnaire for accurate data analysis,

@ctor for retrieval of information, and financial implications served as constraint.
However, the researcher was able to scale through by engaging the non-academic staff in
various departments of each selected institution to penetrate and was able obtain the
needed support in the questionnaire administration which eventually enhance the

response rate obtained for data analysis in this study.
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1.9 Operational Definition of Terms

Turnover Intention: This is the extent to which non- teaching staff in Public

Polytechnics, Oyo State plans to leave or stay with the institution.

Effort on work: This refers to an obligation by non- teaching staff in Public Polytechnics,

Oyo State to perform certain functions in order to achieve certain results. (b

Reward for work: This is the result earned on the commitment of n@n%%ﬁng staff in

Public Polytechnics, Oyo State towards their job.

[ ) “
Career Success: This is the ability of non-teaching st ‘\‘f’%olic Polytechnics, Oyo
State in achieving a reasonable level of financial &Qgﬁty while doing the work they

enjoy and then finding that they are also h@% fulfilled with their life and career

choices as well. . %
O

Self-direction represents the de‘%‘%;o which non-teaching staff in Public Polytechnics,

Oyo State assume respon@or their career.

Intrinsic work val %?er to the extent to which non-teaching staff in Public

Polytechnics,@ State consider the outcomes obtained from work itself, such as

mea@ss and self-actualization, to be important.

%@rship Style: This refers to a leader's methods and behaviors when directing,

motivating, and managing staff in the Public Polytechnics, Oyo State.

Transformation Leadership Style: This is a process whereby a leader challenges the

process, inspires a vision, enables non-teaching staff in Public Polytechnics, Oyo State to
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act, models the way, and encourages their heart towards to attainment of the institutional

objectives.

Transactional Leadership Style: This occurs when a leader recognizes what the non-
teaching staff in the Public Polytechnics, Oyo State want to get from their work, sets up

rewards for them and then respond to followers’ immediate self-interests and %hanges

N
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g}@ Two

ature Review

This chapter reviews the litq@é relevant to this study. The theories relevant to the

study area are also r@? The chapter dwells on the concept and empirical studies
t

"
that discuss th: c@i n between Turnover intention, Career success and Leadership
Style in Pub%;ytechnics, Oyo State. This chapter is organized as follows:
nceptual Review

2.1 Q
Q 2.1.1 Turnover Intention

2.1.2 Career Success
2.1.3 Leadership Style

2.2 Theoretical Framework
2.2.1 Adam’s Equity Theory

2.2.2  Social Capital Theory of Career Success
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2.2.3 Bass and Avolio Transformational-Transactional Leadership Theory
2.3 Review of Empirical Studies

2.3.1 Leadership Style and Turnover Intention

2.3.2 Leadership style and Career Success

2.4 Conceptual Model

2.5  Summary of Gaps in Literature Reviewed ¥ ®
&>

Endnotes A%\QO
&

S
2.1 Conceptual Review C@

2.1.1 Concept of Turnover I% ion
Many scholars have de%i)zﬁle concept of turnover in many ways. For example,

turnover is describedﬁ%ﬁe degree of movement across the membership division of an
organizationl.@)% other hand, employee turnover is the discontinuance of membership
in an orgamization from an individual who received monetary compensation from the
orgéizi%n. Turnover refers to the changes in the workforce composition that result
@1 employee termination. One common way to categorize employee turnover within an
organization is either voluntary or involuntary. Voluntary turnover is the result of an
employee leaving on their own initiative, whereas involuntary turnover is the result of an
employer terminating an employee in addition to death or mandatory retirement2.

Similarly, voluntary turnover is the result of an employee wanting to leave for specific
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reasons, whereas involuntary turnover is the result of an employee leaving the

organization owing to downsizing, cost-cutting measures, or poor performance?>.

The behavioural intention of an employee to quit a job is referred to as turnover
intention4. Turnover intentions are one of the organizational challenges that affect the
organization’s progress, and it has become a concern for managers who are\aglstantly
seeking ways to maintain, improve, and increase the productivity of %&orkforcei
When an organisation does not trust its workers and employees af&di Qisde with their
jobs, employees’ intentions toward turnover increase, and.th@ﬁl be likely to quit the
organisation in a short period of time. A large number g@loyees who intend to quit is
often seen as a negative indicator for an org H%Qn since it incurs both obvious and
hidden costs. The importance of employees to rganisation has been acknowledged for
a long time, as they play a pivoe.-)@i creating and maintaining a competitive
advantage for their organizationshhe issue of attracting and retaining highly qualified
employees stems from Kn%égerial perspective that is more important than ever
previously. Labor tu efas the rate at which an employer gains and losses employees®.
Simple ways @ge it are “how long employees tend to stay in the organization”.
Employee ver is defined as “the rate at which employees enter and leave a company
in aéw%ﬁscal year.” Turnover is viewed as a voluntary cessation of membership of an
%nization by an employee of that organization. It results from a combination of
working conditions, organizational and psychological factors interacting with each other
to affect employee attitudes in and toward the organization’. Public Polytechnic are
operating in a highly competitive environment which requires them retain their

employees in order to get competitive advantage®. The unique nature of polytechnics
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expects them to be a repository of the most specialized and skilled intellectuals. They
serve as storehouses of knowledge for nurturing the manpower needs of the nation.
Human resource is considered the centres of all development processes of economy and
today's competitive business scenario is deteriorating social conditions of human
resources, hence causing employee turnover’. The number and quality of non-academic
staff plays a germane role in polytechnic education. As a result, hi%{\(gucation
institutions are more dependent on the intellectual and creative abili ?exg@ commitment

of the non-academic staff than most other organizations. ‘gug makes it critically
The modern workplace is shaped by digitalizit@i knowledge realities which have

important to retain this cadre of staff'”.

brought about fierce competition amon ous market players. Dynamism and
diversities in skills influence surviv@)f:éing organizations. However, there has been
noticed skill-gaps due to the der@s of the progressive knowledge-driven economy of
the world. To this end, t&&gle, most especially over human resources, is endemic
because of increased foyment opportunities for highly skilled workers in the digital
divide. Scarci@@%d workers heightens competition and contemporary organizations
contest to@ain talented employees and explore the possibilities of attracting more
qua& rkers!'!12, While organizations strive to retain staff members, employees may
%y seek ‘greener pasture’ in relation to their competencies, thereby, leading to staff
turnover. Turnover is the detachment of oneself from an employing establishment!?. It is
the workers’ voluntary or involuntary withdrawal from an organisation'*. Turnover is the
actual leaving the organisation by employees while turnover intention is the behavioural

attitude toward leaving an organisation. Turnover intention might have arisen from the
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workload, intricate work relationships, long work shifts, and dearth opportunities for
career progression, heavy workload, burnout, occupational stress'>!6, Employee turnover
has lots of implications on organizations, such include quality of work, service
disruptions, poor organizational performance, truncated productivity, little morale,
customer dissatisfaction, financial costs, and ultimately severe economic losses to
organisation, the cost of replacing employees is higher than retainin%‘f@’l&lmo.
Turnover intention relates to feelings of voluntarily leaving or ?%ing from an
organization, and has been found to be a precursor to actual §0V6r21’22’23. It should be
noted that while many employees think about quitting @rjob or the organisation, a
large number quits?*?°. Literature has reported mi@%ﬂding in terms of the effect of

turnover intention. While some researchers &@% view that turnover intention affects

workers’ performance significantly, é&@gine that turnover intention does not have a
iﬁ

R
significant effect on performancé%® ke every other human organisation, the tertiary
institutions of learning, partic@% the Polytechnics, are not immune to staff intention to
leave and actual leavi }{y‘[echnic employees’ intention to leave might result from
psychosocial v i@e those of their counterparts in other organizations but peculiar
factors likexigpe and lack of decision latitude may be additional reasons for staff
memﬁ%aving intention to leave their institutions. Even where there was overall job
%@ction, a substantial amount of turnover existed among extension workers?s,
Retaining staff, therefore, rests on the presence of psychosociological constructs in the
workplace. Such concepts include, but not limited to, improved morale, job involvement,

work environment, career advancement, job resources, leadership style and work

engagement.
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Globally, companies and organizations endeavour to maintain and keep high performing
employees. The increased intentions by staff members to leave and organizations have
been recently accelerated by globalization. Globalization has created an enabling
environment for employees to find alternative jobs and easily move from one
organization to another, unlike yesterday?’. Furthermore, it is asserted that keeping high
performing employees is one of the major challenges facing org@ions and
institutions in the modern world. Retaining qualified and pro o mployees is
beneficial to any organization or institution for its survival®’. Additionally, it was stated
: @w
that the success of any organization or acquisition dep@\argely on the retention of
employees, their skills and knowledge. This has &rganizations to pay particular
attention to the factors and organizational d&%‘%that affect staff intentions (turnover
intentions) to leave the organization“”)@snover intention is closely related with staff
turnover, and in some cases, th%'Qv% concepts are used interchangeably. Turnover
intention is defined as the ma@fation of ‘the (subjective) probability that an individual
will change his or her 'Nthin a certain time period’*. Thus, turnover intention is
about the thinki @i one takes in considering leaving an organization, whereas staff
turnover re g the actual process on an employee leaving the organization®*. Staff
turno‘\%lentions are influenced and affected by a number of factors such as leadership
@ the nature of the job and most importantly the way things are done in the
organization, the organizational culture (OC). High staff turnover is not ideal for an
organization and it increases costs to the company?’. Also, high staff turnover increases
workload of, and demands on, existing staff members. Staff retention is of paramount

importance for the sake of institutional or organizational survival, growth and
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prosperity®. Staff turnover is loosely defined as the number of employees leaving the
company or the organization for whatever reason. Staff turnover is a by-product of the
employees’ long thoughtful process of leaving the organization known as ‘turnover
intention’. Turnover intention is influenced by a number of factors which among others
include employee satisfaction, compensation & rewards, institutional or OC, job security,
training and developments, and work environment*®’. Staff turnover @tumover

<

[ ]
intention has mainly been associated with organizational culture’. Q@ organization

is all about, the work environment and how things are done %ﬂ:c3 organization are the

major determinants of whether employees will leave or re’@rwi the organisation*4°,
Turnover intention is defined as “the consci'o % deliberate willfulness to leave

the organisation™!. In other words, it is th§ to which an employee plans to leave or
t

stay with the organisation*>*. The i(e.\j:}'l leave the organisation is the final step in a
series of withdrawal cognitions lng to actual turnover. Job satisfaction and turnover
intentions were found to &I%.\I‘SOI‘S in the withdrawal process which predict voluntary
employee turnover**. %ﬁ)yee turnover has significant costs and negative consequences
for any orga@% . The loss of highly skilled employees may have disruptive
implic ioé\rhich may include impaired organizational functioning, service delivery
and ~admwnistration. Additionally, the loss of highly skilled employees may carry
thcreased costs of rehiring and retraining employees**®. These consequences provide a
sound rationale for the study of turnover intention. A turnover intention model proposes
that positive or negative perceptions of organizational culture (predictors) are related to

turnover intentions (criterion)*’. Variables such as job satisfaction, organizational

citizenship behaviour, organizational commitment and knowledge sharing mediate this
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relationship®. Research found that organizational commitment and job satisfaction are

the most immediate predictors of intention to stay with the organization*®,.

Turnover intention is the subjective perception of an organizational member to quit the
current job for other opportunities. Turnover intention is said to refer to three particular
elements in the withdrawal cognition process (i.e., thoughts of quittingot\ job, the
intention to search for another job and quit)*. An “employee’s desire tod%x/orking for
the organization or move to another workplace based on thef%}ce is known as
turnover intention”. Turnover intention is individual’s desii@)l’e)ft the organization or
move to the other better organization to expect bett@%a}. Intention to turnover is
defined as one’s behavioral attitude to withdraw @he organization whereas turnover
is considered to be the actual separation fro e organization®’. Turnover intention is
o

“the extent to which an employee p@s‘%‘

authors stated that turnover inten@ can be seen as employee’s intention to voluntarily

ve the organization”?

. Accordingly, some
leave an organization®*. %@r intention is further seen as the conscious willfulness of
seeking fresh job oppéctufiities at other organisations®>. To him, an individual will only
consider to I@QL rder to join a new and better paying organization. Turnover
intenti @ets a worker’s deliberate and intentional tendency to leave their job and the
con@ﬁ Moreover, turnover intention is defined as the conscious decision to look for

r alternative job opportunities in other organisations, and say that this results from

various factors, determinants, and causes that lead employees to intend to leave’®.

Although there is no single identifiable variable that can be identified as the primary
cause of turnover intention, it has been positively correlated with age, years of
employment, education, caseload complexity, self-esteem, organizational culture and job
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satisfaction®’. Turnover behaviour is a strong predictor of future turnover intentions, and
that age, education, work experience, salary, past turnover behaviour and work hours are
functional in formulating turnover intentions®®. Career satisfaction and job satisfaction
have the most significant effects on turnover intentions, with organizational commitment
mediating the relationship”. %
Turnover intention of employees refers the likelihood of an employee to }16 current
job he/she are doing®. Every organization regardless of its locﬁ%'}ize or nature of
business has always given a key concern about Empl()@"\turnover intention®!.
Turnover can be classified as voluntary and involué@umover. As stated, since
turnover is often associated with variables, s c%g‘] b satisfaction, it is important to
distinguish voluntary from involuntary tué, otherwise the estimation of such a
relationship in terms of all leavers @l)@ haccurate®>. When an employee leaves his
work and the organization by his@er will the turnover is termed as voluntary turnover.
Voluntary turnovers cre@niﬁcan‘[ cost, both in terms of direct cost, such as
replacement, or in teri%df indirect cost, such as the pressure on remaining staff or the
loss of soci@%z. Voluntary turnover is further divided into functional and
dysfuncti turnovers®. Functional turnovers are the resignation of substandard
per ‘ﬁ and dysfunctional turnovers refer to the exit of effective performers.
@fanctional turnover further classified into avoidable turnover (caused by lower
compensation, poor working condition, etc.) and unavoidable turnovers (like family

moves, serious illness, death, etc.) over which the organization has little or no influence

Involuntary turnover refers the decision of management to force the employee to leave
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the organization. The measures adapted for turnover intention are effort on work and

reward for work. These measures are gotten from Adam’s Equity Theory®*.

Effort on work is the number of attentional resources that an employee dedicates to a job
task. Effort has been recognized as an important mechanism in translating inputs into
outputs in the organizational setting, especially under high work stress cir@u\mﬁgnces‘”.
Effort on work is the direction, intensity, and persistence of the energy a %&i applies to
execute a role®. Educational psychologist may have been the ﬁrs%} ine effort in its
psychological interpretation as “persistency, consecutivea@oﬁ activity: endurance
against obstacles and through hindrances®’.” A scholé@ears to be one of the first

organizational researchers to define effort, sug % that it reflects “the relationship
éb

68

between actual rate of performance and the ity of an individual at a given time®®.

Additional definitions of work effo@é&}d&t) emerge in the 1960s and 1970s. Some of
these definitions focused on ene(@;uch as “the amount of energy an individual expends
in a given situation” or @oun‘[ of energy ‘spent’ on the act per unit of time®>70.”
Other definitions foc on working or trying hard, such as “how hard one works” and
“the expendit@n rgy or how hard the person tries’!’2.” Equity theory focuses on
two si s:@“’nput and the outcome. An employee compares his or her job’s inputs with
an %t;%s ratio. If the employee perceives inequality, he or she he will act to correct
@inequity. The employee may lower productivity or reduce the quality of their job.
Many times inequities can lead to an increase in absenteeism and even resignation of an
organization”. HRD needs to take equity theory under serious consideration dealing with
people whether in cases of administering simple tasks like pay, promotions, and

recognition or in cases of training, improvements, and development. Equity theory will

24



help HRD explain employee’s behavior and provide them with the possible factors that
might decrease efficiency and performance. Equity theory has received more attention
lately from human resource professionals especially regarding the fairness of outcomes.
Equity, or more precisely, inequity is a major concern of industry, labor, and government.
The fairness of exchange between employees and employer is not usually perceived by
the employees as simply as an economic matter, an element of relative Just %ﬁnvolved
Equity theory could be applied to any social situation in which an takes place
(e.g., between a man and his wife, between football team mat a‘gl between employee

and his employer). When two people exchange somethi re 1s a possibility that one

or both will feel that the exchange was inequitabte 4'\?‘&%15 the case frequently when an

individual exchanges his services for pay’*. @
2.1.2 Concept of Career Success \%

Career success has been a focal research topic in management and applied psychology
since the 1970s7. The es%l of what represents, predicts, and results from career
success is of importa net only to individuals but to organizations as well’. Empirical
research on ¢ @%ess has been interested primarily in predicting success, especially
inferrin bépractices for achieving it. Often-cited studies typically have examined how
certaéeer strategies (e.g., frequent organizational moves, networking) can help
le achieve success, how different personal characteristics (e.g., personality traits,
gender, race) are related to career success, how planned or unplanned life events (e.g.,
becoming a parent) might hinder the road to success, and what makes people feel

subjectively successful. Career success is a concept revolving around how you measure
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achievement in your professional life. Many factors influence how you define success in

your career, including your job title, work-life balance, and happiness level.

The definition of career success is subjective and means something different for everyone.
For example, the highest level of career success for one person may involve rising
through the ranks to a CEO position at a well-known company. For another@son, it
may mean doing a job they love and having a healthy work-life bala éetermining

your vision of career success can help you set goals and incf@)ur professional

satisfaction. Career success is a combination of achieving a v@srﬁble level of financial

stability while doing work you enjoy and then ﬁnd%»%at you are also happy and

fulfilled with your life and career choices as&@ou love your job but find that it

doesn’t lead to financial self-sufficiency, caﬁee ccess is diminished, and if you get paid

o

in sén career field, career success is diminished.
True career success requires that @ is alignment between the two.

very well but lack joy or interest i

People who experience mwggful career success recognize that money and titles are not
the whole of it. Th@%ﬂ \?v that they must also experience inner peace and joy for it to
really matter. Qu get paid well and have a career that others dream of but the work
caus Qo become unhappy, unfulfilled and maybe even miserable, you certainly
Q@feel successful. And if you are happy, fulfilled and delighted with your chosen
career but you find that you are not able to afford the basic necessities of life, you
certainly are not likely to feel successful either. Over the past several years a number of
researchers have examined career success, paying particular attention to the individual
and organizational factors that have an influence on the construct’’”7#7°, Career success

has been defined as positive psychological or work-related outcomes or achievements
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that the individual accumulates as a result of work experiences®. Career is an evolving
sequence of a person’s work experiences over time®!. The accumulation of achievements

(real or perceived) arising from these work experiences is career success®?.

Career researchers have generally conceptualized career success to comprise both
extrinsic and intrinsic outcomes and, accordingly, measured this construct usingBE)jective
indicators as well as subjective reactions*>*%. Extrinsic outcomes %&er success
(labeled objective career success) comprise visible outcomes sucf%}r and promotion
and are, therefore, relatively more observable than intrinsic}&o'fnes of career success

(labeled subjective career success), which depend on %&%on’s appraisal of his or her

Q!

own success. Whereas objective career %&akes a third-person perspective,
b

subjective career success refers to a pers%? n internal perspective of success. It is

one’s feelings of accomplishment a@j@é

perspective of success is impo@ to consider because people who have achieved

faction with one’s career®*. A person’s own

success in the objectiv&igé may not actually feel successful or proud of their
achievements®S, Alt%ﬁ\ related, objective and subjective career success are
conceptually @Q’%ﬂh potentially different causes®”®. For example, one study found
educati n@hievement to be a predictor of objective career success but not subjective
care@s cess and work centrality to be a predictor of subjective career success but not
@ctive career success. Therefore, both objective and subjective career success should
be considered in models of career success. Career success refers to both objective success
that can be externally verified and is usually assessed in terms of salary and promotions
as well as to subjective success, referring to the subjective evaluation about career

progress according to one’s own criteria’>%,
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Apart from research, identifying factors that contribute to success is also of pivotal
interest to career counselors and organizations as well as to individual workers and
students. All these stakeholders share an interest in such factors in order to promote one’s
own career or those of clients and employees. The large interest in this topic has resulted
in a wealth of theoretical models, measures, and empirical studies that aim to identify the
predictors of career success. In an attempt to provide an integrative mode%}ftby factors
for career success, a researcher proposed the career resources fra .QQ . Integrating
diverse theoretical models and empirical findings, the ‘xr%er resources model
distinguishes four general types of career resources: (a) n capital resources which
refer to knowledge, skills, abilities, and other cha@%ﬁtics that are important to meet
performance expectation for a given occupa@ social capital resources, referring to
resources external to the individual 'n\ of developmental networks, mentors, and
available social support, (¢) p &ical resources that include different positive

psychological traits and sta@nd (d) career identity resources which include the

conscious awareness @f as a worker and the subjective meanings linked with the

'\
work role. Q)QQ

These res are in turn connected by behaviors of proactive career management (e.g.,
net\é% and positioning) that develop and activate these resources. Building upon this
Qel, we describe the predictors of career success as career resources. In accordance
with the general definition of resources, career resource is defined as anything that helps
an individual attain his or her career goals. If the most theoretically and empirically

established career resources could be identified and reliably measured, this would provide
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a valuable source for researchers and practitioners who aim to assess individual

differences in key predictors of career success®.

Today’s volatile environmental conditions, resulting from trends of globalization and
technological sophistication, have pressured employers to attract and select employees
with portable meta-skills that foster their adaptability to successful perform@ in any
environment. Employees have begun to rely on new career strategies an @Viours that
help them promote their own career success in order to adapt to ﬁ%}ea ity of shorter
employment relationships. Scholars have documented thia@fﬂ from the traditional
career — with its vertical success and employment sta@&into the transactional one
that is horizontal, mobile, and short-term®'92. Th%%ribed a new employment contract
in which individuals are ultimately respo @for pursuing and managing their self-
interested careers®**. The emergencé)f@%rless or protean careers asserts that careers
are independent of organizationa@undaries or are under the control of individuals76.

Protean careers are chara@ by relationships that are driven by the person, not the

organisation, and will‘%ﬁcreated by the individual from time to time as the person and

the environm@@%ﬁi%
N

Effecti agement of the relational aspects of the psychological contract between

ees and employers based on the protean careers require individuals to acquire and
develop a set of personal skills and competencies such as continuous learning, tolerance
for ambiguity and uncertainty, autonomy, self-awareness and self-efficacy. The research
literature on careers has tended to explain career success in terms of several individual
difference factors that have significant impact on how individuals enact and perceive

their careers. Individual-level determinants identified as being related to career success
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include employees’ demographics, human capital, political influence behaviour, and
dispositional traits®”#+8, Motivational and social capital attributes such as work centrality,

mentoring and networking have been also demonstrated to predict career success’®%190,

Salary, promotions, and status are examples of extrinsic or objective factors of career
success that are relatively more tangible or observable than intrinsic er jective
outcomes of career success. These latter outcomes of career success in ﬁa'g&[ess visible
indicators like job or career satisfaction, perceptions of career a%‘%s?ments, career
commitment, and career mentoring, and as a result, ar %tﬁlely more internally
assessed by individuals' own subjective judgments of c%g%\uccesslm,lm,lo& Internal
career success is often defined by psychol@@cces& which is judged by the

employee rather than the organization'®,

2

Whereas subjective career success Ql;?gm individualistic approach, objective career
success is externally oriente%@fnvolves a vertical advancement through positions
carrying increasing recwon, responsibility and compensation defined by the
organisation and s@?n general105. Although positively related, objective career
success and Subjective career success are operationally (empirically) distinct, with
poteu@fferent predictors or outcomes. With this acknowledgement that each of the

rspectives are essentially relevant to conceptualize career success, it is therefore
important to include in our study both indicators of career success in order to have a

better understanding of how motivational or cognitive processes affect the way career

actors navigate through their own career paths and success.
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Career success is defined as positive psychological or work-related outcomes or
achievements one has accumulated as a result of one’s work experiences®>’>. Apart from
sharing a similar definition of career success, these authors are in agreement about the
two forms of career success. The first one; career success can be described as observable
career accomplishments which are measured by income, promotion, job status and work-
.
QO
related recognition. Therefore, researchers call this form of career su%is\objective
.
career success'’7>. The other form explains career success as a &g in which the
extent of career success depends on how a person perceives ‘Kj%dges it’¢, It is overall
.
reactions of individuals towards their careers. This is wh&%‘éﬁed subjective or intrinsic
career success. The commonly used measures of tive career success are career
satisfaction and job satisfaction!’. In dis@% career success, the perspective of
upward mobility provides a basis for bq@ective and subjective career success'%®. On
the basis of this perspective ind &Q that move up in the organizational or societal
hierarchy, are generally reg@‘ as having achieved career success or experiencing

career success thereof.

0\

According to@gspective, employees can move upwards in the organization
accordi gé\wo different systems of upward mobility: contest mobility and sponsored
mol@t °. The contest-mobility perspective states that an individual will move upwards
Qne organization by adding value to the organization with his or her own abilities and
contributions. According to this upward mobility system, every individual can compete to
move upwards in the organization. Having political knowledge and skills, following
training, and having a network are examples of contest-mobility upward movements. In

contradiction to the contest-mobility perspective, not every individual is able to compete
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to move upwards within the sponsored-mobility perspective. This perspective suggests
that only those who are chosen by elites can move upwards in the organization. Elites
such as managers, pay more attention to these chosen ones and help them to gain

advantage in comparison to other competing individual.

Everyone in this world wants to be stable. In this regard one must choose awssional
career which should be continued throughout the life. In that instance in&oi als engage
in several occupational positions over many years which is called reer' %, Career is
not just a job, but it is about implementation ideas of planned@fﬁuctured advancement
that leads to career development!!'!. Career Developx@%\one of the three areas of
practices for Human Resource Development!!? @development is a lifelong process
through which we come to understand our pﬁn both the world of work and in society.
The most popular goal in career dev@@%ﬂ activities is to encourage the exploration of
many alternatives in the professi%,The importance of career development is likely to
differ according to indivi&{I%But for many people, a successful career is a significant

contributor to personal%lppiness and financial security. One of the constructs of career

development iQa)@r ;Spiration.

A v d knowledge of human aspiration is essential to understand career

pment!'3. The question on why some people are more successful in their careers
than others is an interesting and important question to individuals as well as those who
manage them. An understanding of the success factors will enable employees to have a
clearer focus on their career management. Career success has emerged as an important
concern for both employees and employers. Hence, this topic has become a major interest

kl 14,115,116

to each one of us who would like to be successful in their wor . By knowing the
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factors, it will be easy for employees and management in deriving better career success
plans. Career success carries a different meaning to each of the individual employees.
What is perceived success to an employee is not necessarily similar to the others.
Individual career management is the personal efforts made by individuals to enhance
their own career goals which may coincide with those of their organizationl17.
Nevertheless, employees are more successful in their career when theyé@%matically
plan their careers and their employers provide the necessary “i y Q@ture” which
supports the development efforts of their employees. Career ‘sxc'%ss can be defined as

“the positive psychological or work-related outcon@r achievements one has

accumulated as a result of one’s work experiences”.«m&% be viewed as an approach for

individuals to obtain the achievement and p@ﬁ%&b
This eventually could lead to the Q@Sﬁ@nal success as a result of the individual’s

success82. The evolution of rese% development related to the career theory has seen a
major transformation in @nition of career success itself, from objective focus, to
subjective interpretatién\oficareer success!''*?°, Lately, the scenario has changed and the

direction of cereeglgess assessment now is towards incorporation of both subjective

and obg’ c@elementsm. Nevertheless, there are many studies that have increasingly

exp@ oth elements interdependently’®'22, This is because both are totally different in
%ept with different causes although to a certain extent they are related'?’. Career
success can be assessed either through objective and subjective elements. Objective here
means the extrinsic measures with direct assessment such as salary and bonuses whereas

subjective is more towards intrinsic measure of individual attitudes on their job'?*,
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2.1.3 Concept of Leadership Style

Leadership is an influence process between leaders and followers. The leader intends to
influence the followers’ behaviour to reach the organizational goals'?’. Furthermore, for
an organization to succeed in its goals achievement and objectives the burden is on the
leaders in the organization and their leadership behaviour!?S., In other \\Ve;ds, the
leadership must introduce activities to stimulate employees, and establi % oles for an
individual or group towards goal achievement and style is the‘%}our pattern that
characterizes a leader to tackle organizational issues!?’. N\l)é%?& different styles are
identifiable in various leaders. Every style possess%%own set of good and bad
personalities'?8. The differences in the work s t@ead to the manager using different
leadership style suggests that the definitions ofslé€adership are still evolving and scholars
are always seeking to simplify theé-)&%

practical during the daily busi@!sagem,no' For many years, the concern of many

itions to make it more comprehensible and

scholars was revolving at&&ﬁe characteristics of the active leader and identifying who

he is. However, it is h'to provide one standard definition of leadership. Thus, people

are still explo@d ship and its related matters.

N

Lea Q considered very significant in any organisation because it is the leaders’

Qours that are considered responsible for ruining or improving the organisation. The
organization’s orientations rely on the style adopted by its leaders. Since leadership helps
in planning the organization’s orientations about the future, its leaders’ behaviours and
practices are the things that drive their followers to achieve the goals. Thus, followers
usually follow their leaders’ behaviours when performing their duties131. A scholar
identified two significant leadership styles'??. In the first style, the employee’s job level
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affects participative leadership behaviour perceptions and the second style the
participative leadership influences performance which shall help practitioners in
designing an adequate number of training and development programs to enhance the
participative management. Leadership behaviours are considered as an essential factor
that influences organizational commitment and has a direct or indirect impact on turnover

Va&& reduce

intention. Leadership style is considered crucial in supporting work
employees’ turnover intention'**>. The functions performed by m .Qgg@can promote
loyalty and friendly relations among employees. Working wit riqr\1 s is considered as a
crucial factor for employees to maximize their producti\&%‘% efficiency and thus, that
shall significantly reduce the turnover rates'3. Pme@geadership skills and styles can
improve job satisfaction and promote emp‘%?retention in organisations!?>. Thus,
employees’ retention and performanii)@gnizations can be improved by adopting the

appropriate leadership and man%' styles which are consistent with the business

strategies to improve the emp@(b‘s’ motivation and morale.

Today’s institutions n@%effective and influential leaders who understand the challenges
of the rapidl@i global educational environment. For employees to perform at
their u (é\est, organizations need leaders who can adapt to different situations and
pos%s rious leadership styles that fit in every situation and at any given point in time.
@ best leadership style adopted by an organisation is based on so many factors
depending on the industry of the business and the sector or type of business in which the
organisation is operating. The success and failure of any organisation depends on the
leadership style practiced by the leaders of such organisation. Therefore, leadership styles

are ways and procedures used by leaders to direct, dictate and decide the attitude and
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actions of their followers in order to attain their set goals and objectives. There is not
only one successful leadership style. The most effective leaders are able to switch their
leadership styles in different situations in order to receive the best results from their

influence, which complies with the theory of situational leadership'.

Leadership is not one size fits all thing; often, a manager must adapt their-st%to fit a
situation or a specific group and this is why it is useful to gain a thorou '%erstanding
of various leadership styles; after all, the more approaches the w@ is familiar with,
the more tools they will be able to use to lead effectively!¥ .@e?ship is a major factor
that contributes immensely to the general wellbeing%&ganizations and nations'3,

ghq

Leaders motivate employees by encouragin i w contribute ideas and innovations,

which results in a fulfilling and enrichig environment'3®. Effective leadership

behaviour is based on both the will@ the manager to help subordinates and the
need of subordinates for helpl‘“@uilding a good relationship between a leader and
his/her followers requireﬁ{z%ﬁneciation from the leader for the personal values of those

who would be willing4g, give their energy and talents to accomplish shared objectives'*!.

Because orgaQizagls seek motivated employees in order to be successful, leadership

plays agit%&e in organizational performance!#.

yees are valuable assets of an organisation and the leaders of profitable companies
place a high premium on increasing employees’ performance levels!4. Leadership best
practices are a powerful way to enhance individual growth and development, employee

performance, and organizational productivity!#

. Many leadership models differentiate
two main types of leadership behaviours: task-oriented, which has a strong focus on

targets, close supervision, and control of subordinate actions, and relationship-oriented
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behaviour, which focuses on sensitivity to individual and group needs, care for group
tensions and focus on harmonic working relations'®. These leadership behaviours are
also referred to as directive and supportive leadership respectively'4S. Leadership is very
essential in any kind of group or organisation and it can mean the difference between

success and failure of any group or joint activity'4’.

Leadership is an important aspect in any organisation. The style that 1&%2;% of tertiary
institutions adopt in the day-to-day running of their activities W@e impact on the
human resources. An effective leader should be able to infl Ris or her followers to

reach the goals of the organisation. Leadership is an in@%onal process through which

attainment of given objectives within a part§§

one person is able to influence the activities :@%ﬁviduals or groups towards the

Qimation by means of communication!43,
Different leadership styles may ae;-)c\ loyees’ work performance, attitude and
behaviours towards the organis%g. Leadership style is the manner that a manager
chooses to behave towardﬁé&yee”g. Leadership style is the most prevalent factor that
influences employees’.attitudes and behaviours including organizational performance.
Leaders have@ various styles when they lead others in the organisation. It is
import té\note that different leadership styles exist for varying situations, human

bei@, ltures, tasks and organizational goals'%!3!,

L;adership consists of method, not magic. Leadership and the different associated styles

have an immense impact on how employees perform and grow, which lead to positive

152

organizational outcomes'>*. Leaders provide direction, leading by example, maintaining

appropriate tools for process measurement, and creating a high level of credibility as time

153

progresses in influencing employees’ work performance™”. Leadership as a process
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whereby one individual influence a group of individuals to achieve a common goal'>*. An
effective leader is able to influence his or her followers to reach the goals of the
organisation. Although, employees’ performance can be highly affected by many factors
arising from within and outside organizational context but good leadership style cannot
be over-looked!%. Leadership is the process whereby a leader inspires individuals to
accomplish common goals'>®. A leader as a person who delegates or inﬂuﬁ%hers to
act and to carry out specified objectives. True leaders enga .\g@s with their
consideration and modesty because they involve themselves "%v'vxhat they are actually

doing which is not for individual gains. Leaders are an e \ part of any organisation,

as they affect the self-respect and self-sufficiency o@yeesm.

S
Leadership as a social influence proces g/hich the leader seeks the voluntary
participation of subordinates in an e@@%aeh organisation goals'3. Leadership is the
behaviour of an individual directingythe activities of a group towards a shared goal. It is
an interaction between tw@re people that result in some kind of action leading to an
output to satisfy a se(v%grcement or criteria. Leadership is the process of influencing
others toward@%&tional performance and achievement of goals. Leadership is a
dynami @oss whereby one man influences others to contribute voluntarily to the
realization and attainment of the goals, objectives and aspiration of an organisation'®,
gdership is the process of influencing others to understand and agree about what needs
to be done and how it can be done, and the process of facilitating individual and
collective efforts to accomplish shared objectives. It is a process that focuses on shaping
or influencing people to obtain organizational goals'®. Leadership style is the way in

which the functions of leadership are carried out and the manner that a manager chooses
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to behave towards employee. It is the pattern of behaviour used by a leader in attempting
to influence group members and make decision regarding the mission strategy and
operation of group activities. Leadership style is the manner and approach of providing
direction, implementing plans and motivating people. Leadership style is the combination

of traits, characteristics, skills and behaviours that leaders use when interacting with their

subordinates!¢!. Q’)&\
Leadership is both a process and a property. As a process, leaders@o;ves the use of

noncoercive influence. As a property, leadership is the set-of\J dcteristics attributed to

A

someone who is perceived to use influence successfull%w%en we tried to discuss about
°

hi Q

leadership, we have to consider the leaders E &s Leadership style is the way and

manner in which a manager or supervis&l ses to act towards his employees or

subordinates and the way the lea@

leadership style is the approach uy managers to exercise their leadership function!.

fanction is being carried out by them. A

Leadership style is said t@aﬂicular behavior applied by a leader to motivate his or

her subordinates to afﬁe\the objectives of the organization'®,

In this glob;al\;cmﬁpetitive environment, effective leadership style is necessary to reduce
the attriti Date. A scholar found employees under autocratic leaders are more prone to
ns to quit job mainly as a result of the leaders over emphasis on production than

164 Workers under democratic leadership style are less likely to involve in turnover

people
intentions due to the collective decision-making approach of the leader. A leader's
behavioral approach to directing, inspiring, and influencing their subordinates is referred
to as their leadership style. The way in which leaders carry out plans and strategies to

achieve certain goals while taking into consideration the expectations of stakeholders and
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the safety and well-being of their team is determined by their leadership style. In a variety
of contexts, leadership styles have been examined to determine the best or most suitable
approach for inspiring and influencing others to achieve objectives. The degree to which
a leadership style fosters follower trust is a fundamental principle of effective leadership.
Research suggests that followers who have faith in their leader will be more inclined to
go above and beyond what is required of them. As a result, they will meet %& ectives

and be free to express their opinions about how to take the current pr: 'ég@rward.

Any leader's chosen style of leadership is often influenc “a variety of factors,

including their mentality, personality, life experien@%\motional intelligence, and

familial relationships. As a result, in order to 1 : %eir effectiveness, leaders need to
N

be able to assess how their style of lead§ lates to the many qualities mentioned
a

above. Style of leadership is more@ t for effective leadership. Therefore, it is
essential for a leader to be able t0 ‘take command and determine if a circumstance calls
for an executive choice d&gére collaborative one. In order to succeed, a leader must

also be able to identifyathe™best leadership style for the particular situation or business. A
leader may as@v ership, control, and accountability for the magnitude and scope of
the up n@-’esponsibilities by having a clear understanding of their leadership style.
Theé‘c%ing extra benefits are probably going to come from knowing one's style of
@ership and being able to adapt to changing conditions: better teamwork and
communication; higher employee engagement; a stronger team dynamic; and leadership

that stands out in the workplace and gets recognition.

Long-term goals that center on their followers' higher order intrinsic needs are provided

by transformational leaders. These leaders are characterized as using motivation to help
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their team members reach their maximum potential and boost their self-esteem by
providing ongoing encouragementl64. Five criteria define transformational leadership.
The first is exemplified by the idealized impact or ascribed charisma, which is the
followers' perception of their leader and how that influences how they understand the
leader's authority, self-assurance, and transcendent values. Regarding the second aspect,
it is exemplified by the idealized influence or charismatic behavior. (i.@c specific
leader’s behaviours reflecting his values, beliefs, sense of missi .%urpose, and
ethical and moral orientation). The ability of a leader to er.lcog%e’3 and inspire followers
to pursue the accomplishment of lofty goals, elevate fol@\s expectations, boost their
confidence, and establish a self-fulfilling prophesy @gdﬁrd factor, and it is represented
by inspiring motivation. The way leader@%ge the established quo and make

N

intellectual arguments to their followers dies the fourth aspect, which is intellectual
c;of coming up with novel solutions to issues. The

stimulation. It also describes the p&
fifth aspect is embodied in th@ividualized consideration, which is focused on leaders
that both empower a %)N their followers while offering tailored socio-emotional
support. Howe er@’% changed relationship between leaders and their followers has
been demo trgrgwl by transformational leadership 165. This type of leadership uses
contiﬁ%gewards to help leaders make clear to their followers what is expected of them
@Q job. Furthermore, the elevation of followers by their leaders beyond short-term
self-interest is referred to as transformational leadership style. This can be accomplished
by means of intellectual stimulation, inspiration, customized consideration, and idealized

influence. Such leadership will elevate the ideals and maturity of followers. It is focused

on the achievement, well-being, and self-actualization of the organization and its leaders.
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Under the guidance of a transformational leader or in a transformational team, followers
are expected to look out for one another, provide intellectual stimulation and inspiration,
and share a common purpose. These followers are typically quite productive. A leader
who can motivate, inspire, and transform their team members to work harder and
accomplish remarkable results is known as a transformational leaderl66. This kind of
leadership encourages followers to have faith in their own abilities in or X improve
the organization's prospects and future while also having fai '}S@e leader. A
transformational leader must be able to establish a clear V1S10 o jective, boost self-

esteem, and win others over with charismal67-168. @

A transformational leader challenges others %@ to put the good of the group, the

company, and society above their own inter

raising the bar and accomplis als they never would have imagined they could. This

The main goal of transforma‘uo:& de ip 1s to inspire team members to continuously
can be applied to busme or groups. Transformational leaders hold their team
members to a high%n z?rd and relentlessly push them until they achieve significant
improvement 0t a change in their work, life, and enterprises. The goal of transformational
leade Q to foster change in both individuals and institutions. Motivating team
@rs to step beyond of their comfort zone and accomplish far more than they think
they are capable of accomplishing is how the transformation is accomplished.
Transformational leaders need to have a strong sense of integrity, emotional intelligence,
empathy, a shared future vision, and great communication skills in order to be successful.
Such a leadership approach is frequently linked to highly productive, growth-oriented

companies that push the envelope in terms of innovation. Practically speaking, these kind
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of leaders frequently assign their team members increasingly challenging assignments
with tighter deadlines. However, because certain team members might not receive the
proper coaching and mentoring to get through difficult tasks, transformational leaders run
the risk of losing sight of individual learning curves. Transformative leaders can also
result in high levels of engagement and productivity by fostering a shared vision and trust

between themselves and their workforce. ®
&

Transformational leaders are aware of how crucial human capita’f@n organization's
success. As a result, the main goal of transformative leader@"motivate constructive
changes that contribute to both individual and team su%gé%\They put a lot of emphasis
on helping people develop their unique 2%: Q acting as role models, igniting

enthusiasm, providing support and encour@ , and fostering creativity. Their goal in

doing this is to assist each employ@\js%ea

lizing their full potential. The team and the

organization function best when e@r person gives it their all.

The idea of transformatic%%e)pt in mind while hiring by transformational leaders. This
indicates that they %y? attention to their previous successes and more to their future
growth. Stik oal is to develop a workforce that fits the demands of the company.
Inste Q concentrating on prior accomplishments, they identify an applicant's
@al and create a strategy to support that potential as the business expands. Because
ths, while hiring new staff members, this kind of leader may overlook certain
characteristics in applicants, such as a criminal record or a lack of work experience. This
can result in a wider talent pool by providing opportunities to underrepresented applicants,

those undergoing a career change, and younger people just beginning their careers.

Employees also appreciate working for a company that supports their professional growth.
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Reducing employee turnover can be achieved by providing employees with opportunities
to develop and advance within the organization. Transformational leaders inspire their
followers to take on and complete challenging tasks that they otherwise would not have
bothered with. When followers embrace a leader's end ideals (internal standards),
transformative leadership becomes possible and thereby producing changes in the
attitudes, beliefs, and goals of followers. End-values like justice, honorz)‘ﬁa? integrity
have the power to change followers. Furthermore, leadershi .5$@nce spreads

throughout the business as a result of followers' dedication to their lgaders' ideals169.

A
( as been employed in the
o8

majority of transformational leadership studiis &, 170). The "Four I's" (idealized

Bass et al.'s multifactor leadership questionnaire

influence, personalized concern, intellectual stimulation, and inspiring motivation) are the
four components that make up tra@ﬁ)éﬁi nal leadership. Idealized Impact (Part II).
The actions of transformational @ers make them an example for others who follow
them. People trust, resp&%ﬁ revere the leaders. Followers aspire to be like their
leaders because the telate to them. One of the things a leader does to merit this
recognition is@t)@ﬁ

is ex%t%@ the leader, who also shares risk with followers. You may rely on him or

her 6a morally and ethically, exhibiting high standards of behavior. He or she only

the needs of others above their own. Consistency over arbitrariness

% authority when necessary, avoiding abusing it for selfish ends.

Motivation that inspires (IM). Transformational leaders provide an example for others by
challenging and giving purpose to the work of those under their direction. There is a
sense of unity. Optimism and enthusiasm are evident. The leader engages followers in

imagining desirable future conditions. In addition to exhibiting dedication to objectives
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and a common vision, the leader sets and communicates expectations that followers want

to meet.

Stimulation of the intellect (IS). Transformational leaders challenge presumptions,
reframe issues, and take a fresh perspective to familiar circumstances in order to inspire
their people to be inventive and creative. Originality is welcomed. The faulteﬁgade by
individual members are not publicly criticized. Followers are invited t ﬂ‘ibute fresh
thoughts and innovative answers to problems, and they are actlve%}ved in resolving
issues and coming up with solutions. When followers' ide ‘&Se'ﬁge from those of the

leaders, they are not discouraged from doing new thmg%’&%

Q

Consideration on an Individual Basis (IC). T ational leaders give each individual
their whole attention. . ‘\%
Q)\

fulfills a person's requ1r (bo; development and success by serving as a mentor or
coach. Colleagues a 1Ifowers are developed to ever greater potential. The thoughtful
leader listens @Q their own. The leader assigns duties to followers in order to foster
their dey @ ent. Assigned tasks are observed to determine whether the followers
req@ rther guidance or assistance, as well as to evaluate their progress; ideally,

owers do not perceive that they are being observed.

The simplest way to characterize transactional leadership is as a "give and take" style of
relationship that is more immediate. When it comes to accepting a job, team members
consent to follow their boss; thus, It's a transaction in which services are being paid for.
Workers receive compensation for precisely the labor they would have done. You obtain

45



the bonus that was promised to you if you reach a specific goal. This is particularly true
for careers in marketing and sales. Each team member's roles and responsibilities are
defined under transactional leadership, which also promotes timely completion of tasks.
Incentive programs can be used in situations where normal remuneration is insufficient.
To govern how work should be done, sanctions are also in place in addition to incentives.
With transactional leadership, there is no misunderstanding between the &hbr and the
follower because the tasks are explicitly stated by the leader. It is a. irect style of
leadership. But because of its strict guidelines and unambigug '?xpectations, it might
stifle originality and creativity. It may also result in % staff turnover rate and
decreased job satisfaction. In return for what the Q%Qrs demand, employees receive
something of value from transactional leade@%fferently, transactional leaders trade
resources with their staff members or ad@tyle of leadership that offers incentives and
penalties in exchange for the subo&'gés' work and The main method of motivating and
guiding followers in transact@%performance leadership is by appealing to their self-

interest!’!.

N
while a leade@%mocratic leadership style, team members' opinions are considered
while maki hoices. With this consultative and collaborative leadership style, every
tea ember has the chance to influence the course of ongoing initiatives. But ultimately,

@decision-making rests with the leader. Democratic leadership is widely recognized as
a very effective leadership style because to its capacity to grant voice and importance to
lower-level personnel inside the organization. It's a format that's similar to corporate
boardroom decision-making. A vote to make choices may be the final step in democratic

leadership. Delegating power to those who decide on job assignments is another aspect of
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democratic leadership. It makes use of the abilities and backgrounds of team members to
complete tasks. Democratic leadership fosters team participation and creativity, which
frequently results in high production and job satisfaction. But reaching an agreement as a
team may be expensive and time-consuming, particularly when choices need to be made
quickly. Under democratic leadership, team members are actively encouraged to
contribute to the decision-making process and voice their ideas. Althoughéx embers
freely exchange ideas, leaders ultimately have the last say in the m .@Q@ey also offer
assistance and direction when needed. This is why shared or B%ig\ipative leadership are

other names for democratic leadership. &%‘\\‘
e

Democratic team leaders exhibit a great level o@rity, bravery, justice, knowledge,
inventiveness, and other qualities that hel @\ win the team's trust and respect. By
putting this style of leadership into @&)ée, ou can minimize turnover and draw in the
top talent in the following we@pcreases contentment at work: When workers are
involved in organizationalhdeciston-making, they feel appreciated as vital members of the
team. Furthermore, otratic leaders may employ prizes and incentives to promote
involvement. C}rc)@s have a commitment to the members' personal development. This
makes ppier and more satisfied with their jobs, which produces highly engaged
peo% o stay in their positions for longer. Encourages a positive work environment:
@wcratic leadership fosters an atmosphere that is psychologically comfortable and
allows people to express their opinions without worrying about being repressed. Getting
everyone together to brainstorm and work together also strengthens the team. In the end,

a culture of trust, respect for one another, deep connections, and cooperation is
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established. Additionally, this aids in luring in the top personnel, particularly Millennials

who are drawn to organizations with strong corporate cultures.

The exact opposite of democratic leadership is autocratic leadership. In this scenario, the
team's leader acts as their representative and makes all decisions without consulting them.
The leader is in charge and has all authority. They determine all that has to-l{&gne and
have total authority. Before a decision is taken, the staff is not consu XVeryone is
required to support the leader's decision after it has been made‘.%\muad frequently
harbors some degree of anxiety toward the leader. Since decisions made by an
autocratic leader would not be in the best interests %%%subordinates, this kind of
leadership can be extremely retrogressive an @age employee dissatisfaction. A
unilateral increase in working hours or oédverse changes to working conditions
implemented by management in a@fﬁéﬂ boost output are two examples of such
actions. In the absence of emplo%'%onsultation, the management can be obliged to raise
working hours since they@mpletely understand why productivity isn't rising. It can
result in ongoing abseh%efsm and a significant staff churn. However, in situations where
the decision n@i)@%& taken quickly and the leader is experienced and informed about

the co it@around it, autocratic leadership can be a successful strategy. It is also the

best.optien in other situations, such as when a choice can be made without the team's

%t or approval in order to be successful.

A hands-off or passive style of leadership is a precise definition of laissez-faire
leadership. Rather, leaders give their team members the resources, knowledge, and
instruments they need to complete their responsibilities. A leader that practices "let them

be" leadership takes a backseat, allowing team members to work independently and
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freely to plan, Assemble, decide, solve issues, and finish the tasks given to you. Creative,
talented, and self-motivated personnel benefit greatly from the laissez-faire leadership
style. The team's degree of autonomy and trust has the potential to be inspiring, fruitful,
and contribute to job happiness. However, it is crucial to maintain control over this kind
of leadership because if the team is disorganized, chaos and confusion can happen very
rapidly. The group may wind up acting entirely differently from the leader@ectations.

Laissez-faire leadership is the least productive and satisfying, accg@ dy.

Delegative leaders would rather let the team make decisions just provide their advice
and experience when required. After making sureég%}oup has the means and
capabilities to decide for itself and work out is u@heir own, this kind of leader steps
back. Nonetheless, the leader is still in ch rgs( how these choices turn out. A leader
who is delegative is probably more@é;}i create a staff that needs less direction and
oversight. They concentrate on @ifying people who can operate autonomously and
produce outcomes. Delegﬂ@%adership is therefore perfect for employing cross-border
workers, particularly ﬁ%ituations where new hires must operate remotely. Leaders that
are delegativ OQ%HPOSG their ideal workflow on their team. Rather, they provide
people .th dom to decide how best to carry out their work, including setting up
sch@md employing strategies that play to their unique abilities. Additionally, these
Qagers don't micromanage, which is rarely well received by staff members. Employees
experience greater job satisfaction and a better work-life balance when given the freedom

to make their own decisions. This lowers the turnover rate by increasing their

commitment to and engagement with the company.
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Despite the difficulties and uncertainties of the present, visionary leaders have the
courage to envision grand concepts and prosperous futures. They take chances, are
gregarious, incredibly creative, extremely adaptable, and self-assured. They also realize
that the team as a whole must work together to realize their visions. They demonstrate
empathy for the feelings of their staff members while inspiring and motivating them to

identify the best ways to realize the vision. Q’)&\

Leaders with a clear vision assemble a group of people who will‘%}hem in realizing
the vision. As a result, they draw people who are extremely\@'s&hate and take pride in
what they do. In addition to technical skills and other e@@e, they seek out people who
are fearless, upbeat, resilient, and tolerant. T:@h effective communication and
empathy, visionary leadership unites people ards a similar objective, fostering a
collaborative culture. It also highlé)t@&ﬁ% crucial each person's participation is to
reaching the overall objective. E@yees feel more purposeful and meaningful at work
as a result, which impr@ satisfaction. Visionary leaders might, however, come

across as authoritati & occasionally intrusive. This could be detrimental to people

who appreciat@;@in ependence when it comes to doing things.

Leadegshipsthat follows a set of rules is known as bureaucratic leadership. Policies dictate

ocedures and laws must be followed; there is no leeway. Bureaucratic executives
make sure that team members strictly adhere to the rules that define how work should be
done. The leader takes employee input into consideration, but rejects it if it doesn't follow
organizational policy. There's a lot of red tape and new ideas come slowly. An further
attribute is a hierarchical authority structure, which suggests that power is attributed to

formal titles and moves from top to bottom. Frequently, bureaucratic leadership is linked
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to sizable, "century-old" establishments that have achieved prosperity by utilizing
conventional methods. As a result, introducing a novel or inventive approach to these
organizations is met with strong opposition. Innovative concepts are perceived as
dangerous, inefficient, or even wasteful. Compared to an authoritarian leadership style,
there is less control and greater independence, but this does not mean that there is any
incentive to be creative or go above and beyond. Therefore, it is not @B(pbriate for
nascent, growth-oriented enterprises. Jobs involving safety co .c‘ng or handling

valuables like big sums of money or gold are good fits for bl}%q(\:ratic leadership. It is

also perfect for overseeing workers who carry out regular’@&

'QQ

Being a servant leader means that a leader puis weeds of the team above their own.
n

The goal of a servant leader is to put the of their group before their own. It is
another example of setting a good@@ ! In order to achieve the finest outcomes,
servant leaders look for methods%,inspire, uplift, and develop those who follow their
example. Leaders with a%%égree of honesty and generosity are necessary for servant
leadership. Team me\%'\is raised and a positive organizational culture is fostered.
Additionally, Qc%%an environment of ethics with high moral standards. Nonetheless,
other a ac@es argue that competitive scenarios where servant leaders face off against
one . another might not be the best fit for servant leadership. More ambitious leaders can
%kly overtake servant leaders. Another criticism of the servant leadership approach is

that it is not flexible enough to deal with high-pressure situations and deadlines.

Aggressive CEOs use coercion to make sure staff members abide by the guidelines,
policies, and directives of the company. There is no space for error when it comes to

completing tasks under this style of leadership, which demands rigorous adherence to
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rules. The good news is that coercive leaders provide their teams with all the knowledge,
direction, and resources they need to succeed. Coercive leadership penalizes
noncompliance and rewards conformity. As a result, coercive leaders tend to focus more
on developing a workforce of people who are meticulous and respectful to superior
authority. The younger generation may find this off-putting because they like to work in
environments that provide them more flexibility and autonomy. Altho%@\'t can be
oppressive, coercive leadership fosters a secure environment at wor . Sg@adherence to
guidelines and policies contributes to the eradication of haras&g{t, discrimination, and
accidents. This may, in part, help to create a contented w e. But forceful leadership
stifles originality and creativity, which can result i@%nten‘[ as well as a lack of drive
and inspiration. This may make it more difficu draw in top talent and keep current
workers. There is no one leadership s@at works for all groups or circumstances.
Furthermore, there may be a n i—gltemate between many leadership philosophies
because there is no one corre@broach to lead. Therefore, it's critical to understand the
benefits and drawback c&wry leadership style. The type of organization—mature or
growth-oriente @re of the work—routine or creative—the team's experience and
skill level, and the leader's personality all play a role in selecting the best leadership style.
The-right leadership style to use, or the right blend of several leadership styles, will
%ably be determined by taking into account the aforementioned elements. The impact
of various leadership philosophies on hiring and employee retention varies. All, though,
have advantages when used in the appropriate context. Coercive leadership, for instance,

can be effective in industries like construction and manufacturing where stringent

regulations are required to ensure worker safety. The key is understanding the kind of
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leadership that best suits your company. Furthermore, a blend of several leadership
philosophies can create strong cultures that improve hiring practices and result in a

harmonious, upbeat company culture.

2.2 Theoretical Review and Framework
A theoretical framework can be referred to as a structure of concepts which e‘;ﬁt in the
literature. It can also be seen as a ready-made map or blueprint for tl.le st@&}tprovides
the structure in showing how a researcher defines the ‘%‘ losophically,
epistemologically, methodologically and analytically. The ‘@eﬁcal framework also
aids the study in finding an appropriate research %ﬁk%o\@ach, analytical tools and
procedures for the proposed study and it will rn.a@his research findings to be more
meaningful and generalizable'”?. Three theerigs will be used for all the variables
respectively. There are various theori .,®rds, models that exist on Leadership Style,
Career Success and Turnover %’ntlon. Having checked through the literature for
different theories and madel 1s study carefully selected one theory for each of the
variables. The theory s¢lected for Turnover intention is Adam’s Equity Theory, theory for
Career succes@%%n Career Theory, while the theory selected for Leadership style is
Burns and lio Transformational-Transactional Leadership Theory.
2.2.1‘%m’s Equity Theory
@%eory was propounded in the year 196374, The Equity Theory assumes that people
are motivated if they have a feeling of fairness and equity in their job’s inputs compared
to their outcomes ratio!”. The focus of this theory is on the exchange relationship where

the individuals give something, their inputs, and expect something in return, the expected

outcomes. This theory postulates that the assessment of the value of outcomes against the
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value of the inputs reveals a sense of equity or inequity for a given person or reference
group. The reference groups include colleagues, and relatives, or the individual
themselves in a different but comparable role!’*. While inputs refer to the experience,
skills and the efforts of an individual employee, his or her outcomes include for example,
pay, fringe benefits, responsibility, ability, awards, etc. %

The Equity theory also assumes that people tend to act for the r.esto @'ggr\of equity
whenever they feel a sense of inequity. Thus, the alteration of in '}t ¢ alteration of
outputs are examples of equity restoration actions. The Equityw\Theory is applicable to
labour turnover and retention research where tumo@%}tenﬁon can be seen as a
consequence of perceived inequity. Consequen@nagement efforts to maintain an
equitable work environment can be conside@a retention strategy to prevent turnover

intentions. Equity theory focuse@ her there is a fair balance between an

employee’s inputs (such as hard , enthusiasm, and skills) and their outcomes (such

as recognition, salary, and%’%ﬂts).

According to the t \ ariking this balance is necessary for a strong and productive
work relation@lan order to maximize individuals’ rewards, organizations strive to
create § %13 that fairly distribute resources across members of a group. Otherwise,

i e@litles will result in levels of unhappiness proportional to the amount of inequality.
Qity theory suggests that people strive for fairness in their relationships. They want to
feel that they are receiving what they deserve from others. When people feel that they are
not being treated fairly, they may become dissatisfied and may even take action to correct

the situation. Equity theory is based on the idea that people compare their inputs (the

work they do, the money they contribute, the effort they put forth) to their outcomes (the
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rewards they receive, such as salary, benefits, and recognition). If they feel they are not
being treated fairly, they may become dissatisfied and take action to correct the situation.
This theory can be used to explain a wide variety of behaviors, including employee
motivation, job satisfaction, and organizational citizenship behavior. Employees who feel
they are not being treated fairly may become disgruntled and less motivated. They may
also be less likely to go above and beyond their job duties. Organizations @NE equity

theory to understand and address employee concerns can improve € g@e satisfaction

and motivation. ‘% -
S

Equity theory is a social psychology theory that attem@g explain how people perceive
the fairness of their relationships. It is based ;n.@idea that people strive for equity in

their relationships, meaning that they Wan% like they are getting what they deserve

from the relationship. The key elerr@tj)\gf)

work, and comparison levels. E@Un work refers to the amount of effort that a person

equity theory are effort on work, reward for

puts into a relationship. K%g)for work refers to the rewards that a person receives from
a relationship. Com n'level refers to the person's ideal level of input and outcome in
a relationship@cﬁr eory predicts that people will be happiest when their input and
outco é\équal to their comparison level. If a person's input is greater than their
con@ri on level, they will feel overworked and underappreciated. If a person's outcome
isygreater than their comparison level, they will feel spoiled and unappreciated.
Employees try to keep a balance between how much they give (inputs), and what they
receive from the organization in return (outputs). What an employee thinks of their
current input-output balance can change day-to-day if they think one of their colleagues

currently has a better balance between what they give and what they get back. In the
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theory, Adams labelled the colleagues as “referents”. The referents are anybody your
employee feels they are in a similar situation to—for example, if two people have the
same job title and duties.

Equity theory is used for the dependent variable because it is thought to be a motivator. It
is based on the idea that people want to be treated fairly in their relationships. When
people feel that they are not being treated fairly, they may become disgr%@\('pand less

motivated, thereby the thought of exiting the organization might cf quity theory

is used to try to correct these feelings by ensuring that people a{%ﬁ%a ed equitably.

>
2.2.2 Protean Career Theory &
e

The protean career, as conceptualized by a s@i&'\escribes “a process which the person,
not the organization, is managing”!”>. C | to this process is the role of self-direction
and the centrality of intrinsic v eg‘))nsistent with Hall’s early theorizing, empirical
research on the protean caree@converged on explaining the roles of self-direction and
a values orientation inx)ee domains: (a) as meaningful individual differences
(antecedent factor@sﬂinﬂuences on career processes, and (c¢) as predictors of career

and organiz&id outcomes. While research in these domains has advanced substantially,

early have focused primarily on developing a measure of the PCO and

%@shing its predictive validity as an individual difference variable!’¢.

Protean careers are characterized by the exercise of self-direction and a focus on
intrinsic values in the pursuit of psychological success. This is an agentic orientation
toward one’s career, in which the person aspires to be self-directed in his or her career

choices and guided by intrinsic values'’”’. This view is in contrast with the traditional
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view of careers, guided by the organization and other external factors instead of the
individual and driven by the pursuit of extrinsic success (e.g., salary, advancement)!’8,
More specifically, the protean career orientation (PCO) is an attitude toward careers
that involves self-direction (the desire to be agentic, in charge of one’s career) and a
values orientation (a desire to make career decisions that are driven by intrinsic
values)!”. It is an orientation in which the person is in charge—not an organization or

other people.

Research on protean careers differs from other career perspectives that focus on the
role of the environment and socialization in shaping a person’s occupational choices,
e.g., Holland’s model of person-occupation fit and Super’s focus on the synthesizing

of self-image with the occupational role!8%!8!

. The protean concept suggests a very
agentic role for the individual. The other unique aspect of the protean concept is the
internal motivation that is provided by the person’s intrinsic values that drive the

person’s agentic sources. This is the “engine” or motivation for the person’s career

decisions.

Being self-directed and values driven is not a given and is particularly difficult in
today’s work environment, which is characterized by volatility, uncertainty,
complexity, and ambiguity (VUCA)!82. The critical forces causing global economic
inequality are not operating at a level that an individual can control directly. These
are macroeconomic and institutional forces, which include globalization, technology,
and environmental changes, which are happening at an accelerating rate. The protean
career represents a new type of career contract in which careers are flexible and dynamic

and managed by the individual instead of the organization. Success is determined based
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on internal rather than external measures, as the individual moves between jobs and
organizations. Responsibility for success is dependent upon the individual, who engages
in self-directed, continuous learning throughout the lifespan!®*!84. Thus, Proteus signifies
someone who is flexible, versatile and highly adaptable. An individual with a protean
career is characterized by continuous a state of continuous self-assessment, self-direction,
and self-development. Due to this individual’s flexibility, they are able to Qﬁg&different
opportunities whenever it presents itself, explore new industries, an 1 @@ntly redefine

the meaning of success on their own terms, but in relatigt% the changing work

environment. @
2.2.3 Burns and Avolio Transformationz%@ﬁonal Leadership Theory

The leadership process occurs in one of R\vw%ays, either transactional or transformational

as propounded by scholars'®’ Tian®1al leadership emphasizes the clarification of

goals, work standards, and éj%,

compliance based on incentiyes and rewards to appeal to the self-interest of followers'*!.

ssignments and focuses on task completion with

In his original mode@y?oposed that transactional leadership has two main components,
management- —cheption and contingent reward. A transactional leader relies on
man by exception that the leader takes corrective action and intervenes only
@ailures and deviations occur. Indeed, some managers search for deviations to meet
gred goals. They establish performance criteria and evaluate subordinates' work to see
if the requirements are being fulfilled. In a later study, management by exception was
divided into two categories: management-by-exception (active) and management-by-

exception (passive)186. This division was based on the timing of the leader's action.
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In the former, the boss monitors the work of the subordinates in order to identify errors
before they become issues and to act promptly to address them when needed. The leader
in the latter case refrains from delivering instructions if the conventional approaches are
effective. The dependent rewards that a transactional leader sets up for subordinates in
the event that they meet predetermined goals are another crucial element. The
transactional leader in an organization explains and specifies what must be@&o satisfy
followers' expectations, including compensation, acknowledgmen ,. 58@cement, etc.
The leader also shows his satisfaction when followers perfo wg\ll. Research indicates

that superiors have a tendency to promote high ’@Xmers and penalize low

e
performers187. . Q
N

The transactional relationship can be Viev@ negotiating process that is maintained

by upholding the transaction proc<s§@

aspirations of subordinates. Both riors and subordinates aim to maximize their profit

ransactional leadership fails to boost the

from the deal. This migl‘f\be)z)ﬂeeting and surface-level relationship. For this reason,
transactional leadership) lfas certain drawbacks. In order to spot emerging issues or
opportunities @)@%’e what needs to be done, leaders evaluate both their internal and
extern. e@ nments. Afterwards, the group's leaders must handle interpersonal and
mo%ltl al problems that will improve the group's capacity to adapt to organizational
@environmen‘[al demands. This is more than what can be accomplished by acting in a

transactional leadership manner.

In addition, leaders ought to motivate their staff members to perform harder and more
efficiently; this cannot be achieved merely by demonstrating contingent reward and

management-by-exception leadership styles. The following drawbacks of transactional
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leadership might also be mentioned. Further rewarding of subordinates will consequently
no longer be effective in motivating subordinates if they believe they have received
enough rewards. The leader's relationships with subordinates will suffer as a result, and
they may stop being able to lead the group with the same strategies. Second, if a leader
and subordinate relationship is primarily based on rewards and punishments, it may not
be healthy since the subordinates will constantly need to appease the lea@ order to
receive rewards or avoid punishments that lead to dysfunctional ou y ke employee

unhappiness, a rise in absenteeism, a decline in organizatio c.%)mmitment, and poor

performance. &%

Because transactional leaders prioritize preservi & xisting quo, it has been proposed
that stable economies or organizations aregr suited for transactional leadership!®®

This leadership style is characteriz@table, with an emphasis on organizational
effectiveness and group norm co@ance 189. Organizations now require a new kind of

leader—one who can ins@ple to perform "beyond expectation"—due to heightened

competition and a highly*complicated environment. Humans are naturally inclined to
strive for sel@n@v ent and to act in the interests of others. To thrive in today's

corpor:e wonment, it is imperative to motivate people to go above and beyond what
ected

is e of them in order to achieve organizational goals. These are matters that the
@ formational leader attends to.

Transactional techniques emphasize achieving more or better performance, switching
from one aim to another, and performing different actions, a decline in opposition to
specific measures or the execution of choices inside predetermined parameters.

Significant alterations in attitudes, beliefs, values, and needs are among the high order
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changes that transformational leadership addresses. An academic elucidates the
mechanism of this transition (development) and its implications: On the other hand,
development describes qualitative changes—a fundamental transition between one level
of knowledge and another in terms of perspectives, values, morals, and understanding190.

The presumptions people have at one stage of development become irrelevant in a later,

higher stage as they mature. Q’)&{b

grasp how transformational leaders elevate followers to new heig‘?@evelopment and

potential requires a grasp of fundamental change or develo explained in this way.

There has been a fundamental shift in the attitudes an@%mptions of followers when,

for instance, they start to prioritize the require e. %their organization over their own
S

immediate wants and self-interests. It is irn&Qa e that followers reach this higher stage
1

of growth in order for teams to func{c;njy&d nd for organizational systems and cultures
to function better overall. It wa gested that because transformational leaders raise
followers up into higher l&elgéeds like self-actualization, they are able to activate them
on newer motivations%dh desires in addition to understanding their current needs. In
other words, @Q%hange the hierarchy of needs that scholars '°! 19 have identified.
Maslow!s hierarchy consisted of five levels: self-actualization, esteem, safety, love,
andéy%%)logy. According to Maslow, in order for a higher-level need to be triggered, a
@er-level need must first be met. The existence, relatedness, and growth needs are the
three level needs that Alderfer proposed. The demands of existence are related to physical
health. Social and interpersonal relationships are a part of the relatedness needs. The

personal development of the individual is the focus of the growth needs. Unlike Maslow,

Alderfer argued, a person does not need to satiate a lower-level need in order to activate a
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higher-level need. Bass supported Alderfer's theory and contended that transformative
leaders are able to rearrange those need hierarchies; therefore, leaders can raise

subordinates into becoming self-actualisator, self-regulators, and self-controllers.

Hence, transformational leaders have the ability to bring changes and differences in
groups and organizations. Leaders elevate their followers to higher levels of-mc?GJity and
draw followers up to their level of moral development. The transfo &nal leader
articulates a realistic vision of the future that can be shared, dé%} e appropriate
strategies to attain it, stimulates subordinates intellectuall@"pays attention to the
differences among the subordinates. The transformatio%‘%ader motivates subordinates
to a level of effort more than originally expecte ' Qproviding a compelling vision and
getting subordinates to transcend their interests!8¢!88, Transformational leadership is
required at all levels of organization@ﬁ%a y when they are confronted with crisis, and
chaotic, unstable and unpredictab vironment. Transformational leaders tend to search
for new ways of doing tlﬁ\gs)%tellectually stimulate their subordinates asking them to
reconsider their old as%mptions and develop new ones, to question current rules and
procedures OQJIQO anisation. They incline to take risk, and encourage their
subordi a@e take highest advantage of opportunities. Three factors were embodied in
the original theory of transformational leadership: charisma, individualized consideration,
@ intellectual stimulation. The components of the transformational leadership was
reformulated as follows; idealized influence (behavioural and attributed), inspirational
motivation, intellectual stimulation, and individualized consideration. They replaced

idealized influence with charisma and included inspirational motivation.
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This theory is relevant to this study in that transformational leaders consult their
subordinates and involve them in processes of defining organizational vision.
Transactional leaders see delegation to achieve desired goals as a result of which they
will get people do what they want. Therefore, they help people not only succeed in their
present job but prepare them for their future positions. They create opportunities as
learning facilities to their subordinates to convert them into leaders, bec%@%nagers

learn mostly from their job career. Transformational leaders can bé égl@ a model for

followers. *
2.3 Empirical Review Q)&C“'

This subsection focuses on the position of previou§ ls@ies carried out in another context

which relates to the objectives of this study. Q

2.3.1 Leadership Style and Turn@ tion

A researcher looks into Variap@(mpacted by transformational leadership in recent
studies 193. The resultswe analysis of the interviews and questionnaire responses
obtained from soci %S& workers indicated that transformational leadership positively
correlated Wit@anizational outcomes such as commitment, well-being, and role clarity.
Simila Qveral researchers looked at how transformational leadership affected
@/ee competency moderating and organizational commitment mediating the
ﬁlence of transformational leadership on job performance in Taiwanese SMEs194.
They discover that work performance is impacted by transformative leadership. The
impact of transactional leadership on worker performance in Algerian banking

institutions was investigated in a recent study !°>. The results of an analysis of variance
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using a sample size of 132 workers from five banks show that employee performance is

significantly impacted by transactional leadership style.

Similarly, 196 research was done on the effects of transactional and transformational
leadership philosophies on worker performance in Pakistan's banking industry. Employee
performance is impacted by both transactional and transformational leader\' styles,
according to an analysis of '”> employees' questionnaire replies. Additi 'SS', research
was done on the effect of transactional leadership on the intentio@p oyee turnover
in Indonesia 7 1% respondents' data were examined using a S@Sﬁﬁal equation modeling
tool. The results demonstrate that motivation at work a@%atisfaction have an impact
on employees' desire to leave PT., Sumber Alf: ri@%’a Tbk. (Minimarket Alfamart) in
the East Surabaya region of Indonesia, as transactional leadership. Additionally,
research was done on the effects Qﬁ&ﬂf rmational and transactional leadership on
worker satisfaction in Jordanian( public hospitals 198. Based on an analysis of 800
questionnaires issued ac&&ne hospitals with an 86% response rate, the analysis's

findings indicate “employee happiness is generally influenced by both

transformatio@tr nsactional leadership styles.

Whil ctional leaders place an emphasis on exchanging rewards for success,

rmational leaders focus on the higher order demands of their workforce. Employee
turnover within the organization can be well explained by both transformational and
transactional leadership styles'®>!33. Researchers looked on the relationship between
turnover intention and leadership behavior among Division I softball and volleyball
assistant coaches in the USA200 of the National Collegiate Athletic Association. The

findings demonstrated a negative correlation and a direct impact of transformational
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leadership on turnover intention. Nevertheless, there exists an inverse relationship
between turnover intention and transactional leadership. Additionally, 131 research was
done on the connection between leadership behavior and the propensity to leave an IT
company. The findings indicated a negative relationship between turnover intention and
transformational leadership. On the other hand, turnover intention was unrelated to
transactional leadership. Investigations were conducted on the conn%&etween

turnover intention and job satisfaction (201). The study's participa drawn from

Pakistan's insurance industry. A total of eleven2 questionnaires ‘were utilized. The
: ‘%’w

findings demonstrated a negative correlation between tu@mtention and transactional

and transformational leadership. The samples &Qzl)nore closely associated with

transformational leadership than transactiona(@%hip, according to the data.

Researchers discovered a link betwé)@nic staff members' intentions to leave and
their leadership style61. They ¢ d that although there is no statistically significant
association, both transac@nd transformational leadership styles exhibit negative
relationships with turﬁ%eﬂintention. It was investigated202 how to use transactional and
transformatio@)%%rship behaviors in a leadership style. The study gathered
informati m Pakistani private schools. A total of 356 questionnaires were utilized.
The ‘e;ﬁ of the study showed a negative correlation between turnover intention and
@sactional and transformational leadership behaviors. Researchers looked at the
function that affective commitment had as a mediator in the relationship between

203. 490 workers from a sizable call center

turnover intention and transformative leadership
run by a northern Chinese telecommunications business were included in the study. This

study discovered that affective commitment modulates the negative association between
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turnover intention and transformative leadership. Researchers also looked on the

204 They conducted a survey

connection between employee turnover and leadership style
in Nigerian banks from which 500 questionnaires were collected. The study found that

leadership style has a relationship to employee turnover intention.

The relationship between transformational and transactional leadership has beeﬂ@cplored

205,206,207

by a number of researchers Their studies have gener own that

transformational leadership is the key factor in reducing aﬂ%}gaﬁng turnover
intentions. In the studies undertaken by scholars, it was “that transformational
leadership was contrary related to turnover intentlogg%ong employees for several
commercial and profit-oriented based busines e another study carried out in the
nursing profession, it was found that hlgh @es of transformational leadership were
associated with lower intention to 16@5@ is supports the outcome of the earlier study
by a scholar'”. Another stud nducted on exploring the relationship between

leadership behavior of n@agers and staff turnover has revealed a weak correlation

between leadership beb%i&r and staff turnover?!°

2.3.2 Leade@jﬁ Style and Career Success

A stud @1@ effect of career development, leadership style and organizational culture
@ satisfaction and organizational commitment revealed that good leadership greatly
ﬁlences job satisfaction; job satisfaction is employee assessment, feeling or attitude of
a person or employee toward his work and is associated with the work environment, the
types of jobs, compensation, relationships between co-workers and social relations at the
places of work. Creation of employee satisfaction can be created if the variables that will

be affected (such as, leadership and organizational commitment can be accommodated

66



and accepted by all employees within an organization)?'!. The results of this research
show that good leadership is expected to motivate employees to work better, that in
general employees prefer a supportive leadership style because of the leadership of the
highly prioritized the interests of the Organization, have a high level of confidence, and

also has the capability of supervision is high on any activities of the organization.

AL
The impact of transactional and transformational leadership on empl.oyﬁg’st\itudes and
behaviors in nonprofits was examined?!?. Practically, the resul e “study provide
insights on how the attitudes and behaviors of employees in x@w&ﬁts can be influenced
by their leaders’ and supervisors’ behaviors. Career c@ment was found to predict
both subjective career success, measured by jo s@tion, and objective career success,
measured by wage level, according to a d'ét study that examined the relationship
between self-efficacy and career c ) \ﬂ t and career success213. The moderating
impact that self-efficacy had in%@bling the effects of career commitment on career
success was also empir%%vestigated in this study. The results showed that the
beneficial effects of ¢n dedication on both objective and subjective career success
were modera@)@% -efficacy. Among those with at least moderate levels of self-
efficac @er commitment was positively correlated with wage level and career
sati%ct' n. This implies that people with high levels of self-efficacy and great

gessional dedication would benefit from high wage levels and a greater career

satisfaction.

Previous studies have established that an organizational leader's style influences results,
worker performance, and the way that people perceive a leader's efficacy214,215, 216.

Additionally, prior studies discovered a crucial connection between individual and

67



organizational success and leadership style217,218, 219. For organizational leaders,
career achievement continues to be a major motivator regardless of gender220, 221.
Scholars222 carried out a study named "Leadership Style and Career Success of Women
Leaders in Nonprofit Organizations." The career performance of women executives in
nonprofit organizations is positively correlated with both transformational and
transactional leadership styles, according to an analysis of the data. gétb was no
discernible link between job success and a passive leadership style..mg@sults showed
that inspirational motivation was the most powerful transi‘%natlonal factor in the

relationship between women's professional success and t ational leadership style,

which was found to be significantly correlated Q%ellows that a strong inspiring

D

motivational style combined with transformationalMeadership behaviors is a major factor

in professional success. . @

Compared to leaders who refrain@ engaging in inspiring activities to inspire followers,
those who employ in%al motivational behaviors may experience greater
professional success %ﬂicular, the results of this study suggest that, in contrast to
other leaders@s 5?and behaviors, female executives in non-profit organizations who

use tra f(@ﬁional leadership style, which includes inspiring motivation behaviors, may
‘§er levels of career success.

hav%

C;mpared to transformational leadership, the results showed a more substantial
association between women's career success and transactional leadership. The
relationship's strength was supplied by the contingent reward of the transactional
component. Men predominate in leadership positions in both for-profit and non-profit

businesses, according to prior research, and they use transactional leadership styles more
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frequently than any other style223,224. It is implied that women who prioritize
contingent remuneration in a transactional style are more successful in their careers than

women who use inspirational, transformative behaviors.

Scholars pointed out that, in contrast to the findings, women who demonstrate strong
transactional leadership practices run the danger of alienating cow@s and
encountering career challenges, supervisors and subordinates due to di @ t opinions
about the expected social and professional attire for women225.‘%}6s9ts showed no
connection at all between female non-profit workers' job p ance and their passive
leadership style. The application of a passive leader%%e exposes a sluggish and
ineffective display of leadership behaviors as. % as an avoidance of leadership
responsibilities226. Previous studies have%@\strated that women take ownership of

their actions, demonstrate efﬁcac(oEs‘Qﬂ

emotional bonds with peers, s@ors, and subordinates?”’. The study's participants

proactive leadership traits, and uphold

reported employing pas%%adership behaviors, and statistical testing revealed a
negative correlation lﬁk{&ﬁn professional performance and passive style; nevertheless,
the p values c@)@gpport this conclusion. Leaders that use a passive leadership style
run the d@ﬂ of losing both male and female followers, which reduces their ability to
ins@ motivate others. It is implied that women who adopt avoidance and passivity
@eadership styles often reduce their chances of achieving professional success. The
findings, viewed via the contingency theory's perspective, show that a variety of
leadership conceptions, traits, and behaviors—all connected to leadership style—are
necessary for women to succeed in their careers. Furthermore, the results show that high

levels of the components that make up the Career Success Index are still dependent on

69



applying the best leadership approach. A researcher observed that the interaction between
a leader and followers with respect to organizational outcomes depended on the leader's
capacity to exhibit effective leadership and positional authority228. Effective solutions
can only be achieved by nonprofit leaders' impartial use of pertinent knowledge and
information, which is a prerequisite for the successful implementation of the contingency
theory in relation to a market that is competitive, crises, natural disaster%&‘iods of
organizational transition229,230. The results show a positive .(ﬁx ion between
stronger transformational and stronger transactional lea rsl'%ip abilities, further
confirming the ability of successful nonprofit women le@o apply the most suitable

leadership style for the given organizational or situq& context.

Q‘Q

<&

2; Conceptual Model

Leadership Style Hol Turnover Intention

\4

* Effort on work
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* Transformational leadership * Reward for work
style

* Transactional leadership
style Ho2 Career Success

* Self-direction
Figure 2.2: Conceptual Model * Intrinsic values

Source: Researchers’ work (2023) é{b

The above conceptual framework shows Leadership Style as‘%}% of Turnover
Intention and Career Success of Non-teaching Staff in Pub{'{‘%oiytechnics, Oyo State.
The model has three variables: Leadership style, Turn%&rci)\\tention and career success.
Turnover intention which is the first dependent.‘e% ble has the following measures:
effort on work and reward for work adop rom Adam’s Equity theory’. Career
success which is the second dep .e@(iable has the following measures: self-
direction and intrinsic values ad@ved from Protean Career Theory!”’. The independent
variable, Leadership style % measured with Transformational and Transactional

leadership style adop(%ffom Burns and Avolio Transformational and Transactional

Leadership Tk@%

2.5 %mry of Literature Reviewed

Turgve among the employees is one of the biggest challenges for any organization and
96 far lasting effects. It has been seen as a serious issue especially in the field of human
resources management?!. Employee turnover become a major concern for many
organizations nowadays and high employee turnover have a devastating effect on a

company, especially if the lost employees are high performers?32.
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A study titled “Leadership Style and Career Success of Women Leaders in Nonprofit
Organizations” was conducted by scholars*??. The career performance of women
executives in nonprofit organizations is positively correlated with both transformational
and transactional leadership styles, according to an analysis of the data. There was no
discernible link between job success and a passive leadership style. The results showed
that inspirational motivation was the most powerful transformational@éor in the
relationship between women's professional success and transformati y Q@ership style,
which was found to be significantly correlated. It follows<that” a strong inspiring
. !
motivational style combined with transformational leade£®\behaviors is a major factor

in professional success. . '$ :J

S
Compared to leaders who refrain from enga @\ inspiring activities to inspire followers,
those who employ inspirational é)@%nal behaviors may experience greater
professional success. In particul@e results of this study suggest that, in contrast to
other leadership styles an&e%viors, female executives in non-profit organizations who
use transformational lé%mhip style, which includes inspiring motivation behaviors, may
have higher lgve sgg‘reer success. Compared to transformational leadership, the results

showedca \e substantial association between women's career success and transactional

ip. The relationship's strength was supplied by the contingent reward of the
@sactional component. Men predominate in leadership positions in both for-profit and
non-profit businesses, according to prior research, and they use transactional leadership
styles more frequently than any other style??>??4, It is implied that women who prioritize
contingent remuneration in a transactional style are more successful in their careers than

women who use inspirational, transformative behaviors.
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Scholars observed, however, that women who demonstrate strong transactional
leadership behaviors may face professional challenges as a result of divergent views
about the socially and professionally acceptable style that is expected of women225.
They also run the risk of alienating coworkers, subordinates, and superiors. The results
showed no connection at all between female non-profit workers' job performance and
their passive leadership style. The application of a passive leadership %\xposes a
sluggish and ineffective display of leadership behaviors as wel .g\ggvoidance of
leadership responsibilities??®. Previous studies have demonstrated that women take
ownership of their actions, demonstrate efficacious and tive leadership traits, and
uphold emotional bonds with peers, superiors, Q@subordinates227 The study's
participants reported employing passive lé%‘gp behaviors, and statistical testing
revealed a negative correlation betwe @S}fesmonal performance and passive style;
nevertheless, the p values did ort this conclusion. Leaders that use a passive
leadership style run the dang osing both male and female followers, which reduces
hY

vate others. It is implied that women who adopt avoidance

their ability to inspire ‘%‘
and passivity é@ p styles often reduce their chances of achieving professional

success. \

Thus, based on the literature assessment, the researcher found significant gaps in the

that indicated a small number of writers had done minimal research in the areas of

ership style, career success, and employees' intention to leave. The paucity of

literature in this field indicates a significant gap in the majority of the reviewed studies.

In light of this, the current researcher believes it is appropriate to look into leadership

style as a predictor of career success and employees' intention to leave Public
Polytechnics in Oyo State, Nigeria.

By emphasizing the crucial impact leadership style plays towards turnover intention and
career success of non-teaching staff in Public Polytechnics, Oyo State, Nigeria, the
researcher hopes to close the gaps found in these studies.
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This chapter presents the methodology used in this study. The methods to be employed
include: the research design for this study, the study population, computation of sample
size, sampling technique adopted, description of research instrument, validity and
reliability of the research instrument, distribution of the research instrument as well as
method of data analysis. (b

>
&

3.1 Research Design

A cross-sectional survey research design was used for this study ‘X?Qally examine
Leadership style as a predictor of career success and turno_vg&l%en)tion of non-academic
staff in Public Polytechnics, Oyo State, Nigeria. T@h&ca\search design ensures the
collection of data from different individuals at a ﬂgle point in time. This design is
considered appropriate for this study becauseNit saves time, expenses and the amount of
quality information yielded is valid .d@ble, while the researcher’s bias is reduced
because respondents complete iédbd gf}i worded self-reported questionnaire. More so, it

is less cumbersome than lo@udinal survey design, and several scholars have found it

appropriate for studie s.i{nilar nature'.

3.2 PopulatioQDQe %tudy
X

The population of this study covers Nine Hundred and Eighty-six (986) non-academic
staff in the Public Polytechnics in Oyo State. These include: The Polytechnic, Ibadan,
<Adeseun Ogundoyin Polytechnic, Eruwa and The Oke-Ogun Polytechnic, Saki. The
reason for this selection was because the perceived gaps which form the purpose of this

study have been traced to exist there.

Table 3.1: Population of the study
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Study
S/N Public Polytechnics Population

1. The Polytechnic, Ibadan 731

2. Adeseun Ogundoyin Polytechnic, 145

Eruwa
3. The Oke-Ogun Polytechnic, Saki 110 . &
Total 986 @'&
A QO
Source: Researcher’s work, 2023

3.3 Sample and Sampling Techniques . 6'\

This study has a total of Two Hundred and Seventy—sex@ 77) sample size which are
made up of non-academic staff of the three (3) P@Polytechnics in Oyo State which

represent the total population. This sample s as gotten from Raosoft (2004) sample

size as shown in Table 3.2 C.-)\‘\%

Table 3.2: Raosoft Table for determining sample size of a known population
Qua € Wo BB Sci- @ EFFE @ Prot 1 Inbc @ The @ Cus &3 San x

<

raosoft.com,

Sample size calculator

What margin of error can you accept? ‘5 ‘% The margin of error is the amount of error that you can tolerate. If 90% of respondents answer yes, while 10% answer no, you may be able to
59 is & common choice —_ tolerate a larger amount of error than if the respondents are split 50-50 or 45-55.

Lower margin of error requires a larger sample size.

What confidence level do you need? ‘95 ‘% The confidence level is the amount of uncertainty you can tolerate. Suppose that you have 20 yes-no questions in your survey. With a confidencel

Typical choices are 90%, 95% or 99% level of 95%, you would expect that for one of the questions (1 in 20), the percentage of people who answer yes would be more than the margin
S of error away from the true answer. The true answer is the percentage you would get if you exhaustively interviewed everyone.
Higher confidence level requires a larger sample size.

What is the population size? ‘935 ‘ How many people are there to choose your random sample from? The sample size doesn't change much for populations larger than 20,000.



QP

N
<&
i

. yﬁw

N
Q'}%

Source: Raosoft (2004) Sample Size Dete.m@ant

This study employed a simple random.s@ng technique. A simple random sample is a
randomly selected subset of a po u@ln this sampling method, each member of the
population has an exactly e%)%, ance of being selected. This method is the most
straightforward of all thMability sampling methods, since it only involves a single
random selection %% ?res little advance knowledge about the population. Because it

uses randomigation, any research performed on this sample should have

high j@nd external validity.

Table 3.3: Sample size distributions of the non-academic staff in each Public
Polytechnics, Oyo State

S/N Study % of total population Sample size for
Public Polytechnics Population each study
population
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The Polytechnic, Ibadan 731 731/986 x 100 =74.1% 141 277 _5gs

100
Adeseun Ogundoyin 145 145/986 x 100 = 14.7% 247 277 _ 44
Polytechnic, Eruwa 100
110/986 x 100=112% 115 577
The Oke-Ogun Polytechnic, 110 100 31
Saki
Total 986 100% . 77

Source: Researcher’s work, 2023

%\
3.4 Description of Research Instruments ‘\:,

The instrument to be used is tagged Leadership Style, Tl@r'\lntention and Career

Success (LeSTICaS) Scale. A structured questionn@sed to gather data from the

respondents because it easily analyses the st% uestions and responses to achieve

t
the study objective. The study also ad%h

researcher to list options where resp@ s can choose from. The instrument is made up

Likert scale design which allows the

of four sections, which are as fi :

Section A: This containsx‘lw} demographic information of respondents which is self-

.\
developed. The Bia@of respondents was measured through four (4) factors, namely
gender, age‘{gjﬂcation, and years of experience.
Sectiﬁ% is section constitutes the Turnover Intention scale with 10-items. The items

@dapted from existing literatures>3. The Cronbach Alpha value of 0.7 was recorded
while the reliability score for this study after pilot study was 0.82. The scale uses a 4-
point response format of 4 = Very High Extent (VHE), 3 = High Extent (HE), 2 = Low
Extent (LE), 1 = Very Low Extent (VLE). Examples of statement include: I really do my

best to get my work done, regardless of potential difficulties, accepting another job at the
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same compensation level should it be offered to you, I am trustworthy in the execution of

the tasks that are assigned to me, amongst others.

Section C: This is Career success scale with 10-items. The items were adapted from
existing literatures on Career success*. The Cronbach Alpha value of 0.6 was recorded
while the reliability score for this study after pilot study was 0.83. The respoqsgoptions
provided in this questionnaire followed the 4-point response format of é& ery High
Extent (VHE), 3 = High Extent (HE), 2 = Low Extent (LE), 1 = \%‘ xtent (VLE).
Examples of statement include: Clear understanding of vy%wgmt to achieve in my
career; maximize every opportunity to expand my prof%@ knowledge; satisfied with
the success I have achieved in my career, etc. ’ Q

>

Section D: This is Leadership style scale% 5-items. The items were adapted from

existing literatures™®’. The Cronb@

reliability score for this study af{@ot study was 0.95. The response options provided in

value of 0.81 was recorded while the

this questionnaire followw%-point response format of 4 = Strongly Agree (SA), 3 =
Agree (A), 2 =Disa D), 1 = Strongly Disagree (SD). Examples of statement include:
Specifies the @n e of having a strong sense of purpose; Help other members of
staff wi @-’self-development, etc.

3.5 Malidity of Research Instruments

@ items for the instrument were gathered through related literature review and
adaptation from questionnaires that were previously used by other researchers. Face and
content validity was done with the input of the supervisor and other experts in the field of
Information Management. Corrections were made and incorporated in constructing the

final questionnaire which were given out to the respondents for the study.
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3.6 Reliability of Research Instruments

The researcher subjected the questionnaire to a reliability test to check the internal
consistency of all items measuring each variable in the study. The reliability of the
instrument was tested through a pilot study using thirty (30) copies of the questionnaire
which were administered to the administrative staff of Ibadan City Polytechnic which is
not part of the study. Data obtained were subjected to Cronbach’s alpha reh@r test to
establish internal consistency of the items. From the result obtai e% items in the
scales displayed sufficient reliability value satisfying the ru o thumb for internal
consistency with a Cronbach alpha value of above 0.8. % 4 shows the results of

Pilot study. Q@
Table 3.4: Results of Pilot Study @

Variable : @ynbach Alpha

Turnover intention % 0.82

Career success %\) 0.83
LeadershiQt)@ Q 0.95

\V
Sa«%gesearcher’s compilation (2023)

QAdministration and Distribution of Research Instruments

A primary data was collected to address the objectives of the study through a structured
questionnaire in line with existing literatures. This instrument is appropriate with a cross-
sectional survey design mainly because it supports the collection of data regarding the

opinions and perceptions of respondents at a point in time on current issues.
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A letter of introduction was obtained from the Department of Information Management,
Lead City University, which was used to gain permission to conduct the survey from the
non-teaching staff in Public Polytechnics in Oyo State. A two (2) day training was
conducted for three (3) research assistants to ease the administration, retrieval, and initial
sorting of copies of the questionnaires.

AL
3.8 Method of Data Analysis \
&>

The researcher analyzed the data using the descriptive and inferenti .%. The use of

[ ) “
in terms of frequency distribution, mean, standard deviati%%'id ercentage of response

the descriptive statistics was appropriate because it helps to de‘sxil:e nd summarize data
about variables under study, thereby answering, thazéearch questions. To test the
hypotheses formulated, inferential analysis \@ to analyze null hypotheses one and
two using regression analysis. All hypot&s in the study were tested at 0.05 level of
significance. The data collected for Qﬁudy were analyzed using Statistical Package for

Social Sciences (SPSS), Versi
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Results and Discussion of Findings
The presentation of data, analysis, and interpretation of the results were covered in this
chapter. The research questions and hypothesis formulated for this study guided the
presentation in this chapter. The first section, which is descriptive, shows the presentation
of the analyses of demographic data using tables with frequencies and percentages. The
second section shows the presentation of the analyses of research questio%%&ng tables
with frequencies, percentages and mean distribution of the respons . . third section
presents the test of hypotheses using regression analysis and t fglal section covers the

discussion of findings. %‘\\J
&

A total of two hundred and seventy-seveéc@ copies of questionnaire were

administered, and two hundred and fifty opies were returned. Out of the total

copies of questionnaires returned, tv@)@&r and forty-five (245) copies were certified

as dully filled and considered @ble. The usable questionnaire accounts for 88.4%

response rate. The responﬁie%ts are presented in Table 4.1.

0\
Table 4.1: Respo %te
A13 I‘%R

Response = Frequency Percent (%)
Returned and used 245 88.4
Not returned 27 9.7
Returned but not usable 5 1.8
Total of questionnaires distributed 277 100

Source: Field Survey, 2023

4.1 Presentation of Data

This section presents the results of the demographic profiles of the respondents. Table 4.2
reveals the gender, age, educational qualification and work experience of the respondents.

Table 4.2: Demographic Profiles of Respondents
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Variables Measurement Frequency Percentage

Gender No response 2 0.8%
Male 174 71.0%
Female 69 28.2%
Total 245 100.0%
Age No response 3 1.2%
<25 years 11 4.5%
25 — 35 years 115 46.9%
36 — 50 years 102 41.6%
51 years and above 14 5.7%
Total 245 100.0%
Qualification No response 4 - 1.6%
HND 79 32.2%
BSc 118 - 482%
MSc 26 10.6%
PhD 10 4.1%
MBA 2 0.8%
Others 6 2.4%
Total 245 100.0%
Work experience No response 11 4.5%
1 — 10 years 107 43.7%
11— 20 years 100 40.8%
21 years and above 27 11.0%
Total 245 100.0%

Source: Field Survey, 2023 ‘t ~
According to Table 4.2, t% raphic profiles of respondents by gender show that 174

respondents represenﬁ%izl.o% were male while 69 respondents representing 28.2%

were female, i i@

reveals tha)\% fespondents representing 0.8% did not disclose their gender. The

that most of the respondents were male. The gender profile also

dem@c characteristics of respondents as shown by age in Table 4.2 shows that 115
Qdents representing 46.9% were between 25 and 35 years; 102 respondents
representing 41.6% were between 36 and 50 years; and 11 respondents representing 4.5%
were less than 25 years. The age profile also shows that 3 respondents representing 1.2%
did not disclose their age. Therefore, the age profile indicates that a lot of the respondents

were between 25 and 35 years.
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The demographic profiles by educational qualification reveals that 118 respondents
representing 48.2% held BSc degree; 79 respondents representing 32.2% held HND; 26
respondents representing 10.6% held MSc; 10 respondents representing 4.1% held PhD;
2 respondents representing 0.8% held MBA; and 6 respondents representing 2.4% held
other qualifications. The profile also shows that 4 respondents representing 1.6% refused
to disclose their educational qualification. Therefore, the educational quali%@%bn profile
suggests that most of the respondents had BSc degree. The pro 1.“{8@ars of work
experience shows that 107 respondents representing 43.7‘%) h bg%ween 1 and 10 years
of work experience; 100 respondents representing 40.8% ’@&etween 11 and 20 years of
work experience; and 27 respondents representing L&&) had years of work experience
of 21 and above. The profile also shows th@&pondents representing 4.5% did not

disclose their years of experience ai ﬂ@ience, the profile by years of experience
h

reveals that most of the responde% etween 1 and 20 years of working experience.

4.2 Analysis of Research Qu@(b'hs

Research Question @ﬁat is the level of turnover intention of non-teaching staft in

"
the selected Pul:li@\ hnics in Oyo State, Nigeria?

Table 4.3: Descriptive analysis of responses on level of turnover intention of non-

teaching staff in the selected Public Polytechnics in Oyo State, Nigeria

Effort on work (Input) Very high High Low Very Mean
extent extent extent low

106



extent

I really do my best to get my work 172 68 5 0 3.68
done, regardless of  potential (70.2%) (27.8%)  (2.0%) (0.0%)
difficulties

When [ start an assignment, [ pursue it 169 66 10 0 3.65
to the end (69.0%) (26.9%) (4.1%) (0.0%)
I put a lot of energy into the tasks that 132 103 10 0 3.50
I commence (53.9%) (42.0%) (4.1%) (0.0%)
I am trustworthy in the execution of 131 98 16 0 3.47
the tasks that are assigned to me (53.5%) (40.0%)  (6.5%) (0.0%)
I really do my best to achieve the 152 84 9 0 3.58
objectives of the organization (62.0%) (34.3%) (3.7%) (0.0%)
Weighted Mean 3.58
Reward for work (Outcome) Very high High Low Very Mean
extent extent extent low

extent
My current job satisfies personal 106 90 33 16 3.17
needs (43.3%) (36.7%)  (13.5%) (6.5%)
Undeniably frustrated when not given 77 132 32 4 3.15

the opportunity at work to achieve my (31.4%) (53.9%) (13.1%) (1.6%)
personal work-related goals

Dreaming about getting another job 98 116 28 3 3.26
that will better suit my personal needs  (40.0%) (47.3%) (11.4%) (1.2%)
Accepting another job at the same 68 116 38 23 2.93

compensation level should it be (27.8%) (47.3%) (15.5%) (9.4%)
offered to you

Looking forward to another day at 117 94 25 9 3.30
work (47.8%) (38.4%) (10.2%) (3.7%)

Weighted Mean 3.16
Overall Weighted Mean 3.37

Decision rule for@ean: < 2.5 =low; 2.5 = moderate; > 2.5 = high

Note: Very high extent (4), High extent (3), Low extent (2), Very low extent (1)
Source: Field Survey, 2023

Accordiig to Table 4.3, for effort on work (input), 70.2% of respondents accepted that
they Teally do their best to get their work done, regardless of potential difficulties to a
very high extent, 27.8% of respondents to a high extent, 2.0% of respondents to a low
extent, and none of the respondents reported very low extent. On average, the responses

on respondents who accepted that they really do their best to get their work done,

regardless of potential difficulties have a mean of 3.68. For the next item, 69.0% of
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respondents reported, to a very high extent, that when they start an assignment, they
pursue it to the end, 26.9% of respondents to a high extent, 4.1% of respondents to a low
extent, and none to a very low extent. On average, the responses on respondents who
reported that when they start an assignment, they pursue it to the end have a mean of 3.65.
More so, 53.9% of respondents reported that they put a lot of energy into the tasks that
they commence to a very high extent, 42.0% of respondents to a high @ 4.1% of
respondents to a low extent, and none of the respondents to a very 10 . 5‘ . On average,

N

the responses on respondents who reported that they put a l.ot of n%rgy into the tasks that
they commence have a mean of 3.50. Also, 53.5% of re&\}e‘ﬁs reported that they are
trustworthy in the execution of the tasks that are a@%ﬁ to them to a very high extent,
40.0% of respondents to a high extent, 6.5@espondents to a low extent, and no
respondents reported very low exteé@/erage, the responses on respondents who

reported that they are trustworthynin execution of the tasks that are assigned to them
have a mean of 3.47. Q)(b‘
For the last item, 62.0% o.f) espondents reported that they really do their best to achieve
the objectives @@nimtion to a very high extent, 34.3% of respondents to a high
extent, 3.7")% spondents to a low extent, and none of the respondents reported very
low é% On average, the responses on respondents who reported that they really do

@est to achieve the objectives of the organization have a mean of 3.58. As shown in
Table 4.3, the mean values for all items on effort on work are high. Also, the weighted
mean for effort on work is 3.58. This result suggests that, overall, the effort on work

(input) of non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria is

high.
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For reward for work (outcome), Table 4.3 reveals that 43.3% of respondents reported that
their current job satisfies personal needs to a very high extent, 36.7% of respondents to a
high extent, 13.5% of respondents to a low extent, and 6.5% of respondents reported very
low extent. On average, the responses on respondents who reported that their current job
satisfies personal needs have a mean of 3.17. For the next item, 53.9% of respondents
reported they were undeniably frustrated when not given the opportun%\\ work to
achieve their personal work-related goals to a high extent, 31.4% o spg@bnts to a very
high extent, 13.1% of respondents to a low extent, and 1.6% ogﬁgxondents reported very
low extent. On average, the responses on respondents w &@erted they were undeniably
frustrated when not given the opportunity at work eve their personal work-related
goals have a mean of 3.15. QQ

In addition, 47.3% of respondents re o@eamlng about getting another job that will
better suit their personal needs h extent, 40.0% of respondents to a very high
extent, 11.4% of respondent@ low extent, and 1.2% of respondents to a very low
extent. On average, the responses on respondents who reported dreaming about getting

-

another job thi:;@

indicates th

ter suit their personal needs have a mean of 3.26. Table 4.3 also
3% of respondents reported, to a high extent, that they would accept
anotlf%b at the same compensation level should it be offered to them, 27.8% of
@Qdents to a very high extent, 15.5% of respondents to a low extent, and 9.4% of
respondents to very low extent. On average, the responses on respondents who reported
to accept another job at the same compensation level should it be offered to them have a
mean of 2.93. In addition, 47.8% of respondents reported looking forward to another day

at work to a very high extent, 38.4% of respondents to a high extent, 10.2% of
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respondents to a low extent, and 3.7% of respondents reported very low extent. On
average, the responses on respondents who reported looking forward to another day at
work have a mean of 3.30.

As shown in Table 4.3, the mean values for all items on reward for work (outcome) are
high. In addition, the weighted mean for reward for work (outcome) is 3.16 which
suggests that the reward for work of non-teaching staff in the s & Public
Polytechnics in Oyo State, Nigeria is high. The overall weighte .ﬁg@ for level of
turnover intention of non-teaching staff in the selected Pulzlic%ly't\echnics in Oyo State,
Nigeria is 3.37. This suggests that, based on this study&@e is high level of turnover
intention of non-teaching staff in the selected Pubh'«{l}{%‘?echnics in Oyo State, Nigeria.
Research Question Two: What is the level% r success of non-teaching staff in the

selected Public Polytechnics in Oyo Stat\és\ﬁ%eria?

Table 4.4: Analysis of respons% e level of career success of non-teaching staff

in the selected Public Polyte@s in Oyo State, Nigeria
)

\

Self-direction Very High Low Very low Mean
high extent extent extent
extent
When development opportunities 108 86 39 12 3.18
have not been offered by my (44.1%) (35.1%) (15.9%)  (4.9%)
company, | have sought them out on
my own
Freedom to choose my own career 108 111 25 1 3.33
path is one of my most important (44.1%)  (45.3%) (10.2%)  (0.4%)
values
Ultimately, I depend on myself to 101 117 27 0 3.30
move my career forward (41.2%)  (47.8%) (11.0%)  (0.0%)
I navigate my own career based on 114 108 21 2 3.36
my personal priorities (46.5%)  (44.1%) (8.6%) (0.8%)
Overall, I have a very independent, 105 117 21 2 3.33
self-directed career (42.9%)  (47.8%) (8.6%) (0.8%)
Weighted Mean 3.33
Intrinsic work values Very High Low Very low Mean
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high extent extent extent

extent
I seek job assignments that allow 141 90 13 1 3.51
me to learn something new (57.6%)  (36.7%) (5.3%) (0.4%)
I will follow my own conscience if 125 84 33 3 3.35
my company asks me to do (51.0%) (34.3%) (13.5%) (1.2%)
something that goes against my
values
I am much concerned with how I 107 121 17 0 3.37
feel about my career success, not (43.7%) (49.4%) (6.9%) (0.0%)
how other people feel about it
I like the predictability that comes 82 139 24 0 3.24
with working continuously for the (33.5%) (56.7%) (9.8%) (0.0%)
same organization
I prefer to stay in a company [ am 142 86 16 1 3.51
familiar with rather than look for (58.0%) (35.1%) (6.5%) (0.4%)
employment elsewhere
Weighted Mean 3.40
Overall Weighted Mean 3.37

Decision rule: <2.5 =low; 2.5 = moderate; > 2.5 high

Note: Very high extent (4), High extent (3)jLow’extent (2), Very low extent (1)
Source: Field Survey, 2023

According to Table 4.4, for self-direction, 44.1% of respondents reported that when
development opportunities have, ol been offered by their company, they have sought
them out on their own toN\a yery high extent, 35.1% of respondents to a high extent,
15.9% of respondents\fora low extent, and 4.9% of respondents reported very low extent.
On average, \the Teésponses on respondents who reported that when development
opportunities Have not been offered by their company, they have sought them out on their
owmrhave a mean of 3.18. For the next item, 45.3% of respondents reported that freedom
toyChoose their own career path is one of their most important values to a high extent,
44.1% of respondents to a very high extent, 10.2% of respondents to a low extent, and
0.4% of the respondents to a very low extent. On average, the responses on respondents

who reported that freedom to choose their own career path is one of their most important

values have a mean of 3.33. More so, 47.8% of respondents noted that ultimately, they
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depend on themselves to move their career forward to a high extent, 41.2% of
respondents to a very high extent, 11.0% of respondents to a low extent, and none of the
respondents to a very low extent. On average, the responses on respondents who noted
that ultimately, they depend on themselves to move their career forward have a mean of
3.30.

Also, 46.5% of respondents reported that they navigated their own career@ﬁ)n their
personal priorities to a very high extent, 44.1% of respondents to a .@Q%tent, 8.6% of
respondents to a low extent, and 0.8% of the respondents }Rawvery low extent. On
average, the responses on respondents who reported that’&@m\avigated their own career
3&%& the last item in this category,

D

47.8% of respondents reported that overall@ve a very independent, self-directed

based on their personal priorities have a mean of 8

career to a high extent, 42.9% of res 0\@) to a very high extent, 8.6% of respondents

to a low extent, and 0.8% of ré&ioidénts reported very low extent. On average, the
responses on respondents wh% orted that overall, they have a very independent, self-
directed career have a ea}% 3.33. As shown in Table 4.4, the mean values for all items
on self-directi Q@ Also, the weighted mean for self-direction is 3.33. This result
suggests th)&}i’grall, the level of self-direction of non-teaching staff in the selected
Pubh’c%/tpechnics in Oyo State, Nigeria is high.

@Qtrinsic work values, Table 4.4 reveals that 57.6% of respondents reported they
sought job assignments that allowed them to learn something new to a very high extent,
36.7% of respondents to a high extent, 15.3% of respondents to a low extent, and 0.4% of

respondents reported very low extent. On average, the responses on respondents who

reported they sought job assignments that allowed them to learn something new have a

112



mean of 3.51. For the next item, 51.0% of respondents reported that they followed their
own conscience if their company asked them to do something that goes against their
values to a very high extent, 34.3% of respondents to a high extent, 13.5% of respondents
to a low extent, and 1.2% of respondents reported very low extent. On average, the
responses on respondents who reported that they followed their own conscience if their
company asked them to do something that goes against their values have a é%i?f 3.35.
Also, 49.4% of respondents reported that they were much concerne i Mganow they felt
about their career success, not how other people feel abou.t it Q#igh extent, 43.7% of
respondents to a very high extent, 6.9% of respondents @Dw extent, and none of the
respondents reported very low extent. On averagg{&g)responses on respondents who
reported that they were much concerned witl@%y felt about their career success, not
how other people feel about it have é\\‘ﬁfn of 3.37. For the next item, 56.7% of
respondents reported that they&gd) the predictability that comes with working
continuously for the same or@(bﬁtion to a high extent, 33.5% of respondents to a very
high extent, 9.8% of r po.?»ents to a low extent, and none of the respondents reported
very low exte %@ge, the responses on respondents who reported that they liked
the predictah{% at comes with working continuously for the same organization have a
meater39!

%@nion, 58.0% of respondents reported that they preferred to stay in a company they

are familiar with rather than look for employment elsewhere to a very high extent, 35.1%
of respondents to a high extent, 6.5% of the respondents to a low extent, and 0.4% of
respondents to a very low extent. On average, the responses on respondents who reported

that they preferred to stay in a company they are familiar with rather than look for
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employment elsewhere have a mean of 3.51. As observed from Table 4.4, the mean
values for all items on intrinsic work values are high. More so, the weighted mean for
intrinsic work values is 3.40. This result suggests that the level of intrinsic work values of
non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria is high. The
overall weighted mean for level of career success of non-teaching staff in the selected
Public Polytechnics in Oyo State, Nigeria is 3.37. This suggests that, based./on this study,
there is high level of career success of non-teaching staff in™the, 's€lected Public
Polytechnics in Oyo State, Nigeria.

Research Question Three: What are the prevalent leadetshipystyles among non-teaching
staff in the selected Public Polytechnics in Oyo StatesNigeria?

Table 4.5: Analysis of responses on prevalentléadership styles among non-teaching

staff in the selected Public PolytechnicsinQyo State, Nigeria

Transformational leadership Strongly  Agree  Disagree Strongly Mean
style Agree Disagree

Gives personal attention to 143 94 8 0 3.55
members who seem neglected (58.4%) (38.4%) (3.3%) (0.0%)

Ensure members of staff get 122 115 8 0 3.47

recognition when they achieve (49.8%) (46.9%) (3.3%) (0.0%)
complex goals

Emphasizes the importance of 109 111 25 0 3.34

having a collective sense of (44.5%) (45.3%) (10.2%) (0.0%)

mission

Help other members of staff with 140 87 17 1 3.49
their self-development (57.1%) (35.5%) (6.9%) (0.4%)
Treats each of us as individuals 143 90 11 1 3.53

with different needs, abilities and (58.4%) (36.7%) (4.5%) (0.4%)
aspirations

Weighted Mean 3.48

Transactional leadership style Strongly  Agree  Disagree Strongly Mean
Agree Disagree

Ensure members of staff get 96 90 38 21 3.07

rewards when they achieve (39.2%) (36.7%) (15.5%) (8.6%)
difficult goals

Directs my attention toward 95 132 17 1 3.31
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failures to meet standards (38.8%) (53.9%) (6.9%) (0.4%)

Suggests new ways of looking at 119 106 20 0 3.40
how to complete assignments (48.6%) (43.3%) (8.2%) (0.0%)

Makes clear what one can expectto 118 109 17 1 3.40
receive when performance goals (48.2%) (44.5%) (6.9%) (0.4%)

are achieved

Provides me with assistance in 113 97 18 17 3.25
exchange for my efforts (46.1%) (39.6%) (7.3%) (6.9%)

Weighted Mean 3.29
Overall Weighted Mean 3.39
Decision rule: < 2.50 = low; 2.50 = moderate; >2.50 = high &\-

Note: Strongly Agree (4), Agree (3), Disagree (2), Strongly Disagree%

Source: Field Survey, 2023 ‘§

As shown in Table 4.5, for transformational leadership st.yle, 8.4;’0 of the respondents
strongly agreed that they gave personal attention to mem @;\}m were neglected; 38.4%
of the respondents agreed; 3.3% of the respo@% disagreed; and none of the
respondents strongly disagreed. On the avel%‘% responses indicate a mean value of
3.55. Also, 49.8% of the respondents st@; agreed that they ensured members of staff
got recognition when they achie&ge%nplex goals; 46.9% of the respondents agreed;
3.3% of the respondents isa@%; and none of the respondents strongly disagreed. On
the average, the responses %n icate a mean value of 3.47.

Also, 45.3% (Qh@'@ments agreed that they emphasized the importance of having a
collective sense™of mission; 44.5% of the respondents strongly agreed; 10.2% of the
respo‘\%gﬁsagreed; and none of the respondents strongly disagreed. On the average,
onnses indicate a mean value of 3.34. In addition, 57.1% of the respondents
strongly agreed that they helped other members of staff with their self-development;
35.5% of the respondents agreed; 6.9% of the respondents disagreed; and 0.4% of the

respondents strongly disagreed. On the average, the responses indicate a mean value of

3.49.
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For the last item on transformational leadership style, 58.4% of the respondents strongly
agreed that they were treated as individuals with different needs, abilities and aspirations;
36.7% of the respondents agreed; 4.5% of the respondents strongly disagreed; and 0.4%
of the respondents disagreed. On the average, the responses indicate a mean value of 3.53.
The weighted mean has a value of 3.48 which suggest that the respondents agreed to high
transformational leadership style. &b

According to table 4.5, for transactional leadership style, 39.200.6&% respondents
strongly agreed that members of staff got rewards when they4achicved difficult goals;
36.7% of the respondents agreed; 15.5% of the respond@agreed; and 8.6% of the
respondents strongly disagreed. On the average, Hle\&k%onses indicate a mean value of
3.07. For the next item, 53.9% of the rex@%‘&s agreed that leaders directed their
attention toward failures to meet sta d@%ﬁ% of the respondents strongly agreed;
6.9% of the respondents disagreéd; 0.4% of the respondents strongly disagreed. On

the average, the responses ind@b‘a mean value of 3.31.

More so, 48.6% of th %cﬁldents strongly agreed that leaders suggest new ways of
looking at ho t@te assignments; 43.3% of the respondents agreed; 8.2% of the
respondents%\ggreed; and none of the respondents strongly disagreed. On the average,
the ré%ses indicate a mean value of 3.40. Also, 48.2% of the respondents strongly
that leaders made clear what one can expect to receive when performance goals
are achieved; 44.5% of the respondents agreed; 6.9% of the respondents disagreed; and
0.4% of the respondents strongly disagreed. On the average, the responses indicate a

mean value of 3.40.
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According to Table 4.5, for the last item on transactional leadership style, 46.1% of the
respondents strongly agreed leaders provided them with assistance in exchange for their
efforts; 39.6% of the respondents agreed; 7.3% of the respondents disagreed; and 6.9% of
the respondents strongly disagreed. On the average, the responses indicate a mean value
of 3.25. The weighted mean has a value of 3.29 which also suggest that the respondents
agreed to high transactional leadership style. The overall weighted meaQ‘Eér\prevalent
leadership styles among non-teaching staff in the selected Public .&Lg@mics in Oyo
State, Nigeria is 3.39. This result suggests that there .is b%lwtransformational and
transactional leadership styles among non-teaching @5 in the selected Public

Polytechnics in Oyo State, Nigeria. However, transfe\@ onal leadership style (weighted

mean = 3.48) is more prevalent. @
4.3 Test of Hypotheses . @

This section covers the regressiomanalyses carried out on hypotheses one and two. Linear

regression analysis was adop@h‘nd the pre-set and acceptable level of significance for

this study was 0.05.
'\
Hol: There wi: @niﬁcant influence of leadership style on turnover intention of

non-teaching\s‘f in the selected Public Polytechnics in Oyo State, Nigeria.
AQ . .
The above null hypothesis was tested using simple linear regression analysis. Data
Ameasuring turnover intention of non-teaching staff were regressed on data measuring
leadership style. The results of the regression analysis are presented in Tables 4.6 a, b and

¢ below.

Table 4.6: Regression analysis for influence of leadership style on turnover intention
of non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria

a. Model Summary
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Model R R Square Adjusted R Std. Error of

Square the Estimate
1 4332 .188 184 26685
a. Predictors: (Constant), Leadership style
b. ANOVAP
Model Sum of df Mean F Sig.
Squares Square
1 Regression  3.993 1 3.993 56.079 .000?
Residual 17.303 243 071
Total 21.296 244

a. Predictors: (Constant), Leadership style ,%\WO

b. Dependent Variable: Turnover intention

c. Coefficients? ) @“

Beta T Sig.

Unstandard@t% Standardized
Coeff] \s;s Coefficients
9\ td. Error
.0 174

Model B %
1 (Constant)

11.897 .000

a. Dependent Variable: TurnOV% 1

Leadership style %\%84 051 433 7489 000
ion
Source: Field Survey, 2023 %
Tables 4.6a shows that ‘&Q%hip style has a moderate and positive correlation (R =
0.433) with turnover,ifitenfion of non-teaching staff in the selected Public Polytechnics in
Oyo State, N@@A 0, the coefficient of determination (Adj. R? = 0.184) shows that
leadershi explains 18.4% of the total variance in turnover intention of non-teaching
staf@n e selected Public Polytechnics in Oyo State, Nigeria. The remaining 81.6%
@aﬁon in turnover intention of non-teaching staff in the selected Public Polytechnics in
Oyo State, Nigeria is explained by other factors not investigated in this study. Table 4.6b
shows that, overall, the model is significant (F(1, 243) = 56.079, p < 0.05). In addition,

Table 4.6¢c shows that, if all other factor are constant, a unit change in leadership style

will lead to 0.384 increase in turnover intention of non-teaching staff in the selected
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Public Polytechnics in Oyo State, Nigeria at 95% level of confidence (B = 0.384, p <
0.05). Hence, based on the result of the regression analysis, the null hypothesis one,
which states that there will be no significant influence of leadership style on turnover
intention of non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria is
rejected.

Hy2: There will be no significant influence of leadership style on career %&\s of non-
teaching staff in the selected Public Polytechnics in Oyo State, Nigeft ‘\QO

The second null hypothesis was also tested using simple linear regression analysis. Data
measuring career success of non-teaching staff were regressed on data measuring
leadership style. The results of the regression analysis are presented in Tables 4.7 a, b and
c below.

Table 4.7: Regression analysis for influence of leadership style on career success of
non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria
a. Model Summary Qv
o

Vi

Model R R Square Adjusted R Std. Error of
Square the Estimate
1 .349° 122 118 32821
b. Predict @Qﬁsfant) Leadership style
e
Model Sum of Df Mean F Sig.
Squares Square
1 Regression  3.635 1 3.635 33.746 .000?
Residual 26.176 243 .108
Total 29.812 244

a. Predictors: (Constant), Leadership style
b. Dependent Variable: Career success

c. Coefficients?
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Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2.110 214 9.850 .000
Leadership style .366 .063 .349 5.809 .000

a. Dependent Variable: Career success
Source: Field Survey, 2023

Tables 4.7a reveals that leadership style has a weak and positive correlatio;‘&(*ib 0.349)
with career success of non-teaching staff in the selected Public Pol 'c@n Oyo State,
Nigeria. Also, the coefficient of determination (Adj. R?> = 0.1 18%5 that leadership
style explains 11.8% of the total variance in career succe.@‘éﬂ‘%}z—teaching staff in the
selected Public Polytechnics in Oyo State, Nigeria. @her 88.2% variation in career
success of non-teaching staff in the selected %@)ly‘[echnics in Oyo State, Nigeria is
explained by factors not investigated in @udy. Table 4.7b also indicates that, overall,
the model is significant (F(1, 243 ZQJ’}Q p < 0.05). More so, Table 4.7c shows that, if
all other factor are constant, it Thange in leadership style will lead to 0.366 increase
in the career success of noneaching staff in the selected Public Polytechnics in Oyo
State, Nigeria at 963@;? of confidence (B = 0.366, p < 0.05). Therefore, according to
the result o t@gression analysis, the null hypothesis two, which states that there will
be n@%@:ant influence of leadership style on career success of non-teaching staff in
%cted Public Polytechnics in Oyo State, Nigeria is rejected.

4.4 Discussion of Findings

This section discusses the findings of this study in relation to past studies. Research
findings are discussed and organized according to earlier stated hypothesis and in relation

with past studies.
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Hypothesis one results examine the influence of leadership style on turnover intention of
non-teaching staff in the selected Public Polytechnics in Oyo State, Nigeria shows that
leadership style has a moderate and positive correlation with turnover intention of non-
teaching staff in the selected Public Polytechnics in Oyo State, Nigeria. The findings of
this study have support in empirical literature. %

The impact of transactional leadership on employee turnover intention 'Qg}}lesia was
investigated!. The data of 150 respondents were analyzed w‘f%»}uctural equation
modelling program. The findings show that transaction@g&érship alongside job
satisfaction and work motivation have an influence on %@er intention of employees at
PT., Sumber Alfaria Trijaya Tbk. (Minimar t&famart) in East Surabaya region of
Indonesia. In addition, the impact of tra ac%\al and transformational leadership on
employee satisfaction in Jordanian @)ﬁéﬁ pitals was investigated?. Using a response
rate of 86% from 800 question@ distributed among nine hospitals, the results of the

analysis show that trané@l and transformational leadership averagely influence

employee satisfactio "

QS

Transformatio eaders have the high order needs of employees, while transactional
leads%@nasize exchanging rewards for accomplishment. Both transformational

hip behaviour and transactional leadership behaviour provide an efficient
clarification of the employee turnover in the organisation®*. Scholars investigated the
relationship between leadership behaviour and turnover intention from National
Collegiate Athletic Association Division I softball and volleyball assistant coaches in the
USA?®. The results showed that transformational leadership has a direct effect on, and a
negative relationship with turnover intention. However, transactional leadership also has
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a negative correlation with turnover intention. Also, the relationship between leadership
behaviour and personnel turnover intention in IT companies in Iran was examined®. The
results showed that transformational leadership had a negative correlation with turnover
intention. While transactional leadership was not related to turnover intention. The
relationship between transformational and transactional leadership and turnover intention
was investigated’. The insurance sector of Pakistan comprised the part@@!ts in this
study. One hundred and twenty-one questionnaires were used. Th . ?@ showed that
the relationship between transformational and transactionak%a’%lership and turnover

intention is negative. Furthermore, the results showed tha %\amples are more related to

transformational leadership than transactional leade@g)

N

Scholars found the relationship between, 1 rship style and employees’ turnover
intention of academic staff in M a. &‘hey argue that both types of leadership
behaviour (transformational and sactional leadership) have a negative relationship
with turnover intention, w@correlation is not significant. Leadership style by using
transformational an %Sactional leadership behaviour was investigated’. The study
collected dat@@p ivate section schools in Pakistan. Three hundred and fifty-six
questio n@i were used. The study found that transformational and transactional
leacgsh' behaviours are negatively associated with turnover intention. Scholars
gored the relationship between transformational leadership and turnover intention, and
the mediation role of affective commitment'®. The study used 490 employees in a large
call centre of a telecommunication company in northern China. This study found that
transformational leadership has a negative relationship with turnover intention and that

affective commitment mediates it. Also, scholars investigated the relationship between
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leadership style and employee turnover!!. They conducted a survey in Nigerian banks
from which 500 questionnaires were collected. The study found that leadership style has

a relationship to employee turnover intention.

Hypothesis two results for the influence of leadership style on career success of non-
teaching staff in the selected Public Polytechnics in Oyo State, Nigeriasr Is that
leadership style has a weak and positive correlation with career sucgesb%'%\n-teaching
staff under investigation. A study on the effect of career develcﬁ%} leadership style
and organizational culture on job satisfaction and organiza‘@'&ommitment revealed
that good leadership greatly influences job satisfact@ satisfaction is employee

with the work environment, the types of %, mpensation, relationships between co-

workers and social relations at the E@:é);b{

assessment, feeling or attitude of a person or&@owam his work and is associated
b

ork. Creation of employee satisfaction can
be created if the variables that v@be affected (such as, leadership and organizational
commitment can be aﬂ&odated and accepted by all employees within an
organization)'?. The ﬁ&ilts of this research show that good leadership is expected to
motivate em@)@% work better, that in general employees prefer a supportive

leadersl;ip@e because of the leadership of the highly prioritized the interests of the

Org@iz ion, have a high level of confidence, and also has the capability of supervision

ggh on any activities of the organization.

Prior research confirmed that the leadership style of an organizational leader affects

outcomes, employee performance, and facilitates the formation of perceptions regarding a

13,14,15

leader’s effectiveness Furthermore, previous researchers found a critical link

16,17,18

between leadership style and organizational and individual success . Regardless of
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gender, career success remains a significant motivating factor for organizational
leaders'®?. A study titled “Leadership Style and Career Success of Women Leaders in
Nonprofit Organizations” was conducted by scholars?!. A review of the results indicates
significant statistical relationships between transformational and transactional leadership
styles and the career success of women leaders in nonprofit organizations. No significant
correlation existed between passive leadership style and career success. ﬁx'rding the
significant correlation found between transformational leadershi ; d the career
success of women, the findings indicated that inspirational m&a‘t\ion was the strongest
transformational component within the relationship. Th&@?cation is that employing

transformational leadership style with robust 4 ational motivation behaviors

significantly contributes to career success. @

Leaders who utilize inspirational m@behaﬁors may enjoy greater career success
than leaders who avoid inspiratio@activities to motivate followers. Specially related to
the findings of this stu@men leaders in non-profit organizations that employ
transformational lea ip style including inspirational motivation behaviors might
enhance the l@a eer success experienced when compared to other leadership styles
and b a@@. The findings indicated a stronger significant correlation between
transactienal leadership and the career success of women in comparison to
@sformational leadership. The transactional component contingent reward provided the
strength within the relationship. Previous research indicated that men dominate
leadership roles in non-profit and for-profit organizations, employing a transactional

leadership style more often than any other style?>?}. The implication exists that women
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who employ a transactional style with emphasis on contingent reward enjoy greater

career success than women who utilize transformational, inspirational behaviors.

In contrast to the findings, scholars noted that women exhibiting strong transactional
leadership behaviors might create professional difficulties and risk alienating co-workers,
subordinates, and superiors because of conflicting beliefs regarding the -s@ly and
professionally acceptable style expected of women?*. The ﬁnc.lingg'i;l&lﬂicated no
significant relationship between passive leadership style and '}reer success of
females in the non-profit sector. The utilization of passives lb&sﬂip style demonstrates
an evasion of leadership duties and reveals a sedentar@ﬁlproductive demonstration
of leadership behaviors?®. Prior research ind'c@at women accept responsibility,
exhibit effective and active leadership beh. @ and maintain an emotional connection
to superiors, subordinates, and co@#a ies?®. Although participants in this study
reported using passive leadershi aviors, and the results of statistical testing indicated
an inverse relationship bdxe%passive style and career success, the p values indicated a
lack of statistical sigrificdnce. Leaders who employ a passive leadership style risk the
rejection of me@%d male subordinates; therefore, lowering the leader’s level of

effectiv. né\o motivate and inspire followers. The implication exists that women who

embraceypassive and avoidance leadership behaviors tend to diminish career success
Qortunities.

From the theoretical stand point Burns and Avolio Transformational-Transactional
Leadership Theory was strengthened. This theory emphasizes the clarification of goals,
work standards, and task assignments and focuses on task completion with compliance

based on incentives and rewards to appeal to the self-interest of followers. This study’s
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results are in concomitance with these theoretical perspectives. Therefore, on the strength

of the support found in conceptual, empirical and theoretical submissions in extant

literature with this present study’s results, the study posits that leadership style has a

moderate and positive correlation with turnover intention of non-teaching staff, while

leadership style has a weak and positive correlation with career success of non-teaching

staff in the selected Public Polytechnics in Oyo State, Nigeria.

Result of Hypothesis Testing

Leadership Style

e Transformational
leadership style

e Transactional
leadership style

Y

Figure 4.1:%su t Model

Source: Researcher’s Result of Hypothesis Testing (2023)
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Chapter Five . ‘\QO

Conclusion

This chapter presents and discusses the summary of ﬁndih@n%lusions and provides

useful recommendations, contributions to knowledge aléu%gestions for further studies.

5.1 Summary of Findings @
The aim of this study is to examine C@.;@p style as a predictor of career success and

turnover intention of non-acader%t f in Public Polytechnics, Oyo State, Nigeria. The
study has five chapters s%%(badchieve its main objective. Chapter one presented the
background to the st wpich confirms that employees are the most valuable assets in
the organizatj @%y successful organizations have strategies to look after their

employ: e%@h as good pay, attractive work environment, and profit-sharing systems.

Theém ivate employees for high productivity and retention with the organization.

&rature review of existing relevant studies to the concept of Leadership style, turnover
intention and career success was done. Leadership style in this study included
dimensions such as transformational leadership style and transactional leadership style.
Turnover intention was measured with Effort on work and Reward for work respectively

while Career success was measured with Self-direction and Intrinsic values. The
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empirical review was done to capture the interaction between Leadership style, turnover

intention and career success.

The study reviewed three different theories which are of specific relevance to the study.
These are; Adam’s Equity Theory, Social Capital Theory of Career Success as well as
Bass and Avolio Transformational-Transactional Leadership Theory. Thi{ﬁ}udy is
anchored on Bass and Avolio Transformational-Transactional Leadershi eory. This
theory emphasizes the clarification of goals, work standards, an@;\assignments and
focuses on task completion with compliance based on incentb@sn'd rewards to appeal to

the self-interest of followers. 6&%\

A cross-sectional survey research design wa @ this study to empirically examine
Leadership style as a predictor of care.er&ess and turnover intention of non-academic
staff in Public Polytechnics, Oyo St@geria. The population of this study covers Nine
Hundred and Eighty-six (986) @;§ademic staff in the Public Polytechnics in Oyo State.
These include: The Polyteshnic, Ibadan, Adeseun Ogundoyin Polytechnic, Eruwa and
The Oke-Ogun Pol %lﬂc, Saki. This study has a total of Two Hundred and Seventy-

seven (277) sa size. This study employed a simple random sampling technique. Self-

rated %maires were used to elicit response from 245 staff of the sampled public

@@hﬂics who returned the questionnaires.

The study adopted descriptive and regression statistical analyses technique to explain
Leadership style as a predictor of career success and turnover intention of non-academic
staff in Public Polytechnics, Oyo State, Nigeria. The data collected for the study were

analyzed using Statistical Package for Social Sciences (SPSS), Version 24 was used to
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test the hypotheses at 0.05 level of significance to determine the rejection or acceptance
of the null hypotheses. The results were extensively discussed in the context of the

current research as well as extant literature.
The findings of the study can be summarized as follows:

1. There is high level of turnover intention of non-teaching staff m&ﬂ&elected
Public Polytechnics in Oyo State, Nigeria. ,\QO

2. The level of career success of non-teaching staff in ‘the selected Public

%

Polytechnics in Oyo State, Nigeria is high. )\a

3. There are high transformational and transa(@leadershlp styles among non-
teaching staff in the selected Public P ics in Oyo State, Nigeria. However,
transformational leadership style @re prevalent.

4. Leadership style has a m deQ'e)}ld positive correlation with turnover intention
of non-teaching staff i% ected Public Polytechnics in Oyo State, Nigeria.

5. Leadership style haS\a’weak and positive correlation with career success of non-

.\
teaching staQt e selected Public Polytechnics in Oyo State, Nigeria.

5.2 o@sion

Em@y es are the most valuable assets in the organization. Many successful
ofganizations have strategies to look after their employees, such as good pay, attractive
work environment, and profit-sharing systems. They motivate employees for high
productivity and retention with the organization. Normally, employees will remain in the
organization if they have a feeling of commitment to the organization. Employee

turnover is a critical and a serious challenge faced by organizations, which will affect
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both direct and indirect costs of an organization. On the other hand, career success
reflects the satisfaction for employees with internal aspects (e.g. compensation and
promotion) and external aspects (e.g. performance appraisal and training & development)
along their career, which is considered as a result of work-related psychological
consequence accumulated for the employee through work experience, which include
outcomes for employees well-being and the quality of their life-careerﬁ&iety of
factors influence turnover intention and career success, one of %ctors is the
leadership style prevalent in such institution. Based on the em@gﬁl findings, this study
concluded that there is statistically significant influence )\dership style on turnover

intention and career success in the selected public po&&gﬂnics in Oyo State, Nigeria.

\$
5.3  Recommendations %QQ
This study hereby recommends t &(ﬁg:

1. The management %@ elected public polytechnics should ensure that several
developmental rogrammes are in place for the non-teaching staff in other to
minimj @%f turnover intention.

2. No&—@@gng staff of the selected public polytechnics should continually strive
or excellence as this will give them an edge in their career pursuit.

Q. Management of the selected public polytechnics should be endeavor to be more
transformational and transactional in their style of leading so as to ensure a high
level of commitment from the non-teaching staff which will eventually serve as
an added advantage to them.

5.3 Contribution to knowledge
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This study offers significant contribution to literature conceptually, theoretically, and
empirically.

Conceptually, the study focused on identifying gaps in literature pertaining Leaderships
style, Turnover intention and Career Success. The conceptual framework of this study
equally offers conceptual contribution as it was constructed by the researcher to analyze
the gaps identified in literature. Being the first model to combine the @\ependent
variables (turnover intention and career success), independent (Lea . yle) variable
with measures ranging from dimensions of leadership st ‘\transformational and
transactional leadership style), turnover intention (effort %)N\c‘)r and reward for work)
and Career success (self-direction and intrinsic Vah@%e model also can be adapted to
suite future studies. From the theoretical sta@% Bass and Avolio Transformational-
Transactional Leadership Theory w é@)engthened. This theory emphasizes the
clarification of goals, work st d&% and task assignments and focuses on task
completion with compliance t@'on incentives and rewards to appeal to the self-interest

of followers. This stuc@ﬁts are in concomitance with these theoretical perspectives.
'\

Empirically, @Qdy is able to add to recent literature on the interaction among
Leader i@’e, Turnover intention and Career success. Though, studies on Leadership
st IQtu over intention and career success abound in developed economy context,
g\/ever empirical study from developing countries like Nigeria seems to be few in this
regard. This mean not much is known about how Leadership style predicts turnover
intention and career success in the selected Public Polytechnics, Oyo State, Nigeria.
Hence by the findings of the two null hypotheses examined, the study becomes a basis for

reference for future study on Leadership style, Turnover intention and Career success.
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Moreover, the study provides findings which scholars can use to buttress the empirical

submissions in their study.

Overall, these above-mentioned points lay emphasis on the fact that this study offers
significant contribution to knowledge and has practical implication for the management

of Public Polytechnics in Oyo State, Nigeria that were investigated. &

5.5 Suggestion for further research ‘\QO

This study focused on Leadership Style as predictor of Turnoyer Ifitention and Career
[ ) ﬂ
Success of Non-teaching Staff in Public Polytechnics, Oy@. evertheless, to further

broaden the frontiers of knowledge, the followmg@ of studies are suggested for

further research. @
1. The present study was carrié;@ Public Polytechnics in Oyo State, further

studies can be carried out(In_other tertiary institutions so as to be able to extend
the knowledge gained %(Qd this work to all tertiary institutions in the State.
2. This study investigated Leadership style, Turnover intention and Career success
of nor@a)@% staff in Public Polytechnics in Oyo State, a comparative study
i ivate and Federal tertiary institutions in Nigeria may be considered in the
Q arest future.
Q Further research may consider using other leadership style aside transformational

and transactional leadership styles to establish their influence on turnoever

intention and career success.
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A cross-sectional survey design was used in the course of the study, and this
means evidence of causality cannot be established hence, further study may

consider longitudinal survey design to explain causality over a long period of time.
The present study was carried out in tertiary institutions; future research work

This study employed primary data for collection of informa ?N% the selected

may look into the corporate world.

tertiary institutions, same study may be carried out in the nearest future using the

secondary data for collection of information. %)\\‘
&
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Appendices é{b
Lead City University, Ibadan ‘ QO

Faculty of Communication and Information Sciences,
Department of Information Manageme "

Dear Respondent, é%

I am a Post graduate student in the above-named iﬁ}(ution. I am gathering data for an
academic research titled “Leadership Style a r of Turnover Intention and Career
Success of Non-teaching staff in Public Rolytechnics, Oyo State, Nigeria”. The

questionnaire is strictly meant for academic purpose. Kindly respond honestly to the
questions as this will assist the res great deal. To the best of the researcher

ability, all information provided ssa be treated with utmost confidentiality.

Thank you for your cooperationcbd

Yours faithfully, %\)
5» .\

Researcher Q

SEC"I%Q: Bio-data of Respondent

@tion: Please, tick (V) the appropriate answers to the questions asked below:

1. Gender: Male ( ) Female ( )
2. Age: <25 years, 25 - 35 years (), 3650 years (), 51 years and above ( )
3. Qualification: HND ( ) B.Sc. (), M.Sc. ( ) Ph.D.( ) MBA () Others

4. Work Experience: 1-10 years (), 11— 20years (), 21 years and above ()
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A
o
SECTION B: Turnover Intention '\QO

Please indicate the extent at which you agree or disagree with each statement in
relation to turnover intention in your institution. N "

4 = Very High Extent; 3 = High Extent; 2 = Low Ex@ 1= Very Low Extent

S/N | To what extent do you agree with the f(@ﬁﬁg VHE | HE | LE | VLE
4 3 2 1

Effort on work (Input)

1. I really do my best to get \ k)done regardless of
potential difficulties

2. When I start an ass1gnc@, I pursue it to the end.

3. I put a lot of e@ﬂ}o the tasks that I commence.

A

4. [ am trust yin the execution of the tasks that are
assigne
5. I really m§ best to achieve the objectives of the

obganization.
&é}fzrd for work (Outcome)

"My current job satisfies your personal needs.

Undeniably frustrated when not given the opportunity
at work to achieve my personal work-related goals.

3. Dreaming about getting another job that will better suit
my personal needs.

4. Accepting another job at the same compensation level
should it be offered to you.

5. Looking forward to another day at work.
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SECTION C: Career Success

Please indicate the extent at which you agree or disagree

relation to the level of career success.

A
&

&2
witly each statement in

oy

S/N | To what extent does you meet up to the follownﬁé? VHE | HE | LE | VLE
. A\ 4 3 2 1
Self-direction
o>
1. When development opportunities\bave not been
offered by my company, I hav A§ht them out on my
own.
2. Freedom to choose m reer path is one of my
most important Valuesk
3. Ultimately, I depe@@& myself to move my career
forward.
4. I navigate my 0% career, based on my personal
priorities. &N 9
5. Overall ave a very independent, self-directed
careél \
Intrinsic work values
g

ﬁ‘ seek job assignments that allow me to learn
" something new.

I will follow my own conscience if my company asks
me to do something that goes against my values.

8. I am much concerned with how I feel about my career
success, not how other people feel about it.

0. I like the predictability that comes with working
continuously for the same organisation.

10. | I prefer to stay in a company I am familiar with rather

than look for employment elsewhere.
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SECTION D: Leadership style

Please indicate the extent at which you agree or disa
relation to leadership qualities displayed in your instit&%

4=St

rongly Agree; 3 = Agree; 2 = Disagreerl\ ongly Disagree

A,

QP
N

%ed 'ﬁh each statement in

&ﬁbéats each of us as individuals with different needs,
_ abilities and aspirations.

S/N | Please indicate your agreemen@ e following | SA A |D [(SD
statement to reveal leadershi alities of top | 4 3 2 1
management in your institatien.

Transformational leade@\t‘sﬂé
A\

I. Gives personal att to members who seem
neglected. | )

2. Ensure members\of staff get recognition when they
achieve complex goals.

3. Emphasi 7?}’3 'importance of having a collective
sense*of mySsjon.

4. Helwﬂer members of staff with their self-

. opment.

5

Transactional leadership style

6. Ensure members of staff get rewards when they
achieve difficult goals.

7. Directs my attention toward failures to meet standards.

8. Suggests new ways of looking at how to complete
assignments

9. Makes clear what one can expect to receive when

performance goals are achieved.
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10. | Provides me with assistance in exchange for my

efforts.
Thank you.
A
o
%
Bio Data
Personal Data: . \%’3
Name: Azeez Femi %\
Sex: Male é
Marital Status: Married . A

Date and Place of Birth: \
Nationality: Nigerian ®

State of Origin:
Local Govt. Area:

Address: C}ﬁ
E-mail address:

Phone number: E >.

Next of Kin: Q)(b‘

Education:

"
Master of Scic@@ Office and Information Management,

Lead City Uniyversity, [badan, Oyo State

Bachelé @bﬁence & Education
@ership of Professional/Bodies/Learned Societies:

2023

e Professional Member — National Institute of Office Administrators and

Information Professionals (NIOAIM)
2020 till date
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